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Executive Summary
An Implementation Sub-Committee (ISC) workshop in June 2006 identified a chronic shortage of environmental health professionals as one of the most significant challenges for the involvement of local government in food regulation in the medium and long term. A working group was established to analyse the problem, stock-take current actions addressing the problem and recommend to ISC potential initiatives (or other models) that ISC could undertake to assist or add value in addressing the issue.
Recent reviews undertaken by various States have identified a variety of reasons contributing to the shortage. These include: an ageing/changing workforce, unattractiveness of rural/remote locations, lack of legislative recognition, lack of awareness & appreciation of the role and difficulties obtaining qualifications & training. These have lead to a reduction in job satisfaction amongst environmental health officers (EHOs). 
Working group members were asked to provide an update of initiatives underway to address the problem. A number of jurisdictions have moved towards competency based requirements, rather than qualifications, as a means of being authorised to undertake food regulatory work. Some jurisdictions have focussed on increasing modes of service delivery through legislation, whilst others have focussed on improving professional development opportunity and support networks for EHOs.
A summation of the recent reviews identified other worthwhile initiatives such as the establishment of environmental health technicians, the development of a marketing strategy that attracts funding and including Local Government in a shared vision of our food regulatory system. The recommendations of these reviews are included in the appendices.
The initiatives and summaries of recommendations were then consolidated into four ‘areas of activity’ which appear to potentially provide the best ways forward. These were: alternative models of service delivery, increasing graduate/EHO numbers, promoting EHO careers & their role in local government and legislative amendment. These were then examined in more detail with further work identified which may assist in resolving the issue.
In conclusion five recommendations are made for ISC to consider. These are: a proposal to amend the Food Regulation Agreement to clarify the food regulation responsibility of Local Government, development of an agreed framework for the Local Government role in food regulation as part of ISC component 4 work for 2008, creation of a formalised network of jurisdictional representatives (representing Local Government) to share information, collaborate and advocate on local government work & issues, participation in the Australian Institute of Environmental Health (AIEH) initiatives post 2007 Summit regarding environmental health education, workforce policy & action plan and finally the adoption & dissemination of this paper to jurisdictions.
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Background

This development activity is part of the Implementation Sub-Committee (ISC) Strategy for Consistent Implementation of Food Regulation in Australia endorsed by the Food Regulation Standing Committee (FRSC) in August 2005 and the Australia and New Zealand Food Regulation Ministerial Council (ANZFRMC) in October 2005. The initiative sits within Component 4 “Coordinate food regulation between agencies and local government”.

The work arises out of the ISC Local Government Issues Workshop held 14 June 2006 which identified a chronic shortage of environmental health professionals as one of the most significant challenges for the involvement of local government in food regulation in the medium and long term.
Aim

To scope possible options for ISC to help address the chronic workforce shortage of environmental health officers (EHOs).

Scope

By June 2007:

1. Statement of and analysis of the problem. Identification of the reasons behind, and current issues contributing to the EHO workforce shortage.

2. Identify efforts to address the problem, by way of a stock-take of local/state/national initiatives currently underway, or recently completed.

3. Identify, scope and recommend potential initiatives (or other models) that ISC could undertake to assist or add value in addressing the issue.

Name of working group

EHO Workforce Shortage Working Group

Membership

· Phillip Bird/David Hook, NSW Food Authority (Chair)

· Glen Neal,  New Zealand Food Safety Authority

· Stuart Heggie, TAS Health

· Simon Denniss, WA Health

· Gary Smith, VIC Health

· John Pritchard, ALGA

· Susan Edwards, LGNZ

· Bruce Morton, AIEH
1. Statement and Analysis of Problem

1.1 Statement of Problem

Local government plays an important role in the delivery of public health services throughout Australia and reducing the burden of disease within the community. These include functions in relation to environmental, engineering, health (including food safety) building and community services.
Within local government, Environmental Health Officers (EHOs), carry out these tasks. In relation to food these tasks have traditionally consisted of licensing, inspections of food premises, surveillance, complaint investigation, enforcement and food handler training.
Reviews undertaken in Queensland (QLD), South Australia (SA), Victoria (VIC), Tasmania (TAS) and anecdotal evidence from NSW have identified shortages in the current and future EHO workforce (Morton 2004, EHO Workforce Review Working Group 2004, Windsor 2005, and Tasmanian Learning & Skills Authority Industry Advisory Group 2005). The shortage is particularly apparent in regional areas.
In NSW a new partnership arrangement will be implemented which will mandate local governments role in food regulation. This partnership will result in more EHOs being needed to undertake regulatory work and will exacerbate the existing situation. 

There is a shortage of EHOs throughout Australia. Based on current and anticipated future needs there will not be enough EHOs to carry out the required food regulatory work.
1.2 Reasons for Shortage
Ageing/changing Workforce

The EHO workforce is ageing and changing. The SA review found that ‘43% of EHOs will leave the workforce in the next five years and that the exit rate from regional areas with be 46%’. In VIC the review noted that there was a shift to a ‘younger feminised workforce’. A TAS review also noted an ageing workforce and anecdotal evidence in NSW suggests that a large proportion of EHOs will retire in the next 5-10 years.
Unattractiveness of Rural/Remote Locations
Regional and rural councils have difficulty in attracting and retaining EHOs. This was reported in the QLD, SA and VIC reviews and has also been identified as an issue in NSW.

The urban shift as a result of decreasing viability and vitality of rural communities, lifestyle considerations, family impact, employment opportunities for partners, difficulty in attending training and professional development opportunities have all contributed to difficulties in filling vacancies outside of metropolitan and coastal areas (Morton 2004).

Legislative Issues

The role of local government in food legislation needs to be more clearly defined and supported. In NSW legislation enables, but does not require Local Government to enforce the requirements of the NSW Food Act 2003 (NSW Food regulation Partnership 2005). In VIC local councils are unable to appoint Authorised Officers (Department of Human Services 2006). In TAS the devolution of increased responsibilities, without commensurate resources, from State to Local Government was seen as a major contributor to workforce dissatisfaction. In particular, the increasing environmental protection responsibilities of local government and this new area being managed by EHOs, leaving less time and resources for food safety management activities.
Awareness and Appreciation of Role
The role of EHO is not well understood or appreciated by councils or the community. The VIC review identified ‘a lack of satisfaction with the support and recognition of the role within councils and a lack of awareness of the role of EHOs in mitigating risk’. In QLD the review noted that elected members of Local Government received no training in delegated Public Health functions of Local Government. The SA review recommended that councils be ‘encouraged to develop and maintain work environments where the EHO workforce is valued and supported’.
Qualifications/Training
EHO education and professional development need to be considered. A number of reoccurring themes came from the reviews. The QLD and SA reviews identified the need for universities to produce more ‘work ready’ graduates. Accessibility and flexibility in courses delivery were issues raised in the SA and VIC reviews. The need to have planned and coordinated professional development options was also highlighted. Professional certification is being progressed by the Australian Institute of Environmental Health to ensure continuing professional development occurs.
Job Satisfaction 
Job satisfaction affects retention of EHOs and can be improved by addressing some of the above factors. The reviews identified common areas which affected job satisfaction including recognition and appreciation for their role, opportunities to support and develop their skills, availability of support & mentoring and family friendly work environments. Further, many local governments are restructuring services and EHOs are being considered solely as regulatory officers and not a broader public health professional resource for the local government. This limited recognition impacts on work satisfaction.

2. Stocktake of Initiatives to Address Problem

Working group members were asked to provide an update of initiatives underway to address the problem. The responses are summarised.
2.1 New Zealand 

New Zealand has two legislative reviews underway which will impact on the EHO profession. New Zealand has also undergone a domestic food review which will result in a realignment of roles, responsibilities and structures of food regulatory arrangements.
Under the proposed new Health Act, EHOs will become Public Health Officers, with competency based requirements for appointment. The Food Act will ‘de couple’ an existing requirement that EHOs are designated under the Health Act, as a result the New Zealand Food Safety Authority (NZFSA) will establish minimum competency criteria for appointment as Food Act Officers.
The New Zealand view is ‘moving to a competency-based versus qualification regime will remove a key barrier to the appointment of officers, namely their participation in a specific course of learning, and providing a framework for a professional development and on-going performance assessment’.

2.2 Victoria

Victoria Department of Human Services (DHS) is providing funding to the Municipal Association of Victoria to address workforce strengthening. A sub-committee with representation from DHS and Local Government will explore options and provide recommendations on the food safety enforcement workforce.

Amendments to the Food Act (proposed commencement 1 July 2009) will make it able for persons other than EHOs to be authorised under the Food Act.

Victoria DHS has also funded a pathways project looking at the skills required to be a Food Act Authorised Officer (FAAO) and as a result is developing a course (likely to be a 2 year diploma) which will provide the skills and knowledge to become FAAO. DHS will also explore funding a program to look at post graduate pathways to become a FAAO.
Victoria DHS has a program of professional development for Local Government EHOs including: legal management training, EHO forum and culturally & linguistically diverse food handler resource kit.

2.3 Tasmania

A survey was undertaken by TAS Department of Human & Health Services (DHHS) to assess the capacity of Tasmanian Local Government EHO workforce. The survey found a continued reduction of EHOs in Local Government over the past 15 years.

Relevant recommendations in addressing the shortage were; different models of environmental health service delivery, delegation of some tasks to suitably trained technical staff, consideration of the likely burden on Local Government when State agencies amend their legislation, increased support of Local Government EHOs by DHHS where priority management is an issue and by requiring a degree as a minimum qualification for an EHO. The full recommendations are detailed in appendix 1
2.4 Western Australia

The proposed new Food Bill will allow WA Health to nominate enforcement agencies and classes or types of enforcement agencies for the purposes of food regulation. The legislative arrangements will allow for various models of service delivery to achieve food safety outcomes, consistency and competency.
There are examples of regional local governments sharing EHO resources in remote locations.
Another model operates at the City of Swan Local Government Authority where contractors undertake inspections based on City of Swan processes and forms with higher enforcement and other risk management functions undertaken by the EHOs.

2.5 NSW

The NSW Food Authority provides a professional development program for EHOs called the EHO Professional Career Program. The program consists of three networks (Experienced EHO, New EHO and Trainee EHO), each one aimed at delivering training workshops and providing resources to EHOs specific to their skill base and level of experience. 

The Authority as part of the Food Regulation Partnership with Local Government has a dedicated Local Government Unit consisting of 6 staff. The Unit works closely with council EHOs to provide consistent advice and technical support. The Unit has setup 16 regional groups of councils and meets with these groups three times per year to discuss food regulatory issues and promote networking and the sharing of experience amongst councils.

The Authority is also developing a website portal which is a secure site for entry and use by councils EHOs. The portal will facilitate information sharing through discussion forums, frequently asked questions, newsletters and links to other sites.

The Authority has commenced discussions with University of Western Sydney to explore avenues of increasing environmental health graduate numbers. 

2.6 Australian Institute of Environmental Health (AIEH)

The AIEH is a not for profit member based professional organisation for environmental health practitioners  AIEH is responding to the challenges being faced by EHOs as reported by a number of studies. While AIEH does not fully support all the recommendations of the studies conducted, AIEH is committed to partnering with government agencies and other stakeholders to address the EHO workforce issues. 

A snapshot of the initiatives include:  

· Workforce summit – AIEH ran a national summit on the local government environmental health workforce which is reported in section 3.

· Certification: AIEH is progressing a national certification scheme for EHOs (including food safety components) to ensure the practicising EHOs maintain their technical and professional skills. 

· University accreditation policy – this policy was developed with a range of employer, educator and practitioner stakeholders and sets out the required competencies for EHO university education. It delivers multiple pathways into the profession through undergraduate, postgraduate, fulltime, part-time and external studies for graduates to be able to practice as an EHO.

· National Local Government Skills Shortage Committee: this cooperative committee of local government related professional associations and local government groups, have developed and are now implementing strategies to address recruitment, status and retention of the professional workforce, including EHOS, in the local government sector.  

· Enhancing technical and professional postgraduate development: AIEH is responding to the professional and technical needs of members and employers by developing quality and accessible professional development training. AIEH also publishes a quarterly peer reviewed Journal Environmental Health.

3. National Local Government Environmental Health Workforce Summit 2007
This Summit was devised and managed by the Australian Institute of Environmental Health and was held on July 2-3 2007 in Brisbane. The aims of the Summit were to:

• Provide a forum to identify and discuss the issues pertaining to the local government environmental health workforce;

• Develop a national consensus on the current and future issues facing the

environmental health workforce in local government; and

• Identify courses of action that will address current workforce shortages and prepare for future demands in environmental health.

During the Summit four specific issues arose from the presentations and discussions – the role of technicians, indigenous environmental health, retention & quality of the workforce, and recruitment issues.
As a result of the Summit the AIEH will develop and implement a three pronged strategy which will see:
1) Development of a national environmental health education and workforce policy with the Australian Local Government Association, Local Government Managers Association and enHealth. Major initiatives underpinning this policy are:

• The development of MOUs with the above mentioned organisations and other stakeholders;

• The undertaking of a major Queensland Health funded project that the Institute has secured and which will develop a guideline on an environmental health risk and criteria for workforce selection in local government.

• A program segment at the International Federation of Environmental Health Congress in Brisbane on workforce initiatives undertaken in the UK and USA will be conducted.

2) Development of Local Government Environmental Health Workforce Action Plan with stakeholders which, amongst other things, focuses on marketing environmental health across Australia.
3) Review and development of the Institute’s Strategic Plan which will focus on:

• Implementing the Certified Environmental Health Practitioner Scheme in 2007/08 which will also include a mentoring scheme;

• Environmental health policy development; and

• Reviewing the Institute as a leading environmental health organisation (Environmental Health News 2007).
4. Food Safety Conference 2007 
A Masterclass entitled ‘Beyond Groundhog Day – getting down to the business of food safety’ co-organised by Safe Food Production Queensland and the AIEH was  held on the 19th September 2007 in Sydney. The purpose of the masterclass was to discuss and document possible solutions to maintaining the food regulatory workforce.
A number of potential solutions were identified for further action including:

Leadership – including the need for a food regulation vision, identification of champions, and a national jurisdiction forum model.

Co-ordination – new ways of doing business, co-ordination of different regulatory approaches and practices.

Coalition/Partnerships – strategic alliances, resource sharing and a team approach between food safety regulators.

Capacity building – a multi-pronged strategy to promote food safety and role of EHO, consistency in verification and outcomes, uniformity and harmonisation.
Strategic workforce planning – becoming an employer of choice, matching resources and increasing the food safety workforce.

Advocacy & lobbying – finding a media champion, advocating food safety as an urgent health protection issue, developing a nationally focussed campaign and individual advocacy.

New model for food safety - providing cost recovery options and cost neutrality for local government and acknowledging the real service costs.
The next steps identified were linkage and reporting to other current initiatives such as FRSC & ISC working group, AIEH workforce strategy and the NSW Food Regulation Partnership.

5. Other relevant reports
In recent years a number of reviews and reports have been commissioned to look at the EHO workforce shortage and the main points of the papers are discussed.

 5.1 Public Health Workforce in Local Government (QLD Health 2004)
This report looked at the functions and skills of the workforce responsible for public and environmental health in Local Government, including issues relating to recruitment and retention.

The paper examined issues such as: awareness and understanding of the public health role, servicing smaller rural & regional councils, skills knowledge & capacity, qualifications, career paths, mentoring & support and partnerships.
The report contained an action plan which made 19 recommendations which are detailed in appendix 2.

5.2 Environmental Health Officer (EHO) Workforce Review 2004 (SA)
The purpose of this review was to recommend strategies to address current and anticipated shortages of EHOs, attracting and retaining EHOs in regional areas and issues surrounding training, education and qualifications.
The paper predicts a shortage of suitably qualified EHOs, particularly in rural & remote areas and made recommendations in relation to; encouraging councils to develop environments that value and support EHOs, regional councils to apply incentives, flexible service delivery models and strategies to address professional isolation. Another recommendation was for Educators/State & local agencies and the profession to develop partnering opportunities to support and extend professional development.
The review made a total of 33 recommendations which are detailed in appendix 3.

5.3 Environmental Health Officer Workforce Review (Vic Health 2005)

This project was commissioned in response to concerns of Victorian Local Government in employing and retaining qualified authorised officers and EHOs particularly in rural areas.
The project found that the workforce was in transition to a younger more feminised workforce, future employment arrangements may shift to more part-time work, and there was a poor fit between expectations of aspects of the role and levels of satisfaction.
The report made 25 recommendations in relation to supply& demand, profile of EHOs, improved support, consistency in enforcement, job design, training and development, food handler training and managing workforce skill and knowledge. 
The full recommendations are detailed in appendix 4.

5.4 Report of the TIAG Industry Forum on skills, education and training for Local government (TAS 2005)
The Tasmanian Learning and Skills Authority Industry Group (TIAG) held an Industry forum on Local Government to get agreed action on skills shortages. The forum was not specific to EHOs. A paper was produced summarising actions and outcomes. 
A total of 14 opportunities were identified which are detailed in appendix 5.

5.5 ALGA Submission to the Productivity Commission Health Workforce Study (ALGA 2005)

This submission highlighted the challenge for Local Government in recruiting and retaining a skilled public health workforce. The paper provided a summary of the QLD and SA reviews and also recommended that the ‘LGA, in conjunction with professional bodies, consider developing a recommended practise to Councils regarding an expected level of annual training/$ budgets for EHOs and other professional staff with the aim of encouraging Councils to set aside appropriate and equitable training budgets’.

The paper concluded that a greater investment was required in the Local Government public health workforce.

5.6 Examination of the role and training of Environmental Health Paraprofessionals (enHealth 2006)

This report was commissioned by the Environmental Health Committee (enHealth) of the Australian Health Protection Committee to ‘examine the use of environmental health paraprofessionals (technicians) to supplement the work of EHOs in Local Government and potentially, in other areas’.
The report reviewed previous major studies and looked at the overseas situation. The main point from the report was the call for the establishment of a formal program to provide Environmental Health Paraprofessionals (EHPPs) to alleviate the EHO shortage.
The report also explored and made recommendations in relation to training & employment of EHPPS and provided a risk management framework.
 A total of 7 recommendations were made which are detailed in appendix 6.

5.7 Coordination of food regulation between agencies and Local Government (Implementation Sub-Committee – Component 4 Workshop Report 2006)
This report resulted from a half day workshop on ‘issues related to Local Government roles in food regulation’.
The report identified issues such as: lack of leadership, unclear roles and responsibilities, resources shortages, inadequate support and no information base leading to a lack of consistency in quality and quantity of food regulatory services.
A number of ‘pathways to the future’ were identified including: establishment of a network to improve information sharing, development of alternative models for food regulatory services by local governments, development of a ‘product’ that attracts funding, establishment of a taskforce to examine a shared vision for the food regulatory system and focussed action to address workforce shortages.
6 Summation and Scoping of Potential Initiatives 
A number of recommendations have been made from the reviews to address the shortage of food regulatory staff. Also a number of initiatives are already underway in jurisdictions. This section will focus on grouping the above into ‘areas of activity’, scoping out the tasks involved and then suggesting further work that may assist in progressing these areas.
6.1 Alternative models of service delivery

Increasing the ways food regulation work can be undertaken will allow Local Government greater flexibility in carrying out the task. A number of options were identified in the reviews and some are already being progressed in particular jurisdictions. These include: competency rather than qualification based requirements to undertake the work, a proposal to establish EH technicians, resource sharing and the use of contractors. These are discussed further.
Competency based requirements

Traditionally to undertake food inspection you needed to be qualified as an EHO. In more recent times jurisdictions have used people with other qualifications (food technology/microbiology) to undertake food regulatory work. The skills and knowledge required are not exclusively derived from the environmental health background. 
In NZ legislative changes are being made which will establish competency based requirements for appointment to undertake food regulatory work. In VIC a two year course is being developed which will provide the necessary skills and knowledge to be appointed as an authorised officer under the Food Act.
EH technician

The use of technical support staff in carrying out some environmental activities has been occurring for some time in local councils (enhealth 2006). The major recommendation of the enhealth paper is the establishment of environmental health technicians who will undertake activities commensurate with their training and under the guidance of an EHO. 
Resource sharing

A number of reports recommended the use of resource sharing amongst regional groups of councils and between councils to assist in providing and affording staff. Also identified was the need to have a list of EHOs available to undertake full/part time work which councils can readily access.
Contractors

The use of contractors to undertake food inspections is already occurring in a number of States (WA & NSW). In WA the contractors undertake the initial inspections with enforcement follow-up the responsibility of EHOs.

It should be noted that some of the reviews and anecdotal evidence suggest concern and opposition by a number of groups to competency based requirements/ EH technicians as they are viewed as weakening the profession and risking public health standards. 

Further Work
1)
Jurisdictions should look at providing technical input into the development of competency based qualifications which will produce officers who can be appointed to undertake food regulatory work.

2)
Jurisdictions should consider establishing a contact list of available EHOs, contractors or other bodies who are able to undertake food regulatory work and place that list on their websites and advertise its existence to local councils.
6.2 Increasing graduate/EHO numbers

A number of reviews have identified that there is insufficient numbers of graduates coming from Universities to fill current or anticipated future needs. Measures currently being undertaken or recommended to be undertaken include;

Increasing enrolment at Universities 

Jurisdictions need to approach Universities with EHO programs in environmental health and work with them in collaboration with other stakeholders to examine strategies for increasing the number of graduates.

Targeted trainees

The Commonwealth could investigate a structure for funding of cadetships to LG for EHOs. Scholarships could be provided by state and local government agencies. Local councils could offer traineeships or cadetship programs. These could be tied to rural/remote placement.
Graduate program

Government agencies or professional bodies could play a co-ordination role in arranging workplace placements for undergraduates and graduates. Collaboration between jurisdictions and institutions is needed to ensure graduates are ‘work ready’.
Flexible entry

Tertiary institutions need to be encouraged to provide flexible entry or multiple pathways to the profession. Post-graduate courses, distance learning education options, bridging courses, industry based learning placement are options that should be supported.
Immigration

Overseas officers could be recruited by way of having EHOs designated as a ‘profession in need’ status with Commonwealth Department of Immigration.

Further Work
3)
Jurisdictions should establish linkage to those Universities with undergraduate environmental health programs in their State to facilitate addressing the above factors.
4) 
Jurisdictions collaborate to seek Commonwealth involvement in providing funding for cadetships and making the EHO a ‘profession in need’ status to attract immigrants

6.3 Promoting EHO careers and their role in Local Government
The reviews revealed that the profile of the EHO within the community and within local government needs to be raised to encourage entry into the profession and job satisfaction. Mentoring, support networks and information sharing will assist the EHO in the field, particularly those in rural and remote locations.

Raising awareness of EHO roles in Local Government 

EHOs often report that they feel that their role is not properly understood or recognised by Councillors, Managers or the community. The inclusion of public health/environmental health functions in elected member training courses will assist in addressing this. Another recommendation is that Local Government Associations provide guidelines/recommended practise regarding expected levels of budgeting for EHO resources and training. 
Support Networks

Developing and formalising existing mentoring networks. Providing trainees and new EHOs with networking and development opportunities. Jurisdictions or professional bodies could take a co-ordinating role. Information sharing between state and local agencies will support EHOs building and maintaining their professional knowledge. 
Marketing of the job

Government and professional bodies should collaborate on the development of a marketing strategy to promote role of EHOs as a career option for school leavers. One of the aims could be to attract Australian Government Funding. 
Further Work
5)
Jurisdictions and professional bodies should collaborate to develop and fund a marketing campaign to raise the awareness of EHOs and the opportunity for careers in local and state governments. State jurisdictions should support EHO information providers at career days.
6)
The establishment of formalised network of jurisdictional contacts who would be responsible for information sharing between jurisdictions, Local Government and professional bodies.
6.4 Legislative Amendment
Legislative amendment to recognise the role of Local Government in food regulation, allocation of responsibility and accountability, flexibility in service delivery and the creation of a shared vision were identified as further initiatives that will assist in dealing with the issue.  
Defining the role of Local Government through legislation

The role of Local Government in food regulation needs to be clearly defined through legislation. Legislative amendment in NSW will see the role of Local Government mandated for the first time. The SA review recommended that the Public & Environmental Health Act be reviewed to more clearly define the role and extent of environmental health services within Local Government.
Council commitment through management plans & funding 
A number of reviews recommended that councils should be required by legislation to include food regulatory work in their corporate plans with appropriate funding set aside. Reporting requirements in legislation will ensure that these functions are carried out. 

Flexibility

Legislation should be amended where necessary to allow for flexible models of service delivery to best achieve food safety outcomes. In WA the proposed Food Bill will allow the Department of Health to nominate enforcement agencies and classes or types of enforcement agencies to carry out food regulation. Similar legislation exists in NSW.
Creating a shared vision

The existing Food Regulation Agreement does not include local government. As recommended in ISC – Component 4 Workshop Report (2006) the creation of a taskforce to develop a shared vision for the Australian/New Zealand food regulatory system, including local government would assist in strengthening the role of Local Government in food regulation.
Further Work
7)
All jurisdictions should review their food legislation to ensure it provides for flexible models of service delivery and a clearly defined Local Government role. 
8)
The recommendation from the ISC – Component 4 Workshop Report (2006) to establish a taskforce, possibly under the auspices of the Food Regulation Ministerial Council to develop a shared vision for the Australian/New Zealand food regulatory system is taken forward.

7. Recommendations to ISC

The following recommendations are made within the scope of terms of reference of this working group, which is specifically how ISC can assist or add value in addressing the issue.

1)
That ISC considers preparing a proposal for amendment of the Food Regulation Agreement (FRA)which would commit parties to clarify the food regulation responsibility of Local Government, building on existing FRA provisions including:

(a) Preamble paragraph A (f) “recognising that responsibility for food safety encompasses all levels of government and a variety of portfolios”.
       (b) The functions of the Food Regulation Standing Committee set out at clause 6 (a) (ii) to “ensur[e] a nationally consistent approach to the implementation and enforcement of food standards”.

2)
That Component 4 work for 2008 includes development of an agreed framework for the Local Government role in food regulation, including the role of cost recovery and options for adequate cost recovery mechanisms.
3)
That ISC considers the establishment of a formalised network of   jurisdictional representatives (representing Local Government) who will be tasked with information sharing, collaboration and advocacy on Local Government food regulatory work and issues.

4)
That ISC seeks to participate in the AIEH post 2007 Workforce Summit initiatives, regarding development of a national environmental health education & workforce policy and Local Government environmental health workforce action plan.
5)
That ISC adopts this paper and disseminates to all jurisdictions as an update and information source on initiatives to address the EHO shortage.

Appendix 1 – Recommendations from the Local Government Environmental Health Workforce Survey 2005 Report (DHHS TAS 2006)
1. Determinations regarding the appropriate environmental health capacity of any local government should consider determinants such as, but not limited to, the geographical and demographic characteristics of the area; types and level of commercial, tourist and development activity; and distance to major population centre, in addition to considering the ratio of full time equivalent environmental health officers per head of population.
2. Measures are required to increase the size of the environmental health workforce within local government as soon as practicable.
3. DHHS should continue to support Tasmania coming into line with the balance of Australia by requiring a degree as the minimum qualification for an EHO.
4. Different models of environmental health service delivery should be examined, including regionalised service delivery where appropriate skill capacity is found inadequate for the short to medium term.
5. Major stakeholders at state government level whose Acts impact upon the roles and functions of EHOs need to consider the direct and indirect effects of their legislative requirements to ensure that the local government environmental health workforce is not unreasonably burdened. 
6. All stakeholders in the environmental health workforce should undertake to collectively resolve the future direction of environmental health service delivery within Tasmania.

7. DHHS works to support and aid local government EHOs where priority management is an issue due to limited environmental health workforce capacity to meet expectations and demands.
8. Councils are reminded that cadets are to operate within their legislative constraints and the need for appropriate supervision by an experienced EHO.
9. A legislative and policy framework be developed to enable the delegation of tasks to suitably trained technical staff of tasks currently undertaken by EHOs that do not require the depth and diversity of skills and training of an EHO, (such as routine recreational water and potable sampling) subject to adequate supervision from the EHO.

Appendix 2 Recommendations from Public Health Workforce in Local Government: Functions, Skills, Recruitment and Retention 2004 (QLD)
1 Public Health/Environmental Health functions and legislation to be included in elected member training courses, with particular emphasis on risk management approaches and legal responsibilities.

2 The LG Finance Standard 1994 (s.16(1)) should be amended to require corporate plans to include information on the role of the local government in Public Health.

3 The LG Act 1993 (Part 8) and/or the LG Finance Standard 1994 (s.44(1)) should be

amended to require enhanced performance reporting on key functions, including public health responsibilities.

4 The proposed Public Health Act should include a more definitive statement of the role and function of local government in public health.

5 Regional Organisations of Councils (or similar bodies) to be encouraged to consider

acting as a host employer for EHOs to service a number of councils in their region.

6 LGAQ, as part of its current review of mechanisms to support councils experiencing

difficulties in recruitment of key staff, to consider opportunities to act as a group

employer providing contracted personnel to councils.

7 LGAQ to consider acting as a clearing house/coordinator for workplace placements for EH undergraduates, particularly for rural and regional councils, to foster a greater

spread of opportunities for undergraduates to gain on-the-job experience.

8 Tertiary institutions to be encouraged to consider a range of measures that can provide more flexible entry or multiple pathways to the profession, particularly for those in rural and regional locations. Measures to be considered include post-graduate courses, distance education options as well as an optional one-year Industry Based Learning placement as a component of an undergraduate degree.

9 A bridging course should be developed to allow qualified EHOs from inter-state and

overseas to obtain those skills and competencies of relevance to professional practice

in the Queensland legislative context.

10 Registered Training Organisations to develop/deliver courses which provide an

accredited qualification for specialised public and environmental health tasks.

11 AIEH to consider introducing an enhanced accreditation scheme that will define career path opportunities in local government. AIEH to consider a more active role in

continuing professional development as part of such an accreditation scheme.

12 Encourage councils to consider scholarships and cadetships, including shared

arrangements at a regional level. QHealth to consider funding support for

cadetship/scholarship programs involving smaller rural and regional councils.

13 More formalised mentoring and support arrangements should be developed by key stakeholders, with QHealth taking a leadership role. Such support arrangements

should be detailed in the revision of the Protocol with LGAQ.

14 In the review of the Public Health Partnership Protocol, develop more formalised

liaison and communication arrangements, with emphasis on region specific

requirements, including working arrangements that offer more active technical support by QHealth. Particular attention should be given to rural and remote councils.

15 Development and dissemination of on-line resources to support EHOs, particularly in rural and regional locations, should be facilitated jointly by LGAQ and QHealth.

16 Model policies and procedures for common public and environmental health tasks

should be developed to assist councils in more effectively addressing their roles under delegated public health legislation. Templates would also assist councils in the

transition phases during legislation changes.

17 In developing training programs and capacity building for indigenous councils,

DLGP/LGAQ consider programs of specific relevance to these communities, including

emphasis on the public and environmental health elements of their role and function.

18 As part of the revision of arrangements for governance of indigenous communities, consideration should be given to converting a portion of untied funding to specific purpose funding for key environmental health services and infrastructure.

19 Specific purpose funding for EHWs in indigenous communities should be maintained, with expansion of the program to service other indigenous councils and communities.

Appendix 3 - Recommendations from Environmental Health Officer Review 2004 (SA) 
A. Recommended strategies to address current and anticipated shortages of suitably qualified and experienced Environmental Health Officers available to local government in SA for both permanent and temporary positions.

1. That the Department of Health and the LGA approach Flinders University to examine strategies for increasing numbers of Environmental Health graduates.
2. That the Department of Health and the LGA lobby the Flinders University to develop a bridging program for graduates from related disciplines to gain an approved Environmental Health qualification which will allow them to practice as Environmental Health Officers. (refer also recommendation 19)
3. That University of Western Sydney (Hawkesbury) be advised of the expected shortfall between numbers of Environmental Health Officers available and the estimated need within SA over coming years – provides ideal timing for marketing their distance course to potential students through various conduits including the AIEH and the LGA.
4. That the LGA include details of external education options within career information posted on their web site. (refer also recommendation 7)
5. That as the LGA considers the applicability of the national skilled migrant program that the option to identify EHOs as one of the target groups be considered.
6. That the LGA prepare a marketing strategy focused on promoting working in local government as a career choice. EHOs to be included as one of the roles therein. (The target audience of the strategy to be high school students and suggested media to include video, DVD and CD Rom.)
7. That a “careers in local government” section be developed and added to the LGA web site to help promote and explain career opportunities in local government. EHOs to be included as one the careers detailed therein. (refer also recommendation 4)
8. That the LGA consider seeking additional opportunities, such as attending university open days and career expos, to promote career opportunities in local government.
9. That the LGA & AIEH develop systems and processes to collect, record and manage listings of qualified EHOs (the LGA site may include other professional services such as planning & building) available for temporary employment on the LGA / AIEH web sites. That the “temporary employment options” web pages be marketed to recently retired EHOs, non-working EHOs and EHOs generally to build up the data base of persons available. That the “temporary employment

options” pages be recommended to Councils as a readily available source of information of EHOs available for temporary assignment in SA.
10. That Councils be encouraged to implement family friendly and flexible workplace policies and

practices, such as part time and job share arrangements, to better meet the changing needs and profile of the EHO workforce and to maximise future recruitment and retention rates.
11. That the Department of Health implement a review of the Public & Environmental Health Act and work with the LGA to more clearly define the role and extent of environmental health services within local government including the requirement for Councils to address environmental health management within their strategic management planning process, or alternatively develop an Environmental Health Management Plan that links to the Council strategic plan.

B. Recommended strategies to address difficulties in attracting and retaining Environmental Health Officers in regional areas of SA

12. That regional EHO Groups be requested to make a practice of allocating one of their members to proactively support and mentor new EHOs commencing duties in single EHO Councils within their regions.
13. That the Environmental Health Service (EHS) offer a meet and greet program to new EHOs to familiarise them with roles and contacts within EHS.
14. That Regional Councils ensure sufficient training $ allocations and support are provided for EHOs to participate in training and networking opportunities.
15. That Regional Councils consider offering benefits like salary packaging, extra leave, rostered days off, flexi-time, rental subsidies, study leave, relocation cost reimbursement, permanency of positions and private use of vehicles to improve the attractiveness of the job and also to consider such actions as committing back-up and support via temporary staffing when EHOs take leave or have heavy workloads to deal with.
16. That the LGA lead a research project to analyse costs, benefits, practicalities and implications of a range of models for delivery of professional services (covering EHOs, Planning and Building Officers) to regional Councils and Council groupings in SA. The models investigated to include regionalised central service delivery, sharing positions between Councils, on-selling services to other Councils and services via contractor. Also that the LGA form a group with representatives from regional Councils, the AIEH, Planning Institute of Australia, Australian Institute of Building

Surveyors, Department of Health, Planning SA, Environmental Protection Authority and other appropriate bodies (eg. Regional Development Boards) to participate in the project.
17. That local EHOs proactively and positively market the role of EHOs within their communities – for example by attending high school career nights and partaking in high school work placement programs. That the AIEH coordinate a project to develop a Power Point resource or similar to assist EHOs present at careers nights and alike. That the AIEH investigate the opportunity to produce a SA or national video resource to attract people to an EHO career.
18. That Regional Councils be encouraged to maximise their reach by advertising widely (eg. interstate) when seeking EHOs. (It was also noted that regional Councils should proactively

consider traineeships as an option to increase the likelihood of attracting EHOs to their areas – refer recommendation 23)
C. Recommended strategies to address choices, accessibility and suitability of training, education and qualifications available to Environmental Health Officers in SA (Refer also to Section 4 of the Report for more detailed explanation related to these strategies and recommendations)

19. That the LGA and the Department of Health lobby Flinders Uni to implement their proposal to develop a 2 stream post graduate course (1) for existing Environmental Health qualified persons wishing to upgrade their qualifications and skills and (2) a bridging degree. (refer also recommendation 2)
20. That Flinders University Department of Environmental Health’s offer to reinstate their Professional Advisory Committee (PAC) be supported. That the first task of the committee be to consider ways to include more practical skills input to the existing program, including a review of the existing practical placement component. That invited representatives of the LGA, AIEH, DH and EPA be encouraged to accept invitations to become involved in the PAC.
21. That the PAC examine aspects of the Bachelor of Environmental Health curricula with the aim of developing opportunities for participation and contributions from practising EHOs (particularly in areas such as the introduction to environmental health, public health law and public health engineering).
22. That the LGA lead discussions regarding the options and benefits of introducing a step or program (eg. traineeships) in between completion of the Bachelor of Environment Health course and placement of EHOs in local Councils (may also be applicable for other professions – eg. planning & building).
23. That where practical Councils be encouraged to provide traineeship/cadetship opportunities to 3rd year Environmental Health students, similar to the model followed by Salisbury and Marion Councils.
24. That the AIEH liaise with Flinders University to identify guest facilitators for a range of workshops and field trips covering practical issues identified as requiring more emphasis in the current curriculum.
25. That Councils and EHS be encouraged to proactively offer study trips of relevant sites to assist Environmental Health students learning and understanding of environmental health issues.
26. That the AIEH prepare a professional information package for presentation to first year students of the Bachelor of Environment Health course. That the LGA provide assistance and support to the AIEH to develop the presentation. The presentation to include the benefits of working in local government.
27. That the AIEH be requested to change the timing of their 3 day annual conference to better suit students studying the Bachelor of Environmental Health degree. That the AIEH invite Flinders Uni to participate via presentation of papers to the conference.
28. That Flinders University broaden the work placement program run in the second year of the Bachelor of Environmental Health course to include state government as well as private sector partners (not just local government) to help students pursue their areas of interest.
29. That the LGA, in conjunction with professional bodies, consider developing a recommended practice to Councils regarding an expected level of annual training hours / $ budgets for EHOs and other professional staff with the aim of encouraging Councils to set aside appropriate and equitable training budgets.
30. That the AIEH pre-plan their annual training programs well in advance and provide approximate programs and costing information to EHOs at an appropriate time to enable them to seek training budget allocations from their Councils.
31. That the AIEH proposal to tie training to a continual professional development (CPD) scheme be encouraged and supported. That the AIEH consider allocating CPD points to those actively involved in providing training to others (eg. include those providing training in the employment setting such as the work placement program).
32. That regional EHO groups be encouraged to partner with agencies (eg. LGA, AIEH SIGs, Department of Health, EPA etc.) to bring speakers, training and educational opportunities to regional areas and to look for technological options (virtual learning platforms and processes) that offer opportunities to increase access to training and align with needs.
33. That the AIEH prepare a case and apply to the LGA and the Department of Health for a budget allocation to assist the professional body provide training and development opportunities to students and officers in the Environmental Health sector.
Appendix 4 – Recommendations from the Environmental Health Officer Workforce Review (Vic Health 2005)
Supply and demand for EHOs

The projected workforce suggests a probable imbalance between the likely demand for EHOs and the possible supply of qualified personnel in the system. Strategies need to: attract people to the role and ensure that new entrants have requisite skills.

Recommendations

1. Establish a register of EHOs who are available for both short-term and longer-term appointments.

2. Explore options to support rural and remote councils to recruit EHOs. This could include supporting targeted traineeships or cadetships for students from rural areas.

3. Support councils to target recruitment campaigns and strategies to attract qualified EHOs back from retirement, career change and family leave.

4. Work with training providers to support targeted recruitment

campaigns aimed at attracting both school leavers and mature age entrants. 
Profile of the EHO role

Satisfaction of EHOs is affected by the extent to which they feel that the value of the EHO role is recognised and supported by their council. Many EHOs feel marginal to the business of local government and that their role is held in low regard within

broader council services.

Recommendations

Explore options to raise and promote the profile of EHOs.

5. Support councils to effectively promote value-adding features of EHO services to food businesses and the wider community.

6. Link with related projects to promote careers in local government and remote and rural areas to specifically feature options for a career as an EHO.

Improved support for EHOs

A related issue is the extent to which EHOs perceive that they have support from their council in conducting their work. EHOs reported that the politics of councils interfered with their ability to enforce legislation. They also cited the need for mentoring and administrative support to assist their effectiveness in the role. This would build on existing networks such as those facilitated by REHOs and the AIEH.

Recommendations

7. Promote training in staff development, leadership, management and advocacy of the EHO role as part of ongoing professional development for team leader and coordinator positions.

8. Develop and formalize existing mentoring networks, particularly in rural and remote areas. Build on existing networks to provide a more formalized mentoring

arrangement, particularly for young, sole operators.

Consistency in enforcement

Stakeholders acknowledge that lack of consistency in approaches to enforcement is a source of frustration to EHOs, industry and DHS alike.

Recommendation

9. Explore approaches to improving consistency across councils.

Job design

The EHO role is characterised by diversity in activities and an expanding range of functions. EHOs report that risk management requires that they play an educative and supportive role in supporting food businesses. Some reported a tension between

regulatory and educational roles and also identified resources constraints and workload pressures as impediments to fulfilling the educative role. A strategic approach to job design is needed to address changing job roles, manage EHO expectations of the role and to take advantage of the increased skills and knowledge of new entrants.
Recommendation

10. Explore approaches to enhancing the business support role of EHOs and associated resourcing requirements.

11. Undertake further research into EHO job design to provide local government with a range of practical job models and job design guidelines. The purpose of this exercise would be to set out a range of possibilities, recognizing that there is

currently and will continue to be diverse approaches to job design. Such work should take account of the issues raised by this project including options for restructuring work within existing EHO job profiles as well as the possibility of creating structured job pathways through development of a technician role and also career progression to middle and upper management roles. This would also require consideration of

related training requirements and pathways.

Training and development

Analysis of surveys and focus group responses highlighted a range of issues related to professional development and training needs of EHOs. These issues included: the quality and depth of training; targeting managers’ and coordinators’ training needs;

facilitating career development; flexible delivery; and planning and coordination of professional development.

Recommendations

12. Promote the role of EHOs to potential entrants to the profession. This includes providing information on likely job opportunities in local government for course entrants.

13. Explore opportunities for structured training to address higher order technical skills and knowledge relevant to EHO roles. This builds on existing post graduate courses and should support structured career pathways for EHOs to develop fields of technical specialisation.

14. Investigate scope to identify units to meet both entry level and professional development training needs to support flexible, recognised points of entry to the training system.

15. Explore flexible delivery modes of training applicable to both entry level training and ongoing professional development.

16. Identify, develop and/or promote training to meet the identified skill gaps.

17. Promote professional development opportunities appropriate to deepening skills of more senior EHOs and managers, particularly in skills required for staff support and mentoring. The following recommendations relate to supporting and fostering the professional skill base of the EHO workforce.

18. Explore the development of a network of technical specialists who could take a role in providing specialist expertise to other councils and in mentoring other EHOs.

19. Identify, schedule and communicate a professional development schedule. This should be undertaken in providers and with EHOs to ensure that their needs in terms of content, scheduling and receiving advance notice are met.

20. Provide information and guidance to EHOs relating to their role in assessing whether a food business complies with the skill and knowledge requirements specified in food safety legislation.

21. Conduct stakeholder consultation to support the establishment of a robust and effective professional development scheme.
Food handler training

The skills and knowledge of food handlers is a related area of interest. Food handlers may know what to do, but may not demonstrate correct food handling practice. It is important that food businesses have the capacity to design and monitor systems and procedures to instruct food handlers on what to do and to ensure that they do it.

The quality of training is also an issue, particularly the need for assessment to take full account of specific workplace food handling requirements.

Recommendations

22. Investigate the suggestion that food proprietors undertake food safety training as a condition of entry to the industry.

23. Provide support to businesses to improve food safety management systems.

24. Examine options to monitor and manage both the quality and currency of food handler skills and knowledge.

25. Provide information and guidance to EHOs relating to their role in determining whether a food business complies with the skill and knowledge requirements specified in food safety legislation. Such advice should cover how to confirm:

− that relevant competencies have been achieved and can be demonstrated in the relevant work context.

− the systems or methods in place to transfer information to food handlers on their roles and responsibilities.

− the systems in place to ensure that food handler skills and knowledge is appropriate to the work responsibilities.

Managing workforce skills and knowledge

Professional certification schemes in other professions provide models for managing the skills and knowledge of EHOs for administering the Food Act. These schemes are diverse, but have some common elements: 
they typically offer professional certification or registration to practice in a given field which builds on attainment of a relevant qualification; and most require members to undertake professional development to maintain competencies and most also define a professional code of conduct.

Recommendation

26. Establish a workforce data base. This would require that councils provide regular reports to DHS on workforce data. This project has mapped the demographics of the EHO workforce at a point in time. The real value of this work is to use it as a template to develop an ongoing workforce data base that can be used to monitor and track the workforce is tracked over time. Such a data base would provide workforce

planners in DHS and local government with the necessary information to make informed decisions. It would support local government to more systematically benchmark their staffing profiles. It would also be a useful resource to training

providers to support their planning processes. Data base users need to be consulted on the specific content of reports which could include:

− numbers of EHOs by position

− nature of employment contract and hours of work

− labour turnover

− budget allocation for workforce development

− council projections for EHO numbers for their next planning period.
27. Stakeholders investigate the establishment of a robust &

effective professional development scheme.
Appendix 5 Opportunities from the Report of the TIAG Industry Forum on skills, education and training for Local government (TAS 2005)

Opportunity 1:
Investigate more strategic use of available skills through arrangements for sharing expertise and resources between councils including through the establishment of regional centres specialising in particular services.

Opportunity 2:
  A project to look at changes required by local government to meet emerging skills needs including recruitment, workforce structure, professional development, use of para-professional positions.

Opportunity 3:
Better communication by PhD, honours and undergraduate coordinators to find opportunities for applied projects in Local Government.

Opportunity 4:
Better information required for Local Government and prospective employees on pathways to qualifications and jobs, the education and training system and skilling existing workers.

Opportunity 5:
Obtain commitment from all councils to level of training effort.

Opportunity 6:
Explore potential for mature-age worker career change.

Opportunity 7:
Retention, phased in retirement options.

Opportunity 8:
Use of technical and para-professional positions and re-skilling existing workers.

Opportunity 9:
Partnerships with industry e.g. building surveying.

Opportunity 10:   Regulatory reform to reduce unproductive use of skilled staff.

Opportunity 11:   Promoting careers in Local Government.

Opportunity 12:  Industry graduate program. 

Opportunity 13:  Promote issues nationally and use ideas from other states.

Opportunity 14:   Develop a course suitable for Plumbing Surveyors.  

Appendix 6 – Recommendations from the Examination of the role and training of Environmental Health Paraprofessionals (enHealth 2006)

1. That State and local governments work together to commence training of environmental health paraprofessionals with the intention that most trainees will be employed in local government, under the supervision of Environmental Health Officers, performing tasks appropriate to their training and competence at the time. 
2. That Certificate III be the minimum entry point for non-Indigenous environmental health paraprofessional training and there also be offered an immediate opportunity to undertake Certificate IV training.

3. Over time, Diploma level training also be provided, particularly if this is required to provide the stepping stone to full qualification as an Environmental Health Officer. 
4. The Local Government Training Package be used as the initial basis to formulate the Certificate III and IV courses under either the local government or population health frameworks.

5. In promoting the development of the population health framework in this area, the Environmental Health Committee strive to ensure that the development and revision of the population health and local government training packages for environmental health paraprofessionals are coordinated and accepted by all stakeholders for the purpose of that training. 
6. The officers trained or training in this way should be known as Environmental Health Technicians (or trainee technician if appropriate). 
7. That all Environmental Health Paraprofessionals work in a setting that ensures they: 
- are trained and competent in the area to which they are assigned 
- are appropriately authorised under the relevant legislation, in line with their demonstrated competencies. 
- work under the supervision of an Environmental Health Officer; and 
- are assigned activities that have been risk-assessed as appropriate for them to undertake.
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