Senate Employment, Workplace Relations, Small Business and Education Committee

An inquiry into the quality of vocational education and training in Australia.

This submission has compiled the points raised during consultations with school-industry links organisations, a full service school program and has also drawn upon research conducted by FNQ Employment Board Inc in late 1997 investigating issues associated with the apprenticeship system in Far North Queensland.

The organisations involved in consultations were the Vocational Partnerships Group Inc., Centacare Full Service Schools Program Cairns, and Reef 2005.

A copy of FNQ Employment Board’s research into the apprenticeship system in Far North Queensland is attached.

C(vii) an assessment of the quality of provision of technical and further education (TAFE) and private providers at the delivery of nationally recognised and non-recognised vocational education and training services and programs including the reasons for increasing rates of non-completing of apprenticeships and traineeships;

· No aptitude or pre-testing for skills/abilities exists before young people take up apprenticeships and traineeships.  This contributes to a large proportion of the non-completions.

·  Misinformation about apprenticeships – young people often don’t understand time commitment of 4-5 years.  They need more information and counselling.  Often incorrect information is given to young people as there are too many points of information such as the Queensland Department of Employment, Training and Industrial Relations (DETIR), TAFE, schools, NACs, Job Network and youth services.  Anecdotal evidence shows that Job Network agencies are often providing incorrect advice and information to young people as Job Network providers do not understand all the complexities of the system. 

· There is a need for support and mediation services for both apprentices and employers.  There is not enough supervision and follow up of individuals in the system once a problem arises, neither the employer or the apprentice are aware of support services or able to access them.  With training providers, NACs, employers all playing some role in the relationship, who has the responsibility of supporting the apprentice, especially if they are experiencing difficulties with their employer? Mediation between apprentices and employers is considered an effective mechanism to deal with the social problems and workplace conflict that may develop, however resources devoted to this service at a Regional level are inadequate.

·  A key issue raised by all parties was that a higher standard of training and more flexibility in delivery is required to better suit the needs of individual apprentices and trainees. 

· Employers often lack human resource management skills and the skills to manage and train young people entering the workforce for the first time. Many of the firms that recruit apprentices would be categorised as small businesses.  The owners of these businesses, whilst having good trade/technical skills have often had limited opportunity to develop their human resource management skills, particularly skills in communication, counselling and training.

· The rates of pay for apprentices and trainees are too low.  They are not incentives to work and make it very difficult for young people to survive.  A high proportion of young apprentices and trainees are not living with their families.  Many young people are reporting that they are working two jobs. 

· The family circumstances of apprentices today are quite different from that of a  generation ago. Many come from single parent families, often have limited financial support.  Young people are leaving home at a much earlier age. Apprentices travel more widely to secure apprenticeships and are more likely to live away from their home base. 

· Many apprentices find it financially difficult if they do not live with their family, especially in their 1st and 2nd years.  Living away from home allowance is only paid to 1st Year apprentices who are required to leave home to take up their apprenticeship.

· Apprentices are generally older than they were a generation ago.  Most apprentices now complete Year 12 before commencing a trade.  Some industry areas are attracting greater numbers of adult apprentices, particularly in the cooking and construction trades. 

· Adult apprentices may experience severe financial hardship, unless the employer supplements the award.  

· Older apprentices, bring with them different expectations, generally ask more questions, are more assertive and are less likely to put up with difficult working situations.

· DETIR do not have the staff needed to case manage each employer and apprentice. NACs will be required to visit every 6-8 weeks but when questioned, NACs replied that their contract states that these visits do not involve mediation.  The visits are only to check paperwork and to ensure that the person is actually employed in that particular workplace.

· Buying equipment and tools for apprenticeships and traineeships is often too expensive for young people and their families.  Perhaps a student loan system may reduce this disadvantage for people who would otherwise be very employable and become skilled in those vocational areas.

· There is a lack of a vetting system for suitable employers.  There are still many employers that are very unsuitable and using the system inappropriately.  In New Zealand there is a list of criteria that employers had to meet.  If they are unable to do so, they need to recruit apprentices and trainees through group training companies. Group Training Companies are better positioned to provide support to apprentices and can deal with employer and apprentice conflicts by counselling and when necessary moving the apprentice to another workplace.

· Many training providers aren’t meeting the commitments they are making to employers. There are too many training providers and not enough quality control and monitoring.  

· There is a need for impartial counselling and advocacy support to assist apprentices to articulate and negotiate their needs to both the  training provider and the employer.

· The status attached to an apprenticeship is no longer there.  Gone also is the high level of commitment by both parties to the contractual obligations of the apprenticeship.  The new flexible apprenticeship system reinforces the greater mobility of the apprentice in response to the changing nature of work, including outsourcing and the casualisation of the labour market.

· Many new employers are not fully aware of their obligations when recruiting an apprentice.  Competency based training and the many changes to the training agenda are confusing for those employers new to recruiting apprentices, as well as the ‘old hands’

· The Entry Level Training Incentive (ELTI is currently a flat rate across the board.  The present ELTI is not structured to recognise the different financial situations of firms, and the comparative cost factor of employing an apprentice in a small business as compared to a large business.

· The current structure of the ELTI financial incentive allows for an initial payment of $1250 on commencement and then a progress payment of $1250 generally at the end of the 2nd year (achievement of AQF2) of training.   This has implications for apprentices who are mobile after their second year, and does not similarly reward those employers who recruit out of trade 3rd and 4th year apprentices.  Instead employers who recruit an out of trade 3rd or 4th year receive a $500 payment only, as the progress payment has been made to an earlier employer.  

· Employers dislike the competent/ not competent assessment mechanism and many consider it takes the pride and motivation out of excelling in training.

· Better communication systems and strategies are required between the TAFE and employers.

F(i) an evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools, including the quality of provision of VET in both government and non-government schools.

· The quality of VET provision varies from excellent quality to extremely poor, depending on schools although Cairns schools are quite good in the VET area.  A wide variety of courses are available.  The two leading schools in the VET arena in the Cairns area are Cairns State High School and St Augustines.  Students are leaving other schools to attend these schools.  The schools that are providing quality are focusing on the training provision and using other organisations to provide additional services such as industry links, School-based apprenticeships (SATs) and structured work placements.

· The Catholic cluster in this region is making a much more concerted and combined effort in the VET area than state secondary schools.  State schools work alone and VET isn’t coordinated between them.  This is creating a lot of duplication and a waste of resources.  The Catholic schools using the cluster system is working.  The cluster system contains schools which are specialising in particular VET areas and maximising resources whereas the state system has many schools in the same districts, each with the same capital equipment for the same vocational areas rather than each specialising and  maximising resources.

· Combining TAFE and secondary schools is being considered by the Queensland Government and the partnership model is supported by the school-industry links networks in the Far North Queensland region.

F(ii) an evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools including the relationship between vocational education in schools, and accredited training packages.

· Sound expertise in the industry area is vital for VET teachers in schools yet it is lacking in many if not most schools.  Teacher training needs to be upgraded and annual industry placements for teachers need to increase in quality as well as quantity.

· New training packages require a teachers to quickly learn and adapt to new packages.  There are a large number of packages being released or revised each year. Schools do not have the resources to free up teachers’ time to go through new packages carefully and prepare appropriately for delivery of the package. Many teachers report ‘winging it as they go.’

· VET teaching is of low quality in many areas but this is not the fault of the teacher.  The system does not allow for the teachers to provide the quality.  Teachers don’t have enough non-contact time, regularly report being burnt out, and they not provided with proper training themselves. In an effective environment, VET teachers would have only 20 hours contact time with students a week to free them adequately to prepare and remain abreast with industry developments.  IT teachers in particular have been identified in Far North Queensland as lacking the industry perspective and the practical applications required. The quality of VET delivery is heavily undermined by the current pay structures in schools where the salary level determined by length of service rather then quality of work, their involvement in professional development and upskilling or industry placements etc.  The low salaries of teachers is a disincentive.  The starting salary for a first year teacher is approximately $25,000.  This salary is too low to attract an experienced person from industry.  Industry experience and industry competencies should be recognised and used to determine starting salary level. 

· New materials produced by the curriculum corporation for the new training packages are excellent.  These material will create some problems in remote and indigenous communities because there are extra competencies that may not be relevant in those areas.  This is not necessarily a negative thing but problems will need to be anticipated and strategies developed to manage these difficulties.

F(iv) an evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools including accountability provisions for the funding of vocational education in schools.

· More than 70% of school leavers do not go to university.  Is a similar proportion of school funding spent on non-tertiary based studies rather than tertiary bound students?

· There is a great deal of uncertainty about funding for school-industry links programs after 2001 when ASTF funding is due to cease.  Although many groups are working towards financial sustainability, it is extremely difficult, if not impossible for organisations in regional and remote areas to support themselves.  Many programs and schools are reducing efforts to develop VET due to this uncertainty of the future direction of VET funding both through ASTF or the equivalent and the state education departments. 

· The accountability for VET in schools needs to be controlled by regional education offices.  If the monitoring of VET is left to the schools, money will be redirected away from VET programs in many cases.

F(v) an evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools including school-to-work transitional arrangements.

· Clusters established through ASTF funding around Australia must continue.  They create economies of scale and encourage consistency in quality which cannot be provided by schools operating on an individual basis.  Employers have shown they are more prepared to participate in school-work transition programs when these programs are coordinated by one central organisation rather than employers being harassed by all 17 schools in the Cairns area and each school requiring different paperwork etc.  Employers are vital to these programs and their needs must be considered.

· The Job Pathways Program is an ideal extension of the services offered by the school-to-work transition clusters and provide a one-stop-shop for all parties, especially since all necessary relationships have already been established in areas where effective cluster programs are operating.

· VET needs to start before years 11 and 12. The Vocational Partnerships Group has successfully trialed a Talent Identification Program (TIPS) in conjunction with Cairns Region Group Training.  The program works with year 10 students who are considering vocational options.  These students are placed on a trial basis with employers in a field that the student shows a preference for.  At the end of the trial period, both the student and employer evaluate the students skills, interest and ability in that particular vocational area.  If the student and/or the employer believes they are not suited to that particular area, that is a valuable outcome.  The student is then offered opportunities to trial other vocational areas.  Many school-based apprentices and trainees in the Cairns area have been guided and recruited through the TIPS program.  Employers are very enthusiastic about the program and many are incorporating TIPs into their recruitment practices for their businesses.

· General work skills training and enterprising education in schools is still undervalued and underdelivered.  

· Students are generally unaware of the choices and opportunities available in their local workforce.  Greater career guidance and support is required to increase this awareness as well as job search and employment skills.
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BACKGROUND

The FNQ Employment Apprenticeship Project was developed in response to broad based industry feedback from a Regional Industry Consultation Process, undertaken earlier in 1997.  These consultations with industry revealed a range of industry concerns regarding issues such as the low retention levels of apprentices, the high costs of employing them, and the poor work ethic and attitudes exhibited by apprentices.

The view of the FNQ Employment Board was that a more comprehensive examination of the apprenticeship issue in the Region needed to be undertaken to assist in the development of  a pro-active action plan to improve the retention of existing apprentices and improve the recruitment of apprentices across industry.

FNQ Employment sought and were successful in securing funding from DEETYA to undertake further investigation into the apprenticeship issue.

The key questions FNQ Employment sought to answer were:

· Why are young people having difficulty in completing their apprenticeship?

· What specific skills and assistance do they believe that they need to complete the apprenticeship?

· What actions can Government and the Business Community take, to help young people to complete their apprenticeship?

· How do young people believe that apprenticeships should be restructured to better enable them to complete their apprenticeship?

SCOPE OF THE PROJECT

This Project involved the development of two surveys.  The first was aimed at those apprentices that have had their indentures cancelled during the last 12 months to August 1997.  These apprentices were identified with the assistance of the staff from Training Queensland.  There were 103 people identified as recently ceased apprentices and each was sent a survey, by mail.   Due to privacy considerations, I was not able to contact these recently ceased apprentices directly.  The response rate from this group was 15.5%. 

The second survey was aimed at those apprentices in employment.  Apprentices came from a range of large, medium and small business to ensure that a cross section of apprenticeship experiences were obtained. 

There were 69 apprentices interviewed, from the following trade areas:  

· Construction

· Other Construction

· Cooking

· Electrician

· Boilermaker

· Fitter

These surveys were administered primarily by  face to face interviews.  Where this was not possible, surveys were left at establishments with instructions for completion.  Apprentices from Cairns Region Group Training and individual businesses were interviewed.  I’d like to acknowledge the support of the staff from Cairns Region Group Training, who assisted me to access a broad range of apprentices.

A range of employers were also interviewed to identify collective issues such as, the perceived constraints and dis-incentives to employing apprentices, and incentives and support strategies that employers considered would improve the recruitment and retention of apprentices.  Employers were asked a standard range of questions to ensure consistency of information collected.  

A workshop was also held with a cross section of employers, staff from Training Queensland and Cairns Region Group Training to discuss apprenticeship issues from a cross industry perspective.

The information was entered into a data base and analysed to determine key trends, identify collective issues and was used as the basis for the development of an action plan. 

EXECUTIVE SUMMARY

Apprenticeship training is an investment in our industries’ future, requiring considerable commitment and resources from key stakeholders.  Stakeholders include the apprentice, the employer, training providers and the government. 

This Report discusses a broad range of issues that relate to the perceptions of apprentices (in employment and recently ceased), employers of apprentices, and associated agencies. 

Recurrent themes that emerged from analysis of the survey results and discussions with apprentices, employers and relevant agencies were :

· The family circumstances of apprentices today are quite different from that of a  generation ago. Many come from single parent families, often have limited financial support.  Young people are leaving home at a much earlier age. Apprentices travel more widely to secure apprenticeships and are more likely to live away from their home base. 

· Many apprentices find it financially difficult if they do not live with their family, especially in their 1st and 2nd years.  Living away from home allowance is only paid to 1st Year apprentices who are required to leave home to take up their apprenticeship.

· Apprentices are generally older than they were a generation ago.  Most apprentices now complete Year 12 before commencing a trade.  Some industry areas are attracting greater numbers of adult apprentices, particularly in the cooking and construction trades. 

· Adult apprentices may experience severe financial hardship, unless the employer supplements the award.  

· Older apprentices, bring with them different expectations, generally ask more questions, are more assertive and are less likely to put up with difficult working situations.

· Better access to and the provision of a greater amount of work experience by schools was most strongly supported by the apprentices surveyed.  School based apprenticeships were also seen as very important.   Both these strategies help to ease the apprentice into the work situation, particularly in trades such as hairdressing and cooking, where the hours of work and the confined space can often be a problem, as well as in industry areas such as construction where the physical demands of the job can be challenging. 

· Better quality training and more flexible delivery that meets the needs of apprentices was raised as a key issue.

· The need for impartial counselling and advocacy support to assist apprentices to articulate and negotiate their needs to both the  training provider and the employer, was identified.

· The status attached to an apprenticeship is no longer there.  Gone also is the high level of commitment by both parties to the contractual obligations of the apprenticeship.  The new flexible apprenticeship system reinforces the greater mobility of the apprentice in response to the changing nature of work, including outsourcing and the casualisation of the labour market.

· Mediation between apprentices and employers is considered an effective mechanism to deal with the social problems and workplace conflict that may develop, however resources devoted to this service at a Regional level are inadequate.

· Many of the firms that recruit apprentices would be categorised as small businesses.  The owners of these businesses, whilst having good trade/technical skills have often had limited opportunity to develop their human resource management skills, particularly skills in communication, counselling and training.

· Many new employers are not fully aware of their obligations when recruiting an apprentice.  Competency based training and the many changes to the training agenda are confusing for those employers new to recruiting apprentices, as well as the ‘old hands’

· The Entry Level Training Incentive (ELTI) is currently a flat rate across the board.  The present ELTI is not structured to  recognise the different financial situations of firms, and the comparative cost factor of employing an apprentice in a small business as compared to a large business.

· The current structure of the ELTI financial incentive allows for an initial payment of $1250 on commencement and then a progress payment of $1250 generally at the end of the 2nd year (achievement of AQF2) of training.   This has implications for apprentices who are mobile after their second year, and does not similarly reward those employers who recruit out of trade 3rd and 4th year apprentices.  Instead employers who recruit an out of trade 3rd or 4th year receive a $500 payment only, as the progress payment has been made to an earlier employer.  

· Employers dislike the competent/ not competent assessment mechanism and many consider it takes the pride and motivation out of excelling in training.

· Group Training Companies are better positioned to provide support to apprentices and can deal with employer and apprentice conflicts by counselling and when necessary moving the apprentice to another workplace.

· Better communication systems and strategies are required between the TAFE and employers.

INTRODUCTION

What is an Apprenticeship?

An apprenticeship has traditionally involved a formal training arrangement between an employer and an apprentice , in an area that has been declared a vocation or calling by a State or Territory apprenticeship authority.   The employer agrees to provide structured training under an apprenticeship wage structure for a set period, usually 3 or 4 years.  The apprentice combines the off the job training (usually at TAFE) with on-the-job workplace experience, leading to acceptance as a tradesperson on completion.

Apprenticeship levels in FNQ

In 1995 there were 781 apprentices recruited in FNQ.  This comprised 9.2% of the total commencements of apprentices in Queensland. The level of apprentices recruited in 1996 in FNQ was 663, 15.1% less than in the previous calender year.

While there was a substantial reduction in the apprenticeship intake from 1995 to 1996, there were similar proportions of apprentices recruited in each trade area. The major proportional shift from 1995 to 1996 was the reduced intake of metal trades apprentices.

Table 1 reflects a broad categorisation of those apprenticeships which were selected as the primary focus of this project. These apprenticeship groupings represent 84% of total apprenticeships in 1996.  The hairdressing group was included, as it is the only trade area with a substantial female representation.  Its inclusion in the survey group allowed for an examination of gender issues.

Table 1. Apprenticeship commencements in key trade areas in 1995 & 1996

Apprenticeship Grouping
1995 No commenced /

% annual intake
1996 No commenced /

% annual intake
Proportional % change from 

1995 to 96

Cooking/Pastry/Bread
182 

(23.3%)
172 

(25.9%)
+2.6%

Construction/Bricklayer/Carpenter &Joiner
92

(11.8)
70

(10.6)
-1.2%

Other Construction (Plastering, Tiling, Painting/Plumbing/ Shop Fitting) 
71

(9.1%)
54

(8.1%)
-1.0%

Metal Trades (Boilermaker /Fitter/Turner/ Sheetmetal Worker)
214

(27.45)
153

(23.1%)
-4.3%

Electrical
70

(9%)
65

(9.8%)
+0.8%

Hairdressing
42

(5.4%)
43

(6.5%)
+1.1%

Group Total
671
557


% of Annual Apprentice Intake in FNQ 
85.9%
84%
-1.9

Source: Training Queensland apprenticeship Figures 1995 & 1996. 

PROFILE OF APPRENTICES SURVEYED

General

A total of 85 currently employed and previously indentured apprentices were interviewed.  The following table reflects the composition of those apprentices who participated in this Survey.

Table 2: Composition of Apprentices Surveyed by Occupational Category and Employment Status


Current Apprentice
Left Apprenticeship
Finished Apprenticeship
Total

Cooking
25
4
1
30

Hairdresser
21
1
0
22

Electrical
7
2
0
9

Metal Trades
8
3
0
11

Construction & Other Construction
8
5
0
13

Total
69 (81.2%)
15 (17.6%)
1 (1.2%)
85

Gender

The sample survey comprised, 55  (64.7%) males and 30 (35.3%) females. There were 6 apprentices (7.1%) within the survey group who identified as Aboriginal and Torres Strait Islander. 

Table 3. Gender and Occupational Distribution of Apprentices Surveyed.


Male 
Female
Total

Cooking
23
7
30

Hairdressing
0
22
22

Electrical
9
0
9

Metal Trades
11
0
11

Construction & Other Construction
12
1
13

Total
55
30
85

The gender distribution in the survey is reflective of the gender distribution in apprenticeships as a whole.  Hairdressing and Cooking (and associated trades) are the main apprenticeship categories within which women are obtaining employment in FNQ.

Age 

Of the 85 apprentices surveyed 77% were 18 years and older.  22.4% of the total apprenticeship group were older than 22 years.  This was particularly evident in the cooking and construction trades.  7.1% of cooking apprentices and 5.9% of construction apprentices surveyed were 22 years and older.  

Apprentices who commence immediately after completing Year 12, will generally  be 20 years of age in their 3rd Year.  This survey sample contained 14.1% who were 22 years and older in either Years 1, 2 or 3 of their trade.  This reflects an older age group commencing apprenticeships.

What year of your apprenticeship are you doing?

What year of your apprenticeship were you doing when you left?

There are proportionally more apprentices in 2nd  year compared with the other apprentice years, in this survey sample.  Apprentices were difficult to access at the workplace and were mainly surveyed whilst undertaking off the job training at TAFE.  This may account for the proportionally higher level of second year apprentices as a greater number were attending block and day release whilst the data was being collected. 

Table 4. Distribution by Employment Status and Year of Apprenticeship

Year
1st
2nd
3rd
4th
Total

Total No of Apprentices surveyed
17
30
19
19
85

No Indentured
8
29
18
14
69

No who have  left
9
1
1
4
15

Are you with Cairns Region Group Training?

Of those apprentices who were indentured there were 68.2% who said that they were with the Cairns Region Group Training and 31.8% who said they were not.

Of those people that had left their apprenticeship 40% had been with the Cairns Region Group Training and 60% had been with individual employers.

Was an Apprenticeship your first job choice?

67.1% of those surveyed said that an Apprenticeship was their first job choice.  70.9% of the males and 60% of the females interviewed said that an apprenticeship was their first job choice.  This is reflects a very high proportion of people actively choosing to undertake an apprenticeship as their first job choice.  It is also interesting to note that, 41.2% of those apprentices who indicated an apprenticeship was their first job choice, had also completed Year 12. 

When did you start your apprenticeship?

91.8% of those surveyed left at the end of the school year, compared with 8.2 % who left part way through the year.  The data shows that the two major exit points for this survey group is at the end of Year 10 and Year 12. 

Table 5. Distribution of starting patterns for those surveyed who had  commenced an apprenticeship 


%of Total Survey Population


Year 9 
Year 10
Year 11
Year 12
Total

Left at end of school year
3

(3.5)
15

(17.7%)
6

(7.1%)
54

(63.5%)
78

(91.8%)

Males 
2
10
5
33
50

Females
1
5
1
21
28

Left part way through school year
0
2

(2.35%)
2

(2.35%)
3

(3.5%)
7

(8.2%)

Males 
0
1
2
2
5

Females
0
1
0
1
2

Where do/did you attend your off the job training?

7.5% (6) of those people surveyed, had attended their off the job training outside the FNQ Region.  As 92.5% of the students surveyed attend training in Cairns, the majority of comments in Appendix B will relate primarily to the training delivered through the FNQ Institute of TAFE, who is the major provider of apprenticeship training in FNQ.

APPRENTICES’ VIEWS

In your opinion what is the best time to start an apprenticeship?

More than half (56.4%) the apprentices surveyed were of the opinion that after completing Year 12 was the best time to commence an apprenticeship.  This view was strongly supported by both genders, but more strongly by females.  38.1% of male apprentices surveyed, considered that after completing Year 10 was the best time to leave to commence an apprenticeship.

Table 6. Distribution of views on the best time to leave school to commence an apprenticeship.


Year 9 
Year 10
Year 11
Year 12
Don’t Know
Total

Total 
0
24 (28.2%)
2 

(2.4%)
48

(56.4%)
11

(12.9%)
85

Male
0
21

(38.1%)
2

(3.6%)
24

(43.6%)
8

(14.5%)
55

Female 
0
3

(10%)
0
24

(80%)
3

(10%)
30

Apprentices’ views on the best starting time for an apprenticeship largely reflected their personal experiences.  For example, 74% of apprentices who had commenced their apprenticeship after completing Year 12, considered after Year 12 to be the best time to start an apprenticeship.  66.7% of those apprentices who had commenced an apprenticeship after completing Year 10 considered after Year 10 to be best time. 

How would you rate the quality of the off the job training you received?

Table 7 reflects views of those apprentices surveyed regarding the quality of trade training at the FNQ Institute of TAFE

Table 7: Views on Quality of Training at FNQ Institute of TAFE 


Rating 


Excellent
Good
Average
Poor

Cooking
3.6%
39.3%
35.7%
21.4%

Electrical 
-
33.3%
66.7%
-

Construction & Other Construction
18.2%
45.4%
18.2%
18.2

Metal Trades
33.3%
44.5%
22.2%
-

Hairdressing
40.9%
40.9%
18.2%
-

Total
19%
40.5%
30.4%
10.2%

Of those apprentices surveyed who had undertaken their training at the Cairns Campus of the FNQ Institute of TAFE, 19% rated the quality of off the job training as excellent, and 40.5% rated the training as good.  Overall 89.9% of apprentices rated the training delivered as average and above.

There were interesting differences between the various trade areas.  Hairdressing and metal trades received a much higher rating in the excellent category.  Only cooking and construction /other construction received a rating in the poor category.  

Do you feel you were adequately prepared by school to enter your apprenticeship?

What things could have been offered at your school that would have made it easier to cope with your apprenticeship?

Of those people surveyed 65.9% said that they had been adequately prepared by school for their apprenticeship.  76% of those apprentices who completed Year 12 said that they felt they had been prepared by school.

When asked if the initiatives listed in Table 8, had been offered at their school would it have made it easier to cope with your apprenticeship, the following results emerged.

Table 8.  Level of agreement for additional initiatives at school.


School Based Apprenticeship
More Work Experience
Training to cope with conflict in workplace
More career counselling / industry information 

Total (YES)
57

(67.1%)
66

(77.6%)
46

(54.1%)
53

(54.1%)

There was strong support of all the initiatives listed in Table 8.  More than 50% of the apprentices surveyed agreeing that these initiatives would have assisted them to cope better with their apprenticeship.  The strongest support was for more Work Experience and School Based Apprenticeships.

When asked for additional qualitative comments on possible initiatives that could be introduced in schools the following broad issues emerged. 

The major issues reflected in the comments made by those apprentices interviewed were as follows:

· better access to and more work experience;

· guidance and career counselling should provide more information on what an industry is really like; 

· additional vocational based training should be offered by  schools with tradespeople involved in the delivery .

The most extensive range of comments centred primarily around the need for more and better access to work experience.

These three initiatives are already in place to varying degrees in most schools depending on the level of commitment and resources devoted to their implementation. 

For more detail refer to Appendix B.

What can the Government or Business Community do to offer more assistance and support (eg. additional training and counselling ) to help apprentices to complete their apprenticeship?

When apprentices were asked this question, their responses were compiled into the following key areas.  Apprentices said business and government could assist them with:

· access and assistance to participate in additional training whilst undertaking their apprenticeship;

· financial assistance especially: 

· assistance with entry fee to college

· wage increases especially for adult apprentices and 1st and 2nd year apprentices.

· greater assistance with living away from home costs

· assistance with the purchase of tools especially for 1st and 2nd Year apprentices 

In addition, apprentices felt that Government could assist:

· with the provision of a counsellor/support officer who has industry specific knowledge and could liaise and advocate between the employer and the training provider on behalf of the apprentice and;

· with greater incentives for employers to assist in the recruitment of apprentices.

Can you suggest how your apprenticeship might be improved ? (Timing of training, how training is delivered, relevance of training)

The majority of comments that apprentices made regarding improving their apprenticeship related to the format of training (eg. block vs day release, or more blocks of shorter duration) and the quality of training, particularly off the job training. 

The thrust of most of today’s reforms to the apprenticeship system is to create a more flexible structure and process for the employer.  While there is no one who would question the importance of meeting employer needs in the reform process, the needs of apprentices have taken a back seat in the context of the recent changes to the apprenticeship system.

The major thrust of the comments made by apprentices included:

· more personalised teaching, one to one training where required, back up support training by tutors;

· more relevant training;

· more active learning, participative training;

· better skilled trainers;

· better communication between the employer and TAFE; 

· more funds towards regional colleges so that apprentices can receive the same opportunities and teacher attention;

· additional time for off the job training (selected trades).

Indicate problems you experienced whilst undertaking your apprenticeship?

Analysis of responses to this question from those apprentices who had left their apprenticeship indicated a multiple of problems contributed to the cessation of the apprenticeship.  The most frequent problems experienced by this group were:

· didn’t get on with employer; 

· left to start another job; 

· financial difficulties;

· health;

· employer terminated apprenticeship.

Only 7.2% of those apprentices surveyed who were currently in employment, indicated that they were having problems in the workplace.  An additional 42% of the apprentices (in employment) surveyed indicated that they were experiencing problems which had not developed to the point where it was impacting in the work place.  This is substantial in that it indicates a strong need for the development of a range of pro-active strategies to ensure that these problems do not grow to the point where apprentices feel they need to leave their apprenticeship.

The most frequent concerns of the first group (7.2%) of apprentices who were experiencing problems at work, included: 

· not enough work;

· don’t get on with the employer;

· don’t like the working conditions.

In all but one case there were multiple problems.

The most frequent concerns expressed by the second group (42%) of apprentices (those who were experiencing problems but did not consider that they were not impacting in the workplace) included:

· financial difficulties;

· don’t like shift work;

· don’t like the off the job training;

· transport problems;

· don’t like the hours of work;

· am having problems coping with the off the job training.

The single most significant issue of concern for this group was financial difficulties.

What was the single most important factor that led to your decision to leave your apprenticeship?

Of those apprentices surveyed, who had left their apprenticeship there were a range of primary reasons for leaving.  These reasons are as follows:

· 13.3% had their employment terminated by their employer;

· 6.7% left to start another job;

· 20% didn’t get on with their employer;

· 6.7% left to go on to further education;

· 13.3% had health problems;

· 6.7% didn’t like the type of work;

· 6.7% said there wasn’t enough work;

· 13.3% had financial difficulties;

· 13.3% did not give a reason.

Responses from this sample group of apprentices who left their apprenticeship, indicated that 66.7% had multiple reasons (more than 1) for leaving.

ISSUES IDENTIFIED

· The family circumstances of apprentices today are quite different from that of a  generation ago. Many come from single parent families, often have limited financial support.  Young people are leaving home at a much earlier age. Apprentices travel more widely to secure apprenticeships and are more likely to live away from their home base. 

· Many apprentices find it financially difficult if they do not live with their family, especially in their 1st and 2nd years.  Living away from home allowance is only paid to 1st year apprentices, who are required to leave home to take up their apprenticeship.

· Apprentices are generally older than they were a generation ago.  Most apprentices now complete Year 12 before commencing a trade.  Some industry areas are attracting greater numbers of adult apprentices, particularly in the cooking and construction trades. 

· Adult apprentices may experience severe financial hardship, unless the employer supplements the award.  

· Older apprentices, bring with them different expectations, generally ask more questions, are more assertive and are less likely to put up with difficult working situations.

· Better access to and the provision of a greater amount of work experience by schools was most strongly supported by the apprentices surveyed.  School based apprenticeships were also seen as very important.   Both these strategies help to ease the apprentice into the work situation, particularly in trades such as hairdressing and cooking, where the hours of work and the confined space can often be a problem, as well as in industry areas such as construction where the physical demands of the job can be challenging. 

· Better quality training and more flexible delivery that meets the needs of apprentices was raised as a key issue.

· The need for impartial counselling and advocacy support to assist apprentices to articulate and negotiate their needs to both the  training provider and the employer, was identified.

· The status attached to an apprenticeship is no longer there.  Gone also is the high level of commitment by both parties to the contractual obligations of the apprenticeship.  The new flexible apprenticeship system reinforces the greater mobility of the apprentice in response to the changing nature of work, including out-sourcing and the casualisation of the labour market.

SECTION B) : EMPLOYERS & OTHER STAKEHOLDERS

BACKGROUND

Discussions were undertaken with a range of employers from a cross section of industry areas.  Feedback was also received from interviews with TAFE staff from the key apprenticeship areas, staff from the Cairns Region Group Training and Training Queensland. 

A broad range of views were received.  Feedback from Training Queensland staff reflected a perspective that problems often developed from situations that arose in the workplace as a results of issues between two people, the apprentice and the employer.  The majority of comments from employers reflected concerns with apprentices.  TAFE staff raised a range of issues across the board.

Refer to Appendix A for a summary of these discussions.

ISSUES IDENTIFIED

· Mediation between apprentices and employers is considered an effective mechanism to deal with the social problems and workplace conflict that may develop, however resources devoted to this service at a Regional level are inadequate.

· Many of the firms that recruit apprentices would be categorised as small businesses.  The owners of these businesses, whilst having good trade/technical skills have often had limited opportunity to develop their human resource management skills, particularly skills in communication, counselling and training.

· Many new employers are not fully aware of their obligations when recruiting an apprentice.  Competency based training and the many changes to the training agenda are confusing for those employers new to recruiting apprentices, as well as the ‘old hands’.

· The Entry Level Training Incentive (ELTI) is currently a flat rate across the board.  The present ELTI is not structured to  recognise the different financial situations of firms, and the comparative cost factor of employing an apprentice in a small business as compared to a large business.

· The current structure of the ELTI financial incentive allows for an initial payment of $1250 on commencement and then a progress payment of $1250 generally at the end of the 2nd year (achievement of AQF2) of training.   This has implications for apprentices who are mobile after their second year, and does not similarly reward those employers who recruit out of trade 3rd and 4th year apprentices. Instead employers who recruit an out of trade 3rd or 4th year receive a $500 payment only, as the progress payment has been made to an earlier employer.  

· Employers dislike the competent/ not competent assessment mechanism and many consider it takes the pride and motivation out of excelling in training.

· Group Training Companies are better positioned to provide support to apprentices and can deal with employer and apprentice conflicts by counselling and when necessary moving the apprentice to another workplace.

· Better communication systems and strategies are required between the TAFE and employers.

ACTION PLAN

Issue
Desired Situation
Strategies
Responsible

The Entry Level Training Incentive (ELTI) is a flat rate irrespective of the size of the business.  Those small businesses who most need financial assistance and to whom the ELTI is more meaningful, receive the same financial incentive as do large businesses.   A financial incentive that is reflective of the size and financial status of the organisation would be more effective. 


Increase the intake of apprentices amongst small businesses, by ensuring that financial incentives are correctly targeted.
Tailor financial incentives so that a greater incentive is available to small and medium sized employers.
FNQ Employment to develop a policy paper and use this as a basis for discussion with DEETYA. 

Issue
Desired Situation
Strategies
Responsible

Apprentices are much more mobile in today’s business environment.  Apprentices need to bring to an employer an attractive incentive irrespective of what year of their trade they are undertaking. 

The progression payment under the ELTI is $1250 and payable after the apprentice completes 2nd year. The financial incentives an employer receives cease after the 2nd year progression payment. The current incentive for recruiting an out of trade apprentice is $500. Therefore an employer who recruits a 3rd or 4th year out of trade apprentice does not receive the same financial reward as an employer who recruits a 1st year apprentice and only retains him/her for 2 years ($2500).


Increase the attractiveness of out of trade apprentices.  Structure the incentives to ensure that each year of commitment to the apprenticeship, by the employer, is rewarded.  This will also provide a greater incentive for the employer to retain the apprentice.
Encourage DEETYA to review their financial incentives approach to out of trade apprentices with the objective of developing a more portable incentive that recognises the increased mobility of today’s apprentice, and also rewards commitment by employers.
FNQ Employment to initiate discussion with DEETYA.

Issue
Desired Situation
Strategies
Responsible

Most small businesses, operate under tight financial constraints and have limited funds (& time) to spend on upgrading their human resource management skills.

While many small business owners who employ apprentices are highly competent in their area of technical expertise,  they often have limited skills in managing training, counselling and other HR matters.

Larger organisations often have dedicated HR people.

Many of the problems that occur in the workplace are a result of low skill levels in training and managing staff effectively. 


Improve the human resource management skills base amongst small business to ensure that quality of workplace training is improved and that working relationships between the employer and the apprentice are improved. 
Implement a training strategy aimed at improving the HR skills of small business.  Negotiate with Training Queensland and TAFE regarding possible funding for the development and implementation of a HRM training package to address the needs of small business.

The initial target group for this training package should be first time users of the apprenticeship system and the package should be offered in a flexible delivery format.
FNQ Employment to initiate discussions between TQ and TAFE

Issue
Desired Situation
Strategies
Responsible

Training Queensland offer a mediation service which is highly effective in resolving conflict situations in the workplace that would, if not addressed, likely lead to separation between the employer and the apprentice.

This service is in substantial demand, even though it is not a  well publicised. It is currently under resourced to meet the level of demand for this service in the community.
Minimise the loss of apprentices by offering an expanded mediation service.
Initiate discussions with Training Queensland regarding an increase in resources to provide a more comprehensive mediation service.   
FNQ Employment to commence discussions with Minister of Training and Industrial Relations.



Communication between the FNQ Institute of TAFE and employers of apprentices is varied and often minimal. 

There is limited understanding, particularly by small employers, of the apprenticeship training being delivered at TAFE. There is generally only ad hoc communication about training or behavioural difficulties. 
Improved communication at a regional level between TAFE and employers. 
Initiate discussions between TAFE , Training Queensland and employer groups to develop a best practice guide to communication on apprenticeship issues.
FNQ Employment to co-ordinate discussions

Issue
Desired Situation
Strategies
Responsible

There is currently limited counselling support for apprentices.  Current resources include a Campus counsellor, at the FNQ Institute, as well as Training Queensland staff who also take on a counselling role.  In both cases resources are over stretched and only deal with critical problems .

A counselling/advocacy role can assist with bridging the wide gap between employer expectations and apprentice expectations with regard to training.  Today’s apprentice expectations are considerably different from those of yesteryear’s apprentice and this can create strain in an employer and employee relationship. 


Have an impartial counselling/ advocacy/  support service  specific to apprentices, to provide advice on training matters, financial matters, transport difficulties etc for the apprentice. 
Investigate potential funding sources to assist with the establishment of a pilot project for the provision of a counselling/support service for apprentices. 
FNQ Employment to initiate discussions with key stakeholders.

Issue
Desired Situation
Strategies
Responsible

Structured work experience is currently available through many schools in FNQ.  The Vocational Partnerships Group have been active in providing opportunities for young people.

Opportunities are primarily available to Year 11 and 12.

67.1% of apprentices surveyed said that school based apprenticeships, and 77.6% said more work experience offered through schools, would have assisted them with their apprenticeship.
Expand the opportunities available to young people through increased access to work experience and school based apprenticeships.  In particular improve access by Year 10 students. 
Continue close liaison with the Vocational Partnerships Group.

Initiate discussions between stakeholders (TQ, DEETYA, Cairns Region Group Training, FNQ Employment, Chamber of Commerce, Dept Education , TAFE etc) with regard to the development of a marketing strategy to raise the level of awareness amongst the business community and parents about the benefits of work experience and school based apprenticeships. 
FNQ Employment to co-ordinate discussions.

APPENDIX A

SUMMARY OF EMPLOYER & STAKEHOLDER DISCUSSIONS 

TAFE: ELECTRICAL, CONSTRUCTION, AUTOMOTIVE, METAL FABRICATION, FITTING

· There was strong agreement that there was little difference in the literacy and numeracy levels between apprentices who leave after Year 10 and those who leave after completing Year 12. 

· Transport is a major problem for younger apprentices, especially those in Construction or electrical.

· Most of the TAFE teachers felt it was a waste of time for apprentices to go on to Year 12.

· College fees that the apprentice currently has to pay was seen as a big financial burden. 

· A system existed regarding advice to employers regarding apprentice behaviour, attendance, however it was not always used, as this is now an administrative task that Teachers now have to undertake.

HOSPITALITY 

· It is very easy to get an apprenticeship in Cooking.

· A lot of southern kids come to Cairns to get an apprenticeship.

· Dress standards and policies are in place at college but are difficult to administer. There is a wide variety of standards amongst cooking establishments.

· Acknowledges that students from Year 12 have perceived attitude problems.

· Many apprentices in Cooking are older than the average.

· College has tried to establish better communication channels with industry, but find it difficult to sustain.

HAIRDRESSING

· Students are mainly dropping out in 1st year.  Some for health reasons, other because of demands of industry.

· Young apprentices are easier to mould.  Apprentices who have done Year 12 are generally more independent and assertive and won’t put up with difficult employers.

· Employers need to do more training in the salon.  Many apprentices come to College without having undertaken much training on the job.

· Training Queensland aren’t out there helping industry to understand the changes to training.

· An industry specific liaison person between the apprentice and employer would be useful.  

· Need to change the culture in some workplaces.

· Self confidence is an issue amongst apprentices.  Improved communication and negotiation skills to help them to take control of their own training.

· Recent workplace training for employers funded by TQ has been good.  Needs to be more .

TRAINING QUEENSLAND

· Family situation is a lot different for today’s apprentice.  Many more come from single parent families or are not living at home, or have limited family support.  This creates different financial pressures for today’s apprentice.

· Historical culture of the apprenticeship system creates problems.  Many tradespeople were trained in a master / servant context, and today’s young person doesn’t respond well in this environment.

· The bulk of the problems are social type problems (ie. How people relate to each other/behaviour and less about training) , 

· Training problems are often about the pressures experienced by employers between earning a dollar and releasing people for training.

· Most employers who take on apprentices don’t realise the level of training and supervision required. 

· Current mediation service deals with general behaviour/ conflict as well as drug problems, violence, and mental health problems.

· Mediation service needs to be marketed more widely so that people are aware of the service and use it, although current resource is fully utilised.

· Selling the apprenticeship should be separated from the setting up of the apprenticeship.

· If the employer and the apprentice have  the apprenticeship fully explained prior to the apprentice commencing, then this minimises conflict, and confusion.  

· Current field staff can only deal with problems that are referred to them.  There is limited opportunity for pro-active work.

EMPLOYER WORKSHOP

· Manual dexterity, graphics, literacy and numeracy skills continue to be a problem for young people becoming apprentices.

· Most employers see age as an issue, mainly due to the attitudes of those young people in Year 12.  Mount Isa Mines have gone back to recruiting young people from Year 10.

· Year 12 does not provide any significant increase on literacy and numeracy level.

· The image of the apprentice and tradesperson needs to be changed.  Many parents do not perceive an apprenticeship as an acceptable pathway for their kids, and hence the push to undertake Year 12.

· School based apprenticeships will resolve many of these issues.

· There is a lack of recognition of the opportunities that are available to trades people.  Many tradespeople are the core of our small business community.

· Core skills identified by employers attending included:

· appearance

· respect

· responsibility

· commitment 

· More careers information, industry information need to be given to Year 8 and Year 9 students.

· ATI (financial incentive ) is insufficient. There should be 100% tax deduction for apprentices.

· The financial factor is very important. Most apprentices have about 14 weeks unproductive time

· ( 6 weeks block training

· 4 weeks holiday

· 2 weeks sick leave

· 2 weeks public holidays.

· Employers should not have to pay for the off the job training

· It’s difficult for kids who have to move away from home to take up an apprenticeship (LAFHA Living away from Home Allowance is only paid for 1st year apprentices).  More kids are leaving home to obtain an apprenticeship, creating financial hardships.

INDIVIDUAL EMPLOYER FEEDBACK

BUSINESS TYPE:   Hairdressing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Satisfactory.  Likes to train her own staff.  Finds competency based system confusing(still time based).  Consider curriculum not totally relevant(too much time spent on beard cutting).

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

While the Apprenticeship Training Incentive (ATI) is not a major incentive, it is useful to support training

OTHER COMMENTS

Apprentices get frustrated with the initial off the job training, as they are initially taught things such as workplace legislation etc before practice skills

Employer would like more feedback from TAFE (ie what is going to be taught during the next 3 months.  Would also like advice on skills taught so that they can be reinforced back on the job.

Apprentices have to purchase combs/scissors/ manuals etc, which proves very expensive especially in the 1st year.  Some Government assistance for 1st years would be helpful.

Age was not an issue for the employer, and recruits from across the board.  Transport is an issue for younger apprentices.

APPRENTICE TYPE RECRUITED:  Hairdressing

BUSINESS TYPE:  Hairdressing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Satisfactory.  Greatest challenge is to encourage apprentices to finish their time with us.

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

No Comment

APPRENTICE TYPE RECRUITED:   Hairdressing

BUSINESS TYPE:   Hairdressing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Not satisfactory.  Apprentices don’t meet a standard to be able to deal with the public or work required.

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

Training at school so that young people have more knowledge of what is expected of them as an apprentice.

Higher standard of training at TAFE is required. 

APPRENTICE TYPE RECRUITED:  Hairdressing

BUSINESS TYPE:  Hairdressing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

Extra funding.  More assistance for employer to upgrade training skills

OTHER COMMENTS

Off the job training is okay. Could be more communication between TAFE & industry.

APPRENTICE TYPE RECRUITED:   Hairdressing

BUSINESS TYPE:  Hairdressing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Satisfactory. Had an apprentice on for last 15 years

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

ATI is not a major incentive.  Employers shouldn’t have to pay for off the job training.  Mediation service from TQ was very helpful when apprentice was thinking of leaving.

OTHER COMMENTS

Expectation of today’s apprentice is different, generally they are older.  Would prefer them younger from a working family, where they know the value of time and money.  Would prefer them to have more work experience.  No linkage between training done at college and training done on job. Training not up to date with Industry & timing needs to be more flexible

BUSINESS TYPE:  Hairdressing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Satisfactory

OTHER COMMENTS

· Apprentices should train in their own time

· Apprentices display a low work ethic

· Most recruit apprentice over 18 years of age

APPRENTICE TYPE RECRUITED: Hairdresser

BUSINESS TYPE:  Hospitality

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Not satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

· Train them correctly at TAFE

· Teach respect of the trade and discipline

· More counselling and assistance from field staff

OTHER COMMENTS

Apprentice are not gaining a basic food knowledge , are poorly 

APPRENTICESHIP TYPE RECRUITED: Cooking

BUSINESS TYPE : Hospitality

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

satisfactory

OTHER COMMENTS

Expressed concerns that: 

· competency standards are not being applied at TAFE

· Teachers need more relevant experience

· Needs to be more direct feedback between TAFE and employer

    (Currently only via the log book)

· standard of attendance punctuality, poor discipline is below average

APPRENTICE TYPE RECRUITED: Cooking

BUSINESS TYPE:  Aluminium Fabrication

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Very positive experience

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

· Finances are the biggest issue

· training should be day release

· self motivation of apprentice and good relationships are the key factors

APPRENTICE TYPE RECRUITED: Boilermaker

BUSINESS TYPE:  Mining

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

highly satisfactory

APPRENTICESHIP TYPE RECRUITED: Mechanical & Electrical

BUSINESS TYPE:  Smash Repairs

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

· Better financial incentives

APPRENTICE TYPE RECRUITED: Panel Beating

BUSINESS TYPE:  Auction Centre

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES: Satisfactory

OTHER COMMENTS:  Careful initial selection is important

APPRENTICE TYPE RECRUITED: Mechanics, Panel Beaters

BUSINESS TYPE:  Car Dealership

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES: Satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

More Government incentives to hire additional apprentices

APPRENTICE TYPE RECRUITED: Motor Mechanic

BUSINESS TYPE:  Engineering

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES: Satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES: 

· Should be trained locally, off the job 
APPRENTICE TYPE RECRUITED: Diesel Fitting

BUSINESS TYPE:  Plumbing

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES: Satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

· Government should pay for schooling

APPRENTICE TYPE RECRUITED: Plumbing & Drainage

BUSINESS TYPE:  Air Conditioning

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES:  Satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES:  More flexible training 

OTHER COMMENTS: Recruits young people who are used to hard work

APPRENTICE TYPE RECRUITED: Refrigeration

BUSINESS TYPE:  Construction

OVERALL EXPERIENCE WITH EMPLOYING APPRENTICES

Not satisfactory

WHAT ADDITIONAL SUPPORT WOULD ASSIST YOU TO RECRUIT MORE /RETAIN EXISTING APPRENTICES

· Too expensive for small business

· Incentive payments need to be increased

OTHER COMMENTS

Was not satisfied with previous training of apprentice

APPRENTICE TYPE RECRUITED: Electrical
APPENDIX B

APPRENTICE VIEWS 

CONSTRUCTION

QUESTION N

What other things could have been offered at your school that would have made it easier to cope with your apprenticeship.

COMMENTS
REFERENCE NUMBER




MORE WORK EXPERIENCE, MORE OF AN INSIGHT INTO THE DIFFERENT TYPES OF APPRENTICESHIPS, AND TO FIND OUT WHAT THE INDUSTRY IS REALLY LIKE TO WORK IN
29, 71




FIRST AID TRAINING.
32




TRADE BASE TRAINING, MORE SKILLS SHOWN IN WIDER AREAS OF TRADE. 
39, 42




MORE MANUAL ARTS, MORE PRATICAL STUDIES WITHIN YOUR CHOSEN INDUSTRY.
70, 71, 76




SPECIALISED TRADESMEN AT SCHOOL.
45




ON THE SITE TRAINING - ONE DAY A WEEK.
75

CONSTRUCTION

QUESTION O

What can the Government or Business Community do to offer more assistance & support (eg. Additional training, counselling) to help apprentices complete their apprenticeship?

COMMENTS
REFERENCE NUMBER




INCREASE IN WAGES AND AN INCREASE IN TOOL ALLOWANCE, ESPECIALLY TO ADULT APPRENTICES AS SOME HAVE FAMILIES AND HOMES, SHOULD BE ASSESSED
29,32,42, 70, 74




BETTER TAFE EQUIPMENT AND TEACHING METHODS.
40




SHOW STUDENTS WHERE AND HOW FAR THEY CAN GO WITHIN THEIR CHOSEN TRADE AND WHICH INDUSTRIES THEY COULD ALSO TRANSFER OR GRADUATE INTO
71




GUARANTEED TO FINISH YOUR TIME.
45




ADDITIONAL COUNSELLING.
67




PROVIDE MORE INCENTIVE FOR EMPLOYERS TO TAKE ON APPRENTICES.
32, 73

CONSTRUCTION

QUESTION P

Can you suggest how your apprenticeship might be improved? (Timing of training, how the training is delivered, relevance of training etc.)

COMMENTS
REFERENCE NUMBER




UNDERSTANDING THAT THE APPRENTICES HAVEN’T WORKED IN THE WORKPLACE OR INDUSTRY BEFORE AND NEED TIME TO SETTLE IN (LESS PRESSURE)
67




DELIVERY OF TRAINING IS A LOT TO DO WITH TEACHING PRACTICES AND TEACHERS THEMSELVES.  IN CARPENTRY, THERE ARE A LOT MORE CALCULATIONS AND GENERAL MENTAL WORK SO THE STUDIES COULD BE BASED MORE ON THAT AND COULD BE LENGTHENED
71




JOB DESCRIPTION MADE CLEARER.
43




TO HAVE OPTIONAL EXTRA MODULES SO AS TO EXTEND YOUR APPRENTICESHIP FOR MORE QUALIFICATIONS.
29




RELEVANCE OF TRAINING TO YOUR WORKPLACE.
45




MORE TIME FOR TAFE TRAINING EG: EXTRA WEEK, ELECTRICAL APPRENTICES HAVE EXTRA MODULES THAT HAVE TO BE COMPLETED IN THE SAME TIME AS OTHER APPRENTICES
31




SHORTER BLOCKS OF TRAINING, BUT MORE SPACED OUT.
32




ON THE JOB EXPERIENCE IN OTHER AREAS OF ELECTRICAL FIELD.
38




MORE BROAD BASED TRAINING PROGRAM  IE: CONTRACTORS FNQEB - VAST DIFFERENCE.
39




IMPROVE TAFE - MODERNISE TRAINING WHEN DOING THE BLOCK TRAINING.
40, 42

COOKING

QUESTION N

What other things could have been offered at your school that would have made it easier to cope with your apprenticeship.

COMMENTS
REFERENCE NUMBER




TO BE TAUGHT HOW TO HANDLE DIFFICULT SITUATIONS OR DEAL WITH PRESSURE IN WORKPLACE
5




TO BE GIVEN EXTRA COURSES AT SCHOOL - CAREER TRAINING CERTIFICATE IS A GREAT COURSE FOR PRE-APPRENTICESHIP
7




TO HAVE MORE UNDERSTANDING FROM THE COMMUNITY TO HELP WITH OBTAINING WORK EXPERIENCE 
7




GUIDANCE AND CAREER COUNSELLOR WHO CAN GIVE MORE EDUCATION ON INDUSTRY INSTEAD OF STARTING THE APPRENTICESHIP WITHOUT THE KNOWLEDGE NEEDED
1, 8, 22




MORE WORK EXPERIENCE - WITHIN HOTELS AND RESTAURANTS TO ENABLE HANDS ON EXPERIENCE BEFORE STARTING APPRENTICESHIP
7, 12, 14, 22, 24, 25




MORE GUEST SPEAKERS REGARDING INDUSTRY AT SCHOOL IE: EXECUTIVE CHEFS FROM LARGE HOTELS GIVING STUDENTS MORE UNDERSTANDING OF INDUSTRY
12




A COOKING COURSE THATS SPECIFIC TO YEARS 9 & 10
15




MAKE IT EASIER TO OBTAIN WORK EXPERIENCE AS SOME STUDENTS HAD DIFFICULTIES IN FINDING WORK WITHIN THIS INDUSTRY, THEREFORE WERE DISHEARTENED BEFORE THEY EVEN BEGUN
25

COOKING

QUESTION O

What can the Government or Business Community do to offer more assistance & support (eg. Additional training, counselling) to help apprentices complete their apprenticeship?

COMMENTS
REFERENCE NUMBER

ADDITIONAL TRAINING COURSES ESPECIALLY ON SPECIALISED COOKING IE: ASIAN OR PASTRY AS MOST APPRENTICES HAVEN’T HAD THE CHANCE TO EXPAND THEIR KNOWLEDGE OUTSIDE THE BASIC TRAINING
1,6,7,9,10,11,12,13,14,21,24




TO HAVE TRAINING ON LANGUAGES ESPECIALLY FRENCH TO ASSIST WITH COOKING TERMS
1




TO OBTAIN ASSISTANCE WITH ENTRY FEES, TO EITHER HAVE THEM PAID FOR OR PART OF.
3,10,11,13,14 19,20,21,23,24, 25




WAGES INCREASE ESPECIALLY FOR YEARS 1 & 2 AND ALSO IF LIVING AWAY FROM HOME, TO HAVE SOME RENTAL ASSISTANCE.
2,3,4,5,11,13,14,18,20,22,23,25




MORE INTERACTION BETWEEN HOTELS AND RESTAURANTS TO ENABLE TO MOVE APPRENTICES AROUND FROM HOTEL TO RESTAURANT ETC
4




MORE PRIVATE ORIENTATED APPRENTICESHIPS INSTEAD OF HAVING TO GO THROUGH THE CAIRNS REGION GROUP TRAINING.
4




TO HAVE A PERSONAL COUNSELLOR, SOMEONE WITH INDUSTRY KNOWLEDGE TO SUPPORT/ADVISE/MEDIATE IF REQUIRED
5, 15, 19




ALL STANDARDS SHOULD BE UNIFORM EG: FIRST YEAR APPRENTICES LEARNS CERTAIN THINGS, SECOND YEAR LEARNS OTHER THINGS ETC., AS IT DIFFERS FROM COLLEGE TO COLLEGE
8




SHOULD BE MORE CONTACT BETWEEN FIELD STAFF AND APPRENTICES, SEE STAFF MORE AT COLLEGE THAN AT WORKPLACE
5




MAKE APPRENTICESHIPS MORE APPEALING TO EMPLOYERS SO MORE PEOPLE CAN GET A JOB
19

COOKING

QUESTION P

Can you suggest how your apprenticeship might be improved? (Timing of training, how the training is delivered, relevance of training etc.)

COMMENTS
REFERENCE NUMBER




INCREASE IN WAGES
1




MORE ASSISTANCE FROM THE EMPLOYER REGARDING ON THE JOB TRAINING, SHOWING INSTEAD OF JUST TELLING.
2, 11




ALL OFF THE JOB TRAINING SHOULD BE DONE IN BLOCK TRAINING, NO DAY RELEASE, IT IS EASIER TO REMEMBER TRAINING IF DONE ALL TOGETHER.
4,6,7,8,9,21, 22, 23




THERE IS NO LINK BETWEEN OFF THE JOB TRAINING AND THE WORKPLACE TO MAKE SURE APPRENTICE IS NOT BEHIND IN TRAINING.
3, 10, 18




MORE TUTORS REQUIRED TO PROVIDE BACKUP SUPPORT TO ASSIST WITH SKILLS DEVELOPMENT.
18




TAFE NEEDS TO UP-DATE RELEVANCE OF TRAINING AND IMPROVE FACILITIES TO BE ON A PAR WITH THE INDUSTRY.
5, 22, 24




COOKING IS TOO TRADITIONAL , NEEDS TO BECOME MORE MODERN AND CREATIVE.
5




TEACHERS TRAINING NEEDS TO BE IMPROVED TO ENABLE THEM TO TRAIN THE APPRENTICES MORE EFFECTIVELY AND BECOME MORE INTERESTED AND INVOLVED WITH THEIR STUDENTS
12, 21, 22, 25




MORE DISCIPLINE REQUIRED AT TAFE, AS THE STANDARD OF ATTENDANCE AND APPEARANCE OF THE APPRENTICES COULD BE GREATLY IMPROVED
12




CHEFS COULD BE MORE MODERNISED AS THE OLDER CHEFS HAVE NO TIME FOR APPRENTICES
11




COOKING

QUESTION P (CONTINUED)

COMMENTS
REFERENCE NUMBER




THE OFF THE JOB TRAINING COULD BE MORE ORGANISED THERE IS TOO MUCH TIME WASTING
12, 22, 24




THERE COULD BE MORE PARTICIPATION WITH THE TRAINING INSTEAD OF STANDING AND WATCHING, AND MORE MOVEMENT AROUND THE DIFFERENT SECTIONS ENABLING MORE HANDS ON EXPERIENCE
10, 16, 17




TO BE TAUGHT HOW TO SHORT ORDER - TO READ FROM AN ORDER DOCKET. 
5




INDIVIDUAL  (ONE-ON-ONE) TRAINING IF REQUIRED BY APPRENTICE.
14






















HAIRDRESSING

QUESTION N

What other things could have been offered at your school that would have made it easier to cope with your apprenticeship.

COMMENTS
REFERENCE NUMBER




MORE ORGANISATION FOR THE OFF THE JOB TRAINING AS A LOT OF TIME WASTING AT THE PRESENT TIME
56




MORE WORK EXPERIENCE WITHIN THE INDUSTRY
61, 79, 80, 84




MORE RELEVANT BOARD SUBJECTS - MORE LIKE TAFE SUBJECTS. 
64




TO BE TAUGHT COMMUNICATIONS SKILLS AS THIS IS A VERY IMPORTANT PART OF BEING A HAIRDRESSER.
65




BUDGETING LESSONS - AS THIS WILL ENABLE YOU TO UNDERSTAND MORE ABOUT RUNNING A SALON.
66




MORE VARIETY OF SUBJECTS
78




INFORMATION NIGHTS REGARDING INDUSTRY
80, 83




MORE TIME ALLOTTED TO ALLOWING STUDENTS TO DO TAFE COURSES IE: INSTEAD OF SPORTS AFTERNOONS, SO THEY CAN CONTINUE TO DO YEAR 12 BUT ALSO TRAIN IN THEIR CHOSEN FIELD
81, 82, 83

HAIRDRESSING

QUESTION O

What can the Government or Business Community do to offer more assistance & support (eg. Additional training, counselling) to help apprentices complete their apprenticeship?

COMMENTS
REFERENCE NUMBER




GIVE A SUBSIDY TO FIRST YEAR APPRENTICES FOR SETTING UP EXPENSES EG: TOOLS, SUCH AS SCISSORS, COMBS, CLIPS ETC., THEN A TOOL ALLOWANCE SHOULD BE GIVEN PERIODICALLY AFTER THAT
53, 56, 57, 65, 78, 79




INCREASE IN RENTAL ASSISTANCE AS MANY APPRENTICES HAVE TO LEAVE HOME TO FINISH APPRENTICESHIPS, AND THE AMOUNT GIVEN AT PRESENT IS NOT ENOUGH
65




MAKE IT EASIER TO MOVE AROUND DURING APPRENTICESHIPS, “AMICABLE SEPERATIONS” RATHER THAN INQUIRIES AND TRAUMAS ETC.
64, 82

QUESTION P

Can you suggest how your apprenticeship might be improved? (Timing of training, how the training is delivered, relevance of training etc.)

COMMENTS
REFERENCE NUMBER

MORE FEEDBACK FOR THE EMPLOYER FROM THE TAFE
53




THE APPRENTICESHIP PERIOD SHOULD BE BASED MORE ON THE INDIVIDUALS CAPABILITIES, RATHER THEN BE LOCKED INTO A FOUR YEAR PERIOD, WHEN COMPETANCY MAY HAVE BEEN ACHIEVED WELL BEFORE THIS TIME IS UP
55




TOO MUCH IRRELEVANT TRAINING BEEN GIVEN AT THE OFF THE JOB TRAINING IE: LADIES HAIRDRESSING  CERTIFICATE SHOULD NOT INCLUDE MENS SHAVING 
56




PERSONAL TEACHING.
57

HAIRDRESSING

QUESTION P (CONT)

COMMENTS
REFERENCE NUMBER




MORE FUN AT TAFE (TOO BORING)
58




HOW THE TRAINING IS DELIVERED, MORE TECHNIQUES OF WHAT TO DO AND WHAT NOT TO DO, AND ALSO QUICKER WAYS OF DOING THINGS BUT STILL BEING ACCURATE.
61




TRAINING BY CORRESPONDENCE, ASSESSEMNTS UNDERTAKEN IN THE WORKPLACE BY REGION ASSESSORS.
64




COMMUNICATION IMPROVED BETWEEN OFF THE JOB TRAINING AT TAFE AND THE ON THE JOB TRAINING AT WORK
65




OFFERING NIGHT COURSES IN ADDITIONAL AREAS EG: CUTTING, COLOURING ETC ONCE A MONTH
79, 80




TO CUT THE TIME FRAME OF THE APPRENTICESHIP DOWN TO 3 - 3.5 YEARS INSTEAD OF 4
81, 84




MORE FUNDS TOWARDS MORE ISOLATED COLLEGES SO THE APPRENTICES CAN RECEIVE THE SAME OPPORTUNITES AND TEACHER ATTENTION
82




INCREASE WAGES
83




TO HAVE MORE MOBILITY BETWEEN SALONS
85

MANUFACTURING

QUESTION N

What other things could have been offered at your school that would have made it easier to cope with your apprenticeship.

COMMENTS
REFERENCE NUMBER




MORE METAL FABRICATION CLASSES.
26




MORE WORK EXPERIENCE WITHIN INDUSTRY.
27




OPPORTUNITY TO ATTEND TAFE TO DO MODULES RELEVANT TO FUTURE CAREER.
28, 30, 35




EDUCATION IN HOW TO RESPECT AN EMPLOYER WHO DOESN’T APPRECIATE WORK DONE.
50

QUESTION O

What can the Government or Business Community do to offer more assistance & support (eg. Additional training, counselling) to help apprentices complete their apprenticeship?

COMMENTS
REFERENCE NUMBER




IF BUSINESSES WOULD ORGANISED OR COME TO AN AGREEMENT TO SHIFT APPRENTICES FROM WORKPLACE TO WORKPLACE TWO OR THREE TIMES DURING THEIR APPRENTICESHIP.
50




ADDITIONAL TRAINING.
27, 28, 30, 34, 35




INCREASE IN WAGES, FIRSTLY FOR YEARS 1 & 2 AND ALSO TO INCREASE PAY FOR WHEN ATTENDING THE OFF THE JOB TRAINING.
26, 27, 33, 34, 36




ASSISTANCE WITH FEES
27, 34, 36

MANUFACTURING

QUESTION P

Can you suggest how your apprenticeship might be improved? (Timing of training, how the training is delivered, relevance of training etc.)

COMMENTS
REFERENCE NUMBER




RELEVANCE OF TRAINING EG: WORK WITH ALLUMINIUM AT WORKPLACE, BUT DOESN’T LEARN WITH ALLUMINIUM AT TAFE
30, 35




TRAINING BLOCK PERIODS SHOULD BE REDUCED IN LENGTH AND HAVE MORE OF THEM.
27, 50




REQUIRE EXTRA WEEK AT TAFE AS TRAINING NEEDS TO BE MORE THOROUGH, AT PRESENT, THERE IS NOT ENOUGH TIME ALLOCATED FOR TRAINING, THEREFORE IS TOO RUSHED AND TOO MUCH CRAMMED INTO TIME ALLOTTED, MAYBE REQUIRES 4 BLOCKS INSTEAD OF 3
26, 36
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