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Minister’s Foreword
[bookmark: _Toc30065223]
The care and support workforce is one of Australia’s largest and fastest growing, with around 720,000 care and support workers expected to be needed by 2049-50, up from 460,000 in 2021. It is also one of our most important workforces, supporting Australians to live life to their fullest and with dignity.
While there are many unique roles, settings and skillsets across this essential workforce, it is united by a shared purpose of providing care and support to those who need it.
However, around half of employers recruiting for care and support occupations experience recruitment difficulty. This increases to around two thirds for employers outside of capital cities. It is predicted that demand for care and support services will significantly outpace the supply of workers by 2025.
To meet record growth in demand for care and support workers, the Australian Government has created an Australian-first Care and Support Workforce Strategy, a national and holistic vision to ensure new investment is delivered in a targeted and coordinated approach, that meets identified skills and training priorities.

It is the first Australian Government strategy to bring together the aged care, disability support and veterans’ care sectors, designed to fit with a national holistic approach to address skill gaps and build a responsive, resilient care and support workforce.
It will complement the wider National Workforce Strategy to provide a framework for coordinated and consistent action, building on a suite of new and existing workforce initiatives implemented in care and support programs.
It also represents significant and continued Government investment across the sector, with additional measures introduced in the 2022-23 Budget that will strengthen workforce development and create more sustainable employment opportunities.
Our goal is self-fulfilling. By addressing barriers to participation and retention, we can create more rewarding career pathways with better retention rates, attract a more diverse range of workers, and invest effectively in skills and training.
Growing the pipeline of workers to deliver safe and quality care and support will create a high-quality, sustainable and more highly valued care and support workforce that meets the needs of all Australians.



Crucially, the outcomes from this strategy will ensure safe and quality care is delivered to those who need it, many of whom are the most vulnerable in our community.
The care and support workforce is a growing workforce where women account for four in five workers. The National Care and Support Workforce Strategy and related government investments will enhance the skills and capability of this female dominated workforce, benefiting women’s workforce participation and economic security.
By strengthening coordination, improving workforce utilisation, attracting new workers, and investing in professional development, we will be better equipped to face future challenges.
The initiatives outlined in the strategy will support the Government to: 
Enable a leading and innovative workforce 
Grow the pipeline of workers to meet increasing demand 
Sustain career pathways and improve workforce retention. 
The Government is committed to growing a responsive and capable care and support sector, and to provide safe and quality care and support services for Australians now and into the future. 
This strategy will play a key role in delivering this commitment.
[image: Hon Stuart Robert MP. Minister for Employment, Workforce, Skills, Small and Family Business]


Executive Summary

Prior to the onset of the COVID-19 pandemic, Australia’s care and support workforce was experiencing rapid and sustained growth (up 46% between February 2015 and 2021). This growth was in response to several significant and concurrent changes in the sector, including an ageing population, the introduction of the National Disability Insurance Scheme (NDIS) and an expansion of Home Care. The sector faced a number of workforce challenges, including high levels of staff turnover and recruitment difficulty, at a time when demand for workers was at record highs.
The COVID-19 pandemic exacerbated these challenges, increasing the demand and competition for workers across the broader health industry to assist with the pandemic response while limiting the availability of migrant workers. In many instances the pandemic also deepened existing issues around worker burnout and heavy workloads.
Demand for services is forecast to start outpacing the supply of workers, resulting in a workforce gap emerging in the short-term and growing each year. Modelling by Deloitte Access Economics forecasts there will be a gap of around 286,000 workers (211,000 full-time equivalent positions) across the care and support workforce by 2049-50.[footnoteRef:1] [1:    National Skills Commission, Care Workforce Labour Market Study, September 2021] 

Over the immediate to longer-term, a strategic approach is required to ensure the labour force is better equipped and more responsive to industry and community needs. This Strategy sets out the issues and gaps 
faced by the sector and guides targeted action to support an increase in workforce participation to meet Australia’s growing needs in this sector.
The Strategy sets the course for a workforce that is more highly valued with fulfilling career pathways and better retention rates. Addressing barriers to participation and retention, including providing career pathways and mentoring will be critical to attracting a diverse range of workers.
Crucially, the outcomes from this Strategy will ensure safe and quality care is delivered to those who need it, many of whom are the most vulnerable in our community. This includes providing consumer-centric services, ensuring a skilled workforce and aligning system settings to enable this.
This Strategy builds on a suite of initiatives already being implemented in care and support programs and cross-sector harmonisation initiatives, providing a framework for coordinated action. Applying the principles of the National Workforce Strategy, this Care and Support Workforce Strategy sets out a series of priorities to better deliver a holistic and coordinated approach to workforce investment and further realise opportunities to enable, grow and sustain this critical workforce. The Strategy builds on the Government’s strong support of the care and support workforce as outlined in the accompanying Care and Support Workforce Foundations (Attachment A).

The care and support sector includes aged care, disability support and veterans’ care. Mental health workers and workers skilled in mental health play a role in the care and support sector and many of the workforce challenges experienced in the care and support workforce are shared with the mental health workforce more broadly.

[image: Care and Support Workforce Strategy.
Vision: A high quality and sustainable care and support workforce that meets the needs and preferences of all Australians. The Care and Support Workforce Strategy is guided by the National Workforce Strategy Principles. 
Use data to create transparency and drive Government action. Equip workers with in-demand skills and focus employment services on employment outcomes. Remove barriers and disincentives to work. Activate industry to design and drive change. Target migration to fill skills and labour gaps. The Strategy is seizing the opportunity to enable, grow and sustain the care and support workforce across aged care, disability support and veterans’ care.
Enable a leading and innovative workforce that delivers quality care and support services. Strengthen coordination and governance across care and support. Get the system settings right across care and support. Promote the visibility, value and opportunity of working in care and support. Develop an innovation culture to drive quality service delivery. Improve the data landscape across care and support.
Grow the pipeline of workers to meet the increasing demand for essential care and support services. Address the workforce participation barriers of priority groups such as women, people with disability and indigenous Australians and also supporting a more gender balanced workforce. Attract new workers with the right attributes and skills and enhance the mobility and utilisation of workers across the sector. Establish dedicated migration pathways to grow the care and support workforce where there are labour shortages.
Sustain valued care and support career pathways and improve workforce retention. Build sustainable workforces at the local and regional levels. Invest in ongoing professional development. Support new entrants early in their careers with skills, training and qualifications. Strengthen career pathways.]
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The care and support workforce is critical to providing the essential services Australians need. That is why there has been a longstanding and strong focus on building a skilled and capable care and support workforce. A focus that continues today. 
Australia requires a high quality and sustainable care and support workforce that meets the needs and preferences of all Australians. 
With significant growth and employment opportunities available across all care and support occupations, the government is committed to further raising the visibility, importance, and value of working in this growing sector, as well as partnering with providers to attract and retain skilled workers. 
However, more must be done to ensure Australia has a high quality and sustainable care and support workforce now and in the years to come.

Development of the care and support workforce needs to be enhanced to ensure delivery of quality care and support services. This care and support workforce strategy provides a holistic approach across aged care, disability and veterans’ care through: 
Being better informed by data. 
Driving greater coordination across aged care, disability support, veteran care programs and mental health where relevant. 
Aligning with the National Workforce Strategy and ensuring a data-driven approach is used with industry to identify job seekers in employment services and training systems to build a capable workforce. 
Actively driving a more gender balanced and diverse workforce. 
Continuing to remove barriers that get in the way of attracting, retaining and sustaining a high-quality workforce. 
Increasing the value, quality and career pathways in care and support employment. 
Empowering industry to use their expertise and experience to inform and drive change. 
Supporting the sustainable growth of the care and support workforce through domestic workers and with the targeted use of migration.

To realise the vision – a high quality and 
sustainable care and support workforce 
that meets the needs of all Australians 
– this strategy identifies 12 data-informed 
priority opportunities to enable, grow and sustain 
Australia’s care and support workforce. 
[bookmark: _Toc99115982]







[bookmark: _Toc99115983]What is care and support?

Care and support describes the range of essential services provided across Australia’s aged care, disability support, and veteran care systems. It covers a wide range of programs from residential aged care, Commonwealth Home Support Program, home care packages, the National Disability Insurance Scheme (NDIS), and veterans’ services.
The demand for care and support services is met by a complex system, with essential services provided by a range of providers (including large companies, not-for-profit organisations, and sole traders) and occupations, across a range of roles and functions.
There are over 13,000 providers operating across the care and support landscape. While the vast majority (around 11,000) operate exclusively in the NDIS, many also work across aged and/or veteran care. Approximately 30% of aged care providers also operate in the NDIS or veterans’ care programs and 36% of veterans’ care providers operate across all three programs.[footnoteRef:2] [2:    Department of Social Services. NDIS National Workforce Plan: 2021-2025, June 2021] 



Source: Department of Social Services, NDIS National Workforce Plan: 2021-2025, June 2021
Figure 1. Share of providers across programs

[bookmark: _Toc99115984]Who is the care and support workforce? 
The care and support workforce are employed across aged care, veterans’ care and the NDIS. While there are a range of roles, settings, and skillsets in this workforce, it is united by a shared purpose of providing care and support to those who need it.

There is no universally accepted definition of the care and support workforce, and different definitions are used across Australia and internationally. Most often, this workforce refers to those with paid and direct roles in the care and support of participants. There are many unique roles in this workforce, each with different responsibilities, specialisations, and pathways. While these roles often go by different names and job titles, they can be broadly categorised into the following groups.Figure 2. The five high-level occupation groups
*References to the care and support worker occupation group in this Strategy includes the ANZSCO occupation titles Aged and Disabled Carer and Nursing Support and Personal Care Worker




Some of these occupations also play a role outside of the care and support sector - for example, almost two thirds of registered nurses work in hospitals, and allied health professionals who work in care and support tend to also work across the broader healthcare industry. 
The purpose of this strategy is to address challenges and opportunities in the formally employed workforce, though it is recognised that unpaid and informal carers make an important and valuable contribution to the care and support landscape as well. There are various interactions between informal care and the formal care and support workforce, with informal caring responsibilities often leading to formal care and support work. 
The Australian Government provides a range of free services and support for informal carers, including support for carers to enter or re-enter the workforce when their caring role ends (Attachment A refers). Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS, Participation, Job Search and Mobility detailed microdata, February 2021. Skill level 1 is commensurate with a bachelor’s degree or higher, while skill level 4 is commensurate with a Certificate II or III.
Figure 3. Key demographics and insights of the care and support workforce include:

There are also many workers in ancillary roles, such as cooks, cleaners and drivers, who play an important but indirect role in the workforce and are outside the scope of this strategy. 
The National Skills Commission estimates Australia’s care and support workforce to be around 460,000 workers - over half of this workforce are care and support workers, highlighting their significant role in the sector.


[bookmark: _Toc99115985]Building on existing workforce strategies, plans and 
initiatives 
Program-specific care and support workforce strategies and plans are in place for aged care (A Matter of Care: Australia’s Aged Care Workforce Strategy and Aged Care Workforce Action Plan: 2022-25) and the NDIS (NDIS National Workforce Plan: 2021-25). These establish a good foundation with successful initiatives already implemented or underway which contribute to enabling, growing and sustaining the care and support workforce. 
Further, the Government’s response to the Royal Commission into Aged Care Quality and Safety has seen the implementation of a once-in-a-generation reform of the sector, with the investment in ‘growing a skilled workforce’ critical to the success of these reforms. A 10‑year National Mental Health Workforce Strategy is expected to be finalised in 2022, which will complement the Care and Support Workforce Strategy and where relevant, initiatives will be developed and implemented jointly under both strategies.
Other workforce strategies in the health care and social assistance industry include the National Aboriginal and Torres Strait Islander Health Workforce Strategic Framework 2016-23 aimed at increasing Aboriginal and Torres Strait Islander representation in the healthcare industry, and workforce plans at the state and territory level that relate to the care and support workforce. 
Recognising the many workforce initiatives already underway in this sector, one of the key roles of this strategy is to provide a holistic framework to drive overarching coordination and workforce development. There is scope for a more consistent approach which better reflects the interconnections and similarities across the care and support landscape and considers the differences across programs and implications for the workforce. 



This section uses data and evidence to outline the workforce barriers and issues facing the care and support workforce, along with the opportunities identified in this strategy which will address these challenges. 
[bookmark: _Toc99115986]3.1		Demand for workers will continue to grow at record levels
The care and support workforce has increased by almost half in the past six years and has 146,000 more workers now than it did in 2015. Australia will need around 720,000 care and support workers by 2049-50 to meet the growing demand for services. 
The care and support workforce is already a large component of the Australian labour market and will continue to grow. To meet future demand, it is projected that roughly 1 in 25 workers will need to be in care and support roles by 2049-50. Source: National Skills Commission, Care Workforce Labour Market Study, September 2021. Modelling by Deloitte Access Economics, 2021. Demand projections are headcounts not FTE. 
Figure 4. Estimated workforce size and future demand projections (000)


3.2	A workforce gap is forecast to emerge Source: National Skills Commission, Care Workforce Labour Market Study, September 2021. Deloitte Access Economics, 2021. 
Figure 5. Sector demand as a share of total Australian employment

While the workforce has met the growing demand for services to date, a gap will begin to emerge in the short-term at a national level. At the regional level, some workforce pressure may already be evident, with employers in regional areas more likely to report recruitment difficulty than those in capital cities. 
By 2025-26 there will be a projected shortfall of 80,990 workers (headcount), increasing to 285,800 by 2049 50. Shortages will be most significant for personal care and support workers (skill level 4). 
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021. Deloitte Access Economics, 2021. 
Figure 6. Projected workforce gap 2019-20 to 2049-50 (headcount)


By 2049-50, almost three in four vacant care and support roles will be skill level 4 (certificate II/III equivalent). A strong pipeline of university graduates means that at a national level, higher skill level occupations will face smaller workforce gaps. 
However, at a regional level, shortages may differ significantly in type and size, with National Skills Commission employer survey data indicating greater recruitment difficulty outside of capital cities.
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; Deloitte Access Economics 2021. Skill level 1 is commensurate with a bachelor’s level qualification or higher; skill level 2 is commensurate with an associate degree, advanced diploma or diploma; skill level 3 is commensurate with an AQF Certificate III or IV; skill level 4 is commensurate with an AQF Certificate II or III.
Figure 7. Forecast workforce demand by occupation group 2019-20 and 2049-50 (headcount)
Figure 8. Projected workforce gaps by skill level (headcount), 2049-50
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021. Deloitte Access Economics, 2021. 

There are already recruitment challenges in some regions
Localised recruitment challenges already exist across Australia and have increased with the impacts of COVID-19, with providers unable to recruit workers limited in the amount, type, and quality of care they can provide. Recruitment Experience and Outlook Survey (REOS) data for August 2020-August 2021 shows that 50% of employers recruiting for care and support workers experienced recruitment difficulty, slightly higher than for all occupations over the same period (47%).
Employers recruiting for care and support workers in Rest of State areas (66%) are far more likely to experience recruitment difficulty than employers in capital cities (36%). The incidence of recruitment difficulty for care and support occupations has increased over time, in line with recruitment difficulty across the broader labour market.[footnoteRef:3] Further analysis of barriers to participation faced by regional and remote areas experiencing recruitment difficulties will inform better targeted strategies to address these issues. 
 [3:    National Skills Commission, Care Workforce Labour Market Study, September 2021] 
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; Recruitment Experiences and Outlook Survey (REOS). Data covers the period 10 August 2020 to 13 August 2021.
Figure 9. Employer recruitment difficulty


3.3	There is extra capacity in the current workforce 
that can be enabled 
On average, the care and support workforce works fewer hours per-week than the broader labour market. This is especially true for the largest occupation group, care and support workers. Registered nurses in the sector also work fewer hours on average than their counterparts in other areas such as hospitals. 
The number of hours worked in these occupations has remained steady for many years, while the number of care and support workers has almost tripled since 2001 in response to growing demand.

Source: Australian Bureau of Statistics, August 2021, Labour Force Survey Detailed (August 2001 to August 2021).
Figure 11. Average hours worked and employment size, care and support workers occupation group
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS Participation, Job Search
and Mobility, 2015 to 2021.
Figure 10. Usual weekly hours worked, 2021


Many in the care and support workforce would prefer to work more hours, with the workforce having a much higher underemployment rate than the labour market average. Around 16% of care and support workers wanted more hours in 2021. 
Care and support workers are also nearly twice as likely to have multiple jobs than other workers in the labour market. In February 2021 around 11% of the care and support workforce (around 50,000 people) reported having multiple jobs, compared to 6% of the overall workforce. 
While the demand for workers is at record levels, many workers are still underemployed, suggesting a mismatch is occurring. This mismatch could be driven by many factors, including: 
Poor workforce planning, rostering and management 
Distributional misalignments, including the timing and location of shifts 
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS Participation, Job Search and Mobility, February 2021
Figure 12. Underemployment rates, February 2021

Conflicting worker and provider preferences and availability 
Training and skills shortfalls 
Barriers to working across programs, providers, and locations 
If barriers can be addressed, the existing workforce could have a greater capacity to meet the growing demand for services. Modelling suggests a two hour increase in average hours worked would nearly halve the projected short-term workforce gap to 2024-25, although more is needed to address the long-term gap. 
With more hours available, workers’ real incomes would rise, improving workforce attraction and retention, and supporting workforce participation and economic security.


3.4	Diversifying the workforce

Ensuring a diverse supply of workers will be critical to growing and sustaining the 
care and support workforce.
Women

Women represent 79% of the care and support workforce. Greater community understanding of the role this workforce plays in supporting people’s independence, health and wellbeing is foundational to continuing to attract workers to care and support. 
Strong growth in women’s workforce participation has played an important role in meeting the increasing demand for workers in the care and support sector. Women represent the majority of workers across all occupations and skill levels in care and support. 
There is a high degree of flexibility in this workforce, which can suit workers with caring and other responsibilities. Women’s economic security is both a social and economic imperative, with around half of the workforce
working part-time and another quarter (28%) are casual. Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS Participation, Job Search and Mobility, February 2021
Figure 13. The majority of workers across care and support occupations are women

Supporting more women to join and stay in the care and support workforce will continue to be fundamental to meeting demand for services. Women’s participation will be sustained by work that delivers both flexibility and the hours workers need; secure, valued roles; career pathways supported by investment in skills and training; wage parity; and women in leadership across the care and support workforce. 
Improvements in women’s workforce participation not only supports women’s economic security but is critical to meeting workforce shortages and contributing to Australia's future economic growth.

Men
There is an important opportunity to attract and retain more men in the care and support workforce. Since 2001 the proportion of male care and support workers has steadily grown to around 25%. Sustaining and improving this trend will see a more gender balanced workforce and a greater supply of workers to

meet the growing demand for services. Greater gender balance also better reflects the community and those who access care and support services, enabling providers to harness the social and economic benefits of a diverse workforce.
Indigenous AustraliansFigure 14. Growing share of male care and support workers, 2001 to 2021
Source: Australian Bureau of Statistics, Labour Force Survey, November 2021. Care and support workers in this figure refers to the ANZSCO Aged and disabled carer occupation only.

There are opportunities to increase participation and economic security of Indigenous Australians, with around 2.2% of the care and support workforce (just over 8,000) in 2018-19 identified as Aboriginal and Torres Strait Islander. While this is slightly above the share in the total labour force (1.9%), it is much lower in occupations such as allied health (0.6%), suggesting representation is not consistent across the workforce. The National Aboriginal and Torres Strait Islander Health Workforce Strategic Framework and Implementation Plan 2021-31 aims to increase Aboriginal and Torres Strait Islander representation in all health roles and locations across the Australian health system, including across aged care and disability support. 

Indigenous representation in the care and support workforce is also important to ensure access to culturally safe services. This strategy also acknowledges the important role of Aboriginal and Torres Strait Islander community-controlled health care and allied health sectors, which provide culturally safe and responsive services to the community.


Figure 15. Proportion of Aboriginal and Torres Strait Islander workforce, 2018-19

People with disability Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; National Aboriginal and Torres Strait Islander Health Survey, 2018-19, and ABS Qualifications and Work, 2018-19.

Employment and financial security are central for improving outcomes for people with disability. Although the proportion of people with disability employed in the broad range of Community and Personal Service Worker occupations is only slightly lower than the proportion of people without disability (9.6% compared with 10.7%), overall rates of employment for people with disability are significantly lower than for those without disability.[footnoteRef:4] Under Australia’s Disability Strategy 2021-2031, Governments have committed to increase employment of people with disability and improve the transition of young people from education to employment.
 [4:  Australian Bureau of Statistics, Disability, Ageing and Carers microdata, Australia, 2018.] 

Under the Strategy, the Australian Government also launched Employ My Ability – the Disability Employment Strategy. Employ My Ability is the Australian Government’s 10-year commitment to improving employment outcomes for people with disability. 
Growth in care and support workforce also supports the NDIS Participant Employment Strategy 2019-2022, which targets a 30% employment rate for working-age participants by June 2023. With initiatives to improve career pathways in the sector and a shift in focus to retaining and attracting workers with the right values and skills, participants and their families will be in an excellent position to be more represented within the care and support workforce.


Job Seekers
There is an opportunity to support job seekers into care and support roles through training pathways and employment services placements. In the 5 years to 31 December 2021, there were around 87,800 job placements for jobactive participants in care and support occupations (representing around 4% of all placements), of whom 80% were female. 
The number of these placements increased during 2020-21 as the jobactive caseload reached record highs. As the caseload declines, it will be important to identify and upskill those job seekers with the right attributes so they can access jobs in the sector. Employers should also invest in these job seekers through on-the-job training and support. 
Students
Investment in education and training is important to grow the pipeline of skilled workers to address skill shortages. 
It is also important to understand that attracting more enrolments is not the only way to increase the pipeline of skilled workers. Improving the completion rates of care and support courses, attracting more students to the sector post-completion, and increasing the uptake of traineeships could increase the supply of skilled workers without increasing enrolments. For example, National Skills Commission (NSC) analysis indicates that for every 100 students who enrol in the Certificate III in Individual Support, only around 36 complete the course and work in the sector. Another 19 work in the sector having only partially completed the course. 
The primary qualifications for Aged Care and Disability Support workers have recently been reviewed. Proposed new requirements reflect recommendations of the Royal Commission into Aged Care Quality and Safety. The revised qualifications will increase the skill level of care and support workers and improve consumer and participant care and safety.


The $2 billion JobTrainer Fund will support around 463,000 training places for job seekers and young people in areas of skills need by the end of 2022. Care and support qualifications have been among the most popular nationally, with jurisdictions reporting over 33,000 enrolments in aged care related courses as at 31 January 2022, since the commencement of the Fund in October 2020. As part of the 2021-22 budget the government committed to an additional 33,800 dedicated training places in aged care related courses. This will be extended by a further 15,000 places as part of the 2022-23 Budget, in partnership with states and territories. 
Eligibility has also expanded under the extension of the JobTrainer Fund, meaning any Australian who wants to enrol in an aged care course, regardless of their age, employment status or prior qualifications, can access a JobTrainer place. This will help address the increase in demand for skilled care and support workers, support existing workers to get the skills they need, and provide affordable access to training for new workers.

Migrants
Migration has played an important role in supplying workers to the care and support workforce, with 40% of the workforce born overseas. However, the share of recent migrants in the care and support workforce has softened in recent years, particularly as a result of the COVID-19 pandemic. While there are migration pathways for higher skilled occupations (such as registered nurses) through Australia’s skilled migration programs, there are limited dedicated pathways for care and support workers to come to Australia.
Source: National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS Participation, Job Search and Mobility, 2015 to 2021. Recent migrants defined as people born overseas who have arrived within the last 10 years from the time of survey.
Figure 16.  Share of recent migrants in the workforce

Further, domestic and international competition for migrant workers, and possibly migrants of working age in all visa categories, may intensify in the years ahead due to a globally ageing population. 



3.5	Retaining workers is also crucial

Turnover is a significant challenge for providers employing care and support workers, with many of these workers exiting within the first few years. Duration is higher for skill level 1 occupations such as Registered Nurses and Allied Health Professionals.
Source: National Skills Commission 2021, Care Workforce Labour Market Study. This includes anyone listed as an ANZSCO
Aged or disabled carer on one or more tax returns between 2011-12 and 2018-19; ATO Taxation statistics microdata 2011-2019.
Figure 17.  Indicative flows into and out of a care and support worker occupation (Aged and Disabled Carer), 2011-12 to 2018-19 


Difficult working conditions, including the challenging nature of the work, pay, and conditions, along with mixed opportunities for career progression are key factors in the low retention rate. Employers have a critical role to play in supporting new entrants and retaining their workforce.
The Human Services Skills Organisation, through a qualifications design trial in conjunction with the Department of Education, Skills and Employment, has been exploring the potential for better defined career pathways for entry level care and support workers, linked to stackable training which can help individuals use their skills across different sectors in the industry, and build their skills throughout their career and advance to higher skill-level roles. This model offers useful approaches for other work underway to define job families and career pathways across the sector. This includes a project being undertaken by the Aged Care Workforce Industry Council to document the future structure of the aged care workforce, the job roles and families that will be required, including mapping of career pathways.


Intentional career pathways and professional development 
The lack of clear career pathways is a disincentive to working in care and support, particularly in lower skill level occupations. While transitions to higher skilled occupations, such as from a care and support worker to a registered nurse do occur, these are not formal career pathways. 
At higher skill levels, career pathways in care and support occupations are more clearly articulated with minimum qualifications, registration, placement, supervision and ongoing professional development, advancement and transition opportunities well-established. Attracting higher skill level professionals (nursing and allied health) into the aged care and disability sector remains an issue as the model of care and service delivery skill sets required are different to those required in the mainstream health system and are often not adequately covered in their education and clinical placement pathways.


While the COVID-19 pandemic has highlighted skills deficits and lack of ongoing training for these workers, the benefits of accumulating skills and qualifications through additional training and professional development is not clearly linked to career progression, increased scope of responsibility or pay. 

3.6   Shifting embedded perceptions of working in care and support
Persistence of negative perceptions about working in care and support may drive an undervaluing of the workforce and be an ongoing barrier to attraction and retention. 
The layering of cultural norms that caring is ‘women’s work’ combined with other negative perceptions about care and support work as a career choice, including those around pay, may be deterring many people from pursuing the opportunities that exist in this important sector. The opportunities are varied across care and support occupations and include personal care support, nursing, allied health and management roles.
The existing sector strategies have a strong focus on promoting the visibility, opportunity, and value of working in care and support, and must be maintained. 

3.7   Investing in technology and innovation
Slow uptake of research findings and adoption of technology in aged care was noted in the Matter of Care Report. Embracing technology and innovation presents several opportunities for the sector. Assistive technology can allow people to stay in their own homes, increasing independence and reducing care needs. Further, technology can improve working conditions for care and support staff by reducing physical tasks (e.g. mechanical lifting devices) and reducing administrative burden on the workforce, which allows them to focus on other responsibilities. 
The care and support sector is also seeing technological disruption in the ways people are connected to the care and support workforce through online platforms, and the COVID-19 pandemic being a catalyst for technology adoption. 
In line with recommendations from the Royal Commission into Aged Care Quality and Safety, this presents a big opportunity for the care and support sector to adopt and embrace a culture of innovation to drive quality delivery of care and support.

3.8   Pay and working conditions
Employers play a lead role in setting remuneration and other conditions, and shaping workplace culture, so their organisations are recognised by staff as an employer of choice. This will be increasingly important as demand for workers continues to grow. 
Incomes vary across the care and support workforce, which reflects differences in conditions and rates of pay for different occupations and differences in hours worked. The care and support workforce tend to work fewer hours on average than the overall workforce (around 30 hours/week in their main job), although this varies across occupations. There is also a gender-earnings gap across most occupations, with male workers earning around 7% more per-week than their female counterparts.[footnoteRef:5]  [5:   National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS, Employee Earnings and Hours Microdata, May 2018] 

The Care Workforce Labour Market Study found that average hourly earnings of care and support workers are higher than many other comparable occupations.[footnoteRef:6] Nonetheless, perceptions of low pay are seen as a deterrent to attracting people to the care and support sector and can be a source of dissatisfaction for workers.[footnoteRef:7]
 [6:   National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS, Employee Earnings and Hours Microdata, May 2018]  [7:   Victorian Government Department of Families, Fairness and Housing, NDIS Longitudinal Research Study Year 3 Report, June 2021] 

Figure 18.  Interaction between hours worked and earnings, May 2018

3.9   Disincentives and incentives across complex system settingsSource: National Skills Commission, Care Workforce Labour Market Study, September 2021; ABS, Employee Earnings and Hours Microdata, May 2018.

The care and support workforce operates in sectors which are predominantly government-funded and subject to a high level of regulation, placing a number of constraints on how providers can utilise and reward their staff compared to other sectors. 
There are a range of broader challenges that also exist outside of the sector, for example: 
The industrial relations system may not be flexible enough to reflect the shift towards consumer-driven care models. 
Complex interactions between the tax system and income support may deter people from working additional hours or entering the workforce at all. 
In a female-dominated workforce, the access and affordability of child care can limit labour force participation and utilisation. 

Pricing and funding models
Pricing and funding models across aged care, disability and veterans' care programs influence business decisions around staff scheduling and operating models, including whether to stay within particular program markets or invest in innovation and workforce development. 
Stakeholders have pointed to the shift to person-centred care and the interaction with program funding and pricing settings as incentivising providers to employ workers on short-hour casual or part-time contracts – leading to the rise of an ‘on-demand’ workforce and ‘just-in-time’ staffing. This approach can help providers meet consumer needs, as well as keep operating costs low within an increasingly competitive market environment. This also enables scaling of operations in line with the incremental rollout of the NDIS.[footnoteRef:8] [8:   National Skills Commission, Care Workforce Labour Market Study, September 2021] 

However, increased casual or part-time contracts can be a barrier for some workers moving into and remaining in the sector, and may require consideration of other factors, such as wages, training and future career development, to compensate for casual or part-time arrangements.
Regulation 
Stakeholders have suggested that regulation can be overly prescriptive and does not reward innovation in client care and support. Administrative burden that is not proportionate to risk can deter providers from entering or remaining in the market. Providers operating across the care and support sector are subject to overlapping regulatory frameworks, with over 30% of aged care providers also operating in the NDIS. 
Administrative workload due to regulatory requirements can also be a significant source of stress for workers.[footnoteRef:9] In the 2021–22 Budget, the Australian Government committed to align regulation to improve quality and safety for participants and consumers and remove unnecessary duplication of obligations for service providers and workers to operate more seamlessly across different types of care and support. A number of activities are already underway, overseen by the Cross-Agency Taskforce on Regulatory Alignment, including a common Code of Conduct to establish common foundational obligations for providers and workers, the development of a Care and Support Worker Screening Check, and a roadmap for medium to longer-term regulatory alignment being developed. [9:  Department of Health, The Aged Care Workforce, March 2017. As indicated by workers directly interviewed
for the 2016 National Aged Care Workforce Census and Survey.] 


Policy settings that influence labour market participation 
The care and support workforce is highly female dominated (79%), and as such, there are already established barriers to women’s full workforce participation. Women carry a disproportionate share of unpaid care and domestic work which reduces their capacity for paid employment. Women often opt for part-time work to balance these commitments, which inhibits their career progression. They are also more likely to leave the workforce due to these commitments. 
Addressing the barriers to women’s workforce participation is critical to better utilising the existing care and support workforce, reducing the gender pay gap, and supporting women’s economic security. Many different policy settings influence labour market participation including taxation, welfare, and in a female-dominated workforce, the availability and affordability of child care arrangements is of particular importance.
3.10   A more sophisticated role for data to inform workforce development of the care and support workforce
Robust data enables Government, industry and training providers to identify workforce challenges and harness opportunities. While data currently exists within programs, there is limited information available that cuts across the entire workforce to enable holistic analysis and planning. 
There are inconsistencies in how data is collected, with programs often using different taxonomies, classifications and levels of disaggregation. Without a consistent approach to data collection, there are often barriers in trying to use or even compare data across programs. Rich detailed data is also collected infrequently, such as the Aged Care Workforce Census (published 4 years apart), making it difficult to identify and address challenges when they emerge.


There are many opportunities to enable a more sophisticated and substantial role for data in the future workforce, namely: 
Using data analytics to match job seekers and young Australians to good-fit roles in the care and support workforce based on attributes and interests 
Updating the Australian and New Zealand Standard of Occupations and the Australian and New Zealand Standard Industrial Classification to reflect the modern and evolving care and support workforce, enable better workforce identification and measurement, and targeted investment 
Adopting consistent workforce definitions, terminologies, and taxonomies so that data can be leveraged across programs 
Investing in data assets, such as the expanded NDIS Demand Map, that take a holistic view of the workforce and support cross-program planning 
Ensuring data is available frequently and at a regional level to enable targeted and timely responses to workforce challengesImage courtesy of the Department of Veterans’ Affairs


Publishing more workforce data and insights to support industry, training providers and job seekers, to better understand how the workforce is changing 
Capturing data about the experiences, sentiment and demographics of workers and program participants including age, gender and cultural background 
Establishing new approaches to monitor the workforce, create valuable insights, and identify common challenges and opportunities affecting workforce supply and demand 
Enhancing future demand and supply workforce modelling for, and across, sectors. 


PART 4
Actions to enable, 
grow and sustain

Investment and action are required to enable, grow, and sustain the care and support workforce, with both government and providers having an important role in implementing changes to realise the benefits of the many opportunities available. This strategy includes both new investment in the care and support workforce, as well as provides the strategic framework for the initiatives underway, which will pave the way for a strong workforce foundation to enable, grow, and sustain the care and support workforce. This investment is further detailed in the Care and Support Workforce Foundations attachment which accompanies this strategy.
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Attachment A: Care and Support 
Workforce Foundations
The Care and Support Workforce Foundations underpin the National Care and Support Workforce Strategy and provide an overview of the actions and initiatives the Government is investing in to enable, grow and sustain the care and support workforce.
New measures will strengthen workforce development and governance across the care and support sector, target immediate workforce pressures and support ongoing skills development.Investing in the care and support sector –
new workforce measures

Support for Clinical Placements and Targeted Training in the Care and Support Sector
This measure will encourage nurses to choose the care and support sector as a career of choice through increased clinical placements. Increased availability of quality clinical placements will result in a strengthened pipeline of nurses and allied health workers choosing to work in the care and support sector after graduation. Training will also be developed for disability workers and providers delivering supports to NDIS participants with a psychosocial disability.
Growing the Aboriginal and Torres Strait Islander Care Workforce 
Boosting the participation of Indigenous Australians in the care and support and mental health workforces are of critical importance for the provision of culturally safe care. This measure will grow the skills and capability of Aboriginal and Torres Strait Islander people, increase the number graduating with care and support-focused qualifications and increase the number employed within the broader care and mental health sectors.

JobTrainer – Aged Care Boost
The Australian Government will deliver an additional 15,000 free or low-fee training places in aged care related courses, as part of the JobTrainer Fund, subject to agreement from states and territories. This will ensure there is a strong pipeline of qualified workers in both aged care and the care and support sector more broadly, while improving retention rates and making the sector more attractive to job seekers.
Establish a Cooperative and Mutual Enterprise (CMEs) Support Program
This measure will support the establishment of a cooperatives and mutuals program as a new and innovative way of building service delivery capacity in the system. CMEs are organisations that are owned and run by customers, employees, users, or residents. This business model can address care workforce issues including attraction and retention, enhance consumer choice and control and increase access to quality care services.


Sustaining a Care and Support Workforce for the Veteran Community
This measure will introduce an interim Veterans' Home Care (VHC) supplement to enable VHC providers to remain sustainable in the short-term until broader pricing and payment reform options are considered by Government.
Implementing the 10-year Mental Health Workforce Strategy
This measure will include short-term activities to optimise the use of the existing mental health workforce, as well as longer-term initiatives to grow and upskill the workforce. It will also include activities to enable system changes such as improved access to data for planning and ongoing national governance arrangements.
Care and Support Sector Regulatory Alignment Next Steps
In the 2022-23 Budget the Government committed to continue to implement regulatory alignment across the care and support sector and this measure will implement next steps of regulatory alignment reform. This will include the development of a comprehensive roadmap for regulatory alignment, including options for alignment of standards and reporting, and piloting of joint audits of NDIS and aged care providers.
There are a number of existing initiatives aimed at ensuring the workforce has the skills and foundations to support diverse needs, circumstances and preferences, as well as aligning system settings, to deliver high quality care and support.Enabling a leading and innovative workforce that delivers quality care and support

Workforce Advisory Service
Residential aged care and home care service providers can apply for free, independent, and confidential advice to improve workforce planning. This service supports providers to become ‘reform ready’ and helps the sector to develop and apply best-practice workforce planning approaches.

The Centre for Growth and Translational Research
The Centre will engage with workers, providers, researchers, senior Australians, and carers to help improve aged care services. It will drive growth in aged care that is aligned to innovation, based on increased workforce capacity and capability, and will enable sector change that is safe, delivers high quality outcomes, and increase the opportunity for all Australians to enjoy healthy, well-supported ageing.


Regulatory Alignment 
Commonwealth agencies are working together to deliver on the care and support regulatory alignment reform program. 
These reforms will seek to improve quality and safety for participants/consumers and remove unnecessary duplication of obligations for service providers and workers to operate more seamlessly across different types of care and support.
Providing greater information for the market to expand their service offerings and support clients 
The NDIS National Workforce Plan includes initiatives to provide market demand information for the care and support sector to enable providers to identify opportunities to serve clients and participants. The Government announced in the 2020-21 Budget that it would expand the NDIS Demand Map to provide market demand and supply gap information across the care and support sector, including aged care and veterans’ care, to support service providers in their decision-making, including where they may wish to expand their operations.
Aged Care Workforce Industry Council and supporting implementation of the Aged Care Workforce Strategy 
The Aged Care Workforce Industry Council is leading implementation of A Matter of Care, Australia’s Aged Care Workforce Strategy. 
The Council aims to support the workforce to deliver on the community’s high expectations for the aged care sector, and ensure all older Australians have access to high quality aged care. To achieve this, the Council is progressing work on several strategic actions, including developing workforce planning tools for providers and designing career pathways for workers.
Aged care providers can also commit to delivering high quality care by signing up to the Council’s Voluntary Industry Code of Practice.
Skills Reform 
Significant structural reform of the skills and training system is underway to ensure that all Australians have access to high quality and relevant training and that the sector can respond to dynamic labour market conditions. 
The Australian Government is working with states and territories to pursue funding arrangements that will drive increased participation in training that is high quality and meets current and emerging needs of industry and learners.
Industry Engagement Reforms: Industry Clusters 
The Government will provide an additional $149.2 million over four years, bringing the total investment to $292.5 million, to enhance the role of industry in the Vocational Education and Training system and embed improved governance.
Local labour market data asset 
The Government will develop an integrated data tool which will deliver a comprehensive, near real-time, regional, and local area view of Australia’s workforce, skills and labour market. Data will be made available at a regional level, and will help determine policy and program settings, such as participation requirements, training incentives and support service delivery.
Rural Locum Assistance Program 
The Government is expanding the Rural Locum Assistance Program to assist aged care providers affected by high staff turnover or sudden departures of key personnel in rural and regional areas, by providing access to a temporary surge workforce while they recruit. Incentives for permanent placements will also be provided.

Relocation Assistance To Take Up A Job (RATTUAJ) 
RATTUAJ is an Australian Government program that assists eligible participants to relocate to take up an offer of employment. Relocation assistance helps participants accept work outside of their area by removing the financial barriers that can prevent people relocating.

National Careers Institute 
The National Careers Institute (NCI) ensures Australians have access to reliable and accurate career information, resources, and support. The NCI supports industries and employers through the provision of authoritative and accurate careers information, assisting in the proactive attraction and support of workforces for the jobs of today and the future.
It is predicted that demand for care and support services will outpace the supply of workers by 2025. The Government has responded by implementing several initiatives to grow capacity and capability of the care and support workforce to meet the Australian community’s need for these essential services.Growing the pipeline of workers to deliver safe and quality care and support

The Local Jobs Program 2021-2025
The Local Jobs Program supports the identification of employment and training priorities and tailored solutions across Australia’s 51 employment regions. As of December 2021, the Local Jobs Program is delivering 19 care and support workforce projects.
Entry into Care skillset
The Entry into Care skillset provides entry level pathways into the care sector. 
An independent evaluation of the skillset was completed in August 2021. This found that learners who completed the skillset are broadly equipped with the skills and knowledge required to support fully qualified carers within aged care and/or disability support environments.

Home Care Workforce Support Program 
The Home Care Workforce Support Program will assist aged care providers to attract, train, and retain approximately 13,000 new personal care workers. The program will provide support for work placements, supervision, mentoring, and backfilling of workers while they study.
Aged Care Registered Nurses’ Payment 
This is a short-term measure to incentivise nurses to join aged care and stay in aged care. The payment is available for nurses who work for the same aged care provider over a six or 12-month period, and recognises the integral role of registered nurses in delivering high quality aged care to senior Australians.


The Care and Support Workforce Campaign – A Life Changing Life 
The Care and Support Workforce Campaign, launched 15 August 2021, encourages Australians with the right skills and qualities to consider a career in the care and support workforce. A Life Changing Life shines a light on the rewarding, varied and sustainable job opportunities available in aged, disability and veterans’ care.
Positive Humanity – Social Awareness Campaign 
Positive Humanity is a 12-month educative campaign designed to reframe care and support roles within aged care and other human services sector roles to generate interest from young people aged 15-24. The objective is to move young people to the contemplative stage of engagement and promote an increase in training rates and employment outcomes.
The JobTrainer Fund
The $2 billion JobTrainer Fund will support around 463,000 additional training places for job seekers and young people, and help them find work, re-enter the labour market, or explore new work opportunities in areas of skills need. As at 31 January 2022, the Certificate III in Individual Support represented 7.1% of enrolments under the JobTrainer Fund. The Government has also committed to 33,800 dedicated training places in aged care qualifications, which will be rolled out over two years to 2022-23.
Workforce Australia
The Government is transforming employment services, and from July 2022, Workforce Australia will improve job matching through better digital technology, focus more investment on those who need more help to get a job, and engage more closely with businesses to get them the workers they need.

Launch into Work 
The Launch into Work program supports the delivery of pre-employment projects that prepare job seekers for specific entry-level roles with an organisation. Projects are co-designed with employers and tailored to the needs of the business. This ensures that job seekers build the skills, experience and confidence they need to commence in entry-level roles. The program is primarily focused on creating long-term employment pathways for women. Launch into Work will be expanded and extended to June 2028. 
Boosting Apprenticeships Commencements 
The Boosting Apprenticeships Commencements (BAC) initiative supports employers who engage an apprentice or trainee between 5 October 2020 and 31 March 2022. In September 2021, the Australian Government announced the Completing Apprenticeship Commencements (CAC) wage subsidy which provides, from 1 October 2021, additional tapered financial support for BAC-eligible apprentices that progress to a second and third year of training. This investment will assist employers to retain BAC-eligible apprentices through to the completion of their apprenticeship. 
A Job-Ready Workforce 
Commonwealth Grant Scheme (CGS): Over $7 billion per year to subsidise the tuition costs for higher education students. 
The Job ready Graduates (JRG) package realigned CGS funding to reduce tuition costs to students in a range of course areas and incentivise students and universities to focus on work relevant qualifications and support growth in a tertiary qualified workforce. In addition, the JRG package will create up to 30,000 new university places and 50,000 new short courses in 2021 and provide additional support for students in regional Australia.


Wage Subsidies 
Employers who hire eligible job seekers into an ongoing job may be able to receive financial incentives of up to $10,000 (GST inclusive). Wage subsidies may be available for Indigenous Australians, parents, carers, long-term unemployed, mature-age, and young people. 
Supporting VET students with disability 
Approximately 4 per cent of people with disability are enrolled in VET, compared with approximately 18 per cent of the general population. The Australian Government is working and with states and territories on a range of measures to support accessibility and therefore boost participation in VET for students with disability, including participation in health and aged care training. 
Pacific Australia Labour Mobility Scheme 
The Pacific Australia Labour Mobility Scheme assists aged care providers in regional Australia struggling to fill vacancies with local Australians to access Pacific and Timorese aged care workers.

Tristate Vocation Outcomes Program Sustaining valued career paths and improving retention of care and support workers

This pilot program provides accredited and non-accredited training to prepare carers for paid employment when their caring role ceases. Carers undertaking the program have access to vocational coaching to support them throughout their participation, opportunities to undertake free Soft Skills, Mental Health and Wellbeing, Work Readiness and accredited Skill Set training modules, as well as paid Accredited Certificate and Diploma Course options. 
$6.0 million has been committed to this program from April 2020 to December 2022 and pilots are currently operating across South-East Queensland, South Australia and Tasmania, supporting around 1,500 carers through the life of the pilot. 
The Young Carer Bursary Program 
This program assists young carers aged 25 years and under to improve their longer-term employment prospects by ensuring they can continue study while caring for a family member or friend. $6.33 million has been committed for the 2022 calendar year to support 1,848 young carers.
It is vital that recruitment and retention challenges within the sector are addressed and clearer career pathways are developed. Several existing initiatives are targeted at building sustainable workforces at the local and regional levels, investing in ongoing professional development, supporting new entrants to the workforce, and strengthening career pathways.
The Skills Development Program for Aged Care Staff 
The Skills Development Program for Aged Care Staff will provide targeted online training to aged care workers to ensure they have the skills to deliver quality care in contemporary aged care settings. Training will be available for
nurses, personal care workers and allied health workers in aged care. Modules will include but not be limited to dementia care, palliative care, and trauma-informed service delivery.

Aged Care Transition to Practice Program 
The program supports new aged care nurses with training and professional development. Nurses who take part in the program receive specialist training in aged care and gerontological nursing and mentorship from senior aged care nurses. 
Palliative Care Training 
Palliative care training is being provided to the aged care workforce to improve the quality of, and timely access to, palliative care for older Australians. This program supports the aged care workforce to deliver quality palliative and end-of-life care, by expanding on current, well-established palliative care training and education activities delivered through the National Palliative Care Projects. 
Providing a stronger learning system and culture throughout the career of an NDIS worker 
The NDIS National Workforce Plan includes initiatives that train and support the workforce to enable career development and ongoing retention of workers. These include recognised micro-credentials, a Care and Support Worker Professional Network, a skills passport to record training and supported traineeships for potential NDIS workers.
Qualifications Design Trial 
The Human Services Skills Organisation in conjunction with the Department of Education, Skills and Employment, has been exploring the potential for better defined career pathways for entry level personal care workers, linked to stackable training which can help individuals use their skills across different sectors in the industry, and build their skills throughout their career and advance to higher skill-level roles. This model offers useful approaches for other work underway to define job families and career pathways across the sector. 
Aged Care Nursing Scholarship Program 
An additional 1200 scholarships over three years will be offered to nurses and allied health professionals to undertake postgraduate studies in aged care-related courses to increase the knowledge and skills of nurses working in Australian aged care facilities. 
Making it Easier for Working Pensioners to Resume the Age Pension 
This initiative supports age pensioners who choose to re-enter the workforce or increase their work hours by making it easier for them to return to the Age Pension if their payment is reduced to nil due to their income exceeding the income limit.



Attachment B: Measurement
Governance arrangements will be established to support the implementation and to measure the success of care and support workforce initiatives. An interdepartmental committee will be formed to provide oversight and visibility across agencies, with the Department of Health, Department of Social Services and the Department of Veterans’ Affairs to take on lead responsibility for relevant initiatives.
	Theme
	Measure of success and key performance indicators

	Care and Support Workforce Strategy
	A skilled workforce that meets the needs of Australians 
Valued careers, promoted as a career of choice, underpinned by effective training and education pathways 
Workforce supply that keeps pace with demand 
Lower turnover and higher retention of care and support workers 
Improved gender balance and diversity across all care and support occupations 
Enhanced mobility, increased efficiencies, and improved utilisation of workers across the care and support sector. 
Broad adoption of best practice workforce development and operating models by care and support providers 

	Enable
	Sector alignment initiatives are fully implemented 
Consistent worker screening and code of conduct across care and support sector 
Increased number of providers developing and implementing comprehensive workforce plans 
Increased uptake of technology and innovative workforce models 

	Grow
	Numbers of workers in all care and support occupations meet projected workforce demand 
Increased recruitment of workers from diverse backgrounds, including Aboriginal and Torres Strait Islanders and those from CALD backgrounds 
Increased number of workers recruited through migration pathways into areas of workforce shortages 
Proportion of male workers in each care and support occupation increases 
Increased number of nurses and allied health professionals in the care and support sector 

	Sustain
	Turnover rates decline 
Retention rates increase 
Completion rates in care and support qualifications increase 
Increase the number workers undertaking existing industry-specific training courses 
Increase the number of workers completing postgraduate nurse and allied health qualifications
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