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DECISION

] This decision deals with an application by the Automotive, Food, Metals, Engineering,
Printing and Kindred Industries Union (AMWU)Y to vary the Metal, Engineering and
Associated Industries Award 1998 (Metals Award) to provide for a more effective
implementation  of a competency based arrangement for progression through an
apprenticeship. :

2] Arising out of discussions between the AMWU, the Communications, Electrical,
Flectronic, Energy, Information. Postal, Plumbing and Allied Services Union of Australia
(CEFU and The Australian Industry Group (AiIGQ) which commenced in 2004, the AMWU
has revised its draft order which includes an amended mode! for increased apprentice pay
rates. The AiG accepts that the amended model is consistent with changes which have
oecurred elsewhere within the National Training and Workplace Relations svstems, in
particular, the approach taken within the National Training Wage Award 2000 and the
Manufacturing and Associated Industries ~ Skills Development ~ Wages and Conditions
Award 2004" and that it addresses issues of detail which were raised in relation to the unions’
earlier model. During the course of discussions it was agreed between AiG and the unions that
award variations are justitied to reflect changes made to apprentices structures:

“s  Emphasise competency-based progression - through apprenticeships and  de-
emphasise progression on the basis of time- served; '

s Provide multiple entry points to apprenticeships with recognition of skills,
knowledge and gualifications acquired;

o Provide multiple points for persons to exit from apprenticeships with formal
qualifications; .
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o Credie a new trade qualification at the AQF J level to complement the existing
qualifications at the AQF3 and AQF 4 levels.”

[3] Asg such, the matters for arbitration are limited to the general issues of whether rates
for apprentices should be increased”,

E) The application seeks to increase wage rates for apprentices above the salety nef. As
such, in accordance with Principle 10 of the Statement of Principle in the Safery Ner Review
Wages — June 2005 decision’, the matter was referred to Justice Giudice, the President”. Ina
decigion dated 2 December 2003, the President decided that the matter should continue to be
dealt with by the Commission as currently constituted.

[5] The AMWU, A1G and Australian Business [ndustrial (ABI) filed comprehensive
writlen submissions. The CEPU notified the Commission by way of written correspondence
dated 30 January 2006 that it supported the written submissions of the AMWLU. The matter
was heard on 3 February 2006, Mr G. Thompson with Mr T. McCauley appeared for AMWU,
Mur 5. Maxwell for the Construction. Forestry, Mining and Energy Union (CEMEUY, Mr 8.
Smith for AiG and Ms I. Lee for ABL ABI supported Ai(’s submissions.

AMWU SUBMISSIONS

|61 The AMWU written submissions sunumnarised the following objectives which are best
met by the model proposed in its draft order:

N7 bnsure that additional education and training which is relevant to employment is
recognised in the classification and pay structure applicable to emplovees under
the award. The current struciure does not recognise the additional education and
training of those who complete vear 11 and/ or year 12 of scheoling.

18, Achieve consistency with the principles established by ihe Commission which

have supported compeiency based fraining and career and classificarion
structures based upon skills and competency based qualifications,

19, Be consistent with the provisions of the Act and in porticular clause J(u) faa),
and (e}, clause 884(a), clause 88B(3) (b) which requires the Commission fo have
regard to the “need to support training arrangements through appropriate lrainee
wage provisions” and clause 894. The provisions of the model are consistent with

clause 894(2) (a) and (c) and §94(6). The provisions of the model are also
consistent with Section 143{1)(B).

200 dAssist in overcoming the situation where apprentiveship is seen by many young
people. teachers and parents as a second best oplion.

¥ Exhibit AlGroup |, written submissions dated 23 Jamuary 2006 at p2, para. 3

* Exhibit R3, AMWU written submissions dated 17 Decembeér 2005 — summary on .15 Exhibit AlGroup 1 af
para. 8; Exhibit ABIL, written submissions al para.3

" PRO0200S at p.131

910, MAKING AND VARYING AN AWARD ABOVE OR BELOW THE SAFETY NET

Any appiicaiion to make or vary an Gward for wages or conditions above or belaw the safery net or for ¢ date of
operation of u safely net adjustingnt earlier than the dute of the award may be dealt with by:

fal Pyl Bench or

(b)) a single member, provided the President has had on opportunity to consider whether the application
should be dealt with by a Full Bench and has decided not 1o refer the application to a Full Bench.”



2], Encourage more young people to enfer apprenficeships taking account of the
other opfions now available (o young people.

22 Address the situation where many young people fail to apply for an
apprenticeship or drop out of apprenticeship in the first year and the issue of
inadequate pay and/or leaving to a better paid job is the most commonly cited
Feason.

23, Improve the diversity and quality of applicants for apprenticeship. Many
emplovers and their organisations have reported that the number and quality of
applicants for apprenticeship vacancies does not meet their needs.

24 Ensure that the rates for apprentices are not more or less attractive than those

available to rainees or to juniors not employed under a training contract (after
atlowing for training time). : B

25 Ensure consistency with the principles utilised in the establishment of the
classification structure in the Award and in the National Training Wage Award
and the Manufacturing and Associated Industries — Skills Development - Wages
and Conditions Award 2004 (AWE37606).

26 Preserve at this point the relativities established by the Commission between the
apprentice rates and the rate for tradespersons under the Award where the
apprentice commences after vear 10 of schooling or at an earlier date.

27 Enable accelerated progression through an apprenticeship where compelency is
achieved sulject to appropriaie safeguards on gquality and against conflict of
interest. ' '

28 Expand the options available to employers and to apprentices to complete higher
level qualifications, This will better meet the needs Jor workers and employers
who are increasingly required to use new lechnology, apply skills in a wider
range of circumstances, and work within teams and new forms of work

organisation.”’

[7] The AMWU in its submissions asked the Commission to consider the merits of its
application in the context of the current chalienges that confront the economy and the industry
including:

“o  Significant and ongoing skill shoriages, particularly in areas of traditional trades
and in specific regional areas;

»  Decreasing job security necessitating increased levels of job mobility leading 1o
greater competition for skilled labour, '

s Decline in apprenticeship applicants in the trade, post-trade and pura-
- professional levels in key skill areas associated with the mamufacturing and
engineering industries; :
s Declining relative attractiveness of apprenticeship as a career choice for young
people due to factors associated with wages and conditions; and,

7 Exhibit R3 at pp. 3-4, paras' 17 to 28




e (reater expectations on the target demographic as a consequence of policies
designed to moximise school retention rates and rising industry expectafions in
relation to the quality of applicants. ™

Slkcills shortage

181 The AMWU drew on a number of reports which highlighted the capacity constraint
which was caused by the shortage of skills particularly in the traditional trades area.

“The following comments? of My. Peter Hendy, CEC ACCT support the contention that
Australian industry is suffering from a shortage of people taking up apprenticeships in
Australia:

ACCLs 2004 Pre-Election Survey found that 79 percent of emplovers are
concerned about their ability to recruit emplovees with appropriate skills and
ACCEs guarterly Survey of Investor Confidence reported during the lust vear thai
the availability of suitably qualified employees was now the number one
constraint on future business investment decisions. ...."""

9] The AMW also cited research on declining participation rates due to the ageing of

tm population. For example, the South Australian Training and Skills Commission estimate
that the demand for working age people will cutstrip supply by 2016

12

[107  The AMWU relied on a Productivity Commission report™ which detailed evidence of

the expected dechne in the participation rate in the economy, and relied on further research
which demonstrates that education and training is the most effective counter measure to it
both participation and productivity in response to the ageing population. Tt submitted (hat
competition for a declining number of voung people entering the workforce will increase. It is
anficipated that cmplovmunt levels in trades and related occupations will be '”Jm intained,

hence the mportance in increasing the attractiveness of appremticeship and the le level of
participation by voung people.

Competency based training

1] The AMWU submitted that apprenticeship training should be competency based. It
supports flexibility in approaches to training and leaming to facilitate gaining commpetencies
within a framework of employment security for the normal duration of an apprentice’s

contract of training, subject to satisfactory assessment of competency.
[12]  The AMWLU stressed that assessment of competency must be based on a process
which is more than mere completion of a qualification. The process of assessment must

include:

Y Assessment under realistic working conditions and contingencies; and,

¥ Huhibit R3 at para. 29
’ Speech - Peter Hendy - Austzalia’s skill shortages and the need for reform, Australian Mines and Metals
Aszsoctation Natlonal Conference 10 March 2005

' Fixhibit R3 at para.33; ACTU Executive expressed similar sentiments in its decision dated 22 March, 20035

% The AMWU also re .Ied on research from the Victorian and Queensland Geovermments (Queenstend Green
Paper on Skills and Victorian Enqguiry into Vocational Education and Training) which produced similar resulis.

2 Productivity Comunission 2005 Ecoponic Implications of an Ageing Population, Canberra
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& Supervision by State Training Authorities and the relevant Industry Skills Councit
of the quality of the processes to verify that competency, both.on and oﬁ’ the job,
has beer achieved, and,

e Agreement between the employer, apprentice and the RTO; and,

o dn effective appeais process in place to ensure z‘ha{ the interests of the parties 10
the Contract of Training are pmz‘ecred

Industry needs skilled labour

{13]

The AMWU supported a number of conclusions drawn from AiG studies including the

following:

“Labour supply problems are being experienced in many industry sectors, but those

that have heavily relied upon the traditional apprenticeship system as the major means
of recruiting and skilling new entrants have experz‘enced greater difficulties in
sourcing skilled labour, The latest Ai Group survey has placed "i‘}ze availability of
skilled labour’” as the second highest issue li?zpcchmv upon business.”

“Positions for machinists, boilermakers, eleciricians, engineers, fitier and furners,

[14]

[15]

mechanics, plant managers, process workers, sheet metal workers, welders, wood
mcchinisis and so on remain unfitled because employers cannot find applicants with
the right skills, qualifications and/or experience to meet the needs of industry. ™3:

A third AiG report highlighted the depth of the skills shortage issue.

“After a sustained period of economic prosperity one of the urgent problems facing

businesses is skills shortages. Skills shortages are now widespread and limifing
productivity and profitability. In the manyfaciuring sector alone Ai Group research
indicates that there are between 18,000 and 21,000 positions for skilled people that
currenily remain unfilled " ¥ '

Then and now — the characteristics of apprentices

The AMWU provided material which demonstrated the changed characteristics of the

average apprentice in 1971 (when apprentices and wage provisions were determined) Tvxhun

compared with current times.

L]

The average age of commencement for trades apprentices has increased by 1.7
years over the period of 1982 — 2004,

In 1981- 82ﬁ 56.6% of apprentices commenced fraining at 16 years or under. In
2004, 80.2% of apprmnccs commmced at age 17 or.older, compared with 43.4%
in 1981- 821”

* fixhibit RS at para. 40

" Exhibit R3 at para. 42; World Class Skills for World Class Industries — Accelerating Reforms to Vecational

Education and Training AiGroup 2004
¥ Exhibit R3 at para. 43; dustralia’s Skills Gap - Costly, Wasteful and I%Cfespread Aszup 21”}04

* Exhibit R3 at para, 44; Contemporary Apprenticeships for the Twenty First Century — Az(ymup fy[y 2003
Y Exhibit R3 at p. 9, pasa. 46 Lo .




[16]

The number of secondary school students participating in Vocational Fducation

and Training in Schools (VET) programs has increased by over 300% in the
period 1996-2003". The percentage of students studying m VIET programs was
48.3% in 2003, with the average student spending 211 hours engaged in the
program’”.

The AMWU summarised the characteristics of an apprentice in 1971, compared with
today, as follows:

YAt the time of the establishment of the current wages structure it would be fuir to say
that the majority of apprentices were:

117]

Likely to be aged 16 and under;
Likely (o have lefl school before completing the equivalent of year 10;
Likely to be living with their parents;

Nar likely to have the expense of operating a motor vehicle or mobile phone which
are considered necessities for a working person of today; and,

Not likely to have been engaged in any form of structured vocational training af
secondary school

Today the tvpical apprentice is:
: 3 ¥ 21

&

&

E

Likelv to be uged 17 or over,
Likely to have completed year 11 or 12;
More Likely (o be living independently;

Mare likely to be operating a motor vehicle and mobile phone; and,

More [ikely o have completed o vocational qualification or statement of attainmend

against a yocational gualification whilst attending secondary school,

'h.?“

The AMWU submitted that:

The current wage structure for apprentices no longer reflects the diversity of entry
points for young persons who commence apprenticeships.

The rates of pay for apprentices are very low reflecting a time when apprentices
commenced at {4 or 15 years of age rather than 17 or 18 vears of age.

The National Training Wage Award was based on the average student as follows:

CYEAR 1016 YEARS

" Exhibit R3 atp. 10, parg. 47

MNCVER

¥ Exhibit R3 at p. 9, para. 47; Australian Vocational Education and Training Statistics — VET in Schools 2003

* fixhibit R3 at p. 11, paras. 30 and 51




YEAR 11- 17 YEARS
YEAR 12- 18 YEARS

YEAR 12 PLUS I -19 YEARS
YEAR 12 PLUS 2- 20 YEARS
YEAR 12 PLUS 3~ 2] YEARS !

a Apprenticeship rates when established were based on:

[“vear  42% fora 15 year old
2" year  55% for a 16 year old

. Both 15 and 16 vyear olds received higher rates that those received by
unapprenticed juniors. However, today many apprentices who are more
experienced and educated are paid less than the junior employees of the same age.
The first year apprentice rate is $100 per week less than the rate for an'18 year old
worker in the metal industry. As noted above, 80.2% of first vear apprentices are,
or turn 18 vears of age during their first year of apprenticeship.

» Apprentices should not be disadvantaged when compared to the rate which they
would be paid if they were undertaking a traineeship at skiil level A at a
comparable age and educational level.

" Apprentices should never earn less than 80% of the junior rate which they would
otherwise receive — the broad principle which underpinned the National Training
Wage Award rates should apply.

= At a minimum the apprentices should receive a wage rate based on the adull
classification rate at the same number of vears out of school as they would if they
were a trainee.

o Wage structures conceived for 14-16 year olds on commencement of their
apprenticeship lacks the fexibility to cater for, and atiract, the best and brightest
of our youth to careers in manufacturing and engineering.

The application
[18] The AMWU describes its application as follows:

“(it) ... attempts to recognise the growing diversity of prospective applicants for

apprenticeship by modernising the wages structure in order to accommodate the

diversity of age, maturity, educational achievement and. vocational experience of the
dempgraphic ffmf will form the future of the industry.

The application also attempts to recognise the diversity of potential exit points in the
quadification structure and the growing indusiry demand for higher !evef qualification
ourcomes through contract of training based arr anvemem‘s »

[12]  The structure contemplates a range of entry points for apprentices:

“o  Traditional youth entry with limited secondary education;

*! Eixhibit R3 atp. 11, para 53
# Bxhibit R3 at p.12, paras. 62 and 63




e Bniry with significant VETIS experience, and,

s More mature aged eniry wz{h higher levels of secondary education and vocational

. 23
experience.

[201 It also contemplates a range of exit points:

Yo Traditional Certificate Il trade exif

&  Higher Engineering Trade exit at Ceriificaie IV, and,

s Diploma level exit. 124

[211  The “wage progression matrix” provides flexibility which recognises the structure for
} - 23
entry and exit points based on the competency principle

£

1221 The AMWU submitted that the impact of the application on wages for apprentices is
halanced by the criteria which recognise a number of factors inchuding:
“e  The eniry poini of the apprentice;
e The vocational siill level and competence of the apprentice;

e The age and maturity of the apprentice; and,

s The progress, as measured by competency, of the apprentice toward completion of
b} ”( . i
the contract of training. ™" : -

,,m‘
g
fad

It relied on a recent survey of emplovers of apprentices which found:

“The amual average apprentice training rate over the eleven years berween 1982 and
1992 was 13%; between 1993 and 2003 it declined ro 11%. This is a reduction of
16%. This implies that the current Lifl in the apprenticeship training rate (12% in
2004) will have to be maintained for around 10 vears to compensale for the
upderinvesitment in raining that occurred in the previous decade. 7

[24]  The report cites evidence of support for increasing apprentice wage rates generally:
“The current level of apprentice wages Is not a disincentive to employ an apprentice.
There was no support from employers for a reduction in apprentice wages. In joct a
significant minority wanted higher apprentice wages on the Dasis that lower wages
would derer more able applicants and lower wages were seen as ineguitable.”

The most commonly requested change was higher govermment subsidies nominated hy
18% af firms who answered the guestion. The second most cited change was !szgf'zw‘

* Fxhibit B3 at p. 12, para, 64

* Fxhibit R3 at p.12, para. 63

“ Exhibit R3 at p. 13, para. 66

“ Fxhibit R3 at p.13. para. 67

* Fxhibit R3 at p.13, para. 69; Dusseldorf Skills Forum: Getiing it Right — What emplovers and apprentices
Frave io say abowt apprenticeships — Phillip Toner 2005




income for apprentices (either via higher wages or higher subsidies dzrecz‘h Jfor
apprentices) nominated by 13% of firms. =

{25} T‘m., AMWTU also relied on an earlier study which found that making an appmnnﬁesiup
a more aftractive optmn for young people at school or leaving school was a key issue’

Award variation
[26] Three major variations to the award are sought.

» Proposed clause 4.2.6(c)(ii)4 in respect of higher enmneermg and advanced
tradespersons apprenticeships and related variations. :

® Proposed clause 4.2.6(j) in respect of duration of apprenticeship and completion
of apprenticeship. _ o

» Proposed clause 5.3.1(1) provides wage rates which recognise the completion of
vear 11 and/or year 12 of schooling.

[27]  The employees consent to the first two set of variations. They oppose the I jncreases in
wage rates in proposed clause 5.3.1(1). '

[28] The variations are set out in full at Attachment A% Turning to a consideration of the
award variations sought:

First Clause 4.2.6(c)(i)4
129]  The changes made by this variation are designed to:

» Remove the provisions with respect to duration and pay grogr&,s‘;jon during the
appleﬂiiht‘%‘lﬁp to clause 5.3.1, where they are dealt with consistent with the pay
and pmwu,mio"l provisions generally for apprenticeship. The nominal duration

retained in clause 5.3.1 and rates of pay for each step of progression for a higher
engincering tradesperson in clause 5.3.1 are unchanged from those previously
provided for in this clause.

s [ntroduce an Advanced Engineering Tradesperson apprenticeship 1o new
suhclause D. This would extend the principle enshrined in the new Manufacturing,
and Associated Industries — Skills Development Wages and Conditions Award
2004 to allow an apprentice to undertake a diploma (AQF3) qualification in the
trades area. .

(30] The AMWU submitted that the need for the option of higher level qualifications has
been well established by the High Level Review of Training Packages which was conducted
by the Australian National Training Authority in 2003 and 2004 and endorsed by; the ANTA
Mmisteru{ C‘oumﬂ §LO dlld OECDN researuh ami the em%tmg prdctic,e csf compam‘,s. Sm.h

apprc-,ni.mesb._zp.

* Exhibit R3 at p. 14, Paras 70 and 71

* Declining Apprentice Trainfng Rates: Causes, Consequences and Solutions — Phillip "{‘omr 2003
¥ Exhibit R3, Schedule A at pp. 22 - 31 inclusive :

1 Exhibit R3 at p.15, para. 76




131]  The rates of pay to attach to the Higher Engineering Tradesperson (in clause 5.3.1(a))
directly follow the rates of pay and progression steps for the Higher Engineering
Tradesperson in the Metals Award. The first three stages equate to the rates applicable to
apprentices undertaking lower level qualifications. The final stage provides for a percentage
of the Advanced Engineering Tradesperson (C5) for a person who holds, and uses, the
relevant qualification. This is exactly the same approach as taken for the Higher Engiveering
Tradesperson in the award. ‘

32] A person who completes his apprenticeship will be placed on an exit step for twelve
months (clause 5.3.2). The rate is 95% of the full rate and equates to that which would apply
to a cadet under the Manufacturing and Associated Training - Skills Development — Wages
and Conditions Award 2004 who completes a similar level qualification.

Second  Clanse 4.2.6())

[33]  The changes made by this variation are to make competency the norm for progression
rather than time based.

[34]  The AMWU submitted that a departure from a fixed duration for ap apprenticeship
needs to be introduced with adequate safeguards. The variation proposed:

@ Maintains the current restriction in which the nominal four year apprenticeship
may be lengthened to clircumstances where lost time has to be made up.

& Allows for extension of the nominal four vear duration in the case of the advanced
engineering tradesperson apprenticeship.

® More clearly allows for credits and a consequent shorter duration for pre
apprenticeship programs, vocational education and traiming programs in schools
and other refevant prior learning.

@ Provides for shorter duration where the necessary practical experience {0 acleve
the competencies and the qualifications have been achieved.

s Provides for the determination of the eompletion of the apprenticeship i a way
which ensures proper assessment. As such:

J the determination of completion will not be solely made by a registered
training organisation (RTO) and the emplover.

s Agreement of the apprentice is required for early completion.

@ Given the potential vulnerability of an apprentice, the State Training
Authority (STA) will be involved in cases in dispute. to ensure that any
requirements of the STA are met, and to ensure that any requirements ol the
Manufacturing  Skiils Council which establish the quelification and

competency requirements are met.
Third Clauses 5.3.1(1) and 8.3.2

Clause 3.3.1(1)




[35] The changes made to this variation introduce recognition of the achievement of years
11 and 12 schooling. The basis for this variation as set out in the AMWU submissions is

summarised:

» Current rates of pay for apprentices were established at a time when apprentices
had left school after vear 9 compared with current hiring practices in which the

g

apprentice reflect greater maturity and higher educational levels.

Fmployers require higher generic skills such as communication, mathematics,
team work and problem solving.

Failure to have régfards to levels of maturity and education in setting
apprenticeship rates is at odds with the Structural Efficiency Principle, the basis of
metals industry classification structure and the principle behind the establishment

of the National Training Wage.

]

Apprenticeship rates have been set with regard to rates for unapprenticed 3umors
and the rates of both process workers and qualified tradespeople. There will be a
disincentive if training wages are set too low when mmpa:rc,d with rates nof

involved in training.

There 15 evidence that poor relative wages of apprentices arc a smmﬁc ant cause of
the rise in non-completion of apprenticeships over the last dec ade™

8

The objectives of the model cannot be met if rates of pay for apprentices which do
not correspond to rates paid to trainees, or, where there in no directly comparable
rate — 80% of the rate for comparable inapprenticed junior. The AMWU has
applied the LOH"L%pOﬂdﬁl r age and school level which was applied in setting the
National Training Wage (sce paragraph [17] above).

&

» The costs to the employer of introduction of change are not excessive.

“»  The ACCI in a réport Paying Apprentices ~The Market Responds 2005 ...
found following a survey that most apprentices are in receipt of overaward
pavments and benefils.

» There is no evidence of traineeship rates discouraging the take up of
treinees — their number has increased very rapidly over the past decade and
the rates proposed are not greater than fraineeship rates.

» There is clear international evidence that workers with increased training
and education dre more productive. OECD and ILO reports constantly
make this point. The extra pay proposed under thiy application is only
applicable to those who have more education and maturity.

] There have been a number of studies cited which show that many employers
recognise the case for increases for apprentice rates. The recent AiG/Toner
report cited earlier supports this contention.

S Foster, Appremicesftrainees Tracking Study- Pathways and Completions; CFMEU 10 point pian
: Apprentices Buliding Australia’s Future vefers to a survey Construction Tmmmg Quezmland Maﬁ}zmg Supply
""""" f and Demand with Results November 2004 Do




® Inregard to 5. 143(IB(c) productivity is more complex than

simply the  question of labowr costs. One cannol conclude, that changes in
labour costs " involve productivity changes In the opposite direction”
(ASD Penalty Rates  decision referenced in Print R7595, pp 11-12).

® Exiract from SDP  Marsh's degision in the * Graphic Aris Award
Classification case,  Print PR964271;

The evidence of Mr Tchamkertenian was not in contention except for
economic predictions of a more rosy nature relied on by My Tavior arising
out of indusiry reports. The cost implications raised by My Tchambkertenian
miust be viewed in the context of criticism of the whole classification svstem
not only the points system, and also the anticipated benefits accruing fo-
emplovers arising out of attraction and retention of a more highiy skilled
mf'm‘igforc?eq}:vfﬁz attendant benefits of greater productivity, efficiency and
fexibility.”

The issue of productivity measurement was recognised by the Full Bench™.
It concluded that productivity is more complex than “simply the question of
labour costs. One cannot conclude ... that changes in lobour costs
necessarily involve productivity changes in the opposite direction. i

There is no evidernice before me that the points svsten, even with potential
aftendani costs such as purchasing the (raining package or hiring o training
assessor, would not have offsetting productivity benefits in the longer term
via generally a better skilled workforce, overcoming skill shortages.

» 036

minimising classification disputes, greater flexibility and efficiency.
T g -d increase F urrent first ve: srtice who has completed
" I'he proposed increase for any current first year approntice who has completod
vear 12 will be phased in.

] The following prineiple has been applied:
Current rates should be disturbed where they are less than:

Yo The rate an adult apprentice would earn where the apprentice is genvratly 21
vears of age or more. OR

2 The rate applicable to an apprentice under Skill level 4 of the National
Tratming Wage Award for the relevant educational and maturity level
Higher level traineeships under the Metal Industvy Award arve af Skill level

A (see 5.6.2) OR

® 80% of the unapprenticed junior rate in the award where there is no directly
applicable National Training Wage dward rate (ie vear 11 school leaver).
In the National Training Wage Award the rate for a year 11 school leaver is
based upon additional time in training when compared (o that applicable to

7 See Award Simplification decision relied on by Mg Taylor, Print P7500, Giudice J, Ross VP, Mclpityre VP,
MaeBean SDF, McDonald C, 23 December 1997

* Print P9677 Giudice J, Ross VP, Mclntyre VP, MacBean SDP, McDonald C, 27 March 1998

* Print POSTT at p.3 _

% Exhibit R3 at p.19-20, para. 93



o

an apprentice. The commencing rate proposed for apprentices who have
completed year 11 should not be less than 80% of the rate for a comparable
18 year old process worker in the industry. A first year apprentice generally
spends one day per week or 20% of their time in off the job training during
TAFE term time and the award provides for this paid time. 31

[36] In summary, the changes made to clause 5.3.2 define the stages of progression for
apprentices with agreements to complete qualifications at AQF Levels 3, 4 and 5. The
variation creates more flexibility and opportunity for employers and young people to achieve
higher tevel qualifications which meet industry needs.

AiG SUBMISSION
Impact of the Work Choices legislation

[37] The AIG traced the amendments to Work Choices legislation in respect of
training/apprenticeship provisions and concluded:

Y16 (Fiven the events oullined above and the final wording of the Work Choices Act, Ai
Group anticipates that when the Regulations are made, each of the various state
training laws will be prescribed for the purposes of 5.7D¢2) as “a law to which
awards and workplace agreements are not subject”. This will ensure that the
apprenticeship provisions in the Metals Award, are able fo have ongoing
application and relevance. '

17 In the Metal Industry Award Simplification Case (P9311), SDP Marsh held that
the apprenticeship provisions in the Award were a type of employment for the
purposes of 8.894(2)(r}) of the Workplace Relations Act. Accordingly,
apprenticeship provisions (other than the raies of pay) are likely to remain
allowable given that the wording in 5. 894(2)r) has been retained unamended in
5.116 of the Work Choices Act.

18 With regard to the apprentice rates of pay in the Melals Award, the Work
Choices Act provides that from the date when the reforms commence (expected
to be in March 2000), such rates will have no further effect as award provisions
but will be deemed to be incorporated within a “preserved” Australian Pay and
Classification Scale (5.902D). Accordingly, the rates will have ongoing
application and relevance, although they will be adjusted in the future by the
Australian  Fatr  Pay Commission (AFPC) and could be subject o
rationalisation. " '

The need for a contemporary apprenticeship model

[38] In July 2005, AiG made a major policy announcement setting out its vision and
strategies to achicve a confemporary apprenticeship model in Australia. The following
requirements were identified for a systern which meets the employer skills development needs
of industry, both now and into the future.

v

o (Genuinely competency-based apprenticeships;

" Exhibit R3 at p.20, para. 97
¥ Exhibit AiGroup 1 at pp.7-8. paras, 16-18




e Hlexible entry and exit poinis;
s Opportunities for higher qualification level ouicomes: and
fJ39

v Training customised to enterprise needs.

[39]  The reasons given in AiG’s policy documents for why a new apprenticeship model is
needed include the following:

o 4 perception amongst school leavers that the trades are an unaliraciive career
oprion,

o The diverse needs of employers who employ apprentices;

e The diverse needs of people who become apprentices;

e The impocts c)]‘ globalisation and a highly mobile workforce;
o The need i improve the quality of training;

o The need for national consistency, and

o The fact that Ai Group research indicates that there are between 18,000 and
- s -~ F o« * u - 1?4
21,000 positions for skilled people which remain unfilled. v

[40]  AIG submitted that the amendments 1o the award agreed between AiG and the unions
regarding the apprenticeship provisions in the award are elements of the contemporary
apprenticeship model described by AIG.

Potential adverse effects of increasing apprentice rates of pay

417 AiQ submitted that there would be a number of potential adverse effects associated
with increased pay rates sought by the unions. These include:

s Risk of reversal of recent positive trends which have seen the munber of
traditional apprentices in Australia rise significantly over the past two years.

Annual Traditional Apprenticeship Commencement 2002 — 2004

Year 2002 ~ Year 2004
Mechanical and 3,150 7,210
Fabrication
ilectrical and 5,340 8.480
Electronic
Construction 10,970 : 15,870

7 at pp. 89, para.19
“ Atp. 9, para. 20 :
* Source: Exhibit AiGroup 1, Table 1 at p. 10, para. 24




AiG submitted that increased wage tates for apprentices at this time ¢ould lead to
a reversal of this positive trend. ' '

The average age of people entering apprenticeship is higher than in 1996.T oday,
a much higher proportion of apprfmmes have Ct}mpleted year 12 before
cotnmencing their apprenticeship.

Tn 2005, the federal government extended the youth allowance to apprentices and
this resulted in a significant increase in income for any apprentices. A substantial
proportion of apprentices have access to the youth allowance and granting a wage
increase could nullify the benefits and shift the burden from the Commanwealth
to employms This, in turn, could have negative employment af‘feuts :

There may be negative imp’u,ts on peopic Eﬂdﬂftrlkiﬁg apprentxceshlps some of
whom could lose their jobs as a result. There could also be negative impacts upon
‘those wishing to undertake apprenticeships wﬁh tewer mb oppormﬁmcg arising
than would etherwxse be the case. :

Some small tmploycrg are more likely to pay award rates of pay than larger
employers, mcm&smw award wages for apprentices will have a relatively greater
impact on small business. Typically the wage of an apprentice engaged by small
business represents a higher proportion of the employer’s wage costs than the cost
"f apprentic‘e wages in a iarcrer business. In the manufacturing $ector, small
business dominate the number of enterprises (47% of manufacturing sector
merpme are non—employmv business ané a further 46% employ 1&‘3&5 than 20

persons).

An increase in apprentices rates could have a negative impact upon small business
and reduce their capacity to engage new apprentices and/or retain existing
apprentices. '

Emplovers in regional areas are more tkely to pay award rates of pay than
employers in metropolitan areas, therefore - increasing the award rate for
apprentices will have a relatively greater impact on regional business and regional
employment.

If pay rates for apprentice are increased, the group training schemes which
currently operate successfully would need to pass on the increased costs to their
clients. This could lead to job losses amongst existing apprentices engaged by
group training schemes and to fewer new apprennws bemg engaged by the
scheme in the future. : :

ABI SUBMISSIONS

ABI supports the written submissions of AIG filed on 24 January 2006. It further

subimitted that:

The increases in apprenticeship rates are significant. they exceed the level of the
2005 Safety Net adjustment. If the AMWU application was granted the
consequent rates may no longer represent a safety net of minimum wages and

* fixhibit AiGroup 1 atp. 13, para. 34




conditions in line with one of the principle objects of the Workplace Relations Act

1996 (the Act),

@ ABT supported the AiG submission with respect to the disincentive to engage or
retain apprentices, particularly for small employers, regional emplovers and those
~ who participate in group training scheines.

Conclusion

[42] 1 have carefully weighed the submissions made by the parties and have formed the
view that the parties have made out a case which supports the consent variations to clauses
4.2.6(c)i4 and 4.2.6() of the Metals Award. These variations will meet the agreed
objectives of the parties of the need for a more contemporary apprenticeship model based on
competency principles, {lexible entry and exit points and opportunities for achieving a higher
qualification. The ability to undertake a quahhcatlon at AQF 5 Level should attract high

calibre apprentices, The model enshrined in the varfations should increase the relative
attractiveness of apprenticeships to school leavers, help address industry competitive pressure
for increased levels of productivity and efficiency and assist in addressing the lack of skilled
workers. The ability for an apprentice to accelerate through the training, subject to appropriate
safeguards, will also contribute to making the agreed objectives of the model.

[44] I have also formed the view that the AMWU application to vary clause 5.3.1 and 5.3.2
of the Metals Award with respect to wage rate increases for apprentices who have competed
year 11 or vear 12 should be granted. The agreed advantages arising from the dd@pfi{)ﬂ ot the
model may not be achieved in the absence of appropriate wage rates. In reaching my decision,
I have had particular regard to the following considerations:

The AMWU seeks fo increase apprentice rates for school leavers who have
completed year 11 and year 12 - not all apprentice rates.

=]

® Inereased apprentice wage rates for school leavers who have completed vear 11 or
vear 12 should alleviate the shortage of skilled labour as the relative ailracliveness
of apprenticeships compared with other training options or other employment
oppertunities is improved.

® There has been a significant increase in the school leaving age and in VET school
f

initiatives which have resulted in increases in both the age at commencement of

apprentices and their entry level skills.

g The decline in the relative value of apprenticeship wages means that the pool of

apprentices is falling due to competition from other employment opportunities and
traineeships under the National Training Wage Award.

@ The Full Bench in determining the National Training Wage recognised relative
age, life experience and maturity as unciefpinning the appropriate rate fo be paid
(with a 20% discount for training). Tt is equitable that a similar approach be
adopted with respect to recognising these factors for vear 11 and year 12 school
leavers who wish to enter an apprenticeship.

@ The variation sought provides phasing in for year 12 school leavers’ first vear of

entry into an apprenticeship.




[45] I have weighed the employers’ arguments that higher wage rates, especially for year
12 school leavers will wmpact neﬂatweiv on employment opportunities for potential
apprentices given the higher cost impact for employers. This outcome if realised could be
detrimental to achieving agreed outcomes for the industry. However against this I have
balanced the following factors:

» The higher rates for year 11 and year 12 reflect higher competency levels as
measured by experience, maturity and skills acquired at higher levels of
schooling. These apprentices should perform at a higher level of productivity and
efficiency. The rates are commensurate with features of the agreed model.

» The rates sought are to upgrade the year 11 and year 12 school leaver entry points
commensurate with the National Training Wage Award It is not alme.d at putting
apprentices at a higher relative cost structure. : S

® Industry }:c:,ports43 found no evidence to suggest that the recent positive trends in
apprenticeship numbers were at risk if apprennces wages were increased. Indeed
many employers identified the need to increase apprenticeship wages and cited
low wages as one of the reasons why insufficient }om’lg people were being
attracted to the industry.

»  The youth allowance paid by the Commonwealth Government to apprentices
would be phased out in accordance with particular circumstances but, importantly,
no ap;mc:nt;cc would be worse off if the AMWU variation was granted. It is not
appropriate in the circumstances of this matter that a government payment should
intrude on the merit of granting a wage increase based on the' competency
principle.

® There is no evidence before me to support the submissions made by AiG and ABI
with respect to the relative cost impact on small or regional businesses. The need
for skilled tradespeople is not confined to large business. Neither is there any
specific evidence on which I could make a finding that the higher wage rates will
have an adverse effect on group apprentice schemes.

[46] 1 have given consideration to ABI’s submissions that the increase sought in the year 11
and year 12 school leavers apprenticeship rates are higher that the safetv net adiustment
awarded by the Full Bench Safery Net Review Wages June 2003 decision™. T simply note that
the matter has been properly processed in accordance with Prineiple 10 — Making and
Varying an Award above or below the safety net which contemplates that an application can
be pursued which is for increased wages and conditions above the existing safety net.

[47] Finally, T amn satisfied that granting the application is consistent with the proper
apolication of the objects of the Workplace Relafions Act 1996, in particular ss. 3(a), (aa) and
(e}, ss. 88A(a) and 88B(3)(b). The variations fall within the parameters of s. 891\(2) and {6)
and are consistent with s.143(1B).

[48]  In conclusion, for the reasons given the AMWU application is granted. The AMWU is
directed to file an order in terms of the revised draft order found as an attachment to Exhibit
R3 within 7 days. The order will come into effect from the first pay pericd on or after
6 March 2006,

* See footnotes 27 and 29 above
M PROG2Z00S, 7 June 2005 per Giudice J, Ross VP, Lawler VP, Marsh SDP, Kaufman SDP nghy C, and

Grainger C
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ATTACHMENT A

METAL, ENGINEERING AND ASSOCIATED INDUSTRIES AWARD, 1998

(as varied)

Delete 4.2.6(c)(ii)4 and insert the following in lieu thereof:
Higher Lngineering Tradesperson and Advanced Engineering Tradesperson
The duration and pay for these apprenticeships are dealt with in clause 5.3.1.

The classification on completion of a Higher Engineering Tradesperson apprenticeship
will be as & minimum C10. Where the apprentice is offered employment at the
completion of their apprenticeship and such employment is in the area of the
apprenticeship training, such that they are exercising or will be required to exercise the
skills and knowledge gained during their apprenticeship necessary for a C7 level of
work they shall be classified at C7. :

The training program for each Higher Engineering Tradesperson apprentice is to be
consistent with the minimum training requirement for the classification of C7 Special
Class Tradesperson, as determined from time to time by the Manufacturing Industry
Skills Council (MISC), and as endorsed by the National Training Quality Council. Each
apprentice shall also complete the réquirements for a trade certificate as defined in
4.2.6(c) (i}, as part of the training program leading to the completion of the "Certificate
I'V in Engineering.

The training program for each Advanced Engineering Tradesperson apprentice is to be
consistent with the minimum training requirement for the classification of C5 Advanced
Engineering Tradesperson, as determined from time to time by the, Manufacturing
Industry Skills Council (MISC), and as endorsed by the National Training Quality
Council. Fach apprentice shall also complete the requirements for a trade certificate as
defined in 4.2.6(c)(D), and a Certificate IV in Engineering as part of the training program
leading to the completion of the Diploma of Engineering.

Delete 4.2.6 (j) and insert the following in lieu thereof:
4260 Apprenticeships under this award are competency based. The
actual time taken to complete an apprenticeship will therefore
vary depending upoen factors such as the intensity of training and

the variety of work experience.

(2 The nominal period of the apprenticeship shall be four years
however this period may be varied as follows:

» - Tomake up for lost time as set out in 4.2.6(m); and/or




EaaY
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e

()

® With  the approval of the relevant State/Territory
Apprenticeship Authority, to recognise prio'r learning
including vocational education and training in school, pre-
apprenticeship programs and other prior }mmmg,, the
nominal period of the contact may be shortened to reflect
the proportion of the competencies already acquired.

e It may be extended by up to & months in stage 3 and 1
months in stage 4 in the advanced cugmmum
tradesperson apprenticeship where required to complete
the competencies.

Notwithstanding the nominal period, the apprenticeship shall be
completed in a shorter period when:

@ the qualification specified in the Training Agreement is
successfully completed; and

J the apprentice has the necessary practical experience 1o
achieve competency in the skilis covered by the Training
Agreement. The determination as'to whether this condition
has been met shall be by agreement between the
Ragi%‘t@red Training Organisation, the employer and the
appreptice. Where there is a disagreement conceming iIus
matter Lhc matter may be referred to the relevan

State/Territory Apprenticeship Authority 51 r
determination; and
s . the requirements of  the relevant  State/Temitory

Apprenticeship Authority and any requirements of the
Manufacturing Industry Skills Counci!  in respect o
demonstration of competency and any minimum necessary
work experience requirements are met and

» In respect to trades where there are additional leensing or
regulatory requirements under State legislation, when
these requirements are met.

The wage rates applying 1o apprenticeships based on
competency based training progression are dealt with in Clause

AS31and 532




3. Delete the table at 5.3.1 and insert the following in lieu thereof:

5.3.1 APPRENTICE RATES OF PAY

Except as provided for in clause 5.4 adult apprentices the minimum weekly and hourly wage
rates for apprentices shall be set out in the following tables. Progression through the stages
set out in this table shall be in accordance with clause 5.3.2.

53.1(a)
Relevant attribute of person at the time of entering into an indenture or
coniract of training as an apprentice =
Stage  of | Column 1 Hourly Column 2 Hourly Column 3 Hourly Column 4 Hourl
apprentice raie rate raie rate
ship Compileted Completed Completed Adult (fe.
Year 10 Year 11 Year 12 over 21
orless | years of
age)
Stage 1 242.80 6.39 273.80 7.21 1 293.00 7.71 455.00 11.97
Stage 2 318.00 | 8.37 318.00 8.37 340.00 8.95 484.40 | 127
Stage 3 433,70 11.41 433.70 11.41 433.70 11.41 501.10 13.1¢
Stage 4 508.80 13.39 5(:8.80 13.39 523.60 13.78 523.60 1 131

This table shall apply to higher engineering trade apprentices and advanced engineering trade
apprentices except that in stage 4 higher engineering trade apprentices shall receive a
menimum rate of 88% of C7 and advanced engineering trade apprentices shall receive a
minimum of §8% of C5 in stage 4.




5.3.1(b

3

#

The rates in the table in 5.3.1(a) are established on the following basis.

Column 1 Column 2 Column 3 Colpis 4
Completed Completed Completed Adult (ie, over
Year 10 or fess Year 11 Year 12 21 veayxs of age)
Stage 1 42% of the C10 | 80%  of -the | The relevant rate | Clause 54 of
trades rale | unapprenticed applicable to a | this award.

junior rate under
this award for
an 18 vear oid

trainec

COMMEenCing ;
Cafter  vear 12
under the

MNational

Training Wage

Award Skl
Level A,
Stage 7 55% of the C10 | 55% of the C10 | The relevant rate | Clause 5.4 of
trades rate trades rate applicable to a | this award.
trainee
commencing  at
year 12 plus one
year under the
National
Training  Wage
Award Skill
- Level A
tage 3 75% of the C10 71 753% of the C10 | 73% of the C10 | Clause 54  of

£

trades rate

trades rate

rafe

this award

Stage 4

P B8% of the C10

trades rate

88% of the C10
tfrades rate

The relevant
adult apprentice
rate under clause
5.4 of this award

Clause 5.4 of
this award.




5.3.1(c)
Phasing in of New Wage Rates for 1st Year Apprentices who have Completed Year 12
First Year apprentices who were employed as at (insert date of award variation) and who have
completed Year 12 shall be entitled to the following rates of pay in lieu of the rate set out in
Column 3 for Stage 1:
i From (date of award variation) to (six months after date of award variation) $273.80
ii.  From (six months after date of award variation) to completion of stage 1 $293.00.
The sbove rates shall only apply while the person remains a first year apprentice.
4.  Inserta new heading and table as follows:
532 Apprentice Rates — Competency Based Progression
The wage rates for each stage of the apprenticeship are set out in clause 5.3.1
above. The conditions for progression to each stage are set out in the following
table.

5.3.2(a)  Engineering Trades Person

Where the fraining plan provides for the completion of a relevant AQF 3
‘qualification:




Stage of Apprenticeship

Entry, Lxit and Progression Requirements

Stage 1 Entry

Nil enlry requirements

Exit

There is no exit point at this stage.
Stage 2 Entry.

An apprentice enters Stage 2:

e on attamment of 25% of the total competency points for the
relevant AQF Certificate I qualification specified in the
fraining plan ; or

e 12 months* after commencing the apprenticeship;

whichever 15 earlier.

Hxit

There is no exit point at this stage

*See note below.,

Stage 3

Entry

An apprentice enters Stage 3.

» on attainment of 50% of the tetal competency points for the
relevant AQI Certificate Il qualification specified in the
training plar; or

o 12 months*® after commencing Stage 2;

whichever is earlier.

Exit
There is no ¢xit point ai this stage
stage 4 Eatry

Arn apprentice enters Stage 4;

s on attainment of 75% of the total competency points for the
relevant AQF Certificate III qualification specified in the
training plan; or

» 12 months * after commencing Stage 3;

whichever is earlier.

Fxi

Upon the aftatnment of 100% cof the total competency points for

the relevant AQF Certificate Il qualification specified 1n the

training plan and subject to 4.2.6 (3) and 4.2.6 (m) an apprentice
will exit with the relevant AQF Certificate 11T qualification

5.32.2(b) Higher Engincering Tradesperson

Where the training plan provides for the completion of a relevant AQE 4
qualification:




Stage of Apprenticeship

Entry, Exit and Progression Requirements

Entry

Nil entry requirements

Exit

There is no exit point at this stage.

Entry

An apprentice enters Stage 2:

» on attainment of 25% of the total competency points for the
relevant AQF Certificate IV qualification specified in the
{raining pian ; or

= 12 months™® after commencing the apprenticeship;

whichever is earlier. '

Exit :

There is no exit point af this stage.

Entry

An apprentice enters Stage 3:

s on atiainment of 50% of the total competency points for the
relevant AQF Certificate IV qualification specified in the
training plan; or

» 12 months* after commencing Stage 2;

whichever is earlier.

Exit

Upon the attainment of 75% of the total competency peints for the

relevant AQF Certificate TV qualification specified in the training

plan and subject to 4.2.6 (3) and 4.2.6 (m) an apprentice will exit
with the relevant AQF Certificate 1Tl qualification.

i

L

Entry

An apprentice enters Stage 4.

s on attaipment of 75% of the total competency points for the
relevant AQF Cerfificate IV qualification specified in the
training plan or ‘

» 12 months* after commencing Stage 3

whichever is earlier.

Exit .

Upon the attainment of 100% of the total competency points for

the relevant AQF Certificate 1V qualification specified in the

{raining plan and subject to 4.2.6 (j) and 42.6 (m) an apprentice

will exit with the relevant AQF Certificate I'V qualification

Advanced Engineering Tradesperson

Where the training plan provides for the completion of a relevant AQF 5
qualification: -




Stage of Apprenticeship

Entry, Exit and Progression Reguirements

: Stage |

Entry

Nil entry requirements.

Tt d

JAdL

There is no exit point at this stage,

stage 2

Entry

An apprentice enters Stage 2

s on attainment of 25% of the total competency points for the
relevant Diploma of Engineering qualification specified in the
fraining plan ; or

¢ 17 months™ alter commencing the apprenticeship;
whichever s earlier,
Exit
There 1s no exit point at this stage.
Stage 3 Entry

An apprentice enters Stage 3;

s on attainment of 50% of the total compeiency points for the |
relevant Diploma of Engineering qualification specified in the |

training plan; or

ceo 12 months® after commencing Stage 2;

whichever is carlier,

Exit

Upon the attainment of 75% of the total competency peints for the
relevant AQF Diploma qualification specified in the training plan
and subject to 4.2.6 (§) and 4.2.6 (m) an apprentice may exit with
fhe relevant AQI Certificate Il and/or AQEF Cestificate IV
qualification.

Stage 4 Fatry
An apprentice enters Stage 4
®  Onthe attainment of 75% of the total competency points for the
relevant AQF Diploma specified in the training plan; or
s 12 months * after commencing Stage 3, subject to 4.2.6 () (2);
whichever 1s earlier.
Exit
Upon the attainment of 100% of the total competency points for the
relevant AQF Diploma qualifiaction specified in the training plan
and subject to 4.2.6 (j) and 4.2.6 (m), an apprentice will exit with a
| relevant AQF Diploma Qualification.
l
* Subject to paragraph 4.2.6(m) — Lost Time, of the Award.
Axn apprentice who completes a Diploma of Engincering Gualification and
where the qualification is relevant to the eraployment he or she shall be paid
95% of the CS5 raie in the first year after complutaon of the apprenticeship
and subsequently at the C5 rate.
4. Reaumber subclauses 5.3.2 and 5.3.3 as 5.3.3 and 5.3.4 respectively.

Delete subclause 5.4.3 and replace with the following werding:



543 Subject to subclause 5.4.1 and 5.4.2, the minimum rate of pay of an adult
apprentice shall be as set out in Column 4 of the table in 5.3.1(a).

Decision Summary

Award — variation — rates of pay — apprentices — metal industry —
satisfied entry rates for apprentices who have completed vear 11 or
12 should be upgraded commensurate with National Training Wage
Award ~ no evidence increase will put apprentice numbers at risk or
adversely affect small/regional business — variation consistent with
Act and Safety Net Principles — order effective 6 March 2006.

Metal, Engincering and Associated Industries Award 1998

C2005/4731 ' PRG68890
Marsh SToP Sydney 21 February 2006
Citation: Metal, Engineering and Associated Industries Award 1998, Marsh SDP, 21
Vebruary 2006 [PRO688%0] '




' ATTACHMENT ¥
Draft order to vary the Nafional Training Wage Award 2000

Please turn over the page,
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AWT900899CR. PRAHEHH#
AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION
Workpiace Relations Act 1996
s.113 application for variation
Shop Distributive and Allied Empioyees Association

(C2006/4##4)

NATIONAL TRAINING WAGE AWARD 2000
(ODN C No. 22542 of 1994)
[AWT790899CR PR##H#H]

Trainees ' Industries not otherwise assigned

COMMISSIONER CITY, Day MONTH 2006

.....

DRAKT ORDER
A, The above award is varied as follows:
I, Deleting clause 8.12 and inserting the following:

8.12 Relevant State or Territory legislation means the following:

Western Australia: Vocational Education and Training Act 1996

Northern Territory: Northern Terrvitory Employment and Training Act

Victoria; - Vocational Education and Training Acr 1990

New Sonth Wales: Apprenticeship and Traineeship Act 2001

Australian (Japltdl Vocational Education and Training Act 2003

Territory:

Queensland: Vocational Education, Training and Employment Ack

2000

South Australia: Training and Skills Development Act 2003

Tasmania: - Vocational Education and Training Act 1994

or any successor legisiation,
Adult trainees
2. Inserting the following definition at Clause 8. Definitions

8.14 Adult trainee is a trainee who would qualify for the lnghc,bt wage rale in
Wage Level A, B or C if covered by that wage level.




6.

Renumbering clause 11.8.2(b) to 11.8.2
Deleting clause 11.14 and inserting the following:

11.14 Where a person was employed by an employer immediately prior to
becoming an adult trainee with that emplover, such person shall not suffer a
reduction in the rate-of pay by virtue of becoming a trainee. Casual loadings will
be disregarded when determining whether a person has suffered a reduction in
the rate of pay.

Deleting the following text from sub clause 14.2.1;

(as defined under subclause 11.8.2(b)

Deleting clause 14.3.4 and inserting the following:

Where a person was employed part time by an employer immediately prior to
becoming a part time adult frainee with that employer, such person shall not
suffer a reduction in the hourly rate of pay by virtue of becoming a trainee.

Casual loadings will be disregarded when determining whether a person has
suffered a reduction in the rate of pav.

Inserting wage rates for school leavers

7.

Deleting clauses 11.4, 11.5 and 1.16 and inserting the following:
{14 Wage Level A

Where the accredifed fraining course and work performed are {or the purnose of
& ) I k3
generating skills which have defined for work at Wage Level A.

Highest year of schooling compieted

Year 10 Year 11 Year 12
5 b $
school leaver 173.00 (50%)y*  216.00 (33%)
202.00(33%)  243.00 (25%)
221.00 243.00 293.00
Plus I year out of 243.00 293.00 340,00
~school :
Plus 2 years 293.00 340.00 396,00
Phus 3 vears 340.00 396.00 453,00
Plus 4 years 396.00 453.00
Flus 3 or more years 453.00

11.5 Wage Level B

Where the accredited training course and work performed are for the purpose of

generating skills which have defined for work at Wage Lével B.



Highest year of schooling completed

Year 10 Year 11  Year 12 -

5 5 ' $
School leaver 173.00 (50%)*  216.00 (33%;

202.00 (33%)  243.00 (25%)

' 221.00 243.00 C 283.00
Plus 1 year out of 243.00 283.00 325.00
school )
Plus 2 years 283.00 325.00 382.00
Plus 3 years - 325.00 382.00 435.00
Plus 4 years 382.00 435.00 '
Plus 5 or more years 435.00
11.6 Wage Level C

Where the accredited training course and work performed are for the purpose of
generating skills which have defined for work at Wage Level C.

Highest year of schooling completed

Year 10 Year 11 Year 12

3 % $
School leaver 173.00 (50%)*  216.00 (33%)

202.00 (33%)  243.00 (25%) -

221.00 243.00 - 278.00
Plus | year out of 243.00 278.00 312.00
school
Plus 2 years 278.00 312.00 - 349.06
Plus 3 years 312.00 349,060 390,00
Plus 4 vears 346,00 390.60
Plus 5 or more years 350.60

Amending the Training Packages

8  Deleting the table titled WAGE LEVEL A in Part A, Schedule C, and inserting
the following: '

WAGE LEVIEL A
Training Package _ Certificate Level |
 Beauty- ' : ' Lo U
Business Services _ 1
: B
- {1
Chemical, Hydrocarbons and Ol Refining 1)
Civil Construction — This Award does not I
apply to these traineeships where another
Award already provides for the traineeship
- Community Pharmacy - I
Community Services : 1t




11
Correctional Services A ik}
Financial Services - ' 11
{II o
Floristry 11
Food Processing Industry ' [i1
{3as Industry (Utilities) [I7
Hospitality : - 11
Information Technology il
: ‘ I
[aboratory Operations 1ii
Local Government (Environmental Health and I
Regulation) _ Til
Local Government (General Construction) 1
T.ocal Government (Governance and T
Administration} I
1l
i Local Government (Government) 1 :
5 11
Manufactured Mineral Products {11
Metal and Engineering [ndustry
- Engineering Production Certificate il
Technician Traineeship HI
Museum, Library and Information Services T
(i
Plastics, Rubber and Cablemaking ITT
_____ Public Safety Ll
Public Sector _ i1
1
Pulp and Paper Manufacturing Industries 11
Retail 111
Telecommunications Ii
. 111
Textiles, Clothing and Footwear i
Tourism I
T [
Training and Assessment jis
Transport and Distribution _ IH
Water Industry (Utilities) ' 381
Wholesale LI

D

By deleting the table titled WAGE LEVEL B in Part A, Schedule C, and
inserting the tollowing:

WAGIH LEVEL B

| Training Package | Certificate Level |




Aeroskills — This Award dees not apply to
these traineeships where another Award
already provides for the {raineeship

i

i

Animal Care and Management I
: i1
KN

Agset Maintenance I
{1
Asset Security I
...... i
Australian Meat Industry 1
i
. i
Automotive Industry Manufacturing I
Automotive Industry Retail, Service and il
Repair I
Bemity i
Caravan Industry 1
i1
i
Civil Construction — This Award doees not i
apply to these traineeships where another i

- Award already provides for the traineeship -

(ommunity Pharmacy ' 1
Community Recreation Industry II
1
Entertainment Industry i
Nl
1T
Film, TV, Radic and Multimedia [§1
111
Fitness Industry I
HI
Floristry 1I
Food Processing Industry I
' il
Forest & Forest Produets Industry I
I
11
Cras Industry (Utilities) i
Hospitality I
] 11
Local Government (General Construction) I
I
Manufactured Mineral Products 1
‘ Il

Metal and Engineering Industry 1




11
Omdoor Recreation Industry 1]
: ' 17
Plastics, Rubber and Cablemaking I
i
Printing and Graphic Arts g
Public Safety i
Pulp and Paper Manufacturing Industries i
' il
Retail Il
Sport Industry - I
il
351
Textiles, Clothing and Footwear I
I
Transport and Distribution i -
17
Water Industry (Utilities) 1
- Wholesale il

*In keeping with the application of the National Training Wage Award, this
allocation is not to apply to apprenticeships available under this Traming
Package. '

By deleting the table titled WAGE LEVEL C in Part A, Schedule €, and
inserting the following:

WAGE LEYEL C

Training Package Certificate Level

Amenity Horticulture I
I
| 11
Congervation and Land Management 1
i1l
Music ' 1
11

N m
Racing Industry I
558
Rural Production i
1

- il
Seafood Industry 1
il




B.  This order shall come into force from the beginning of the first pay period
commencing on or after Date Month 2006 and shall remain in force for a period
of three months. :

BY THE COMMISSION

CONMMISSIONER
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PRO69102: National Training Wage Award 2000
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AWT90899CAN PRO69102
AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION

Workplace Relations Act 1996
s.113 application to vary an award

Shep, Distributive and Allied Employees Association
{C2006/1447)

NATIONAL TRAINING WAGE AWARD 2000
{ODN C No: 22542 of 1994} -

TAWT90899CAN PRS03981)
Industries not otherwise assigned
COMM ISS_E(;)NER MANSFIELD MELBOURNE, 27 FEBRUARY 2006
Weages and conditions. |

ORDER

A.  The above award is varied as follows:
1. By deleting clause 8.12 and inserting the following;

%.12 Relevant State or Territory legislation means the following:

Western Australia Vocational Education and Training Act 1996

Northern Territory: Northern Territory Employment and Training Act
1997 . ‘

Victoria: Vocational Education and Training Act 1990

New South Wales: Apprenticeship and Traineeship Act 2001

Australian Capital | Vocational Education and Training Act 2003

Territory: : |

Queensland: Vocational Education, Training and Employment Aci
2000

South Australia Training and Skills Development Act 2003

Tasmania: Vocarional Education and Training Act 1994

ot any successor legislation.
2. By inserting a new clause as follows;

8.14 Adult trainee is a trainee who would qualify for the highest wage rate in Wage Level
A, B or C if covered by that wage level '

3. By renumbering clause 11.8.2(b) to 11.8.2




4. By deleting clause 11.14 and inserting the following;

11.34Where a person was employed by an employer immediately prior to becoming an adult
trainee with that employer, such person shall not suffer a reduction in the rate of pay by
virtue of becoming a trainee. Casual loadings will be disregarded when defermining
whether a person has suffered a reduction in the rate of pay.

5. By deleting the last paragraph in clause 14.2.1 and inserting the following;
An adult trainee whe is undertaking a part time traineeship for an AQV IV
qualification shall receive the following hourly rate as appiicable based on the
aliocation of AQF HI qualifications:

6. By deleting clause 14.3.4 and inserting the following:

i4.3.4 Where a person was employed part time by an employer mmmediately prior to
becoming a part time adult rainee with thal employer, such person shall not suffer
a reduction in the hourly rate of pay by virtue of becoming a trainee. Casual
loadings will be disregarded when determining whether a person has suffered a
reduction in the rate of pay.

7. Bydeleting clauses 11,4, 11.5 and 11.6 and inserting the following:

114 Wage Level 4

Where (he aceredited traming course and work performed are for the pupose of

generating skills which have defined for work at Wage Level A

Highest year of schooling completed

Year 10 Year 11 Year 12
School leaver 173.00 (30%)%  216.00 (33%)

202.00 (33%)  243.00 (25%)

221.00 243.00 293.00
Plus 1 wear out of 243.00 293.00 340,60
school
Plus 2 years 293.00 340.00 396.00
Plus 3 years 340.00 396.00 453.00
Plus 4 years . 396.00 453.00
Plus 5 or more vears 453.00




11.5 Wage Level B

Where the accredited training course and work performed are for the purpose of
generating skills which have defined for work at Wage Level B.

Highest year of schooling completed

Year 10 Year 11 Year 12
School leaver 173.00 {50%)*  216.00 (33%)

202.00 (33%)  243.00 (25%)

‘ 221.00 243.00 o 283.00

Plus 1 vear out of 243.00 - 28300 - 32500
school o S N ' .
Pius 2 years 283.00 . 32500 382.00
Plus 3 years - 325.00 ' 382.00 . 43500
Plus 4 years 382.00 43500 - :
Pius 5 or more years 435.00

11.6 Wage Level U

Where the accredited training course and work performed are for the purpose of
generating skills which have defined for work at Wage Level C.

Highest year of schooling completed

Year 10 Year 11 Year 12-

b $ S
School leaver 173.00 (50%)*  216.00 (33%)

202.00 (33%)  243.00(25%)

221.00 243.00 278.60 ¢
Plus 1 vear out of 243.00 278.00 312.00
school ' -
Plus 2 years 278.00 312.00 349.00
Plus 3 years 312.60 34900 390.00
Plus 4 vears 349.00 390.00

Plus 5 or more years 390.00




3.

By deleting the table titled — WAGE LEVEL A in Part A, Schedule C, and inserting the

following:

WAGE LEVEL A

Training Package Certificate Level
Beauty - iy
Business Services I
i
i
Chemical, Hydrocarbons and Ol Refining 11
Civil Construction — This Award does not il
apply to these {raineeships where another
Award already provides for the iraineeship
Community Pharmacy [i1
Community Services 5
ik
Correctional Services ) 1it
Financial Services I
ji)
Floristry [i1
Food Processing Industry 11
Cias Industry (Utilities) i
Hospitality N
Information Technology )
L
Laboratory Operations Ml
Iocal Government (Environmental Health and iy
Reguiation) 1
Local Government {General Construction) ) i
Local Government  (Governance and 1
| Administration) 11
Local Government (Government) 1
Manufactured Mineral Products T
Metal and Engineering Industry
- Engineering Production Certificate i
Technician Traineeship 117
Muscum, Library and Information Services .
I
Plasticy, Rubber and Cablemaking i1
Public Safety o
Public Sector [
. : i
Pulp and Paper Manufacturing Industries Hi
Retail ul |
Telecommunications Ii
I

A




Textiles, Clothing and Footwear I
Tourism 1

I

I -

Training and Assessment I
Transport and Distribution , 111
Water Industry (Utilities) I
Wholesale oI

G, By deleting the table titled WAGE LEVEL B in Part A, Schedule C, and inserting the
following: ‘

WAGE LEVEL B

Training Package Certificate Level-
Aecroskills — This Award does not apply to 1
these traineeships where another Award
already provides for the fraineeship
Animal Care and Management I
it
hhhhhhhhhhhhh ]"II
Asset Maintenance 3
_ iy
Asset Security I
I
351
Australian Meat Industry [
i1
I
| Automotive Industry Manufacturing ol
Automolive Industry Retail, Service and I
Repatr 1r*
Beautly 11
Caravan Industry ' {
i
HE
| Civil Construction — This Award does not 1
apply to these traineeships where another i
Award already provides for the traineeship
Community Pharmacy ' I
Community Recreation Industry ' 3]
11
Fintertainment Industry I
I
31
| BExtractive Industry I
i
Film, TV, Radio and Multimedia il
T




Fitness Industry

il

!
Floristry Ii
Food Processing [ndustry i
I
Forest & lrorest Products Industry I
17
1))
Gas Industry (Utilities) 11
Hospitality I
H
Local Government (General Construction) I
¢
Manufactured Mineral Products I
i
Metal and Engineering Industry i
' ' i1
Ouidoor Recreation Industry i1
HI
Plastics, Rubber and Cablemaking I
1
Printing and Graphic Arts i
Public Safety 1t
Pulp and Paper Manufacturing Industries I
i
Retail iy
Sport Industry I
I
e saran S li %
TEXTILES, CLOTHING AND FOOTWEAR Iy
I
Transport and Distribution L
i
Water [ndustry (Utilities) : 1
Wholesale ‘ i

|

*In keeping with the application of the National Training Wage Award, this allocation
is not to apply to apprenticeships available under this Training Package.,




10. By deleting the table titted WAGE LEVEL C in Part A, Schedule C, and inserting the
tollowing:

WAGE LEVEL C

Training Package Certificate Level
Amenity Horticulture I
|
jitl
Conservation and Land Management il
- I
Music ' ' I
I
il
Racing Industry ' 11
HI
Rural Production 1
i
11
Seafood Industry i
11

B.  This order shall come inte force from the first pay period to commence on or after 24
February 2006 and shall remain in force for a period of three months.

BY THE COMMISSION:

COMMISSIONER

Printed by authority of the Commenwealth Government Printer

Price code




ATTACHMENT H

Guide to the National Training Wage Award

Please turm over the page, or for an ACCI branded version of the document, go to
http:/fwww.acci.asn.aw/text files/education_employment training/Guide%20to%20Natio
nal%Z20Training%20 Award.pdf

s




Guide to the
National Training Wage Award

December 2605




This guide was developed by Industry Training Australia under the direction of the
Natjonal Training Wage Working Group (NTWWG). The NTWWG comprises of
representatives from the Australian Chamber of Commerce and Industry, the Australian
Councit of Trade Unions, the Department of Education, Science and Training, and the
Departiment of Employment and Workplace Relations.

Diselatmer

This publication is designed to assist you, but it is a guide only. The information is
current at the tme of printing and mainly refers to federal industrial awards and
legislation, State/Territory awards and legislation may differ. You can get furthee
information and advice from the agencies listed at the end of this booklet.
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Guide to the National Training Wagse Award {December 2005)

Introduction

This Guide has been developed to enhance the understanding of the concepts and more
complex clauses of the National Training Wage Award 2000 (NTW Award). The Guide
does not cover everything in the award and is not designed to replace the award. It is
strongly recommended that the Guide be read in conjunction with an up to date copy of
the Award. The Guide is primarily targeted at employers but is a useful source of
intormation for trainees and other parties involved with the training system.

Traineeships

Traineeships were introduced in 1985 to complement the traditional apprenticeship
sysiem, by extending the system of training and employment fo a much wider range of
occupations {usually in the non trade occupations). Certificate 11 traineeships are of' a
maximum of one year’s duration (full time). Certificate I and 1V traineeships may
extend for up to two years (full time). New Apprenticeships is the term used to cover
both traditional apprenticeships and traineeships.
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About the NTW Award

The NTW Award is the major award covering traineeships in Australia. The NTW Award
covers employers and trainees whose employment conditions are governed by the federal
workplace relations syster. '

The NTW Award needs to be read in conjunction with the relevant industry award as
trainees are entitled to all other conditions of the industry award that are not contained in
the NTW Award. The NTW Award ceases to apply at the end of the traineeship, at which
point the employment conditions of the former trainee will be covered by the relevant
industry award or other industrial arrangements (eg. certified agreement).

The Award provides wage rates and training conditions for trainees employed under a
training contract or agreement registered with the appropriate State-or Territory Training
Authority. '

Fmployment as a trainee does not commence until the training contract has been signed
by the parties and lodged with the refevant State/Territory Training Authority.

The undertving concept of the NTW Award is that the trainee gets paid for work and
training hours but the wage is discounted to account for time spent in approved training.
The Award contains three wage levels for trainees. Training package qualifications have
been allocated to a wage level based on the level of wages payable in the relevant
industry for work classifications that cover similar work to trainees. The actual wage rate
for a trainee is based on the wage level of the training package qualification, the highest
year of schooling completed by the trainee and the number of years the trainee has been
out of school.

it should be noted that:
@ The NTW Award only applies to traineeship wages and conditions.

o Other workers, including those training for qualifications normally associated with
an apprenticeship cannot be paid under the NTW Award.

* The Award can also apply to employees covered by State and other federal awards
that adopt the provisions of the NTW Award.

® The Award is common rule in most industries in the ACT and the Northern
Territory,




Guide to the National Training Wage Award {December 2008)

Who is covered by the NTW Award?

The NTW Award applies in all States and Tertitories and covers people undertaking a
iraineeship whose employer is listed in the award or belongs to an organisation that is

respondent to the award. (See Schedule A and B of the Award for lists of respondents to
the Award).

Employer responsibilities
The award states that, in accordance with the training agreement, employers arc to:

s ensure the trainee is permitted to attend the training program;

» - ensure the trainee receives appropriate on-the-job training;

» provide the trainee with the appropriate level of supervision; and

»  keep appropriate records for monitoring purposes

These training conditions are contained in Clause 8 of the Award.




Guide to the National Training Wage Award (December 2005}

How to determine wage rates using the Award

Firstly for the traineeship selected and the trainee being employed, you need to
determine;

s Wage Levels for specific Qualifications
Determine the appropriate wage level for the selected traineeship by referring to

the list of Traineeship qualifications listed with the appropriate wage level (A, B
or ) in the award at Schedule C, : . .

= Year of Schooling Completed

Simply this is the highest year level of schooling (Year 10, 11 or 12} that the
trainee has completed. A trainee who leaves school before completing year 10
will be deemed to have completed year 10 for the purposes of caleulating the
training wage rate.

s Ot of School

To calculate the number of years out of school, trainees have a common
anniversary date of 1 January each year, This means that the number of yéars out
of school does nhot include any period during the calendar year in which the year
of schooling is completed. For example, a trainee is considered a school leaver
from the time they finish school until the end of the next full: caiendar year.
(Clause 11.12)
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Then secondly, determine the Wage Rates using the rate tables in the Award;

When the wage level of the traineeship being completed is determined along with the

{rainees highest level of schooling completed and the number of full years since the :
trainee left school (Out of school), then;

- o Fuli time rates
A full-time trainee is paid a weekly wage for the hours of work and training. The
weekly wage rates in the NTW Award have been ‘discounted” by 20% to account
for the time that is spent in approved training. The rates of pay for full time
traineces completing Certificate I, It and ITI traineeships are provided in the tables
at clause 11.4 (wage fevel A), 11.5 (wage level B) and 11.8 (wage level Oy of the
{ award.

s Certificate 1Y rates

Certificate 1V rates are caleulated by adding 3.8 per cent to the appropriate
Certificate 111 traineeship rate (clause 11.8) The award only applies to Certificate
IV qualifications where the Certificate [1l qualification is listed in schedule C.
NOTE not all Certificate 1V qualifications are payable under the NTW Award -

the relevant industry Award may apply

e Aduif rate

The adult wage rate is the highest wage rate at the appropriate level (in the fables
at clauses 11.4, 11.5 & 11.6). Note an existing adult employee who takes up a

{raingeship with the same employer shall not have their pay reduced.




Guide to the National Training Wage Award (December 2005)

e Part Time rates

The hourly rates (Clause 14.2.1 Table 1) for part—time trainees have not been
‘discounted’ to account for time in training so. the mix of training and work has to
be considered when caleulating the wage rates. A different calnuiatwrz is used to
caleulate the wages of a part-time trainee depending on the type of trammg that is
undertaken:

) Iftraining is provided fully off the job, the total hours worked by the part
time trainee on the job should be multiplied by the appropriate hourly rate.
Payment shall not be made for the time spent i off the ]ob training (Clause
14.3.1).

i) If training is provided fully on the job or in a combination of on the job
and off the job, the number of hours spent in approved training and work
should be muitiplied by the appropriate hourly rate. Where the average
propottion of time spent in approved training is 20%, this figure should then
be multiplied by 0.8 — this reduces the wage by 20 per cent to account for the
time spent in training (Clause 14.3.2),

The NTW Award has been designed this way to ensure that part-time tmmees get
paid pro rata what a full-time trainee would be pald C -




Guide o the Nationai ”‘i‘"rainéng Wage Award {December 2008

s  Sehool Based Trainee rates

The hourly rates of pay for school based trainees are contained at Clause 14.2.1
Table 2. The hourly rate is determined by the year of school the trainee i3 in.
School based trainees in Year 10 should be paid at the appropriate Year 1] rate.

There are two sets of hourly rates:
i) the standard rate for all traineeships (ie Wage Levels A, B & C); and

ify the “20% Loading’ rates. With the agreement of the trainee, an additional
loading can be paid in liev of annual leave, sick leave, personal leave and
public holidays. However where o trainee is called upon to work on a public
holiday the provisions of the relevant award shall apply. (See Clause 14.6.2).

Onee the hourly rate has been selected, the wage should be calculated using the same
method that is used for part-time trainees {explained above). This means that that the
wage for school based trainees needs to be reduced by 20% to account for

any paid work time spent In structured training on or off the job or a combination of
both.

1f required, the Award also contains weekly wages for full-time school based
traineeships — ses Clause 117




Guide to the National Training Wage Award {December 2005}

Dispute Settlement

The NTW Award does not contain dispute settlement procedures relating to the wages
and conditions of the trainee. Dispute settlement procedures in the relevant industry
award apply to trainees. However, disputes over the training agreement are dealt with in
the State/Territory training legislation. State/Territory training authorities should be
contacted for more information.

Other Award Provisions users should be familiar with

» Definitions (See Clause 8 of the Award) |
« Employment Conditions, including Overtime (See Clause 10 of the Award)




Guide to the National Training Wage Award {Decamber 2008)

Where to go for Information and Advice

Where to get an up to date copy of the National Training Wage Award 2000

The easiest way to get a copy of the Award (reference AW790899) is to download it from
the Australian Industrial Relations Commission web site at:
hitp:/fwww.alre.gov.au/looseleat/list/ AWT790899 intro.htm

Advice in relation to the NTW Award 2000, Federal Awards, State Training Wage
Awards, State Awards, Agreements and Australian Workplace Agreements

o Federal Department of Employment and Workplace Relations ~ Wageline
» Australian Industrial Relations Commission

e Unions

e Employer Organisations

»  State and Territory government industrial relations departments

s {ffice of the Employment Advocate

Advice on the availability of Traineeships, Employer Incentives and Training

Agreements

» New Apprenticeships Centres
e State and Territory Training Authorities




Guide to the National Training Wage Award {December 2005}

Contact Details

Wageline - Federal Department of Employment and Workplace Relations
Phone: 1300 363 264 (National Office) '

Web site: hitp/www, wagenel.gov.au

Web site http:/fwww.dewr. gov.au

Australian Industrial Relations Commission
Phone: 03 8661 7777 (Principal Registry)
Web site htn://www.airc.gov.au

Office of the Employment Advocate
Phone 1300 662 871 (local call)
Web site hitp//www.oea.gov.ay

MNew Apprenticeships Centres (listed by postcode)
Web site http:/fwww.newapprenticeshins.gov.au/locationsearch/NACSearch.asp
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State and Territory Indusirial Relations Departments

New South Waeles
Phone: 13 16 28 __
Web site htip://www.industrialrelations nsw.gov an/

Queensiaond
Phone: 1300 365 945
Web site hittp:/fwww.ir.ald. gov.an/

Sowth Austrafia
Phone: 1300 365 255
Weh site http: /A www.erlc.sa.gov.au

Victoria

In Victoria, employers and employees are covered by the federal system
Phone Wageling 1300 363 264

Web site: hitpy//www.wagenel.gov.au

Web site hitp//fwww irv.vic.gov.au

Telephone: 03 9651 9200

Wesiern Australia
Phone 1300 635 266
Web site http//www.docep. wa.gov.aw/lr/default htmi

Tasmania
Phone 1300 366 322
Webh site hitp/fwww. wsa.tas.gov.au

Ausiralion Capital Tervitory

In the ACT, emplovers and employees are covered by the federal system
Phone Wageline 1300 363 264

Web site: http///www . wagenet. gov.au

Northern Territory

In the NT, employers and employees are covered by the federal system
Phone Wageline 1300 363 264

Web gite htin://www. wagenet.gov.au
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State and Territory Training Authorities

New South Wales
Phone 13 28 11
Web site http://apprenticeship.det.nsw.edu.aw/

Queenstand
Phone 1300 369 935
Web site http:/www.det.gld.gcov.au

Victorin
Phone 03 9637 2000
Web site htrp://www . otte vig.gov, au

South Australia
Phone 1806 637 097
Web site hitp//www.employment.sa.gov.an/employ/pages/defauittas/

Western Australia
Phone 13 19 54
Web site http://www.apprenticeships.iraining wa. gov.au

Tasmania
Phone 1800 6355 846
Web site htip://www.ovel.las.gov.au/

Australicn Capital Territory
Phone 02 6203 8469 Web site hitp://www.decs.act. gov.au/services/training hitm

Northern Territory
Phome OR 8901 1357
Web site hitn://www.dest.nt.sov. aw/training/index.shtml
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