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1. Executive Summary / 

The aim of SkillsHub’s Workforce Development Strategy for the Victorian Outdoor Industries is to build on previous work that has been conducted by industry and address 
workforce issues that can be an impediment to growth in the sector. The strategy is intended to assist industry to work collaboratively to address workforce issues and assist 
Government, along with training and education providers, understand the skills and workforce development needs of the sector. SkillsHub is the Victorian Creative and Leisure 
Industries Skills Council and is responsible for advising on skills and workforce development for the outdoor industries in Victoria.  
 
The establishment of the Victorian Outdoor Industries Taskforce in February 2009 enabled many important workforce issues to be aired. SkillsHub (then Verve) was fortunate 
to be able to participate in valuable discussions around the workforce including current skills and labor shortages and the potential risks associated with too few ready and 
suitably trained workers.   
 
Since the establishment of the Victorian Outdoor Industries Taskforce, a workforce development working group was formed by SkillsHub to guide the process of forming the 
draft strategy. Representatives included those with an interest in outdoor recreation, outdoor education, outdoor tourism and outdoor therapies. It is hoped that the 
complexity and size of the outdoor industries is reflected in the report attached.  
 
The Victorian outdoor industries are not alone in their need to quantify and assess their current workforce in order to ensure current balance between supply and demand and 
shore up longer-term growth in the context of an ageing population and declining participation in outdoor activities. Workforce development and planning is a requirement for 
all industries that want to ensure that productivity is not limited by not having the right people in place, with the right skills at the right time. 
 
SkillsHub, with the support of Sport and Recreation Victoria, facilitated an introductory workforce development session for industry on 12 November 2010. The keynote 
presenter, Julie Sloan, developer of the Australian Standards in workforce planning, provided an overview of major workforce issues facing all industries and a methodology for 
addressing workforce needs.  
 
One of the key factors in the development of any workforce strategy is the availability of quality data about the industry. To date, good data on the outdoor industries has been 
lacking, due in large part to the fact that the industry is not recognised through national data collection methods. Under current ANZCO (Australian and New Zealand Standard 
Classification of Occupations) codes, the outdoor industries fall through the cracks and are collected under sectors that range from education, recreation and religious 
services.  
 
Service Skills Australia, the National Skills Council for the sport and recreation industries, is currently working with the National Outdoor Council of Australia to capture data on 
the outdoor industries and their workforce. Service Skills Australia was able to present preliminary data findings at the session held on 12 November and this forms part of the 
evidence base contained in this report.  
 
It is beyond the scope of this report to present alternative data. SkillsHub also acknowledges that the data contained in this report cannot be used to accurately predict supply 
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and demand. It is vital that industry continues to engage in the collection of data to improve on the evidence base that is currently available to the market to facilitate supply 
and demand. To this end SkillsHub will continue to provide a survey tool via its website to collect information on the Victorian outdoor industries workforce as the industries 
plans for their future. SkillsHub will be continuing to share data on the Victorian outdoor industries with Service Skills Australia to improve the delivery of skills under a 
continuous improvement methodology. 
 
Finally, the strategy is intended for wider dissemination and use by the outdoor industries and is considered by SkillsHub to be an ‘organic’ document that can be shaped as 
new challenges and workforce needs arise. At present there is no single peak body for the outdoor industries, which presents a significant challenge in terms of collaborative 
working arrangements. SkillsHub has offered to ‘house’ the strategy with the intention that the outdoor industries will update it in coming years to ensure currency and 
relevance. It is recommended that the working group continue to meet periodically to review the document.  
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2. Recommendations / 

1. Investigate funding for a major research project on the Victorian outdoor industries to capture information on the size of the industries, economic output and 
current workforce capacity. This aligns to the National Outdoor Strategy aim to “quantify” the industry.  

 
2. Industry to take advantage of Skills for Growth and other government-funded workforce development programs in order to: a) expand knowledge of 

workforce development, and b) contribute to the ‘evidence base’ through provision of economic and workforce data.  
 

3. SkillsHub, training providers and industry to continue to promote “best practice” in the delivery of quality outdoor programs. This aligns to the National 
Outdoor Strategy’s aim to “promote” the industry.  

 
4. Provide more “on-the-job” learning opportunities including traineeships, internships and mentoring opportunities be made available to career aspirants 

wishing to enter or progress in the outdoor sector.  
 

5. Industry to review articulation pathways between vocational education and training (VET) and higher education to ensure that there is opportunity for career 
advancement through training and education.  

 
6. Government should review the cost of delivering outdoor recreation courses and consider allocating additional funding for providers that deliver outdoor 

training in remote locations using industry standard equipment. 
 

7. That industry implement a Skills Log Book to document hours spent in the industry. This could include time spent in solo and group outdoor pursuits and 
professional development activities.  

 
8. Review career paths and qualifications pathways to assist people to plan future careers in the outdoor industries.   
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3.  Industry Profile / 

3.1 Introduction 

The outdoor industries in Victoria are diverse, ranging from not-for-profit member-based walking clubs to large-scale commercial ventures. ‘Outdoor recreation’ was the term 
traditionally applied to the sector to reflect the fact that most activity is for recreational purposes rather than competitive ends.  
 
The umbrella term ‘outdoor recreation’ is no longer appropriate and has recently been replaced by industry with the term ‘outdoor industries’.

1
. This is typical of an industry in 

growth and, over the past 20 years, many new markets have emerged. As the name suggests, the industries share outdoor activities as their focus and encourage participation 
in outdoor activities albeit to achieve a variety of outcomes.  
 
In response to the February 2009 bushfires in Victoria, industry came together to form an Outdoor Industry Taskforce. The taskforce aimed to work collaboratively across 
industry and with related industries to address the risk of a decline in public participation in outdoor activities. Similarly, the National Outdoor Strategy 2009-2012, prepared 
by the Outdoor Council of Australia (OCA), advocates a collaborative response to ensure sustainable growth across the industries and defines them as having several distinct 
threads that fall within the sector. The three aims of the recent strategy were to: quantify, grow and promote the outdoor industries. The Victorian Workforce Development 
Strategy reflects these national objectives.  
 
SkillsHub, in consultation with industry, has identified five broad areas within the sector: outdoor recreation; outdoor education; outdoor tourism; outdoor therapies; and 
outdoor sport. We also note broad differences in the way in which businesses are structured, from not-for-profits staffed largely by volunteers, to the largest outdoor 
education provider that employs over 200 staff.  
 
Despite the differences across the industry there are important synergies and themes that need to be understood if the industry is to move forward in addressing its short and 
longer-term workforce needs. 
 
 

3.2 Outdoor recreation 

Outdoor recreation refers to activities that are “non-competitive”. This segment of the industry includes activity providers that aim to encourage participants through fun, 
challenging or leisure-based activities in outdoor settings. There may be secondary outcomes of a therapeutic or educative nature but this is not the primary reason for 
engagement. Outdoor recreation is the largest component of the industry and includes camps, commercial activity operators such as Go Ride A Wave, and not-for-profit 
member associations such as Bushwalking Victoria. 

                                                 
1
 The latest advice from the sector is that it is more appropriate to call it an “outdoor sector” as this would include the large number of not-for-profit organizations as well as the commercial operators 
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3.3  Outdoor education 

Outdoor education incorporates learning outcomes from recreational activities. There is a strong relationship between outdoor education and outdoor therapy; however 
outdoor education offers more in the way of early prevention whilst outdoor therapies, at the other end of the spectrum, provide a means to assist individuals overcome 
personal issues. In Victoria, the outdoor education industry is a large portion of the market and many of the outdoor sector’s workforce are captured in this segment. The 
Victorian Outdoor Education Association is the peak body for the outdoor education industry.

2
 

 
 

3.4  Outdoor tourism 

The tourism industry increasingly recognises the role of outdoor adventure and nature-based activities as vital to the growth of the sector. Tourism Victoria publishes a market 
profile on the adventure tourism industry that defines the industry as “any outdoor activity” that tourists engage in whilst visiting Victoria. Tourism Victoria’s market profile 
states that adventure visitors represent 38 per cent of all international visitors and 86 per cent of the adventure activity market is from intrastate visitors. Interestingly, 
cultural tourism is said to make up 68 per cent of the international tourism market and there may be a need to better define outdoor experiences to ensure that the tourism 
market is adequately captured, that cross promotion occurs and that Victoria is marketed as a recreational tourist destination. 
 
 

3.5  Outdoor therapies 

Outdoor therapy, adventure therapy, wilderness therapy or bush adventure therapy, as it has been variously termed by Australian and New Zealand practitioners, is a practice 
whereby outdoor activities are used to assist in personal development and/or rehabilitation but with clearly defined boundaries as to the level of psychological engagement. 
Whilst participation in outdoor activities is widely documented to have the benefit of health outcomes, this is the primary objective of outdoor therapies. People that describe 
themselves as practicing in this area (it is estimated that there are approximately 50 specialists in Victoria) are usually highly trained; however, with the Australian 
Government push towards a preventative health system, there is a growing tendency for providers to promote the therapeutic benefits of outdoor recreation. 
 
 

3.6  Outdoor sport  

Formally organized sports, including outdoor coaching, competitions and events, are now considered part of the outdoor industries according to national and international 
definitions. The competitive nature of outdoor sports distinguishes this part of the industry form other streams.  

                                                 
2
 The VOEA is now under review and may be replaced by a new peak body. This announcement will be made in early 2012  
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4. Workforce profile – Evidence Base 

There have been a number of studies undertaken over the past 10 years which have investigated various aspects of the outdoor industries workforce.  
 
Research and evaluation needs to be undertaken to ensure information is available to the sector to inform workforce development and to seek better understanding of the 
effectiveness of workforce development expenditure. This objective defines research and evaluation as they relate to the capacity and capability of the workforce, the work 
produced and the environment or context in which work is carried out. 
 
For the outdoor industries, common issues include: 

• The lack of industry definition and economic data around the industry; 
• The need for sustainable planning around natural resources and workforce; 
• The desire for growth on the back of tourism, health, education and related sectors; and 
• Reliance on a large numbers of volunteers. 

  
Additional issues that have been raised in discussions with the local industry are: 

• The lack of clear career paths and shifting job roles within the industry; 
• The need to better define job roles within industry yet fear that this may impact on awards (new awards have recently been announced); 
• The shortage of training available

3
 (and variety in the quality of graduates);  

• Labour shortages, including the need for outdoor education service providers to employ overseas graduates to meet demand; 
• Poor working conditions, with relatively low pay rates and remoteness of work; 
• High attrition rates of people in their 30s (loss of skills and knowledge); 
• The high number of volunteers and casual workforce; 
• That skills can lead to growth in the sector and help mitigate against risk associated with outdoor activities; 
• The need for sustainability skills; 
• The need for advancement of leadership and management skills within the industry; and 
• That outdoor education is perhaps the most dominant sub-sector of the outdoor industries in Victoria but outdoor sports and recreation, adventure tourism and 

adventure therapies are all growing and present new skills and challenges. 
 

 

                                                 
3
 This reference was applied to vocational education and training (VET) not higher education and relates to the loss of a major training provider in 2010. The issue is however common to VET delivery in other 
states.  
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4.1 The estimated size of the outdoor industries in Victoria 

The Outdoor Council of Australia has developed a national outdoor strategy which identifies key activities needed to ensure the continued development of the industry. It 
notes that recent work undertaken by the Outdoors Industry Taskforce in Victoria, following the February 2009 bushfires, estimated the value of the outdoor sector in Victoria 
alone to be $182 million annually. 
 
The size and scope of the Victorian outdoor industries (approximate figures based on an industry scan) are as follows: 

• 485 direct delivery operators (campsites, outdoor activity providers, outdoor education providers, adventure tour operators) 
• 80 per cent of the annual turnover of $182 million is spent in regional and rural Victoria 
• 2425 effective full time employees 
• Estimated number of participants per annum: 

� 1,500,000 in camps 
� 2,800,000 in outdoor recreation 
� 120,000 in outdoor education 
� 85,000 in licensed adventure tours 

 
 

4.2 Outdoor activities operators 

A scan of Yellow Pages searching various outdoor industries categories results in the following numbers: 
• Outdoor Activities – 162 businesses  
• Outdoor Recreation Training and Development – 7 businesses  
• Camping equipment and retail – 244 businesses  
• Outdoor Education – lists boys schools with outdoor education provided as 39 businesses and girls schools as 55 businesses (no results for Outdoor 

Education)  
• Outdoor Therapies – nil 
• Outdoor Tourism – nil 

 
Licensed tour operators (LTOs) play a key role in promoting access to Parks Victoria land, promoting its values and appropriate use, and encouraging tourism and recreation in 
Victoria. LTOs in turn offer over 3500 guided tourism and recreation opportunities across Victoria. 
According to Parks Victoria’s 2009/10 Annual Report, it licenses tour operators, many of which are small businesses operating in regional areas, who run tours and activities on 
Victorian public land. At 30 June 2010, there were 311 LTOs, a 14 per cent increase on 2008-09. Of these operators, 235 held one-year licences and 76 held three-year 
licences. LTOs provided activities for 185,041 people during the year, made up of 88,241 adults and 96,800 children. 
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Bushwalking is the most common activity offered by LTOs, with 52 per cent offering it as a tour activity. Other activities include bus tours (30 per cent), bird watching (20 per 
cent) and canoe or kayak tours (19 per cent). 
 
Past reports indicate that there were 270 LTOs in 2005/06; 239 in 2006/07; 267 in 2007/08; and 281 in 2008/09. 
 
Anecdotal evidence from LTOs would suggest that while there are 311 Parks Victoria-licensed operators, it is likely that there are a further 1000+ businesses operating 
outdoor adventure activities. Most of these operators are not members of peak bodies so it is difficult to quantify and identify them. In addition, there are also a number of 
freelance guides who may sub-contract to operators (both LTOs and non-licensed) or work directly with clients such as schools or local councils who offer adventure 
programs. 
 
Conservative estimates of the number of providers of outdoor activities in Victoria – in addition to Parks Victoria’s 311 LTOs – are as follows: 

• Operators licensed by other state land managers   140 
• Possible additional direct delivery providers (not including camps) 400 
• Australian Camps Association camp sites    250 
• Possible additional camps     400 
• Christian venue camps      40 
• Corporate trainers      20 
• School camps providing for non-school groups   4 
• Coach companies providing activities other than transport  40+ 
• Parks Victoria programs (hiring external staff)   2 
• Shire Council programs      4 
• Ski schools       6 
• Continuing education centres     10 
• Adventure therapy       20 
• Youth at risk           8 
• Personal trainers (including outdoor activity)     10 
• Adventure racing event managers         4 
• Werribee Zoo canoe program         1 
• Victoria Police (hiring external staff to assist)       4 

 
In addition to these providers, outdoor trained or competent individuals who work in the outdoor industries at various times include, among others: 

• Schools – teachers, casual employees and sub-contractors /freelance guides for camps and excursions run by school staff 
• TAFEs and universities – casual instructors 
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• Outdoor retail outlets – often employ leaders to sell gear and assist customers, voluntary and paid tuition, kayaking, etc. 
• Outdoor wholesalers 
• Paid lifesaving staff at beaches and rivers 
• Parks Victoria and other land managers 
• Local council recreation officers 
• Agencies which run outdoor conservation programs 
• Weed control and river management teams 
• Activity officers at conference centres and eco lodges 
• Peak body employees 
• Equipment hire agencies 
• Emergency services and rescue agencies 

 
Ecotourism Australia was formed in 1991 as an incorporated non-profit organisation, and is the peak national body for the ecotourism industry. 
 
The association has a diverse membership that includes key industry sectors such as ecotourism accommodation, tour and attraction operators; tourism planners; protected 
area managers; academics and students; tourism, environmental, interpretation and training consultants; local and regional tourism associations; and travellers. 
 
There are 329 members across Australia, of which 48 are in Victoria. 
 
At the time it ceased operation early in 2011; Outdoor Recreation Victoria Inc (ORC) had 25 members broken down into the following 16 categories: 

• Accommodation   3 
• Adventure-based activities  4 
• Birds     1 
• Boating/sailing    1 
• Bushwalking    1 
• Camping    1 
• Canoeing    1 
• Climbing    1 
• Conservation    1 
• Disability    1 
• Education/training (adult)  3 
• Exchange programs   1 
• Four-wheel-driving   1 
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• Orienteering    1 
• Tourism    1 
• Youth     3 

 
 
The Victorian Outdoor Education Association (VOEA) has been the peak body and professional teaching association supporting teachers and educators in the conduct of 
outdoor education in Victoria. Membership to the VOEA helps to support and promote Outdoor Education through the provision of: 

• Curriculum development 
• Professional development 
• Advice and referral 
• Establishment and review of guidelines and standards 
• Participation in state and national committees relevant to the profession 
• Networking with like associations 
• Publications and website 

 
There are four types of membership to the VOEA: organisation; individual; organisation-affiliated; and concession (concession memberships are generally only available to full 
time students or pension card holders). 
 
The VOEA now has 210 members – in 2010 it had 105 teacher/student/individual members, 61 school members (including schools, universities, TAFEs) and 44 operator/other 
members – but in the past it has had up to 600 registered outdoor education providers. 
 
According to Tourism Victoria, adventure tourism visitors are defined as those who experience bushwalking or rainforest walks, fishing, scuba diving, snorkeling, surfing, sailing, 
windsurfing, kayaking or other outdoor activities (see Appendix 1). 
 
The Victorian Tourism Workforce Development Plan 2010-2016 indicates that in 2007-08, three per cent of Victoria’s tourism output was from recreation, culture and sport, 
one of 18 categories. 
 
For the same period, culture and recreation made up 6.4 per cent of tourism industry employment. 
 
The report notes that the labour requirements of Victoria’s tourism workforce fall into two broad areas: the need for an abundance of semi-skilled employees that cover both a 
permanent and casual base; and a depth of higher skilled, career-oriented employees. It also notes that tourism employees generally exhibit a greater tendency to move 
between jobs compared to other workers. This can affect service levels and the industry’s image as a long-term career option. However, industry feedback suggests tourism 
employees tend to move within the industry, often due to transferable skill sets, with the high turnover of staff not necessarily resulting in a labour loss for the industry. 
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Ski resorts in Victoria, dependent on the season, can be a major employer of outdoor trained personnel. For example, in 2010 Mt Hotham saw over 340 staff employed in areas 
such as ski and snow board instructors, lift attendants, events, guest services, snow-making and ski patrol volunteers. 
 
Some outdoor industry-affiliated organisations have indicated that they are considering joining the ‘fee for service’ segment of the industry by providing some of their venues 
and services to other groups when not being used by their members/groups. This type of initiative may grow the point of supply base and provide more paid opportunities as 
well as those for volunteer leaders, etc. 
 
The situation continues to be organic in that as some providers cease to operate, others enter the industry. 
 
 
 
 
 
 



 

 

 

14 

4.3 Outdoor industries employee skills and opportunities 

Cotton et al (2010) examined the role outdoor recreation and education plays in the development of generic leaders who have a positive relationship to the natural world. 
Their results indicated that outdoor leaders might have qualities that would benefit the community as a whole. 
 
The Victorian Tourism Workforce Development Plan 2010-2016 indicates that the flexible nature of the tourism industry and the ageing workforce both create opportunities to 
grow the tourism workforce. 
 
A January 2010 government report, Australia to 2050: future challenges notes that there is scope for Australia to improve its labour force participation rates, especially 
through policies that target improvements in education, health and attachment to the labour market. This includes removing the barriers to workforce participation for 
mature-aged people who want to work. The report states that policy responses need to reflect a sound understanding of the complex nature of mature-age participation. 
Retirees make a valuable contribution to the economy and living standards through activities such as volunteering or career activities. For those wishing to continue working, 
key factors influencing workforce participation include health outcomes, educational attainment, the tax-transfer system, cultural attitudes, workplace flexibility, and access 
to retraining and support services. 
 
According to AdventurePro Australia & New Zealand, there were approximately 66 specific job vacancies in the outdoor industries during March and April 2011. Some of these 
vacancies required multiple employees for the same position. Of these, 57 per cent were in the adventure tourism category, 27 per cent in outdoor education, six per cent in 
outdoor recreation, nine per cent in retail outdoor stores and 1.5 per cent in nature-based tourism. 
 
Sixty-four per cent of the job vacancies were casual positions, 26 per cent were full-time, and the remaining 10 per cent were fixed-term, contract, volunteer and permanent 
part-time positions.  
 
Eighty per cent of the jobs were based in Victoria, with nine per cent in NSW, four per cent in Queensland, three per cent in South Australia and three per cent in Tasmania and 
overseas (USA).  
 
 

4.4 Staff attraction and retention 

The low number of workers entering the sector can be attributed to some of the following factors: 
 

• Lack of known career paths in industry – more work is needed to identify and promote vocations within the industry 
• Pay and lifestyle conditions associated with working in the industry – entry level wages are between $28,000 and $50,000 very low by other industry standards.  
• Providers may not successfully engage the young people they take on trips to consider careers in the outdoor industries  
• Students at many large schools rarely study Outdoor Education. Small schools with in-house outdoor education continually have their graduates move into the 
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 sector (with passion!) 
• Most schools place insufficient value in Outdoor Education 

 
People coming into the outdoor industries often require further skills development and training to meet employer’s requirements. This could be avoided if there were more 
opportunities for “on-the-job” learning. Key findings from industry included:  
 

• Many working in the training sector are either very recent graduates or have not practiced in the field for some time.  

• There is insufficient time to spend with students in the field 

• There is no means currently to assure the quality of graduates  

 
The two key issues in relation to staff retention – as with many other industries – are cited as salary levels and career advancement opportunities. 
 
Salary levels are critical with a general feeling by operators that staff are underpaid (considering the level of responsibility involved to be a leader) by at least $100 a day for a 
base rate leader, with $300 to $350 per day being a more realistic figure than current daily rates. 
 
This equates to around $50 per hour for ‘by the hour’ employees working on activities at camps, etc. with a minimum of three hours paid when full days are not worked (often 
two or three hour blocks). 
 
Career progression in the industry is difficult to achieve, but some leaders have indicated that if it were easier to become a freelance guide with increased independence this 
would be a good initiative and a career step up.  
 
One current obstacle for freelance guides is affordable Insurance –as either a PAYE leader or manager of an adventure business, many do not have insurance and may be on 
the fringes of legality in a range of other areas. 
 
Other issues raised by operators include: 

•  Trainees or TAFE students being used to fill mandatory leader places in Adventure Activity Standards (AAS) (Education Department guideline or  other required 
 ratios) without payment or being paid a minimal amount maintains low expected prices by customers through unfair competitive practices 

•  Some operators running activities with incorrect leader numbers or group sizes that don not comply with land manager or other requirements 
•  Operators and others avoiding mandatory charges or costs associated with licensing and other government regulations (i.e., Parks Victoria permit system) 
•  Inequities in the permit system that favour some operators over others (e.g. ceiling on land use fees to the advantage of large operators at the expense of the 

 smaller providers) 
•  Lack of opportunity to pursue personal and professional passion 
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•  Boredom due to generic style programs 
 
 

4.5 Outdoor industries training 

Outdoors WA currently administers the National Outdoor Leader Registration Scheme (NOLRS) on behalf of the Outdoor Council of Australia. 
 
NOLRS was developed following consultation with members and representatives of the outdoor recreation, outdoor education and outdoor adventure activity industries. The 
NOLRS is not a qualification, but a national scheme that registers outdoor leaders who have the skills, experience and qualifications deemed as being the equivalent to 
industry standard. It provides a quick and easy method of identifying people who are committed to providing quality outdoor experiences, conducting outdoor activities with 
safe and environmentally-sustainable practices.  
 
For each outdoor adventure activity, registration may be achieved at a number of levels including restricted guide, and/or instructor. Completion of a cluster of units of 
competency from the Outdoor Recreation Industry Training Package (SRO03) will create a pathway to registration in an activity at a particular level. NOLRS also recognises 
other qualification pathways via skills recognition processes and preferred assessment provider status.  
 
The NOLRS avails the industry of a national register of outdoor leaders with current skills, experience and qualifications. External agencies can also make use of the register in 
matters relating to policy and procedure. 

• National recognition of skills, knowledge and experience irrespective of the outdoor leader’s pathway to a qualification  
• A tool for monitoring currency of skills, knowledge and experience of outdoor leaders  
• A mechanism for ‘quality management’ in training options relevant to the industry by delivery of training to meet the national industry standard  
• A database for agencies and employers seeking to monitor the status of outdoor leaders  
• Increased public confidence in outdoor program delivery 

 
Other possible longer-term benefits of the NOLRS include:  

• Provision of data to assist planning and policy decisions  
• Increased access to natural areas for registered leaders who abide by the NOLRS Code of Ethics and Practice  
• Decreased insurance premiums for organisations employing registered leaders 

 
The NOLRS is monitored by a sub-committee which is made up of up to ten people who collectively represent a cross-section of the outdoor industry and the various states 
and territories. These individuals nominate for the sub-committee and voluntarily contribute their time and skills: 

• To make and position decisions about the implementation and management of the NOLRS in accordance with the policies and procedures of the Outdoor Council of 
Australia (OCA); 
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• To make recommendations to the Board of the Outdoor Council of Australia regarding the development of the NOLRS; 
• To assist state / territory organisations to implement / operate the NOLRS; 
• To facilitate communication between state / territory organisations; and 
• To stimulate, collate, process and respond to feedback from stakeholders with regard to the content and operations of the Scheme. 

 
Victoria’s representative on the NOLRS sub-committee is Adam Kershaw from World Challenge. 
 
 

4.6 Number of VET graduates 

Skills Victoria figures for 2008 and 2009 course enrolments and completions for outdoor recreation and outdoor tourism (ecotourism) qualifications for VET only and all 
funding sources in Victoria are as follows: 
 

 2008 2009 
Enrolments 2508 2734 
Completions 744 488 

 
 
Table 1: Course enrolments by course details, 2009 (source Skills Victoria) 
 

Course ID Course Name       Course enrolments 

21493VIC Diploma of Resort Management (Marine)  6 
SRO10106 Certificate I in Sport and Recreation  46 
SRO20103 Certificate II in Sport and Recreation  109 
SRO20106 Certificate II in Sport and Recreation  89 
SRO20203 Certificate II in Outdoor Recreation  28 
SRO20206 Certificate II in Outdoor Recreation  551 
SRO30106 Certificate III in Sport and Recreation  691 
SRO30206 Certificate III in Outdoor Recreation  87 
SRO30306 Certificate III in Outdoor Recreation (Multiple Activities) 33 
SRO40106 Certificate IV in Sport and Recreation  427 
SRO40206 Certificate IV in Outdoor Recreation  147 
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SRO50106 Diploma of Sport and Recreation   297 
SRO50206 Diploma of Outdoor Recreation   155 

SRO60106 Advanced Diploma of Sport and Recreation  68 

All                                 2,734  
 
 
Table 2: Course completions by course details, 2009 (source Skills Victoria) 
 

Course ID Course Name       Course enrolments 

21312VIC   Diploma of Resort Management (Dive)                                                    4 
21493VIC   Diploma of Resort Management (Marine)                                                  6 
21495VIC   Diploma of Resort Management (Spa)                                                     8 
SRO20106   Certificate II in Sport and Recreation                                                 8 
SRO20203   Certificate II in Outdoor Recreation                                                   1 
SRO20206   Certificate II in Outdoor Recreation                                                   115 
SRO30103   Certificate III in Sport and Recreation                                                1 
SRO30106   Certificate III in Sport and Recreation                                                151 
SRO30206   Certificate III in Outdoor Recreation                                                  23 
SRO30299   Certificate III in Outdoor Recreation                                                  1 
SRO30306   Certificate III in Outdoor Recreation (Multiple activities)                            16 
SRO40103   Certificate IV in Sport and Recreation                                                 4 
SRO40106   Certificate IV in Sport and Recreation                                                 25 
SRO40203   Certificate IV in Outdoor Recreation                                                   2 
SRO40206   Certificate IV in Outdoor Recreation                                                   34 
SRO40299   Certificate IV in Outdoor Recreation                                                   1 
SRO50103   Diploma of Sport and Recreation                                                        24 
SRO50106   Diploma of Sport and Recreation                                                        36 
SRO50203   Diploma of Outdoor Recreation                                                          1 
SRO50206   Diploma of Outdoor Recreation                                                          26 

SRO50299   Diploma of Outdoor Recreation                                                          1 

All                                    488  
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Table 3: Number of Course Enrolments by ALL Funding Types, VET only, limited to Outdoor Recreation Qualifications, 2009, 2010 (source Skills Victoria) 
 

Course Name  Course ID 
2009                      

Enrolments 
2010                 

Enrolments 
Change                               

2010 V 2009  

SRO10106 Certificate I in Sport and Recreation 46 2 -95.65% 

SRO20103 Certificate II in Sport and Recreation 109 19 -82.57% 

SRO20106 Certificate II in Sport and Recreation 89 53 -40.45% 

SRO20203 Certificate II in Outdoor Recreation 28 0 -100.00% 

SRO20206 Certificate II in Outdoor Recreation 551 481 -12.70% 

SRO30106 Certificate III in Sport and Recreation 691 611 -11.58% 

SRO30206 Certificate III in Outdoor Recreation 87 200 129.89% 

SRO30306 Certificate III in Outdoor Recreation (Multiple activities) 33 59 78.79% 

SRO40106 Certificate IV in Sport and Recreation 427 521 22.01% 

SRO40206 Certificate IV in Outdoor Recreation 147 464 215.65% 

SRO50106 Diploma of Sport and Recreation 297 234 -21.21% 

SRO50206 Diploma of Outdoor Recreation 155 172 10.97% 

SRO60106 Advanced Diploma of Sport and Recreation 68 0 -100.00% 

Total - 2,728 2,816 3.23% 
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4.7 Number of Higher Education graduates 

The only specific course of relevance to the outdoor industries articulated in DEEWR figures is ‘Sport and Recreation’ in the ‘Society and Culture’ category. 
 
Table 1: In 2009, higher education commencing students in ‘Sport and Recreation’ studies (Australia-wide) were as follows: 
 

• Doctorate by Research  6 
• Masters by Research   2 
• Masters by Coursework  27 
• Other postgraduate   35 
• Bachelor    775 
• Associate degree   2 
• Other undergraduate   2 
• Undergraduate cross-institution 6 
• Non-award courses   36 

 
DEEWR does not break down the figures further for each state, and it must be assumed that many commencing – and completing – students in a wide variety of disciplines 
inevitably work in the outdoor industries.  
 
Although completing student figures are broken down by state, there are no figures for the ‘Sport and Recreation’ category as figures are only broken down into the over-
arching categories such as ‘Society and Culture’ in which Sport and Recreation is included. 
 
SkillsHub acknowledges that significant skills development occurs through higher education and contributes to the number of graduates entering the outdoor industries, 
particularly in the fields of outdoor education and outdoor therapy where it is common for workers to have Bachelor qualifications.  
 
 

4.8 Career paths 

Examples of pathways in the outdoor industry include the following. 
 
Outdoor Industry Worker, born 1960-1970  
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Education Pathway: 
Year 12 � Associate Diploma of Recreation Leadership (e.g. Victoria University) � 
Industry and internal outdoor organisation qualifications, i.e. Australian Canoeing, The Outdoor Education Group � Diploma of Vocational Training and Education (e.g. The 
Gordon) � RPL Certificate IV in Outdoor (i.e. Swinburne) 
 
Employment Pathway: 
Community Recreation – local council (swimming pool, sports stadium, municipal recreation officer outdoor education), group leader, specialist instructor, area manager, 
human resources manager, coordinator and teacher, general manager. 
 
It seems that there are not clear career paths in the sector because the industry does not consider itself professional enough to warrant the entitlement of a ‘career’. Until 
there is a cultural and attitudinal shift this will not change. 
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5. Workforce Issues 

5.1 Competition to attract new entrants  

Labor shortages have been reported across the outdoor industries for a number of years. One outdoor education provider stated that up to 40% of its workforce is recruited 
from overseas. International workers are most likely to come from North and South America and Northern Europe. Competition for staff has resulted in people being employed 
without the necessary skills and experience and this presents a challenge to the industry. Traineeships are one opportunity for the industry to gain new entrants and ensure 
that workers develop the right skills to make them effective outdoor leaders and reduce the risk associated with untrained staff.  
 
Other industries also compete for new entrants. The defense industry is one example, whereby good living and working arrangements and higher pay make this an attractive 
alternative for those attracted to working in the outdoors.  
 
Reasons for not wanting to enter the outdoor industries include the relative high cost of training, geographical remoteness, perceived lack of career paths in the industry, lack 
of job security due to high levels of casual and contract work, and poor rates of pay. In discussions around workforce development issues, industry has acknowledged that it 
may lack the ability to market itself, but equally there are systemic issues around pay and work/life balance that should be addressed in any workforce planning initiatives.  
 
 

5.2  Industry attrition 

In the wider context of an ageing workforce and competition to attract new workers to the outdoor industries, high attrition rates are troubling the industry. Many leave when 
they reach their 30s due primarily to lack of job security, low pay and geographical remoteness. At this age many wish to start families and purchase housing. It should also be 
noted that the profession can be physically taxing and requires high levels of fitness. Some may wish to take on roles in management or program coordination rather than lead 
groups on expeditions, however these roles are limited.  
 
Addressing the issue of attrition is important for a number of reasons. Firstly, it contributes to labour shortages and secondly, there is a high cost to industry when skills and 
knowledge are lost from the sector. From the perspective of business productivity, Business Victoria’s website provides useful information on keys to retaining staff and tools 
to assist businesses to estimate the costs associated when members of their workforce leave (http://www.business.vic.gov.au/BUSVIC/STANDARD//PC_62143.html). 
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5.3  Succession planning 

Most businesses either do not plan for succession or commence planning at the eleventh hour when it is often too late to implement effective succession strategies. A recent 
example of an outdoor recreation business that did succeed in succession planning is Bindaree. Bindaree’s Managing Director requested assistance from SkillsHub to develop a 
workforce plan under the Skills for Growth program. This enabled the business to review its long-term strategies and ensure that suitable staff were trained in management 
and could take on greater roles and responsibilities within the business.  Appendix 1: Skills for Growth Case Study 
 
In order to ensure that skills and knowledge are retained in the sector, industry needs to consider paid mentorship programs and other initiatives that will foster professional 
development and leadership opportunities within the industry.  
 
 

5.4  Marketing and promotion of careers in industry  

The industry has acknowledged it has a marketing and branding issue and that the outdoor industries are at risk of being lost within other sectors, such as tourism and 
education, unless it raises its profile. Marketing and promoting careers in the outdoor industries are made even more complicated by the fact that there is currently no peak 
body representing the outdoor industries in Victoria. Unlike the fitness industry, where professional membership with one of two major fitness registration bodies is standard 
and this is linked to qualifications and insurance, the outdoor industries have no such system.  
SkillsHub, in the process of developing a workforce strategy, has reviewed roles and responsibilities within the industry. Internationally, European countries and South America 
are also doing this in an attempt to better define career paths and a qualifications framework. The career map below is an attempt to illustrate various occupations within the 
industry, the qualifications required to perform the roles and occupations where skills may be transferred from one industry to another.  
Provide career map below  
 
 

5.5  Remuneration and working conditions  

The industry pay rates are determined by Fair Work Australia and the following Modern Awards apply: 
• Educational Services (Schools) General Staff Award, 2010  
• Amusement, Events and Recreation Industry Award, 2010   

 
There may be some reluctance to acknowledge career progression and delineate job roles due to the perception amongst some employers that this will increase rates of pay 
across the industry. However, as the competition for quality workers is great and likely to increase as the population ages, a review of standard pay rates for roles within the 
industry is recommended as is a review of working conditions.  
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5.6  Skills transferability  

While many skills are transferable across industry and to other related industries, there is a concern that an emphasis on generalist skills may reduce the need for training in 
specialised outdoor activities. An example of this is when people are trained to provide an outdoor guiding experience in relatively safe conditions but would not achieve the 
competence to run a snow caving expedition which demands specialised technical skills and wilderness first aid training. The Australian Adventure Activity Standards (AAS) 
provide a comprehensive set of guidelines that cover most industry specialisations.  
 
SkillsHub, in consultation with industry over the past 12 months, has identified the following skills as requirements to work in the outdoors:  

• Technical skills in at least four outdoor recreation activities (preferred skills in 
seven activities)   

• Ability to drive a bus (possession of a manual driver licence) 
• Facilitate programs  
• Provide leadership to groups 
• Use electronic communications 

 
Industry also requires a range of ‘employability’ skills that include: 

• Leadership 
• Teamwork 
• Communication 
• Demonstrate initiative 
• Self-management 
• Responsibility for one’s own learning 

 
Knowledge of the following is also expected:  

• At least four outdoor recreation activities (preferred knowledge and skills in seven activities) 
• First aid 
• OHS 
• Risk management 
• Food handling 

 
In discussions with industry a strong emphasis emerged on the fact that outdoor professionals need technical ability and proficiency in several outdoor activities, but must 
also be able to demonstrate good leadership, communication and facilitation skills. Whilst leadership is a skill that is refined at senior levels it is expected that all those 
working in the industry demonstrate leadership ability from the time they enter the industry.  



 

 

 

25 

5.7  Skills Development and Training  

As has been previously mentioned there are issues with the current qualifications framework and lack of clarity around the requirements to work in the industry. It is clear that 
outdoor professionals enter the industry through higher education, VET and informal learning through participation in outdoor programs and activities. There are large numbers 
of volunteers in the sector that may indicate that informal arrangements make up a large part of the skills development that is occurring.  
 
Anecdotally, and backed up by an examination of recent employment postings and information contained in the newly developed Sport and Recreation Training Package, it 
appears that Certificate III in Outdoor Recreation is the minimum qualification required to work in the industry. Those that do not possess any qualifications but have been 
working in the industry would be eligible for an assessment of their acquired skills and knowledge through a Registered Training Provider (RTO). This process is known as 
recognition of prior learning (RPL) and can help to ensure that the industry has a skills base or ‘benchmark’ for people to work in the industry.  
 
Whilst Certificate III in Outdoor Recreation is viewed as the base entry level qualification for the outdoor industries, there are other VET qualifications that can assist existing 
industry professionals to upskill and move to more senior roles within the industry. The Certificate IV in Outdoor Recreation enables people to work as group leaders and 
further develop their leadership, facilitation and technical skills. Similarly, the Diploma of Outdoor Recreation offers greater management training and skills in developing 
programs and activities for multiple cohorts. At a senior level, a Graduate Vocational Certificate and Graduate Vocational Diploma in Outdoor Leadership have recently been 
developed in Victoria. These qualifications will enable senior professionals the opportunity to undertake vocational qualifications to improve their ability to operate at 
executive or senior management roles within large outdoor organisations.  
 
Higher education also provides a valid pathway to the industry and many choosing to embark on careers in outdoor education and/or work in an outdoor therapeutic setting 
study at university. In addition to higher education offerings in outdoor recreation, many also choose to enter the industry after pursuing teaching, social work and other 
related qualifications. In this case higher education provides a context for delivering educational or therapeutic benefits through outdoor activities. However the technical skills 
required for delivering outdoor activities may then be learned informally or through additional VET qualifications.  
 
Issues that have arisen in discussions with industry around the skills needs of the sector include the relatively high cost of training, the need for people to have developed 
skills in the field, the need for people to have accumulated enough hours in the field to ensure preparedness for work in the industry, and a lack of training providers. In 2010 
Swinburne University announced that it would not be continuing its delivery of Certificate III, Certificate IV and Diplomas in Outdoor Recreation.   
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6. Workforce Development Strategies 

6.1  Improve the evidence base 

One of the key obstacles to developing a workforce strategy is lack of quality data. The outdoor industries are not currently captured as an ‘industry’ by conventional means of 
data collection. Further research and quantitative and qualitative data is required. There is currently no funding to accurately research and measure the size and scope of the 
Victorian outdoor industries. This report has had to rely largely on evidence that already exists. If the outdoor sector wishes to be considered an industry it must collaborate on 
a major data collection project that would include information on the ‘illegals’, or operators that do not currently register with Parks Victoria or other bodies.  
 
Recommendation: 

1. Industry should investigate funding for a major research project on the Victorian outdoor industries to capture information on the size of the industries, 
economic output and current workforce capacity.  

 
 

6.2 Identify workforce development opportunities  

Workforce issues have been identified in the previous section; however, there are some immediate solutions to assist industry to begin planning for current and future 
workforce needs. The Victorian Government’s Skills for Growth workforce development program runs until June 2012 and is available to any enterprise that employs between 
one and 200 people, is registered in Victoria and is not a Commonwealth or state government entity. SkillsHub is one of 27 service providers that are able to assist individual 
businesses to develop comprehensive workforce action plans and recommendations for development of the current and future workforce. Participating in the Skills for Growth 
program allows data to be captured on the skills and workforce development needs of the sectors. It also asks participants for financial data which is treated confidentially but 
is used to assist measure the effectiveness of the program. SkillsHub currently has seven outdoor recreation businesses registered under the Skills for Growth program. This 
provides demographic information on over 300 outdoor industry workers, including their average age and level of qualification which is vital to planning for the overall sector. 
More information about the Skills for Growth program is available from the Business Victoria website (http://www.business.vic.gov.au/BUSVIC/STANDARD/PC_63495.html). 
 
Recommendations: 

2. Industry should take advantage of Skills for Growth and other government-funded workforce development programs in order to: a) expand knowledge of 
workforce development, and b) contribute to the ‘evidence base’ through provision of economic and workforce data.  

3. Industry to establish a ‘working group’ to address ongoing workforce issues. This group could take responsibility for revising the Victorian Outdoor Industry 
Workforce Development Plan.  
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6.3 Identify skills development opportunities 

SkillsHub is currently working with industry to identify traineeship opportunities under a project called Home Grown, as on-the-job experience is seen as necessary for future 
work in the industry. Providers have reported a rise of between 30 and 50 per cent in the number of trainees over this period which indicates that there is now a wider take-up 
of traineeships in industry. More providers are now working with industry to facilitate traineeship opportunities and more employers are aware of the opportunities presented 
by traineeships to recruit and retain quality staff.  
 
There are also opportunities to recruit people with an interest in the outdoors through Australian School Based Apprenticeships and VET in Schools programs. These provide 
alternative pathways for those who are not interested in learning in a classroom and offer industry a process for identifying its future workforce. Industry is still calling for 
more suitably qualified and trained staff, however, and there has recently been an employer-led push to develop its own training pathway.  
 
Recommendations: 

4. SkillsHub, training providers and industry to continue to promote traineeship opportunities and identify and promote “success stories” under the Home Grown 
traineeship initiative  

5. Industry to take advantage of the Victorian Training Guarantee in order to “up-skill” and retain quality workers for the industry.  
6. Industry to review articulation pathways between Vocational Education and Training (VET) and Higher Education to ensure that there is fluidity in career paths 

and the opportunity for career advancement through training and education.  
7. Government review the cost of delivering outdoor recreation courses and consider providing additional funding for providers that deliver training in remote 

locations using industry standard equipment. 
8. That industry implement a Skills Log Book to document hours spent in the industry. This could include time spent in solo and group outdoor pursuits and 

professional development activities.  
9. Industry adopts a points system to ensure professional currency of trainers and individuals working in the field. Again the fitness industry offers an example of 

how this could work.  
 
 

6.4 Market and promote careers in industry 

Given the relative size and complexity of the industry, the outdoor sector would benefit from a review of existing job roles and identification of career paths across outdoor 
recreation and related industries.  
 
Recommendation: 

10. SkillsHub to present a ‘career map’ illustrating vocational outcomes and qualifications for approval by industry. This would be promoted via the SkillsHub 
website and via industry and training provider networks. A draft Career Map is included in Appendix 2 
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6.5 Collaborate across industry where workforce issues are common and skills are readily transferable 

Given there are obvious links between outdoor recreation, outdoor education, outdoor tourism (or adventure tourism) and outdoor therapies (or adventure therapies), there 
could be far greater collaboration across these industries to address workforce and skills issues.  
 
The recent development of the new Sport, Recreation and Fitness Training Package presents greater opportunities for people to gain skills that can be transferred across other 
‘active’ industries and provides greater opportunities for people to work continuously in indoor and outdoor settings using similar skills sets.  
 
 

6.6 Review ‘best practice’ on-the-job training and assessment methods  

During discussions with industry on the quality of training and variation in graduate outcomes, the idea of a ‘trade test’ was floated. This would ensure employers could 
confirm a person’s ability to perform skills in outdoor environments and to demonstrate leadership and technical ability. Whilst no particular training providers were singled 
out, there is a clear view that training providers that deliver training in collaboration with industry provide students with a much better opportunity to enter the field. On-the-
job learning experiences enable students to determine their ‘competence’ to work in outdoor environments and to confirm their suitability for careers in the outdoors.  
Service Skills Australia has recently developed a program called Right Way that is designed to improve training and assessment practices across the service industries. Service 
Skills Australia has approached SkillsHub to act as an ‘agents’ for the program. The Right Way Program provides the public and industry with a way to ascertain competence in 
the delivery of training and includes an assessment of the following three areas: 

• The quality of providers’ training facilities and equipment  
• The quality of trainers and assessors  
• The quality of training resources  

 
 
The Right Way Program will be voluntary and training providers or trainers and assessors that opt to be accredited under the program will gain the following benefits: 

• Greater recognition as a quality provider or trainer/assessor 
• Greater preparedness for auditing and compliance by the Victorian Regulation and Qualifications Authority (VRQA) and Australian Skills Quality Authority (ASQA).  

 
Recommendation: 

11. That industry review the Right Way Program with a view to adopting it as a measure of the effectiveness of training and assessment in the delivery of outdoor 
skills in Victoria.  
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The background  / 

The aim of the program is to help organisations develop their business objectives and priorities; to assess 

the skill needs of both the business and staff  members; to establish a customised workforce training and 

development plan in line with strategic business goals; and to place staff  into accredited training programs.

SkillsHub – Creative and Leisure Industries (formerly Verve – Knowledge and Skills) was appointed as a 

Service Provider by the Department of Innovation, Industry and Regional Development to provide businesses 

in the cultural and recreation sectors – including motion pictures, internet publishing, libraries, and sport and 

recreation – with SFG advice and assistance.

The audience  /

SFG assists fi nancially viable Victorian-based business which have been operating for at least 12 months 

and which have between one and 200 employees. 

Project parameters  /

Once a business has registered online for the SFG program, an independent workforce planning and training 

‘specialist’ from an appointed Service Provider contacts the business to arrange an onsite visit to explore 

the strategic direction of the business and assess the training and skill needs of its employees. Additional 

specialist visits will develop a workforce training and action plan, which includes the indentifi cation of 

business and individual needs.

The services delivered by the appointed service providers is funded by the Victorian Government; the 

costs associated with accredited training is the responsibility of the business. Staff  may be eligible for 

the Victorian Training Guarantee which entitles eligible participants to a government-subsidised place in a 

recognised course.

The Workforce Development Program.

Skills for Growth (SFG) is a Victorian Government initiative focused 

on helping small and medium-sized businesses to plan their business 

future and to develop the skills of their staff  through training and 

education opportunities.

Case Study  /

Bring Your People With You / Skills For Growth. 

SkillsHub Creative + Leisure Industries Council /  sillshub.com.au
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Case Study  /

Creating Australia’s National Dance Qualifi cations

Board Profi les

SkillsHub - Creative + Leisure Industries Council 

The results  /

Since its appointment as an SFG Service Provider for businesses from the creative and leisure industries, 

SkillsHub has assisted over 35 businesses to develop workforce development plans and access government-

funded training opportunities.

Specifi c examples of the way in which SkillsHub has been able to assist include work undertaken with 

Westside Circus and outdoor recreation provider, Bindaree to address skills needs at a management level. 

Westside Circus is a fl ourishing not-for profi t organisation that teaches circus skills to some 400 children 

a year in classes and another 8000 in community outreach programs. Around 10 Westside graduates have 

become trainers themselves, and are now in high demand. CEO Debbie Maziarz had to learn the necessary 

skills to manage the organisation as she went along, and she is keen to help her trainers upgrade their skills 

and qualifi cations. 

Westside Circus was eligible for assistance from Skills for Growth, which Debbie Maziarz discovered when a 

representative from Apprenticeships Australia visited the company to talk about the Certifi cate IV in Training 

and Assessment. “We were interested in taking on traineeships in Arts Management and Arts Administration 

for some younger people who have grown up through the organisation and he suggested we call SkillsHub,” 

Debbie explained.

As a result, a training specialist conducted a skills audit of the entire organisation. Training plans were 

developed for 17 circus trainers, based on the organisation’s future plans to ensure that Westside Circus 

can meet its long-term strategy to attract new clients and manage OH&S requirements. The entire process 

took about three months.

Westside Circus has taken the Victorian Skills Pledge, a public declaration by businesses of their commitment 

to skills development. Taking the pledge gives businesses a range of marketing opportunities to show 

potential customers they are dedicated to up-skilling their staff  to best-practice standards. “It’s a way of 

formalising our commitment to something we believe and support,” Debbie Maziarz says. “The training 

program has been an optimistic process because it has been about making people better and part of the 

future. It’s great to be able to support people’s dreams in this way.” 

At Bindaree, the skills of 4 staff  members have been upgraded to address the need for management skills 

within the business. A number of staff  had been with Bindaree for some time and had the necessary ‘hard 

skills’ to work outdoors. However, due to promotion to more senior roles, management and leadership skills 

were required. Under the SFG program, Bindaree’s Skills for Growth specialist, Dan Clarke, was able to assist 

with the development of a Workforce Action Plan for the business and identify government-funded training 

opportunities for staff . This has meant that 4 of Bindaree’s existing staff  could gain formal qualifi cations 

in management (Diploma of Management) while continuing to work for Bindaree, resulting in a greatly 

improved work structure and better outcomes across the whole team.

For more information + How To Register  /

To register for the Skills for Growth program and select SkillsHub as your service provider, visit the Skills 

for Growth website http://www.business.vic.gov.au/BUSVIC/LANDING/PC_62573.html and select ‘Arts and 

Recreation Services’ from the drop down box as your industry type. Then select SkillsHub from the drop 

down box as your service provider. Alternatively you may wish to call SkillsHub on (03) 9614 5566 for more 

information about the program and how it may be of benefi t to your business.

About changes to the TAFE and training system, including Skills for Growth, the Victorian Training 

Guarantee and the Victorian Skills Pledge, visit www.skills.vic.gov.au or contact Contact SkillsHub on 

9614 5566.

SkillsHub Creative + Leisure Industries Council /  sillshub.com.au

Case Study  /

Bring Your People With You / Skills For Growth. 



Senior Professional 

Upper Mid Career 

Mid Career 

Entry Level 

Foundation 

Streams: Outdoor Sport Outdoor Recreation Outdoor Education Outdoor Therapy Outdoor Tourism 

Tour Guide
(Certificate II in Tourism) 

Assistant Adventure Guide  
(Certificate II in Outdoor Recreation) 

Nature Group Leader 
(Certificate IV in Tourism) 

Adventure Group leader 
(Certificate IV in Outdoor Recreation) 

Program Manager 
(Graduate Vocational Certificate 
Outdoor Leadership) 

(Diploma in EcoTourism) 

CEO 
(Vocational Graduate Diploma Outdoor Leadership,  

Bachelor of Management) 

Assistant Activity Guide 
(Certificate II in Outdoor Recreation - Australian School Based Apprenticeship)

Certificate III in Sport, Certificate III in Community Recreation)  

Assistant Youth Worker 
(Certificate III in Youth Work) 

Group Instructor 
(Certificate IV in Outdoor Recreation) 

Program Officer

( Certificate IV in Community Recreation) 

Retail Assistant 
(Certificate II in Retail) 

Academic 
(PHD Outdoor Adventure Therapy, Outdoor 

Education, Social Work) 

Senior Manager 
(Advanced Diploma 

Business/Management)
Senior Group Leader

(Diploma Outdoor Recreation) 
Adventure Therapist

(Bachelor of Social Work)
(Bachelor of Outdoor Education) 

Youth Worker 
(Diploma Youth Work) 

(Diploma Outdoor Recreation with electives in 
Youth Work) 

Large Tourism Operator 
(Advanced Diploma 

Tourism and Events) 


