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ABOUT THE PROJECT

During the period from June 2009 to March 2010, Agrifood Skills Australia conducted a series of skill
development activities in the Tablelands region of north Queensland and the Wheatbelt region of
Western Australia. The activities, which aimed to improve the business management skills of
participants in each region, were the culmination of many months of research and consultation to
develop a model that would meet the learning needs of small business owners in the agrifood sector
and identify appropriate pilot sites in which to test the model.

The project was designed to address two of the priority areas of the DEEWR Industry Pathfinders
Program, under which this project was funded:

0 to enable flexible training delivery and assessment services that meet industry needs; and

0 address skills shortages in industries and regions.
This led to the overall objective of the project, which arose from issues identified by Agrifood Skills

Australia in its national consultations:

0 to address the chronic lack of general business capability and skills evident across the
agrifood industry though:

0 piloting an innovative skills training model with small business owners within the
agrifood industry

0 identifying improvements that could be made to the model from outcomes of pilots

0 distributing a best practice model, based on research and pilot outcomes, to broader
agrifood industry sectors and networks.

This evaluation report examines how successful the model was in meeting the skill development
needs of small business owners in the agrifood industry.

ABOUT THE MODEL

As the objective of the project was to address the lack of business skills within the small business
dominated agrifood industry, the starting point for the project model was to examine research into
the motivators and barriers affecting participation in training by small business owners.

The main messages from this research were that:

0 small business people want learning that:
0 isrelevant to their unique situation
0 builds upon their existing expertise

0 provides real value add to their business.

0 the most effective way to deliver learning opportunities is:
0 in bite-sized chunks
0 through flexible delivery
0 viaindirect and direct methods
0 in ways that maximise peer interaction

0 using trusted and respected mentors and conduits.
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The other significant message, illustrated in the diagram below, was that Slse ways in which
information about learning opportunities are received by small and micro businesses are just as
important, or perhaps even more importantthanwg ~ s @Qr n'm needq- €

Products ﬁ

ﬁ Information

The challenge for this project as identified through the research review was that for Agrifood Skills
@trsg kh qQ@qr s qgfds fqgnto9

O9Kheshmf q sdr ne o> gshbho> shnm hm rjhkk cdudkn
changes to the wayat training is delivered, it will also require strategies to change

perceptions and attitudes and to demonstrate the benefits to be gained from an

hmudr sl dms 2hm sq  hmhmf € -

In the light of these messages, a model was developed that addressed both the product and
information aspects of the research findings through a number of features:

0 collaboration/partnership arrangement with a local organisation in each of the regions to
assist in promoting the activities and recruiting participants (the organisation in
Queensland was QITE, and in Western Australia, Heartlands Country)

0 cdkhudgx ne ° ds rsdqgq vngjrgnoQ hm d bg qgdf hnm
followed by consultation with the participants to determine the skill development needs
of small business owners in the region

0 engagement of an RTO, Response Learning, to develop a customised and flexible skill
development program and supporting learning materials, and to deliver the program in
each of the two regions

0 delivery by the RTO of two two-day workshops in each region, with each workshop
followed up by individual coaching for each of the participants.

ABOUT THE EVALUATION

The purpose of the evaluation was to:

0 document the model used for the pilots and capture any insights into the elements that
made it effective /ineffective

1 Innovation and Business Skills Australia (2007), Fresh Thinking About Skills For Small and Micro Businesses

2 Agrifood Skills Australia (2009), Business Skills ProjedResearch Overview
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0 provide information on the impact and benefits of the pilots

0 identify ways in which the model or processes may be improved, particularly for
informing the planning of subsequent pilots within the project.

The evaluation was originally envisaged as a three stage process:

1. Gathering baseline information about the needs of the two pilot sites and identifying
potential challenges to be addressed through the project

2. @ dltomchms @ du’ kt > shnm sn hcdms hmightbeaddressed d ~ r
during the remainder of the project

3. The final evaluation to gather information about the outcomes and benefits of the pilot
program.

These stages were modified slightly during the course of the evaluation as outlined below.

Stage 1

Data for stage 1 of the evaluation was collected by an Agrifood project team member during the
planning meeting held in each pilot location. The outcome of this stage was a list of issues of interest
for each group.

Stage 2

A formative evaluation activity was originally planned for stage 2 of the evaluation, to identify any
areas for improvement that could be addressed during the course of the project. However, due to the
workshop program commencing quite late in the project period, with only a short timeframe between
sgd svn vngjrgnor+ohhmbgkdo kEhvebdidskedde " r bnmctb

Analysis of the pre and post training surveys conducted by the Registered Training Organisation and
feedback from the Agrifood project management team were used to answer the following questions:

0 How well is the program meeting its goal or objectives?

0 Is there anything that could be done to improve the program to allow it to better meet the
goal/objectives?

The findings of the mid-point evaluation were fed back to the project steering committee to assist
them with planning for the final stage of the project.

Stage 3

The final stage of the evaluation was conducted at the conclusion of the second series of workshops
and comprised of:

0 telephone interviews with eight program participants (four from each region)

0 aface to face interview with two key representatives of the Registered Training
Organisation

0 telephone interviews with representatives of each of the two local partner organisations

0 aface to face interview with Agrifood Skills Australiagr ogqni dbs | > m" f dq
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It is worth noting that it was quite difficult to set up telephone interviews with participants, with
many unable to be contacted, or unwilling to give further time to providing feedback on the program.
However, the feedback from the eight interviews that were conducted was quite consistent, and was
also comparable to the results of the post-training surveys completed by all workshop participants.
This would indicate that the interview responses were quite representative of the broader group.

The focus of the final evaluation stage was on answering the following questions:
0 Is the model effective for engaging the target group in skill development activities?

0 What were the outcomes and benefits of the pilot project for the participants (both
learners and RTOs), for the industry and for Agrifoods?

0 What lessons arose from the project that would be beneficial to share with others?

THE EVALUATION FINDINGS

Stage 1 findings
A planning meeting was conducted at the end of the initial taster session in each of the two pilot sites.

In Queensland, thirteen people attended the first day of the workshop and twelve of these
participated in the planning meeting. The topics of interest identified by the group included:

0 Building rural leaders

0 Developing a skills matrix

0 Communication skills

0 Business planning Dincluding budgeting, business analysis skills and gross margins
0  Youth in management/Succession planning

0 Marketing skills

0 Industrial relations at a local level

0 Compliance DOH&S/WH&S

0 Computer skills

0 Risk management

0 Human resource management skills Dincluding inductions.

In Western Australia, nine people attended the workshop and participated in the planning meeting.
The topics of interest for this group were:

0 Business skills Dincluding planning, budgeting and systems
0 Information Technology (IT) skills

0 OH&S/WH&S

0 Staff attraction/retention

0 Quality

0 Customer service

0 Marketing/labelling.
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From these findings, a number of common topics were selected by Agrifood Skills Australia as the
basis of the pilot program. These were dealt with through the two workshops:

0 Workshop 1 DPlan and Manage your Business Finances; and Plan for your Business

0 Workshop 2 DMarketing your Business; and Managing your Team.

Stage 2 findings

The mid-point evaluation identified a number of aspects of the pilot program that were proving to be
effective, as well as some areas for improvement. These issues were separated into those relating to
the product (i.e. what was being delivered) and those relating to the information used to promote the
program and recruit participants (including the messages and the methods of distributing the
messages).

Product

0 Sgd hmhsh k ds  r sdgq Dordyra handfulnog peeple fromghe tasgeh s s g d |
sessions went on to participate in the workshops. Feedback from the Queensland site
indicated that thetasterv ~ r mgs vg s sgdx vdgd dwodbshmf ~ mc

0 Thefirst round of workshopswere just rightDpost training surveys indicated a high level
of satisfaction with the workshops, mentioning features such as a great facilitator,
material well targeted to participants, lots of interaction, and useful support materials.

0 Very strong demand for coachifpll but one participant (who was about to relocate)
have taken up the coaching option.

0 Therightpriceeng s kd rs nmd o’  gshbho mgrongsgd bnrs n
motivator for participation in the workshops.

0 Timing difficulties Din Queensland in particular, the workshops clashed with harvesting
& picking times, however due to the project timelines, there was not much that could be
done to address this at this point for the remainder of the project.

Information

0 A range of enggement strategies used withixed succesBindividual phone calls in
Queensland generated a large number of participants for the initial taster session
(although the majority of these did not return for the first workshop), while in Western
Australia a considerable amount of promotion took place in the local media (paper and
radio) but resulted in only six participants for the first workshop.

0 Difficult to access target mark&a number of the workshop participants are not from the
agrifood target group. This may indicate that the local organisations, particularly in
Western Australia, are not the right ones with which to partner.

0 Missing link between learning anbusinessmprovement pre-training surveys
highlighted a focus on specificr j hkk f > or q° e QW s strgtekiec busimesyy dah f
improvement. This was perhaps a reflection of how the training was advertised.
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Suggestions for addressing the areas for improvement in the remainder of the project were to:

0 Build a strongerlink between learning and business success

0 in promotion of the second workshop Dperhaps use feedback from participants from
the first workshop to talk about the impacts and benefits the workshop and coaching
has had for them.

0 in the pre-training survey Dby building in a question about how participants think
the learning might help their business.

0 Find other conduitdor promoting the program
0 Clubs and associations
0 Trade shows

0 Social and family networks.

Stage 3 findings

Overall, the evaluation found that the project had indeed met its objective of addressing the lack of
general business capability and skills for the participants of the pilot program. The extent to which
this impact is realised within the broader agrifood industry will be dependent on the final stage of the
project Dthe dissemination of the best practice model and findings of the project - which is beyond the
scope of this evaluation.

The evaluation also found that the model developed and tested through the project was an effective
one. The product development and delivery aspects of the model proved to be highly successful,
while the information and recruitment aspects proved to be reasonably successful, but with areas in
which improvements could be made.

The remainder of this report explores these evaluation findings in more detail.

Who was involved in the program?

A total of 23 participants were involved in one or both of the two-day workshops?® across the two pilot
sites D11 of these were in Western Australia and 12 in Queensland.

At the Western Australian pilot site:

0 6 participants attended the first workshop
0 only one of these participants did not attend the second workshop as they had relocated

0 5 new participants attended the second workshop, making a group of 10 for the
workshop.

At the Queensland pilot site:
0 6 participants attended the first workshop

0 4 of these participants did not continue on to the second workshop; 3 of these were due to
work or personal commitments, while the reason for the remaining participant not
attending could not be ascertained

0 6 new participants attended the second workshop, making a group 8 for the workshop.

3 Attendanceatthd ds  rsdqQ rdrrhnm g r mns addm hmbktcdc hm sgdrd
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An issue of concern for Agrifood Skills Australia and the project steering committee was difficulty in

connecting with the target group of agrifood business owners. In the Western Australian site in

particular, a number of participants were not running agrifood-related businesses, but participated in

the program because of their membership of Heartlands Country, the local partner organisation.

Vhsghm sgd gdl " hmhmf fgnto ne o gshbho msr+ sgd | ing
running an agrifood-related business as a part-time or hobby activity. Only 9 of the participants were

working full-time in an agrifood-related business (including agriculture, horticulture and aquaculture

activities).

The evaluation did not find any noticeable difference between the needs and outcomes of the

participants from full-time agrifood-related environments and the remainder of the small business

owners. What was very interesting however, was that the full-time agrifood business owners were all

quite entrepreneurial, having established, or in the process of establishing value-adding activities,

rtbg “r sntqghrl ng ennc ognctbshnm+ sn sgdhgs sq chshn
made by both of the representatives of the local organisations, as well as found in research, that

business owners who get involved in training programs tend to be the innovators and early adopters.

9Lnrs odnokd “~gd pthsd sq chshnm k- HsqQr sgd | n
doing things and changing thigs. Most are happy to keep doing the same things

You need to have the opportunities out there and if people want to join they can....

They might not be very active, but they might come along and network and they

might change something small as a result - - - Odnokd vhkk fds hmsdqdr
ghfgs shld enq sgdl - €

Why did they get involved?

The main motivation for participants to get involved in the workshops was interest in the particular
topics being addressed. The initial consultation conducted in each of the pilot sites was obviously
successful in identifying topics of interest for the two sites and the program was run with sufficient
flexibility to meet the needs of participants. This was evident in the fact that different topics were
given emphasis in the different pilot sites for the second round of workshops.

Another strong motivator was the opportunity for networking with other small business owners who
might share similar experiences. Participation in group-based learning in a workshop setting was
therefore considered a valuable component of the model for many of the participants.

For at least one participant, the cost of the program was an incentive to get involved. For this
participant the amazing value of $66 for two days of workshops, as well as individual coaching, was
©snn fnnc " m noongstmhsx sn | hrr€-

Those participants who had been involved in both workshops also mentioned that the quality of
training and level of enjoyment they experienced in the first workshop was a motivator for
participating in the second workshop.

What did they get out of it?

Participants gained a number of benefits from their involvement in the pilot workshops and coaching
sessions. These included:

0 New learning and understanding, no matter what their interests were, or what level of
knowledge they started from:

O9H ehm kkx tmcdqgrsnnc sdglr H g cm@s tmcdqrsnn
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OH g ud bnl d-90% of the concéepss hefose, but'| still learned new

sghmfr¢€

9Sgd sq hmdg v ' r pthsd ewdidwteanktle hm sgd v x gd
vngqjrgno bntkc dekdw@ “~bbngchmf sn vg' s vd v m
OdDudgx gntg nqgl dnoasbcgdvygh brgsbthat wildhelp d s g h mj d
Il x atrhmdrr€

9@mcgdv v 'r e ms rshb- Gd bntkc dwo mc nm ahs

0 Confirmation and refreshing of existing knowledge and practices:

O9Hs bnmehqldc sg s H v r c¢cnhmf v r nm sgd ghfg
svd j hmf €

9@mcgdv ots sghmfr hmsn d rx sn tmcdqgrs mc k  x
in a much more practicalwayg " m vg s H g ¢ kd gmdc ~ s Tmh- €

9@mcgdv bnmehqgldc sghmfr sg° s H g ¢ addm s ghmj

9Xnt b m mdudg g ud d rthisvap a gopchréfresherfomc j mnv kdc f
| d€&

0 Anenjoyable and valued experience:

O9H g ¢ rtbg °~ f warkshosthat Icame backstgdb the $egonds
nmd¢g&

O9H knudc sg s @mcgdv b Il d nts s

n
9Sgd bn bghmf g r fnmd cnvm gd  k
sgd kd gmhmf "~ mc athks hm sgd qgd

0 Useful resources:
OHsQr addm fnnc sn ad ~akd sn fn a bj sn sgd |

9Sgd gdedgdmbd | "mt k "mc rnesv gd sdlok > sdr o
hmengl "shnm sn dm akd adssdg tmcdqrs mchmf¢€

9Sgd enkcdqbPHQ wd tdmehdakgkigithddasgd weeks since the
vngjrgnoc¢€

What were the most significant changes for participants?

The in-depth interviews investigated what impacts the workshops and coaching sessions had had on
the participants. Only one of the interviewed participants had not made any direct changes to the
business since participating in one of the workshops. The most significant changes reported by the
remaining interviewees were as follows.

A more structured approach to business management

Few of the workshop participants had formal plans for their business prior to the workshops.
The first workshop and coaching in particular enabled participants to spend time formalising
their approach to their business.

OH knnj s ZIl x atr hmdr r \orecsthuetere anpd emerykthing mnv - Sgdqd
is compiled and organised instead of being on lots of pieces of paper. | can see where

H | "mc vgdgd HQl gd cdc- €

O9H r s c¢cnvm " mc chc ° uh > ahkhsx rstcx+ adb’ trd
now know that my businessi uh  akd- €
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Improved business practices

All of those interviewed mentioned changes that they had made to their businesses since

participating in the workshops and all expected that these changes would improve their

profitability in the future.
9Vd mn vangw suategy which will increase our business activity and
mdsvngj hmf noongst mhshdr €
OHql ok > mmhmf sn ok x sgd dqdctbd bnrs kdudqgq r
O9H g ¢ fgd' s eddca  bj nm gnv sghmfr b™>m ad hl oq
producttba dc nm sg s eddca’ bj "mc sgdx knnj Il tbg ad
sgdl vhsgnts dudm g uhmf sn ogqnlnsd sgdl - €

9Sgd rl " kk sd’ 1l r vnqDllkan lowto give the thig picture™ k't ~ ak d
and take the time to explain things and write them dowinc8 then, the
gdk > shnmrgho adsvddm I d "mc | x sd’|I Il "m fdqg g r

Improved confidence in running the business

For some participants, the program, in particular the coaching component, provided the
opportunity to test out or confirm what they were doing in their business, providing
confidence that they were heading in the right direction.

O9HQkns I ngd bnmrbhntr "~ mc bnmehcdms hm vg s H
O9Hs v ' r mhbd sn jmnv sg s H v r nm sgd ghfgs s

A greater appreciation of the value of impwing skills

All of those interviewed spoke about how valuable the opportunity to improve their skills was

to them and that they would be very open to further learning of this type. Several of the

participants also mentioned that it was a pity that morepen o kd vdgdmges hmunkudc+
see great benefit for others in further developing their skills, regardless of how much

experience they already had.

O9Hs g r gdbnmehgldc sn | d sgd hlongs mbd ne bnm
sgdgdoradmdekRs hm adhmf hmunkudc hm sghr j hmc n
9Xnt b mg@gs gtm °~ atrhmdrr nee sgd sno nhe xntgqg ¢
rihkkr bnmrs’ > mskx-E€

9Dudm sgnrd vgn g ud xd > gqr ne dwodghdmbd bnt kec
khjd sghr€

9 Hs Inladain pbout how valuable it is. It refocuses you and renews your
dmsgtrh > rl - €

Others said that nothing had changed for them in this area Dthat they had always thought
developing business skills was important.

Extended networks

The workshops resulted in the establishment of new and extended networks for participants.

For an existing network like the Heartlands group, this was an important outcome in terms of

strengthening and building diversity within the network and adding value for the region.

Individuals also found this outcome very valuable.
9Svn odnokd vgn | ds hm sgd ehqgqrs vnqgjrgno ~gd m
I "gj dshmf¢g
O9H cnm@s g ud | tbg shl

ok

d mngl " kkx sn hmsdqg bs vh
networking with likel hmcdc odn dé€&
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What were the most significant changes for the two regions?

Although the outcomes for participants in the two different pilot sites were quite similar, the
representatives from the two local organisations had quite different perspectives on which of the
changes were most significant for their regions.

For the Queensland representative, the most significant change was the renewed appreciation of

training. Learning opportunities are generally undervalued amongst the mainly agriculture and

horticulture-based busind r r nvmdqgr hm sghr qgdfHasgonesaonte waygtawardshk ns o0 q
building respect of traininf- Sgd knb >  k nqf mhr shnm hr tmcdgrs mc a
the success of the program by following up with further high-quality skill development

opportunities.

For the Western Australian representative, the most significant change was the new perspectives

participants gained on running a business.

9Knnjhmf ~ s sgd atrhmdrr vhsg eqdrg dxdr ~“kknvr
to see droader picture, whichigd " kkx hl ongs ms enqgqg ntg qgqdf hnm-
town, so 6 Q r d tb Ioak out at other busiegesthat™ qd hm bnl odshshnm vhsg t

What was the most significant outcome for the project team?

For Agrifood Skills Australia, the most significant outcome was the change in business practices.

Fhudm @f ghenncgQr rsgnmf enbtr nm vngjengbd cdudknol dn
build better business practices, including better people management practices, contributes to their

aim of building long term stability for businesses and employees within the agrifood industry.

In addition, as the Industry Pathfinders Program, under which the pilot was funded, is about
demonstrating that the VET system has the flexibility to meet industry needs, the pilot has proved to
be a successful example of how this can happen.

How successful was the model?

Despite some difficulties and disappointments with regard to recruitment of participants, the pilot
has confirmed that this is a model that can work effectively. Several features of the model appear to
have contributed significantly to the success of the pilot.

Connecting with the local community

A key lesson arising from the pilots is that success in engaging small business owners,
especially those in rural and regional areas, will only be as strong as the networks you can tap
into. The use of local organisations to promote the pilot program and recruit participants
played a major part in connecting with existing networks in each region and establishing a
sense of trust and credibility. Participant interviews confirmed that having an organisation or
person they knew was connected with the program was a motivator for getting involved. One
of the participants also reported that she appreciated being able to talk to someone she knew to
ask questions about the program.

The importance of local connections was further highlighted through the promotion of the
program. At both pilot sites, flyers were distributed via the local organisation. In addition, in
Western Australia a considerable amount of promotion took place via the local radio station,
including the airing of interviews with Andrew Moore, the training facilitator and coach for the
program, and with a couple of the program participants. Despite this effort, the majority of the
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11 participants at the WA workshops were people connected with the Heartlands group; only
two were from outside the group (at least one of these had heard about the program on the
radio).

In Queensland, in addition to distributing flyers, the personal approach was employed, with
the local organisation making phone calls to people in their networks to promote the program.
This approach proved to be just as effective, if not slightly more so than the Western Australian
approach, attracting a total of 12 participants across the two workshops.

Establishing trust andelationships

Another factor highlighted in the interviewswas®s g~ s hsor ~kk “ants sqtrs
This was mentioned not only in relation to using local organisations to promote the program. It

was also due to the quality of the facilitator and the training delivery. Andrew Moore engaged

quickly and easily with the participants. This, along with his skill as a facilitator and his

credibility in terms of work and life experience, was highly regarded by participants. The fact

that Andrew also provided the individual coaching to participants further cemented the trust.

The use of the same person for both the training and coaching delivery was a major contributor

to the success of the model.

Another important factor in the success of the model was the strong relationships built between
Agrifood Skills Australia and the local organisations, and between Agrifood Skills Australia
and the RTO, Response Learning. These relationships provided the basis for open and frank
conversations, leading to improvements over the course of the pilot program, as well as laying
the foundation for future programs of this type. As one of the local organisation representatives
pointed out, it was so much easier to promote the final workshop as the credibility of the
training had been established and people could see that it was relevant. Both participants and
representatives of the local organisation at each pilot site mentioned that now that Agrifood
Skills Australia and Response Learning have established credibility and trust in the
community, word of mouth will come into play and people will be more willing to get
involved in any further activities involving AgriFood. This suggests that establishing long term
partnerships is the most effective means of attracting people into skill development
opportunities.

The pilot also highlighted that there is a relatively small window of opportunity available for

establishing this trust. The taster workshop conducted at the beginning of the program was not

udgx rtbbdrretk+ vhsg o gqshbho msr ehmchmf sgd bnn
particularly engaging. As a result, particularly in Queensland, many of the participants in the

taster workshop did not return for the full workshops. As pointed out by one of the local

organisation representatives:

cHo l engdudqg sgxhmf sn fds rnld ne sgd @ "~ mc Gr
And if you get it[the training] wrong, you takeen steps baek€

Fortunately, the quality of the subsequent workshops and coaching seems to have eclipsed the
experience of the taster session.

Having the right drivers

Another lesson arising from the pilot is that there is a greater likelihood of small business
owners participating in training if it is demand driven, rather than supply driven.
Traditionally, training delivered by the VET sector has been supply driven; even with recent
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reforms to make the system more client-focused, it tends to be the training organisations that
cqghud sgd ognbdrr ne dbnmuhmbhmfg@g bkhdmsr sn tmcdgq
businesses, which make up the majority of agrifood businesses, have very low rates of

participation in training.

This pilot program however was industry driven: Agrifood Skills Australia, having identified

the need for business skills within its industry sectors, was the main driving force. The local

organisations used to promote the program at each of the pilot sites also played a role in

driving the program, but as discussed later in this report, thisd b g = | adieranlgd be even

more effective if the right partners canbe found. Sgd s g hmhmf nqgf  mhr  shnmor
respond to the demands of the industry organisations, and did so extremely well, resulting in

very high levels of satisfaction amongst participants and the industry organisations involved.

The lesson for training organisations wishing to deliver training to this target group is that they
will be more effective if they align themselves with industry organisations that can represent
the needs of businesses in their industry and provide encouragement and incentives for
business owners to participate in skill development activities.

The lesson for industry is to find the right training organisation Dan issue that is discussed in
more detail later in this section of the report.

Identifying the real needs

The planning meeting held at the conclusion of the taster session in each region was an
important part of the model as it allowed Agrifood Skills Australia to identify the needs and
interests of business owners in each region. The training organisation then worked very closely
with Agrifood Skills Australia, and with the local organisation in each region to develop a
training program that would meet these needs.

Although the taster session held before the meeting was not successful, one of the
representatives from the local organisations suggested that it would be difficult to get people
along to a meeting simply to discuss learning needs:

98/ % vntkcmgs ots sgd shld hmsn sdkkhmf xnt vg°~
itrs cdkhudq rnldsghmf "~ mc he sgdx sgntfgs hs r
O9Hs b mg@gs ad itrs ~ants fdsshmf hmots egnl odno

timeD mc pthbj kx- €
Therefore linking the training needs analysis activity to some kind of learning activity is still
probably the best process to follow. However, if participants are to stay engaged, the learning
activity needs to be of high quality, facilit" sdc ax rnl dnmd vgn b ™ m " rrdrr
needs very quickly and make the learning immediately relevant.

In addition to the initial training needs analysis for each region, the training organisation

conducted their own pre-training surveys to allow them to further customise the training

program to meet the needs of the participants. Further customisation took place throughout the

workshop seriesingdr onmrd sn sgd o gshbho msrgqg dldgf hmf md

The right message

The messages used to promote the pilot program were carefully crafted. In response to
previous experience and research into recruiting participants into skill development activities,
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sgd vtraiginggdv ' r “unhcdc hm ~kkmogeapbdsbnmtk VvV sdgmhm ®K
atrhmdrr €& ° mandgvelop oSmprdveit.

When combined with the fact that the topics promoted were ones that had been identified by
business owners in the region, the messages proved to be quite effective. One of the

interviewed participants specifically mentioned the promotional flyer, explaining that it was
genough to tweak my interest and | then contacted [the contact person] for more infor@nation
There were however a number of ways in which the promotional messages could be enhanced
and these are presented later in the report.

The combination of workshop and coaching

The use of workshops, followed up by one-on-one coaching, seems to have been an extremely
effective approach to learning. As mentioned previously, the workshops provided
opportunities for networking, interaction with, and learning from other people in the same
situation, while the coaching provided the opportunity for participants to gain specific
guidance on how to apply the learning in their own business. The value of both the networking
aspects and one-on-one attention was emphasised in all of the participant interviews,
suggesting that the model would not be as effective if it was based on only one of these
learning methods.

Representatives from the RTO also emphasised the importance of the coaching as a follow-up
to the workshop as it encourages participants to take control of and apply their learning. It also
significantly reduces the loss of learning that can occur from a workshop alone.

Interestingly, one of the participants talked about having been involved in a mentoring
program previously and expressed her preference for the coaching approach where someone
else was guiding the learning, as opposed to having to be self-directed with the mentoring
approach.

Quality and fexibility of delivery

A major factor in the success of the pilot program was the quality of the training and coaching
delivered by the training organisation, Response Learning. The flexible way in which the
material was presented, the high level of interaction and opportunities for discussion, the
hands-on/practical nature of the learning and the tailoring of material to suit everyone in the
group were all mentioned as valued aspects of the learning experience.

One participant summarised the difference between the taster session and the workshops in

sdglr ne sgd spresesitthg +qdighkohf sgeoh 8 n qjintegaotiogE vadigd ~ ant
emphasised that the success of the workshops was not so much due to the content, but to the

very practical and relevant way in which the content was delivered.

This idea was also illustrated through a comment from the workshop facilitator:

9xnt bntkc ots sgd | ° ssdanthyokwonldnget3rdn ot ofvd gqonhms r k
snvm- &

One of the participants also made a comment in their post-workshop feedback about how good
hs v rthese grasmbaPowerPoint in sight€.
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The interview with the workshop facilitator/coach and the RTO manager of Response
Learning identified a number of other features of the training and coaching delivery that were
essential to their success:

0 anapproach centred on Hostering and applyingk d ©~ g mhmf €+ vghbg qgdkhdr
9dmf " fdl dms€&€ "~ mc ©e bhkhs > shnm€ mns tonm 8sq’ |

0 flexibility and responsiveness Dboth in developing the program content around the
needs of the groups,andinac - oshmf ~mc btrsnl hrhmf sgd cdkhu
suit the needs of individuals during the course of the workshop and coaching

0 large amounts of consultation, discussion and preparation to customise the learning
sn sgd bkhdmsrqQ mddcr

0 aprocessofidentifx hmf vg s sgd bkhdansdeketbpimgnhd gor mddecr
learning program and thenmapping it to appropriate units of competency, rather
than the other way around

0 the use of action learning and experiential learning to foster the ultimate aim of high
level application of learning by participants

0 ahighlyskiledandexodghd mbdc e bhkhs sng "~ mc bn bg+ vgr
dwsg | hkd¢€-

What could be improved?

The experiences of the pilot activities have highlighted three areas in which improvements could be
made for future activities of this kind.

Timing

The most significant factor impacting upon levels of participation in the program was timing,

both in terms of timing of information and timing of the delivery. Timeframes were very short

for getting information out to potential participants, which impacted on the numbers involved

"mc nm sgd QSNQr noongstmhsx sn oqdo gqd o gshbho n

who was involved in the recruitment of participants suggested that at least two months is
needed to successfully promote a program.

The timing of delivery of the workshops was also problematic, conflicting with key times in the
growing cycle for groups of potential participants. This will always be an issue for the agrifood
industry, particularly within the agriculture and horticulture sectors, as there are both seasonal
and daily timing issues to be addressed. However, there is potential to make some
improvements in this area. The suggestion was made in one of the interviews that workshops
such as these need to be planned well in advance, in consultation with business owners who
can provide input on the most suitable timing for the particular industry. Another suggestion
was to offer workshops more often, at a variety of different times, in order to meet the needs of
different groups.

/| 2yySOGAY3 SAGK GKS NRARIKG WO2YyRdzZA G4 Q

Whilst the use of local organisations as conduits to business owners was an important part of

the model, the types of participants involved in the program, particularly in Western Australia,

chc mns " kv xr ehs @ ghennc Rjhkkr @ rsqg kh > Qr s’ g
the selection of local organisations with which to work in order to connect with larger segments

of the target market.
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Finding orgamhr * shnmr sn vnqj vhsg sg°'s g ud ® udrsdc h
involved would also help to improve levels of participation from the target group.

Organisations such as local Chambers of Commerce, small business or regional development

bodies, banks and accountants, all of which have a stake in improving the business

management skills, and therefore the economic viability of businesses with which they are

connected, could be valuable partners.

Proving the value

A number of the interviewees referred to the reluctance of agrifood business owners to get

hmunkudc hm sq° hmhmf + ° inthsirddsiness, rqthler tikha wartkingonr x v ngj hn
s gdhg a tOndofitherlocaEorganisation representatives explained the difficulty of getting

people in the region involved in learning:

&H cnm@s jmnv gnv mnsapgptdhpdsggnsfg---Hsb@sor | nqgc
cnmgs &mddc hsQg

If participation in programs of this type is to be increased, there is a need for presenting

stronger messages about the value of skill development, with the messages delivered by people

who are known and respected, and incorporating examples of tangible benefits to the business.

In addition, materials used to promote learning opportunities need to also:

0 hmbkt ckkdsnb bshnm€
0 highlight featuressuchas®h mct r sgx ogqnuhchmf sqg hmhmf sn hn
o dlog rhrd “rodbsr rtbg "r B8gdkdu mbd€+ ©Bbqgdch:

Another suggestion made in the interviews is to get people into a workshop through a topic

that is of the greatesth ms dgqdr s nqgq hl ongs mbd sn sgdl "enqg dw’ |
snohbg v r | "gjdshmf(+ sgdm nmbd xnt g Udedd ognudc s
them onto other topics that may not have previously considered (eg. business planning).

Also for consideration

A couple of other issues were raised that are not quite part of the model, but have an impact on how
it might be implemented in the future and therefore need further consideration.

Costs

The full cost of delivering a program involving a two-day workshop, followed by one-on-one
coaching (using existing resources) has been estimated to be around $1,000 per person for a
group of ten. Participants recognised that the pilot program was heavily subsidised and that
they received considerable value for the money they paid to participate.

In the participant interviews, we asked them a question about how much they would be
prepared to pay for a similar program. The results were surprisingly consistent Dbusiness
owners would be prepared to pay $200 for the program, but the majority would not participate
if it was $500. As several of the participants pointed out, the program might be worth $500 or
more, but there are other activities which are more of a priority for them and their business
than training.

O H did tHree of these courséisat would be $1500. | could get a femmonth radio
"cudgshrhmf rons enqg sg s-¢&
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If programs based on this model were to be offered in the future, they would need to continue
to be subsidised Dat least until such time as cultural or mindset shift occurs amongst small
businesses and agribusinesses whereby the value of learning is properly recognised in relation
to other aspects of business operation.

Quialifications

To date, none of the participants in the pilot program have completed assessment activities in
order to gain recognition of their achievement of competencies.

9 M-one wanted to do the assessmédbtisey were just interested in business
outcomes
Many of the participants also talked about being too busy to do the assessment. This confirms
the lack of importance that agrifood business owners, and small business owners in general,
tend to place on qualifications in business management.

Whilst this was not an issue of concern for the pilot project, if the model is adopted by other
RTOs it may well become an issue, as government funding is generally tied to the completion
of competencies and qualifications.

Consideration needs to be given to strategies that will encourage and enable participants to

bnl okdsd tmhsr ne bnlodsdmbx+ vghkd | > hms hmhmf sg
g sgdg sg m nm OSf dOne pamitipant suggested thae youo corddbnileh Eme

for doing the assessment (eg. writing a marketing plan) into the structure of the program.

Another participant™ K r n o n h meudeed to firsl s50m® way of proving the value of the

piece of pap€&rRecognition of Prior Learning could also be used more effectively to reduce the

amount of assessment participants are required to do.

And finally...

Those interviewed would definitely recommend this program to others. As pointed out by one of the

intervieweest hsQr sgd hmmnu sngr “~mc d gkx “~cnosdqr sg s g
for others to hear about it and get involved. In both regions there is a strong desire for further skill

development opportunities like this one and to continue the good relationships and momentum that

have been built through this pilot program.
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