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Executive Summary

· The Wine Industry has embraced VET as a key component of its plans to fulfill the objectives of the Australian Wine Industry Strategy 2025.

· The development and implementation of Training Packages for Certificate Levels 1-3, and planning for Levels 4-8, has consolidated the industry commitment to, and ownership of, competency based, work based, training.

· The principals of User Choice are seen by the industry as a vital model to increase the options for training delivery. 

· The key issues as submitted to this inquiry are:

· The requirement for nationally consistent VET policies and processes across all levels of government.

· The need for simplification and consistency in the administrative processes of VET.

· The requirement for greater recognition of the regional nature of a considerable part of the wine industry in terms of training resourcing issues.

· The need for an upgrade in VET audit and assessment processes.

· The requirement for improvements and modernisation within some sections of the public provider (TAFE) system.

· Further development of VET in Schools to ensure that the transition to industry is viable and credible. 
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a) The place of the New Apprenticeships Scheme within the national priorities set for VET in Australia, and the appropriateness of those priorities.

(i) Resource allocation across the sector and within program priorities

· The policy position of both federal and state governments in relation to the place and role of the new apprenticeship scheme within the national VET priorities appears to have been fluctuating during recent times. Primary emphasis, and therefore eligibility criteria, funding, and resourcing, has fluctuated between using the new apprenticeship scheme as a “training and education” scheme, and using it as an “employment creation” scheme. This has resulted, for example, in the case of the wine industry, in a number of changes as to which employees are eligible to be trained under the new apprenticeship scheme, with very little, if any, prior notification of the impending changes. There is also considerable variation in policies and procedures relating to new apprenticeships between state governments, which makes it difficult for national wine companies to develop training programs for all of their employees. The industry is committed to putting in place a long term, nationally consistent strategy for the training of its entire workforce. To do this, it requires of all levels of government a consistent and long-term policy setting within which to work.

· With the implementation of the Wine Industry Sector Food & Beverage Processing Training Package and increasing benefits being derived from User Choice, a training culture is rapidly developing throughout the wine industry. The increasing VET resource allocation to the new apprenticeship scheme is reducing the resourcing available for training through other programs more appropriate to the status of the wine industry workforce. This is limiting the uptake of training in the industry. The wine industry therefore needs the range of VET funding options to be kept as broad as possible, to cater for it’s diverse, and often regionally based, training requirements.

· The industry has a large percentage of existing employees who require training and a considerable percentage of casual employees. These groups must be trained before there will be any notable uptake of new employees into the new apprenticeship scheme, but generally they do not meet the current criteria for training under the scheme, due to their duration of employment. In addition, there are industrial relations issues relating to the legal implications of becoming a party to a “Contract of Training” that potentially limit the uptake of new apprenticeships by existing employees. 

· In terms of resource allocations within program priorities, it is not sufficiently recognised that the wine industry is largely a rural and regional industry. This is resulting in a disparity in VET funding allocation between the Agriculture & Horticulture sector and the Wine sector, which is being classed as Food & Beverage Manufacturing, and therefore a metropolitan industry. For example, in South Australia there are premiums available on funding delivery for training classified as under the Agriculture/Horticulture sector, but not for training delivery classified as under the Wine Industry sector. In similar terms, as an attempt to boost regional employment, the new apprenticeship scheme allocates additional employer subsidies (a further $1000 per new apprentice) to regional employers employing new apprentices in the Ag & Hort sector, but not to those employing new apprentices in the Wine sector. To maximise the potential for regional growth through employment and training opportunities in the wine industry, these differences must be addressed.
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· The process of making payments to training providers from state training authorities is subject to lengthy delays, with periods of 6 months from the time of claims being submitted to payment not uncommon. This especially impacts on smaller providers whose cash flow levels are critical. If the User Choice system is to offer real choice of provider over the medium to long term, the claim and payment process must be brought into line with modern business practice.

· Within the wine industry, companies are taking more and more responsibility for work place training and assessment. This comes at considerable cost to those companies in terms of lost time, and resources allocated to training and assessment. The current payment structure for training must be reassessed to adequately recognise these costs.

(ii) Demographic distribution and equity of structured training opportunities

· Regional areas of Australia continue to be adversely affected in terms of the availability of training opportunities. The training opportunities available to wine industry employees in regional areas, in comparison to the same company’s employees in metropolitian areas, are in most cases greatly reduced. Some training providers are attempting to provide innovative solutions to these issues. In the Riverland area of South Australia, for example, a training provider has achieved the “critical mass” numbers required for the delivery of on site training for the staff of a number of competing wineries by agreement between the wineries for a cooperative approach and rotation of sites for the training. Models such as this would be much more common, and therefore the benefits to regional areas, if the funding structures for payments to training providers were flexible enough to recognise cost differentials for regional delivery. A significant change in the structure for the funding of training delivery in regional areas is vital if the equity issue is to be addressed.

(iv) Respective Obligations of Industry and Government

· The wine industry has committed itself to a long term; strategic, national approach to training at all levels within the industry. The Strategy 2025 *and the current 5-year plan are national, industry driven plans which include commitment to, and direction for, training. WINETAC is the Australian wine industry’s own dedicated resource to assist the industry achieve human resource sustainability. In order to achieve these goals, the industry requires of all levels of government a consistent approach to VET over the medium to long term, and increased support for the training of existing and regionally based employees. This long-term consistency must be reflected in VET policy and processes across all of Australia, at both state and federal level. The current scenario of differing criteria and processes in every state, with annual, often major, changes is a major hindrance to the uptake of VET in the industry.

*Australian Wine Foundation Inc, Wine Industry House, 55 Magill Road, South Australia 5072
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b) Are the key objectives of the New Apprenticeship Scheme being met?

(i) Training outcomes are of diminishing quality

· Training outcomes are of “mixed”; but not necessarily diminishing, quality. Wine industry employers are increasingly “taking ownership” of and “driving” the agenda for training within their businesses. They are becoming more aware of quality issues with regard to training, and are not willing to accept diminished quality. The three key challenges for providers of training are how to update their training staff and delivery to meet today’s requirements, how to meet the demand for “volume delivery” within individual workplaces, and how to deliver appropriate training to small numbers over large geographic regions. Consideration needs to be given to greater flexibility in User Choice funding to account for variance in delivery costs, depending on the style and location of the training required.

(ii) Older people are the main beneficiaries of new apprenticeships

· The wine industry does not consider the age of a “new apprentice” to be an influencing factor. The critical issue is to get the right people with the right skills for the industry. The Australian Wine Industry Strategy 2025 estimates the need for 10,500 new (full time equivalent) positions. In regional areas in particular, the availability of suitable people will be the issue, regardless of age. The reality is that Australia is an aging population, and people are now changing careers many times during their working lives. Retraining of older persons who have lost positions in declining industries and gained employment in the wine industry, or who are changing careers, requires the support of the new apprenticeship system. For example, the current policy of not funding the opportunity for a person who already has a qualification, even though in an unrelated field, to be trained in another new apprenticeship, ignores the demographics of our workforce and the reality of working life.

(iii) The system is becoming more complex

· The “system” is becoming more, rather than less, complex. There is confusion as to the roles of New Apprenticeship Centres (NAC’s), Registered Training Organisations (RTO’s) and State Training Authorities. The recent appointment in the Northern Territory of one body to deal with all issues is a positive step. State Training Authorities (STA’s) are administratively-focussed, rather than customer-service focussed. In South Australia for example, the STA has withdrawn its “case management specialist” approach, and now all staff must attempt to deal with all issues, no matter how complex. This is making it even more difficult in an already complex field for players to access correct information. There have been regular changes in the past 2 years to the new apprenticeship system; including eligibility criteria, incentive amounts and administration processes. There is no continuity of process across state boundaries, and varying Industrial Relations issue differences between states. Any promotional material that is available tends to be generic and segmented, which can promote incorrect perceptions. A nationally consistent, long term view must be taken with the new apprenticeship system if it is to be of advantage to the wine sector. That system must be promoted and operated in a clear and non-bureaucratic manner. 
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(iv) The system is being driven by financial incentives and targets

· There is some evidence within the wine industry of the system being driven by financial incentives and targets rather than the training needs of industry. This is being driven by RTO’s and NAC’s who are now operating in a commercial and target orientated world, brought on by government policy. This is the “down side” of User Choice and a competitive system. If unchecked, this process will devalue the whole New Apprenticeship system, with employers becoming less inclined to participate.

c) The quality of training providers.

(i) The adequacy of current assessment and audit arrangements for RTO’s

· The current system of assessment and audit of training providers is largely “paper based” and theoretical, with a primary focus on inputs, ie hours spent in training, and a lesser focus on outputs, ie the quality of training and assessment. This approach is not suited to the new training package system, which requires realistic measurement of both. One of the more flexible and innovative providers of quality training to the wine industry recently went through a difficult and protracted process to meet audit requirements because their methods of delivery did not “fit the box” of the bureaucratic model. Conversely, there is anecdotal evidence of training providers who have “taken the money” and done very little in terms of training delivery. The system must therefore be updated to reflect modern training delivery.

· State Training Bodies appear reluctant or unable to deal with real issues of quality delivery, or lack of, “on the ground”. The process is a “closed shop”, with little allowance for input from peak bodies or consumers of training. Consideration needs to be given to the resourcing and/or legal issues associated with improving the quality and breadth of the assessment and audit process. Industry consultation and input into improving the process would be welcomed.

(ii) The effectiveness of compliance audits

· Training in the wine industry is being industry driven, with increasing understanding and ownership by employers. The momentum and value to the industry will potentially be lost if the audit process is not improved to become more transparent, robust and inclusive of all players. For example, in one state of Australia, a training provider has been “signing up” large numbers of trainees across three industry sectors and large geographical areas. Evidence has been collected over a period of time of concerns from employers, trainees and other training providers that the delivery of that training does not appear to meet the required standards. Submissions have been made from individuals, peak bodies and other providers to the state training authority, who has undertaken two distinct audit processes. Twelve months later, the training provider in question is still in operation, and feedback from a variety of sources indicates that the same concerns are still evident. This type of scenario is unacceptable, and is causing considerable disillusionment amongst employers and trainees. 
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d) The impact of user choice and growth through efficiencies on the quality and accessibility of VET 

(i) Viability of TAFE

· User Choice is causing increased competition amongst providers of training to the wine industry, resulting in improvements in service to the industry. A greater choice in providers and methods of delivery is welcomed. Further enhancement would result from action on two associated issues. Firstly, by ensuring that there is a “level playing field” in terms of access to all user choice and other training funds by both public and private providers. Secondly, by ensuring that the human resource policies for public providers mirror those in the commercial world, including in terms of remuneration, performance management and professional development.

· TAFE is a vital and integral player in training for the wine industry. Significant changes need to be made to its focus and human resource policies, to ensure it’s ongoing value to the industry. Wine businesses are customer-focused organisations; therefore the organisations that service them must be the same. In many instances, TAFE continues to operate as a training establishment rather than as a business, which results in a lack of customer responsiveness and flexibility. For example, some TAFE institutes continue to lose business simply because phone calls regarding training are not returned within reasonable time frames. Another example is the lack of respect from some institutes for industry expertise or input, which results in their reluctance to auspice industry based assessors and trainers as part of the training process. Private providers are generally well ahead in these issues, due to commercial necessity. 

· The recruitment processes for TAFE staff must be modernised if quality wine trainers are to be attracted to the organisation. University graduates with skills and qualifications in the wine sector are faced with a choice of either a $37,000 pa, 10 month contract position with TAFE or a permanent position, on significantly higher salary, within a wine company. The obvious result is a shortage of qualified trainers within TAFE. This issue is not confined to the TAFE sector; private providers also have a resourcing issue when trying to attract suitably qualified trainers. Private providers however, at least have the flexibility to contract expertise at commercial rates when required, whereas TAFE does not enjoy the same flexibility.

· The ongoing professional development process for TAFE training and assessing staff must be upgraded. WINETAC is currently undertaking workshops regarding implementation of the new training packages, and whilst private providers have readily accepted this industry-driven initiative, there has been some reluctance, and a lack of awareness, on the part of some TAFE staff.
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e) The provision of subsidies to employers.

(i) The effectiveness of existing subsidy arrangements in meeting national VET needs

· The current range of employer subsidies is ineffectual in meeting VET needs in the way of moving an employer to use the New Apprenticeship system. If employers have staffing and/or training requirements that the New Apprenticeship system can meet, then the subsidies involved are “an additional bonus”. Subsidies are a key inducement to move employers from non-use to use of the New Apprenticeship system. The industry recommendation is for the subsidy amounts to be increased to at least cover the associated costs, eg the time spent in training, and also broadened to include higher levels of training. In addition, the eligibility criteria and claim process must be simplified.

(ii) The impact of changes to the new apprenticeships policy

· The changes to incentive eligibility have had a negative impact on the uptake of new apprenticeships. The criteria was broadened to include existing workers for a 6 month period from Oct ’98 until May ’99, when it was (suddenly) removed again. Employers are looking for a consistent, long term process upon which they can develop their recruitment and training strategies, rather than a “what are the rules this month?” approach. The number of changes that have occurred in the last 3 years are a deterrent to consistent, long term use of the system.

(iii) Accountability and Audit processes within DETYA, ANTA and STA’s

· A move to a risk management and sampling model of audit by the various government agencies, combined with clear, available guidelines would be another encouragement for uptake of the system by employers. Currently, the number of forms and repetition of information required for registration, claiming of incentives and finalisation of new apprenticeships, in the name of fraud prevention, is a barrier to uptake.
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f) VET in schools.

(i) The quality of VET in schools

· There are a number of schools within wine regions with well-developed Wine/VET programs, who are able to dovetail into the recruitment and training needs of the local wine industry. There is considerable interest from schools that are not located within wine regions to become involved in the Wine/VET program. This is considered by industry to be inappropriate due to the lack of linkages to wine companies and therefore lack of opportunities for work based training.

· Concerns are also being raised regarding the maintenance of the standards of qualifications issued through the VET in school system. Students are achieving Certificate Level 1, and in some cases Level 2, as an embedded part of their year 12 curriculum. How can they possibly achieve the same level of competence as an employee working in a winery or vineyard practicing the skills on a daily basis for 12-18 months before receiving the same qualifications?

(ii) Relationship between VET in schools and training packages

· The wine industry Training Package is industry driven and designed for work place training, with the core components integrated with the rest of the training. This has implications for school based training, in that the model used in other industry sectors, of delivery of core modules at school and specialised modules when employed, is not suited for the wine industry. Students could potentially be issued with qualifications that are meaningless to the industry. A system needs to be developed that gives students recognition for appropriate knowledge and/or skills and is accepted by industry.

(iii) Effectiveness and quality of curriculum and teaching

· The increasing automation and mechanisation of winemaking and vineyard processes means that there is an increasing demand for employees with excellent literacy and numeracy and problem solving skills who are also prepared to learn scientific methods. However, it is still the industry’s experience that considerable numbers of school leavers have deficiencies in these areas. Employers are able to provide the industry specific training required to new recruits, but only if they are proficient in education fundamentals. The delivery of VET must not be at the expense of the core fundamentals of education.

(v) School to work transition arrangements

· For school to work transition arrangements to be effective, it is critical that schools are located within wine regions and work closely with the local industry. Pre-work or VET programs that do not provide students with work place competencies are of limited use to the wine industry. With a projected 10,500 FTE new positions required in the Australian wine industry by 2025, further work must be done on how to best “dovetail” school based learning and training into the industry, and how to best recognise accredited learning that, although valuable, has not resulted in work based competency. Industry consultation and input into improving the process would be welcomed.
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g) Statistical Information

· It is currently a difficult and time consuming task to access statistical information on VET systems from both the state and federal systems, with considerable inaccuracy in the information provided, due to both poor quality of data entry and the limited range of variables that can be reported against. Consultation with the wine industry as to what information is required and how to access that information would be welcomed.

Further Information

For further information or consultation on these or associated issues, please contact:

Ms Libby Boschen

Executive Officer

WINETAC

Ph: (08) 83737090

Fax: (08) 83737091

Email: winetac@bigpond.com
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