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SUBMISSION BY TAFE DIRECTORS AUSTRALIA TO THE INQUIRY BY THE SENATE EMPLOYMENT, WORKPLACE RELATIONS AND EDUCATION REFERENCES COMMITTEE INTO CURRENT AND FUTURE SKILL NEEDS

TAFE Directors Australia (TDA) is a national association representing TAFE Institutes and the TAFE Divisions of multi-sector institutions, with its members being the CEOs of those bodies.  As such, TDA is the peak body for the TAFE sector and represents Australia’s public providers of vocational education and training.

As the primary and pre-eminent provider of quality vocational education and training in Australia, TAFE has a critical and central role to play, together with industry, in meeting Australia’s future skill needs.  TDA agrees that current skill shortages are a matter for concern and that it is important that the effectiveness of current policies and programs in meeting Australia’s current and future skill needs be reviewed. 

TDA considers that, notwithstanding the strengths of the current system, Australia still does not have the vocational education and training system that it needs to meet future challenges.  It is critical that we have a system that: can better address the varying needs of quite diverse groups of learners; is flexible and responsive to very rapidly changing requirements; and is capable of sustaining world class knowledge economy and high technology industries through the provision of leading edge applied skills and knowledge.  

There are in our view several key elements to a successful strategy for the future:  a better focus on the needs of individual learners and the community as well as industry; some redesigning of the system to give it greater flexibility and responsiveness; better integration of vocational education and training policies with other government policies at both the State and Commonwealth level; and, crucially, increased national investment in skills formation, involving both increased public funding and a greater commitment by business to investing in training.

We have commented below against the terms of reference for the Committee’s inquiry, including comments on the effectiveness of current policies and programs and ways in which they could be improved.

(a) Current skills shortages and likely future skills requirements

Current skill shortages

The Department of Employment and Workplace Relations’ Skill Shortage Lists show that there are national skill shortages in many trades as well as a number of other occupations including child care workers, civil engineers, registered nurses, health specialists, some areas of secondary school teaching and some areas of ICT specialisation.  In the trades, occupations with skill shortages occur across the engineering, vehicle, electrical/electronic, food and construction trades (bricklayers and plumbers).  There are also shortages of cabinetmakers, hairdressers and furniture upholsterers and recruitment difficulties are being experienced in some of the printing trades.  Many of these skill shortages are persistent and are occurring at a time when unemployment remains significant.  In some cases, the shortages coexist with average or above average rates of unemployment within the occupation.

Some states and regions are also experiencing additional shortages.  For example there are state and regional shortages in other areas of the building and construction industry such as scaffolding, painting and decorating, roof tiling, carpentry and solid plastering. 

The shortages of skilled tradespeople is of serious concern for a number of reasons but not least because of the constraints that it places on investment and growth in the industries concerned. In some regional areas there are reports that it is putting proposed projects including multi-million dollar projects in jeopardy.  For example, the Adelaide Sunday Mail reported on 2 March that shortages of metal and steel tradespeople were threatening major projects in the Upper Spencer Gulf areas of Whyalla, Port Pirie and Port Augusta.

There is also anecdotal evidence that some potential areas for regional economic development are being hampered by skill shortages, for example boat building and food processing on the North Coast of NSW

As a general observation, regional companies in automotive, construction and manufacturing industries often lack access to skills at both the middle management and technical levels (eg CAD and industrial design skills) that are required to support expansion of their business and take advantage of export opportunities.

These shortages are of concern for social as well as economic reasons.  Unemployment remains high in many areas.

The reasons for the mismatch between the demand for and supply of skills are complex.  There would seem to be a number of factors at play:

Insufficient numbers entering the industry

· Poor perceptions held about some industries – for example: low pay, low technology, poor prospects or unpleasant conditions. In some cases these perceptions are well founded, since market rigidities have acted to prevent an improvement in pay and conditions in a way that would reflect demand.  In other cases, however, perceptions are based on out-of-date stereotypes of the industry concerned.

· Insufficient availability of people with the requisite specialist or generic skills to enter the industry, at least sometimes caused by insufficient availability of positions in training programs

· Lack of geographic mobility – those who do have the skills are not prepared to move to the geographic region in which there are shortages

High turnover in the industry caused by:

· Low pay

· Poor career prospects

· Poor working conditions

An ageing workforce:

· A smaller pool from which to recruit

· Inadequate opportunities for retraining

Other Reasons:

· Strong growth in demand for some occupations/skills

· Skills training not keeping pace with the changing needs of industry.

· Employers using apprenticeships as wage subsidy programs

· Employers demanding that apprenticeship training be tailored to the needs of the firm.

· A decline in the training rate in the trades stemming from developments such as the out-sourcing of labour requirements by large firms and government organisations; this has meant that the responsibility for training and the skilling of the workforce has been transferred to small businesses and individual sole traders.  Small businesses’ capacity to train (that is hire apprentices) is limited and has been reduced by competitive conditions and tight profit margins.  

· Poorly designed government financial incentives for training which do not adequately address skill needs

· Inadequate funding for places in TAFE

There is no real indication that current shortages are going to be met by increased supply in the foreseeable future. On the contrary, the indications are that shortages in the skilled trades could become worse or more widespread.  

It is instructive to look at trends in South West Sydney for example. This area has a relatively high proportion of manufacturing and construction industries and hence a relatively high demand for skilled tradespeople.  However the Census statistics show that the proportion of people engaged in the trades within the South West Sydney Institute’s catchment population fell from 15.5% of the workforce in 1996 to 14.3% of the workforce in 2001.
  This fall appears to have been matched by an increase in the representation of workers in the administrative and managerial occupations, indicating the migration of employees into the category of self-employed or small business operators
 as a consequence of labour outsourcing. 

The other indicator of a reduction of skill formation in the trades in the Institute catchment region is the reduction in the numbers of apprenticeship approvals in the catchment region of the Institute.
  The reduction in apprenticeship approvals for the region has been matched by a corresponding reduction in the numbers of students enrolled in trade courses in South West Sydney Institute, where enrolment fell for the three years from 1999 to 2001.

It seems clear that given current policies and programs, the market is not likely to bring about the required adjustment.  Some changes to policies and programs are necessary. 

Future Skill Needs

As a general comment, while TAFE Institutes are aware of broad trends and the causal factors, they are not well placed to make accurate projections in any detailed sense of Australia’s future skill needs especially in industries that are changing rapidly or are emerging.  Most of the information available to training providers on current and projected skills shortages comes from the national and state ITABs and, while this is generally useful at a broad scale, and particularly applicable to large organisations, the advice is frequently deficient in key areas including regional and local requirements and the needs of smaller businesses.  This underlines the need for better consultation involving all players on labour market trends and skills demands.  TAFE Institutes because of their interaction with local industry do have a good understanding of local conditions and can make a contribution towards assessing labour market demand on a local and regional basis.

We would support more resources being put into systematic monitoring, assessment and reporting of labour/skills needs.  Better information, provided it takes sufficient account of regional and industry differences, would assist education and training institutions in developing strategies and programs to meet changing skill needs.

At the same time, TDA is conscious of the limitations to successfully predicting or projecting in any precise way future labour market requirements.  We consider therefore that apart from addressing areas where there are clear ongoing shortages of particular skills, the main emphasis for the future should be four-fold:

· ensuring that our vocational education and training system is as flexible and responsive as possible to changing needs especially local needs.  

· putting more emphasis on generic skills and giving individuals a broader skill base which will facilitate lifelong learning and enable them to move more easily from one type of job to another 

· encouraging the development of higher level skills, including for paraprofessionals

· strengthening TAFE’s ability to provide training in newly emerging technologies and industries.

(b)
The effectiveness of current policies and programs and recommended improvements

Current policies and programs are deficient in a number of respects.

Improving pathways from school to VET

There are a number of ways in which pathways from school to TAFE and work could be improved.  

Governments have taken initiatives to introduce VET options in high schools and to broaden the school curriculum to meet the needs of young people who may not be considering following an academic path to university and work.

TDA considers that vocational learning in schools has an important role in facilitating school to work transition and career development of all young people.  There is also a particular place for the provision of a good vocational alternative for those students for whom further general education does not suit.  Broadening the opportunities available through the provision of vocational courses has an important role to play in encouraging students to stay in the education and training system to year 12.  It also has the potential to build the skills necessary for successful participation in the labour market and society.  

Nevertheless, there is mixed evidence on the extent to which providing these options has improved school retention rates.  Enrolment statistics in some NSW Institutes, for example, indicate that youths aged 18 and under are presenting in increasing numbers in the last three years to enrol in the TAFE NSW equivalent of the Year 10 – the Certificate in Vocational and General Education – and other general and targeted TAFE courses. 

We need also to be confident that students undertaking vocational courses in schools are actually gaining outcomes that will prepare them for effective entry to work or further study. Quality of provision and the most effective use of resources are key issues in the development of the most appropriate strategy for ensuring that young Australians have the skills they need.  While TDA strongly supports the provision of VET courses for school students, we consider that such courses are not necessarily best provided by the schools themselves.  As emphasised in TDA’s recent submission to the House of Representatives Inquiry into vocational education in schools, the most appropriate approach is “VET for schools” rather than “VET in schools”.

Schools can benefit from utilising the TAFE sector to support VET in schools in a number of ways.  TAFE Institutes have an extensive presence in both metropolitan and regional Australia.  They have well developed and extensive links with industry which schools often lack.  TAFE staff have the relevant expertise and skills, with industry experience, and their facilities and equipment have been developed specifically for delivering VET programs.  Quality assurance models and systems, aligned to the Australian Quality Framework requirements, are in place.  As a general rule, TAFE Institutes are therefore usually much better placed than schools to provide quality VET programs to school students  While this is recognised in many schools and TAFE is often used to deliver courses, different funding arrangements and guidelines often present an impediment to collaboration and cooperation between schools and TAFE.

As pointed out in the TDA submission, some of the funding models currently employed can mean that schools are reluctant to outsource and that there is an incentive for schools to offer VET courses that are within their own capabilities rather than offering courses where specialised expertise is required.  It can also mean that substantial fees are charged by schools for VET courses.  These fees for courses that make up only part of a student’s total program can be significantly greater than the fee the student would be charged in a TAFE for a full year, full time program.  There is evidence that some lower income students are discouraged from VET in schools by the fees.

Funding models need to be reviewed and consideration given to the adoption of models that would mean a more effective use of overall resources.  

In addition, if the delivery of VET in schools is to be expanded and improved the level of funding needs to be augmented.  It is crucially important that the funding issue not be addressed just by shifting funds from one sector to another. The resources of TAFE Institutes and Colleges are already stretched in meeting the demands on them.  A reallocation of funds to the VET in schools sector would have a very detrimental impact on the extent and quality of what TAFE can offer their students.  If VET in schools is to be a priority, funds need to be sought from new sources, without doing it at the potential expense of the student group currently served by the TAFE sector.

Quality is the other issue that needs to be borne in mind.  If VET qualifications gained at school are to have general acceptance in the workplace or as the basis for further study, the same standards and quality systems need to be observed as apply in the rest of the VET sector to ensure that the outcomes are the same.  The present experience is that there can be some significant differences between qualifications gained in the school sector and those gained in the VET sector.

The question is sometimes asked whether there should be more encouragement for students to go into TAFE courses before completing year 12.  There are good reasons for providing this as an option.  For those students whose preference is a vocational pathway, TAFE can offer a superior route to a vocational qualification.  Also, some 15-19 year olds are more suited to and respond much better to an adult education environment.   TAFE has proven to be a very positive learning environment for these students.  

But there are other important considerations to bear in mind.  In general, current funding levels are not sufficient to meet existing demand yet alone address the potential for additional school age enrolments.  Schools, not TAFE, are funded to provide general education.  Younger students require a higher level of support services than is normally required for TAFE students in general.  Different funding models would need to be found if more general education courses were to be provided.  Also, it would be important to ensure that the main focus of the TAFE system does not become general education as opposed to providing job and career related skills to a post compulsory education group.  In addition, for younger age groups, consideration would need to be given as to how to integrate younger students into a predominantly adult education environment.

That said, there are successful pathways such as the part-time traineeship model where students spend three days at school, one day at TAFE and one day with an employer, such as the Toyota/TAFE (T3) part-time school traineeship initiative, which should be further explored and expanded.  Under a partnership arrangement between Toyota Motor Corporation Australia, TAFE NSW and the NSW Department of Education and Training, part-time traineeships in the automotive industry have been offered to NSW high school students as part of their Higher School Certificate.  The T3 program began in 2001 with 51 Year 11 students commencing Certificate II level traineeships in either Vehicle Servicing or Business (Office Administration).  All of the trainees were from regional and rural areas of New South Wales.  The first group of T3 trainees had outstanding success and the successful trainees were offered full-time employment by Toyota dealerships.  In 2003 T3 has expanded to include Holden, Ford and Mitsubishi. T3 traineeships are now being offered in most states in Australia.

We note that the West Australian Government has very recently announced that it is planning to offer more flexibility in years 11 and 12 through schools working more closely with TAFE.  Under the proposed new system in WA a student might spend two days at school, two days at TAFE and one working
.  However, one of the constraints which TAFE Institutes have encountered in NSW with the part-time traineeship model is the often inflexible timetabling in high schools.  Limited opportunities for work placements, especially in regional areas, are a further constraint.

Another option is for a shift in resources from schools or additional funding for specific programs which enable TAFE to deliver vocational programs eg pre-employment/pre-apprenticeship models.

Pre-employability programs

There is a continuing strong need for pre-apprenticeship programs in all trade related industries.  The demand for pre-apprenticeship programs particularly in regional areas is currently not being met, largely because of funding issues. Joint industry/government strategies need to be developed which enable more school leavers (both post year 10 and post year 12) to undertake full-time TAFE programs to prepare them for an apprenticeship.  

There would appear to be a need for two types of full-time pre-employment programs:

(i) Generic taster programs of say 10 – 12 weeks covering a range of trade skill areas, particularly for year 10 school leavers.

(ii) Specific pre-apprenticeship programs in areas such as construction and automotive of one years duration and covering the first two years of an apprenticeship.

Additional specific government funding is one option for resourcing, but methods to expand other successful models such as the joint Skills Centre established at Lithgow between TAFE NSW – Western Institute and Lithgow Group Training should be investigated. This model involves companies hosting and paying for students to undertake four days per week at TAFE and one day in the company, for one year. 

Better pathways from TAFE to University

Shortages in some occupations such as many areas of nursing and aged care underline the desirability of providing better TAFE/university pathways.

In TDA’s submissions last year to the Higher Education Review we pointed to the lack of systemic pathways.  We noted that most arrangements that exist tend to be one-off, negotiated bilaterally between institutions or, more often, between individual departments or faculties within institutions.  The result is that the arrangements are inconsistent, patchy and lack certainty for the student.  Even where articulation and credit transfer arrangements do exist they do not of themselves provide an assured pathway because they do not guarantee that a place will be available. 

We pointed out that universities are increasingly reluctant to give credit for competency based VET qualifications, with Training Packages as their basis for assessment.  The barriers that the Training Package system has introduced for students seeking a clear pathway are a major shortcoming that government authorities have failed to address in any satisfactory way.  

We suggested that a number of actions need to be taken to try to improve the situation for students seeking to move from TAFE to university.  We supported suggestions made in the Review Issues Paper, Varieties of Learning, for incentives being provided for the development of joint courses, for greater use of graded assessment and for exploring ways in which VET students’ achievements can be better recognised in tertiary entrance scores.

We also strongly supported action being taken to promote pathways by two means:

· We suggested that the Commonwealth should work with State and Territory Governments to map the opportunities for articulation and credit transfer that exist and provide this information to students and the community in a readily accessible and regularly updated form

· Funding arrangements or special financial incentives/penalties should be introduced to encourage universities to develop more comprehensive, consistently applied and stable articulation arrangements with TAFE.

TAFE Degrees

The offering of degrees of an applied nature through the TAFE system would support the development of higher level vocational skills.  In submissions to the Higher Education Review, TDA has pointed to a number of compelling reasons why TAFE Institutes should have scope to include applied degrees as part of their program profile.  In summary

· there is industry demand for a high quality applied degree qualification

· it would ensure that full benefit is gained from TAFE’s strengths in technical and other vocational areas and their industry links 

· it would foster the development of higher skill levels and enhance Australian industry’s ability to compete in global markets

· it would meet student demand for an integrated pathway from certificate to degree level with multiple exit points

· it would assist making higher education accessible to disadvantaged groups

· it would be cost effective

Several Australian TAFE Institutes already offer a limited number of degree programs and the Victorian Government has announced that it will allow TAFE Institutes to offer degrees in niche areas such as viticulture, aquaculture, information technology and biotechnology.  

TDA believes that there would be great value in the Commonwealth Government supporting the principle of TAFE Institutes offering degrees with an applied learning bias, working with the States and Territories to remove any impediments to introducing degree programs in TAFE, and supporting an allocation of funds for such programs.

The impact of diverting funds from other programs to traineeships

The diversion of funds from existing programs to traineeships has had adverse effects.  For example, the policy in NSW of transferring funds previously allocated to the Contracted Training Program (CTP) to traineeships has created particular problems in regional areas because there are insufficient entry level employment opportunities available.  Similar problems have been experienced in Queensland.

New Apprenticeships Programme

TDA recognises that the New Apprenticeships Programme aims to develop a more skilled Australian workforce that brings long term benefits to the nation   We believe, however, that the program has been overly focused on shorter term ‘traineeship’ type programs and those already in work, and that more needs to be done both to encourage the provision of apprenticeships for those not yet in the workforce and to lift the skill base by encouraging more advanced skills training.  We also believe that the program has led to significant cost shifting, with the cost of training being shifted from employers to government.

Our observation is that where a traineeship exists as well as an apprenticeship in a particular trade, the trend is for employers to employ a trainee in preference to an apprentice with a resultant decline in the amount of advanced trade training occurring. While there may be several reasons for this, one explanation is that some employers are using traineeships as a wage subsidy program rather than for skills development and quality training.

We have expressed concerns on a number of occasions that the New Apprenticeship program is not serving as well as it might a particularly vulnerable group – namely those early school leavers in the 15 -19 age cohort
.  We acknowledge that opportunities generally for young people increased quite strongly over the period to 2000 and that the proportion of all 15 to 19 year olds participating in traineeships and apprenticeships rose from 5.7% in 1995 to 7.5% in 2000.
.  However, since then the growth seems to have tapered off and is certainly considerably less than the growth in the program overall. We suggest that opportunities for this age group need to be more actively encouraged, and promoted, given the social and economic importance of providing good training opportunities for this group and especially for early school leavers who are particularly likely to be ‘at risk’.

The experience of many TAFE Institutes is that it is often difficult to attract young people into apprenticeships particularly in the skilled trades.  There are a number of reasons for this including misperceptions about manufacturing industry and longer term employment opportunities but one important factor is the poor wages received over a three to four year apprenticeship.

Recent research has underlined that there is a particular problem in attracting young people especially teenagers into apprenticeships in parts of Australia’s capital cities such as the western suburbs of Melbourne.  As NCVER has pointed out, the research suggests that new measures directed at the lower socio-economic areas within capital cities will be required if this situation is to be rectified.
  In our submission to DEST last year on the review of the New Apprenticeship Program, we noted with some concern that the issue was not one that had been identified in their overview paper and we urged that consideration be given to the best ways of addressing this problem, including the provision of appropriately tailored additional incentives.

The other area that we consider is deserving of greater priority in the New Apprenticeship Programme is apprenticeships involving higher level skills training.  In its report in 2001 on apprenticeships, the NCVER proposed that “the top priority for the future expansion of the system should be in occupations that have higher or intermediate-level skill requirements, where new apprenticeship arrangements will have the greatest benefits in terms of overall skill formation.”
   We support this view.  We also strongly support the point that apprenticeships are not appropriate where little training is required to enter an occupation.  Rather, they should be focused on situations where intensive and prolonged skilling for entry to an occupation is needed.

NCVER went on to suggest in its report that the development of new apprenticeships arrangements in the associate professional occupations should be given the highest priority, noting that currently new apprenticeships in these occupations account for less than 3% of all new apprenticeships, although these occupations comprise over 10% of all jobs.  A greater focus on apprenticeships for certificate IV and diploma level training would play an important role in helping to meet emerging skill needs and providing Australia with a more highly skilled and technically qualified workforce.

We also support NCVER’s conclusions about the need for a continuing strong emphasis on apprenticeship training for the skilled trades and the importance of identifying areas where there are skill shortages and/or where technical skill requirements in trades are likely to grow strongly in the future. It is of real concern that the number of apprentices in the trades and related group has fallen since December 2000 despite very strong growth in the number of New Apprenticeships generally.

We believe that there is merit in offering additional, targeted, incentives where there are agreed skill shortages.

Evidence in regional areas is that significantly more small businesses would take on trainees or apprentices through Group Training Companies if there were more ‘quality’ young people seeking to enter a career in the more traditional trade areas. Better promotion and higher profiling of careers in these industry sectors to school students could greatly assist.

A more flexible approach to learning and qualifications

We believe that the VET system needs to be much more responsive to learners needs and that learners will want more choice in the options open to them in the future.  As noted in ANTA’s recent discussion paper on the new national VET strategy 2004-2010, many are likely to want ‘chunks’ of learning to meet their needs as they see them at the moment rather than necessarily looking for a full qualification.  Already there are large numbers of students undertaking modules rather than full qualifications.  A more flexible and responsive system will encourage people to refresh and renew their skills so facilitating labour market mobility and the meeting of skill needs.

Generic skills

Industry is now putting considerable emphasis on generic or employability skills
 and especially the skills to learn how to learn new things, as the basis for a highly skilled workforce.  TDA has long advocated the desirability of including generic skills such as communication skills, problem solving and teamwork in training packages.  We believe that there needs to be an appropriate balance between cognitive, technical and behavioural skills in vocational education and training.

Addressing deficiencies in Training Packages

The current reliance on Training Packages which are focused on present needs, which typically take considerable time to develop, and which take too long to review and amend,  is proving an impediment to being responsive to emerging needs in industries subject to rapid technological change.  There is a pressing need to address these issues.  Highly innovative industries cannot have their needs met adequately by the present Training Package based system.

As noted above, TDA has long emphasised the importance of giving recognition to generic skills and underpinning knowledge in Training Packages.  This underlines the considerable added value that providers can bring to the design of a training system that best meets Australia’s needs.  Providers should be involved to a much greater extent than has occurred in the past in the development of Training Packages.  

Equally, there is a real need to engage with industry, especially small business, better in identifying future training needs and how best to respond to them.  Firms and industries need to be encouraged to look beyond their skill needs narrowly defined in terms of the skills required for specific occupations and to identify as well those skills and attributes that are common to broader industry groups of clusters.  Greater attention to these would facilitate the development of a mobile and responsive workforce.

Education and training issues regarding emerging technologies

Emerging technologies and emerging industries pose a special challenge.  There are a number of reasons for this.  

· The employment market in these industries is very volatile with substantial and rapid fluctuations in the numbers of people required.

· The current national VET system with its training package approach is not able to respond adequately in identifying and meeting the training needs of the companies concerned.  The great majority of training packages and vocational education and training delivered in Australia are designed to meet the needs of mature industries and existing technologies and industrial practices.  

· Emerging technologies such as bioinformatics, biotechnology, biometrics, nanotechnology, photonics can change industrial practice very quickly.  As they become embedded into an industry, the skill requirements change.  Different training content and often different ways of delivering that content will be required.  

· Development of new VET courses in these emerging technologies can be hampered by inappropriate and lengthy approval and accreditation processes.  By the time it takes to identify and generate units of competency for these areas, and then develop training packages, the applications of those technologies have moved on considerably and the training package and, sometimes, the unit of competencies are redundant before they have been implemented.

· It is also vital that proper consideration be given to the question of how teachers are to maintain their currency of content knowledge and teaching skills.

The system therefore needs to be a lot more flexible.  Sometimes, the requirement is for updating of knowledge rather than acquiring new competencies.  In other cases, innovation will demand the development of new competencies.  The training framework needs to be able to accommodate both.  Since emerging technologies are often “enabling” technologies, they will typically affect a range of industry areas.  This means that there will be much greater demand for collaborative work between disciplines and teaching sections that have traditionally been separate.

The small business management training needs of SMEs working in emerging technologies and emerging industries are quite different, in some ways, from those of SMEs working in traditional industries.  This is not yet reflected in training package content.

Funding for training for emerging industries is an important issue.  In the main, VET funding is used to provide training to meet the needs of established industry sectors and is generally not available to support emerging, high growth industries.  This poses a serious barrier to the development and delivery of training in these areas, especially because the training courses usually have high development costs and low and unpredictable student numbers.  There is inadequate provision of traineeships in emerging technology and emerging industry areas.

Emerging industries tend to be characterised by new SMEs which are less well placed to fund training programs than are established firms in established industries. The difficulty of finding the funds required for providing new courses in emerging industries is compounded by the high costs involved in developing and accessing training resources in new areas.  Unless action is taken to address these challenges, there is a danger that the VET system will become increasingly incapable of meeting the needs of young companies involved in the development and implementation of emerging technologies.  

It is an area where governments need to be more proactive in terms of identifying emerging needs and providing funding, perhaps on a matched funds basis, for a strategy to help meet those needs.  The strategy might include 

· Funding to assist the development of courses for incorporation in existing and new programs to meet the needs of emerging industries

· Developing innovative approaches to course design and delivery to help attract new students into the new programs 

· Funding support to enable the TAFE sector to collaborate with research institutions and industry in the development and provision of courses

· Encouraging industry to invest in training through 

· The provision of advice on industry needs for incorporation in the curriculum

· Updating training packages

· Providing industry trainee programs for TAFE staff and students.

TAFE Institutes’ capacity to respond to areas of skill shortages

The ability of individual TAFE Institutes to respond in a timely manner to emerging areas of skill needs or shortages varies among jurisdictions.  In some instances skill shortages and needs are determined or largely determined centrally by the state government and funding allocated; in these circumstances TAFE institutions have less scope to make their own judgement about services to be provided except through offering industry programs on a fee for service basis.  In other States, however, individual Institutes have considerable greater flexibility in determining priorities and to that extent can be responsive to local needs.  

However, overall funding availability necessarily imposes constraints on what can be offered.  For example, up until recently Contracted Training Program (CTP) funding has been readily available to address skills gaps in NSW. However the shift of resources to support entry level traineeships at the expense of those wishing to enter the workforce, or enter a new career, means that TAFE and other VET providers have restricted capabilities to address emerging industry needs.

Funding models are required which ensure that TAFE Institutes have the capacity and flexibility to respond to local needs and identified industry demand, and which also enable them to promote and market programs that are designed to meet that demand. 

Improving career information, including addressing misperceptions about opportunities in the skilled trades

TDA is aware that some good work has been done by the Department of Education, Science and Training together with industry groups, as part of the National Industry Skills Initiative, to develop strategies to promote and market career opportunities within the industries concerned.  It may be too early to assess the effectiveness of the outcomes of this work.  

We would emphasise, however, the continuing importance of correcting false or outdated impressions and stereotypes held about some industries –eg that manufacturing industries are “low tech” when the reality is very different – and the many opportunities there are for pursuing well-paid, meaningful careers with VET qualifications.  The evidence to date suggests that this is not an easy task and that out-moded images and ideas about many manufacturing industries are deeply embedded.  Sustained and substantial effort will need to be put into producing information and promotional material that engages both young people and their parents, is future oriented, uses good role models, and is appropriately tailored to suit local/regional circumstances.

We believe that one of the greatest barriers to attracting young people into vocational training is the emphasis given in schools to universities as the preferred career pathway, the consequent lack of information about other options and the overwhelming impression conveyed that other options are for low achievers.  Developing better linkages between schools and industry and, for example, utilising industry visits is therefore part of the solution.

Careers advice

Students are heavily influenced by the careers advice given to them in schools which often appears to be mainly oriented to Higher Education.  This is in our view an important area for the Committee to explore.

TAFE Institutes consider that they can play a very useful role in providing careers advice.  However, in many instances it is difficult for TAFE teachers to get direct access to students and parents through the schools.

Career advice is provided by Institutes to students and potential students through professionally qualified vocational counsellors, student support staff, promotions officers and business development staff as well as teaching staff.  Where the client base includes significant numbers of migrants, counsellors need to be familiar with the educational and industrial systems of a wide range of countries if they are to guide students in the selection of a course of training which will build on their existing skills and orientate them to successfully operate in a new industrial context in Australia. 

As a general comment, much more could be done in providing career guidance with better resources.  We believe strongly that a more responsive VET system needs to invest more in providing support and guidance to help people manage their career and learning requirements.  

Impact of operating guidelines

Current operating guidelines for a number of state and national training programs may have the potential to divert scarce resources of Institutes away from delivery and teaching, and hence skills formation, towards administration, documentation and reporting. One example is the current resource intensive requirement for individual training plans to be developed for apprentices by Institutes. Another example is the detailed and extensive assessment records required to be kept for clients of such Commonwealth programs as the LLNP (Language and Literacy Programs) to meet Commonwealth verification requirements.

Funding policies

The capacity of the VET sector to address the challenge of meeting Australia’s current and future skill needs has been severely limited by funding constraints in recent years at both the Commonwealth and State levels.  Funding per student and per contact hour has declined.  The failure of funding to keep pace with the growth in demand for training has meant that skill shortages have been an almost inevitable result.  Differences between states in funding arrangements have meant that the problem has been particularly acute in some states. 

There has been little growth in training provision in some areas of skills shortage and indeed in some areas there has been a decline.

One example from one of our Member Institutes illustrates the current situation vividly. While Tourism Training Australia has reported that some 3,000 new commercial chefs/cooks will be needed every year for the next five years to meet the current annual growth rate, the Swinburne TAFE Division has been unable to provide nearly enough places in its Hospitality training programs to meet student demand, despite achieving 145% of its target for apprenticeship places during 2002.  Provision of training in both engineering and in general construction has declined over the period 2000 to 2002.

The provision of adequate funding from both the Commonwealth and State Governments remains the most fundamental key to overcoming extant and future skills shortages across the range of industries in Australia.  It is vital that governments commit to increasing national investment in VET and that additional public funding be provided over a sustained period of time to support the national VET system and TAFE in particular. 

Additional funding is needed to meet unmet demand, keep pace with the growing demand for places, equip TAFE Institutes with essential technologically advanced facilities, invest in TAFE teacher professional development and foster TAFE’s clear potential for applied research and innovation particularly in technologically emerging areas.  Additional funding is also required to help implement strategies to meet government objectives for groups such as youth at risk, people with disabilities and Indigenous people and to strengthen delivery in regional areas.

Visa policies

One avenue for meeting skill shortages is through immigration of suitably skilled people.  Students from other countries who study in Australian education and training institutions for their qualifications are an important source of skilled immigrants.

Currently, however, DIMIA visa regulations preclude students from countries classed as “higher risk” from undertaking Certificate IV VET courses in Australia.  Students from these countries must at a minimum undertake a Diploma level course to gain a visa.  This regulation is inappropriate and should be changed.  It appears to have been introduced because of a DIMIA perception that Certificate level qualifications are of questionable value and would not be sought by genuine students.  This is not the case. In the trades, a person who holds a Certificate IV is a fully qualified tradesperson. 

(c)
The effectiveness of industry strategies to meet current and emerging skill needs

The existence of current shortages strongly suggests that current industry strategies are not sufficient in meeting Australia’s skill needs.  

It is of concern that business investment in training in terms of expenditure and hours of training per employee fell over a period during the 1990s.
  While recent ABS figures show some increase in expenditure by employers on training including an increase in the net expenditure per employee since 1996
, and this has been hailed by ANTA as evidence that the VET system is on the “right track”
, the increase in expenditure per employee on structured training was in fact very low indeed (6%) given that it was for a five year period and is in terms of current dollars.  Considered as a proportion of gross wages and salaries, expenditure by enterprises on structured training per employee actually declined from 1.7% in 1996 to 1.5% in 2001-02. 

Businesses tend to under-invest in training because they do not expect to capture all the benefits, with many workers who have received training moving to other employers.  The incentive for businesses to invest in training is likely to continue to diminish with increasing mobility of workers, greater casualisation of the workforce, the break-up of enterprises into smaller units and greater outsourcing of services.  Small businesses typically look for workers who already have the skills required and have limited capacity to take on apprentices.  But it is noteworthy that ANTA’s recent consultations with industry leaders, in the context of the development of the new national VET strategy, suggest that industry generally increasingly sees individuals as being responsible for their own training.  This is a worrying development.

Where training provided or funded by business does occur it is more likely to be in areas specifically related to the current job and with an immediate impact on the bottom line. 

Consideration needs to be given to the development of strategies that will encourage business to put more effort into training in the future.  There is certainly scope for government doing more to educate industry on the long term benefits of investing in training and working with industry to build an industry culture which supports the continued development of skills.  Unless employers are convinced of the commercial benefits of training they are unlikely to make the necessary commitment to training in the future.

There is also a very important role for government in working with industry and providers in a strategic way to identify emerging skill needs and ways in which these might be met.  Governments at both State and Commonwealth levels have a range of policies that are designed to assist and support the development of particular industries but the linkages between these policies and policies aimed at providing for future training needs are not at all clear.  There should be more emphasis on a whole of government approach.

As TDA has already suggested in a recent submission to ANTA, one option might be to make industry support, where it is provided, conditional on undertakings to meet specified training targets.  This would be consistent with an approach which is designed to improve the long term competitiveness of the industry.  There are already examples of industry assistance packages which contain particular requirements eg in relation to R&D. 

(d) 
The performance and capacity of Job Network to match skills availability with labour-market needs on a regional basis and the need for improvements

Anecdotal evidence suggests that the Job Network is not seen as a credible job referral organisation by many employers.  Employers regularly contact TAFE for referrals of students as potential workers because they see TAFE staff as having the industry knowledge to make reliable assessments on the competencies of potential employees. Employers are also reported to be avoiding the Job Network because of the fees they are charged.  TAFE referrals of students to employers are seen by employers as not only reliable, but are free as well.

Job Network providers need to work more closely with RTOs and the economic development arms of local government. Requirements to actively pursue these links should be included in performance contracts for Job Network providers.  Consideration also needs to be given to removing conflict of interest issues by reviewing the role of Job Network providers in delivering pre-employment training.

(e)
Strategies to anticipate the vocational education and training needs flowing from industry restructuring and redundancies

Strategies to anticipate vocational education and training needs flowing from restructuring might include:

· Improved collection and provision of access to data on emerging skill shortages and job vacancies

· Improved consultation arrangements especially on a local basis involving both enterprises and providers on labour market trends and needs

· Appropriately designed re-skilling and gap training programs including in particular adequate provision to enable clients to ‘mix and match’ modules or units of competencies to suit their re-skilling or gap training needs.

· Review of RPL policies and practices to ensure that current work competencies of the target group are adequately recognised. 

· Review of performance measures to tailor them better to assessing whether RTOs are responding to the training needs of this target group

(f)
Consultation arrangements

There would be benefit in improved consultation arrangements involving providers especially at a regional and local level.

National and state planning advice relating to skills shortages and emerging skills does not always apply to the catchment regions of Institutes. Some Institutes have taken steps to supplement national and state advice relating to training needs through further research and consultations with appropriate stakeholders. They have both formal and informal mechanisms in place for consulting with the community, industry and unions to ascertain the training needs of target groups within the community and of the industries within the region.

North Coast Institute and the NSW Department of State and Regional Development are jointly funding a research project that is being undertaken in the first half of 2003 to identify the specific needs in the manufacturing, engineering and construction industries on the North Coast.

Regional Institutes have found that independent research centres provide a good mechanism in regional areas for more effective consultation with local enterprises and other key stakeholders.

Conclusions

TDA considers that as part of a future approach, emphasis needs to be given by government to the following:

· Making better use of the TAFE system and expertise in supporting and strengthening VET for school programs

· Providing better resourcing for pre-apprenticeship programs in all trade related industries

· Taking action to promote and improve pathways from TAFE to university including by the provision of special incentives to encourage universities to develop more comprehensive, consistently applied and stable articulation arrangements with TAFE

· Supporting the offering of applied degrees by TAFE and allocating funding for them

· Improvements to the New Apprenticeship Programme including by

· giving greater priority to apprenticeships involving higher level skills training at the certificate IV and diploma level

· exploring ways in which the Programme can be made more attractive to 15 to 19 year olds

· Taking a balanced approach to skills development which gives appropriate emphasis to cognitive and behavioural skills as well as technical skills and ensuring that these are reflected in Training Packages 

· Addressing other deficiencies in Training Packages to ensure that they are more responsive to changing needs

· Strengthening TAFE’s ability to provide training in newly emerging technologies and industries

· Ensuring that TAFE Institutes have the capacity and flexibility through funding arrangements to respond adequately to local and regional skill needs 

· Improving career information, including addressing misperceptions about opportunities in the skilled trades

· Streamlining and reducing unnecessary administrative and reporting requirements

· Providing additional funding to support the TAFE system, including funding to meet unmet demand, keep pace with the growing demand for places, equip TAFE Institutes with essential technologically advanced facilities, invest in TAFE teacher professional development, foster TAFE’s clear potential for applied research and innovation particularly in technologically emerging areas, and implement strategies to meet the special needs of equity groups.  

· Developing strategies to encourage greater commitment by business to training

· Taking a whole of government approach and working with industry and providers in a strategic way to identify emerging skill needs and ways in which these might be met

· Improving consultation arrangements involving providers especially at a regional and local level
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� This would need to be verified with the second release of the 2001 ABS Census data in 2003


� Apprenticeship approvals in the Liverpool region (based on statistics supplied by the DET Industry Training Services Directorate) show that the numbers of apprenticeships approvals in the Liverpool region have fallen from 1088 in 1999 to 1012 in 2001 (Source: Institute’s in-house research report:- SWSI Apprenticeship Approvals and SWSI New Trade Enrolments 1999 – 2001)
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� See for example TDA’s Submission to the Senate Inquiry into the Quality of Vocational Education and Training in Australia, 2000
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� See for example Employability Skills for the Future, a report prepared by the Australian Chamber of Commerce and Industry and the Business Council of Australia for the Department of Education, Science and Training, 2002


� See for example NSW Board of Vocational Education and Training, Beyond Flexibility: Skills and Work in the Future, 2001 and Hall, Richard, Buchanan, John and Considine, Gillian You Value What You Pay For: Enhancing Employers’ Contributions to Skill Formation and Use, Dusseldorp, Skills Forum, June 2002


� Australian Bureau of Statistics Employer Training Expenditure and Practices, 2001-02, 6362.0, 2 April 2003


� ANTA media release, April 2, 2003


� The case for a more integrated approach is well set out, for example, in Skills for the Future, a Discussion Paper prepared for a South Australian Ministerial Inquiry, January 2001





