RESPONSE TO SENATE EMPLOYMENT, EDUCATION AND TRAINING REFERENCES COMMITTEE INQUIRY INTO THE QUALITY OF VET IN AUSTRALIA

office of vocational education and training

Department of education

TASMANIA

november 1999

TABLE OF CONTENTS

1RESPONSE TO SENATE EMPLOYMENT, EDUCATION AND TRAINING REFERENCES COMMITTEE INQUIRY INTO THE QUALITY OF VET IN AUSTRALIA

(A)
An evaluation of the place of the new apprenticeships scheme within the national priorities set for Australia’s vocational education system and the appropriateness of those priorities, with particular reference to:
3
(B) An evaluation of claims that the key objectives of the original New Apprenticeships Scheme, as agreed by the States and Territories, are not being met.
11
(C) An assessment of the quality of provision of Technical and Further Education (TAFE) and private providers in the delivery of nationally recognised and non-recognised vocational education and training (VET) services and programs.
15
(D) An examination of the impact on the quality and accessibility of VET resulting from the policy of growth through efficiencies and User Choice in VET
23
(E) An evaluation of the provision of Commonwealth and State employers’ subsidies
26
(F) An evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools
29
(G) An assessment of the consistency, validity and accessibility of statistical information on the performance of national VET systems, especially relating to apprenticeships and traineeships.
39


RESPONSE TO SENATE EMPLOYMENT, EDUCATION AND TRAINING REFERENCES COMMITTEE – INQUIRY INTO THE QUALITY OF VET IN AUSTRALIA

This response addresses those terms of reference which relate to the effectiveness of the vocational education and training sector in developing the educational skills of the Australian people and the skills formation and productivity of the Australian workforce.  Individual points of the terms of reference are addressed beneath the relevant headings.

TERMS OF REFERENCE A

(A) An evaluation of the place of the new apprenticeships scheme within the national priorities set for Australia’s vocational education system and the appropriateness of those priorities, with particular reference to:

(i) Resource allocations across the sector, between the States and Territories, and within program priorities;

(ii) Demographic distribution and equity of structured training opportunities;

(iii) Opportunities for youth and for older people; and

(iv)
The relative obligations of industry and government.

Discussion

A (i)
Resource allocations across the sector, between the States and Territories, and within program priorities

The 1998 ANTA Agreement between the Commonwealth, State and Territory Ministers responsible for vocational education and training applies in respect of the years 1998 to 2000 inclusive. The framework for the new arrangements provides for the National Strategy for VET “A Bridge to the Future” to set the mission and long term objectives for the national system.  A Tasmanian VET Plan responding to agreed annual national priorities and key result areas based on the National Strategy must be submitted to the Australian National Training Authority annually.

The Agreement documents the Commonwealth’s commitment to maintain current levels of funding in real terms for the duration of the Agreement and states that Commonwealth funds will be released on the advice the ANTA Ministerial Council (MINCO) following MINCO consideration of and agreement to State/Territory Annual VET Plans.

Annual national priorities for 2000 include:

· consolidation of national training arrangements;

· achieving diversity and flexibility to meet the needs of all;

· value for money; and

· changing attitudes to training.

These annual national priorities give rise to the following national key result areas against which States/Territories have agreed to develop strategies as a condition of annual Commonwealth funding of Vocational Education and Training:

· Training Packages implemented;

· New Apprenticeship arrangements expanded;

· recognition and mobility across all sectors of education and training improved;

· opportunities increased and outcomes improved for those under represented in VET;

· choice and flexibility in training delivery applied;

· VET in schools outcomes improved;

· Quality of outcomes enhanced;

· Plans for Growth Derived through Efficiencies implemented;

· efficient use of infrastructure funds;

· Key Performance Measures implemented;

· marketing strategy progressed;

· comprehensive information on training options accessible; and

· industry investment and participation in training increased.

The 2000 Tasmanian VET Plan documents the State’s response to these priorities.  While the distribution of training will be in accordance with State strategic objectives and priorities, planning for purchase of training takes into account the State’s commitment to national agreements relating to matters such as the implementation of Training Packages and New Apprenticeships. 

All State/Territory Ministers for vocational education and training have agreed at the ANTA Ministerial Council that they will accord high priority to the funding of apprenticeships and traineeships.  

State government priorities relevant to New Apprenticeships included in the 1998 Labor Party policy statement “The Way Forward” include:

· commitment to the high priority of training for young people; and

· recognition of the need for modern flexible training which supports economic development and provides the opportunity for all Tasmanian to maximise their full development and contribute to the growth and well-being of the State.

Investment in traineeships through training funds and financial incentives needs to be considered against the backdrop of the needs of industry in Tasmania.

Traineeships remain primarily driven by the marketplace and individual decisions of individual employers to employ a trainee. While this market-responsive approach has many benefits, given the limitations of centralised labour market planning systems, it also means that government investment in traineeships automatically flows from employer decisions which are often short term. Thus longer-term investment needs are often over-looked.

More recently, the Tasmanian Government has sought a closer alignment between government investment in traineeships and the industry development needs of the State. The 1999/2000 Tasmanian Budget outlined key strategies forming part of a comprehensive social and economic plan for Tasmania, including the Industry Development Plan which directly addresses the core economic problems that have prevented the State from achieving its growth potential. A cornerstone of this Plan was the state-wide industry audit identifying local business capability and opportunities across eight industry sectors.  These form the basis for a whole of government approach to economic and social development with clear priorities for agencies to pursue.

The priorities emerging from these processes identified:

· the potential of the IT industry (including multi-media, electronic commerce, hardware and software);

· the provision of growth opportunities worth about $600 million over the next five years in the agriculture, aquaculture, fishing, food and beverage industries;

· the potential for expansion of the state’s manufacturing and engineering base;

· continued expansion of  marine manufacturing;

· the critical  nature of the growth of tourism and its value to the economy, with the potential for tourism to rank second behind manufacturing as Tasmania’s top income earning industry; and

· the fact that business and financial services represents a significant part of the “new economy”.

The Year 2000 Tasmanian VET Plan documents planned VET activity for that year and represents a conscious effort to align planned activity with the Industry Development Plan. More specifically, priority will be given to the funding of traineeships in those areas in which growth opportunities have been identified.  This aims to achieve better alignment of traineeship purchasing through User Choice mechanisms with explicit State strategic directions.   

It should be noted that Tasmania does not have the budgetary capacity to fund traineeships on demand, and has needed to impose limits on the numbers of funded traineeships.  The State does not generally fund existing employees who move to contract of training arrangements.  Funding limitations mean that new entrants to the workforce are given priority for funding of training under the New Apprenticeships Scheme.

Projected demand increases for new entrants only (excluding existing workers) will soon mean that the available sources of funds will be insufficient to meet demand for funded places.

There has been a rapid increase in demand for government funded traineeship places.  This increase is due in part to a greater number of training pathways through the development and implementation of training packages, greater awareness of employers of the advantages of structured work based training and the implementation of the Commonwealth Government’s New Apprentice employment incentive program.

Funding of this increased demand was initially achieved through the provision of growth funds through ANTA and the transfer to the State of funds previously provided by the Commonwealth for traineeships.  These funds were transferred together with responsibility for administration of traineeship funding from the Commonwealth to the States and Territories.  This funding has been supplemented by the provision of non-recurrent funds derived from a range of sources.

There are three remarkable trends evident in Tasmania’s traineeship system: the enormous growth recently in traineeship commencements; the rapid rise in the number of existing workers becoming trainees and, related to this, the ageing trainee profile.

Over the ten-year period to 1998, total traineeship commencements in Tasmania have increased from 202 to 5478, an increase of 2,612%.

Table 1 shows growth in the total number of trainees by industry group for the three calendar years from 1995-1998 and the growth in numbers undertaking government-funded traineeships in the same period. Non-government funded trainees are funded by industry.

Table 1: Total Traineeship Commencements Tasmania, 1995-98 by Output Group (Calendar Year)


All Trainees
Government Funded Trainees

Output Groups
1995
1998
% change
1995
1998
% 

change

Agriculture
87
195
124 
87
160
84

Arts, Craft and Design

5


3


Automotive
72
19
-74
72
19
-74

Building and Construction
12
88
633
12
50
317

Business and Clerical
218
2169
948
218
734
237

Community and Health Services
37
472
1176
37
99
168

Electrical and Electronics
2
17
750
2
17
750

Engineering
31
72
132
31
68
119

Environment Management

106


91


Food Processing and Technology
51
26
-49
51
20
-61

Horticulture
51
53
4
51
53
4

Hospitality
114
215
89
114
215
89

Information Technology
22
656
2882
22
443
1914

Light Manufacturing (Furniture)
9
293
3156
9
142
1478

Retail Services
225
1091
385
225
418
86

Travel and Tourism

1
 

1
 

Grand Total
931
5478
488
931
2533
172

Projected demand increases for new entrants only (excluding existing workers), as the following table illustrates, will soon mean that the available sources of funds will be insufficient to meet demand for funded places.

Table 2: New Apprenticeship Demand Projections (New Entrants Only)

Commencements (Financial Year)
Apprentices
Trainees
Total

1996-97
actual
976
1,890
2,866

1997-98
actual
947
2,746
3,693

1998-99
actual
1,224
3,403
4,627

1999-2000
projected
940
4,588
5,528

2000-2001
projected
920
5,302
6,222

Whereas Tasmania has given high priority to funding of New Apprenticeships, traineeship demand has been stimulated by Commonwealth policy directions, and further stimulated by national marketing of New Apprenticeships.  Demand cannot be met within existing resources.  Therefore, there is seen to be a need for further growth funding from the Commonwealth for vocational education and training, to meet the demand for employment based training for trainees and apprentices under New Apprenticeships.

A (ii)
Demographic distribution and equity of structured training opportunities

The following tables show the regional and age distribution of New Apprentice trainees in Tasmania.  It is evident that:

· over time the proportion of young people (under 25 years) has declined as a proportion of total trainees;

· there has been a significant migration to traineeships by older people which has shown people of increasing age participating in traineeship arrangements each year;

· the age distribution for new and existing trainees shows that trainees who were existing workers at the time of commencement of their traineeship are generally older; and

· young people (under 25 years) as a proportion of population have a significant greater representation than older people, despite the significant commencements of traineeships by existing employees. 

Table 3: Trainee Age Distribution at Commencement (%), 1989 to 1999



Table 4: Trainees and Population Age Distribution, 1998



Table 5: Traineeship Age Distribution of New and Existing Employees, 1998



The age distribution of trainees is discussed further at Section (B) of this report.

A (iv)
The respective obligations of industry and government

The increased numbers of existing employees undertaking training through contract of training arrangements for trainees and apprentices is a significant factor in the overall growth in apprentice and trainee numbers and demand is projected to continue as the following estimates indicate.  Commonwealth incentives to employers have been a factor in growth.   

Given the constraints on the State budget, and the national commitment to increased industry investment and participation in training, it is considered appropriate that industry continues to fund the training of existing employees who undertake training under contract of training arrangements for New Apprentices, while the Government gives high priority to funding of training for new entrants to the workforce.  This position is also consistent with Tasmanian Labor Party commitment to the high priority of training for young people. 

Table 6: Estimated Demand Existing Employees


Certificate I
Certificate II
Certificate III
Certificate IV
Total Demand

1998 actuals
0
17
2463
47
2527

1999 revised
0
35
4877
87
5000

2000 projected
0
18
2439
43
2500

2001 projected
0
17
2193
36
2245

2002 projected
0
21
2673
41
2735

Government funding is not available for training of trainees or apprentices who are current, or existing, employees, because of budgetary constraints.  Industry therefore has the obligation to fund this group.  Commonwealth incentive schemes aimed at employers would appear to have made it attractive to do so, given the numbers of training agreements which have been registered for this group in 1998 and 1999.  It is not clear if industry funded training would continue in the absence of Commonwealth incentives.

In late 1998, the Commonwealth Government changed the funding conditions to allow employers to claim subsidies for the registration of a current employee in a contract of training. Before this change in rules, there were minimal numbers of current employees being registered. When the rules were again changed in May 1999, the level of current employees commencing a contract of training declined.  This rule change confined the subsidy for current employees to contracts of more than one year in duration. While the availability of a subsidy has had a significant effect on the level of apprentice and trainee commencements, this should not overshadow the fact that employers do spend a considerable amount of money on training.

The Australian Bureau of Statistics publication Employer Training Expenditure Australia July to September 1996 (the latest available) shows that over the period covered by the survey, $172 per employee was spent by Tasmanian employers on training for their employees. This compares with a national average of $185. Regrettably the Australian Bureau of Statistics has discontinued this publication which provided a valuable source of information on employer spending on training.  However ANTA is believed to be discussing with Australian Bureau of Statistics the possibility of continuing the publication, in its past or similar format, with ANTA contributing to the cost of undertaking the survey.

Table 7: Contract Of Training Commencements: Percentage Share Between New And Existing Employees 


New Employees
Existing Employees
Total

Oct-98
96.4
3.6
100.0

Nov-98
43.3
56.7
100.0

Dec-98
15.8
84.2
100.0

Jan-99
33.8
66.2
100.0

Feb-99
32.7
67.3
100.0

Mar-99
29.8
70.2
100.0

Apr-99
32.7
67.3
100.0

May-99
43.8
56.2
100.0

Jun-99
47.3
52.7
100.0

Jul-99
61.7
38.3
100.0

Aug-99
55.4
44.6
100.0

TERMS OF REFERENCE B

(B) An evaluation of claims that the key objectives of the original New Apprenticeships Scheme, as agreed by the States and Territories, are not being met.

Discussion

B (i)
Training outcomes are of diminishing quality

In May 1999, the University of Tasmania's Centre for Research and Learning in Regional Australia (CRLRA) was commissioned by the Office of Vocational Education and Training (OVET) to conduct a survey of key stakeholders involved with User Choice contracts.
 Four surveys were conducted: a New Apprentice Survey; an RTO Survey; an Employer Survey; and a Group Training Company and New Apprenticeship Centre Survey.

The following summary analysis of customer satisfaction derives primarily from the data from responses to these surveys. Care must be exercised in interpretation of this data since the numbers of responses are quite small. Nevertheless it is possible to comment on apparent trends, and aggregation of data in some instances assists with confidence in interpretation.

Analysis of the CRLRA data suggests:

· both employers and trainees in Tasmania are reasonably satisfied with the actual training program, i.e. its content, timing, location and assessment; 

· there is some employer dissatisfaction (17.4%) with the method of training delivery;

· while trainees reported high levels of satisfaction with the ability of their trainers, some comments suggest that there were also instances of very poor practice;

· trainees are reasonably satisfied with the outcomes of the program, i.e. its relevance to careers, while employers are less satisfied of the relevance of training to their organisations; 

· while there is some dissatisfaction among employers and trainees about the amount of say they have in key aspects of the program it is also apparent that employers interviewed were not involved in the detail of their apprentice/trainee training; and

· employers perceived that registered training organisations are more flexible and responsive, that training programs are better suited to business needs, that opportunities for training have increased, and that these changes are a direct consequence of the introduction of User Choice. 

In the national report, Employer Satisfaction With Vocational Education And Training 1997
 employers were asked to rate their satisfaction with VET providers on a 10 point scale (1 = Very dissatisfied; 10 = Very satisfied). The mean response for Australia was 6.7, the highest mean was for Victoria (7.1) and the lowest was for the Northern Territory (6.4). Tasmania’s mean was 6.7, which is average and consistent with the kinds of responses employers expressed for satisfaction with New Apprenticeships in Tasmania’s own survey.

This report also revealed that 90% of Tasmanian employers surveyed, whose employees had completed training, were satisfied with the course content and delivery of VET courses. A recent draft report by OVET
 has suggested that dissatisfaction with training is not a major reason for cancelling a training agreement. However of 117 respondents to a survey who had not completed their training, 29% stated that they did not complete their apprenticeship or traineeship because of dissatisfaction with training. 

The current review of traineeships in Tasmania has revealed the following concerns about issues related to assessment:

· the inadequacy of some Training Packages in expression of standards, the detail in evidence and assessment guides and the quality or total absence of exemplar assessment instruments;

· inadequate funding available to support effective quality assessment practice in traineeships;

· inconsistency in the conduct of assessment derived from problems with packages and with assessor competence;

· issues in relation to the real equivalence of qualifications between a traditional on and off the job traineeship, institutional programs (even with limited work placement) and fully on-the-job programs;

· inadequate support for workplaces in assessment skills and poor general understanding of the new system within workplaces;

· limits on the efficacy of team approaches in assessment (professional assessors working with the technically skilled workplace supervisor) because of the differences in approach and understanding;

· general concern over the use of generically trained assessors who then made judgments about the workplace application of specific skills without an appreciation of context. Assessments need to be job-based and contextualised if they are to truly reflect workplace realities;

· general support for the notion of some form of moderation system with its focus on improving practice.  Stakeholders express the view that these should focus on the sharing and/or development of assessment resources.  The purpose would be to create a climate for best practice moderation through professional development not regulation.  Such a system could also overcome the problem of generality in standards intended to cover activities as varied as sugar refining and cheese making.  This model was described as needing to act as a development network for a suite of evidences, models, exemplars and give support for customisation of assessment tools;

· some requirements were needed for assessors to maintain professional qualification such as undertaking a given number of assessments over a predetermined period ;

· the provision of RCC/RPL desktop assessments was patchy as it was often easier, cheaper and more convenient for clients to proceed with training or arrange a thorough workplace assessment; and

· OVET audits are not sufficient in addressing problems with assessment and OVET is believed to be under-resourced to play a more effective auditing role.

B (ii)
Older people rather than younger people and new entrants to the workforce are the main beneficiaries of new apprenticeships

As shown in Table 3 (page 8) the proportion of traineeships undertaken by people in the under 25 age groups has declined. This can partly be attributed to changes in policy - until 1995 traineeships were only available for people under the age of 25.  However, in Tasmania 43% of all persons commencing a traineeship in 1998 were under 25 years of age. For new trainees, who were eligible for government funding training for their traineeship, 67% were in this age group. This shows that young people, specifically new entrants to the workforce in Tasmania are still significant beneficiaries of the traineeship system.

B (iii)
The system is more rather than less complex

Transitional difficulties over the last two years have arisen due to significant structural changes at Commonwealth and State level, and changed regulatory and funding arrangements. The roles and responsibilities of all major stakeholders in the traineeship system have changed accordingly.

The introduction of the National Training Framework – the Australian Qualifications Framework (AQF) and Training Packages – have led to substantial implementation difficulties in this transitional phase. All stakeholders are feeling the cumulative impact of these system changes and are struggling to manage the transition well.

One of the most significant changes in the traineeship system has been the establishment of New Apprenticeship Centres. The introduction of a competitive employment placement market has changed the roles of all agencies involved, has created potential conflict of interest situations and a lack of clarity of roles, particularly in relation to support for apprentices and trainees. At the same time, in Tasmania there has been a major restructuring of TAFE, the creation of the Office of Vocational Education and Training (OVET) and its subsequent incorporation in to the Department of Education.

Registered training organisations have been required to focus on meeting the ARF standards, which should have positive implications for the provision of quality training. At the same time, registered training organisations have had to contend with the introduction of training packages and the expansion of the competitive training market due to the introduction of User Choice funding.

The very rapid growth in traineeship commencements stimulated largely but not entirely by government incentives, especially Commonwealth government incentives, has been a major contributing factor to quality management weaknesses. Total trainee commencements in Tasmania have increased by 488% from 931 trainees in 1995 to 5,478 trainees in 1998. This exceedingly high level of growth has stretched OVET’s management and operational resources beyond their limits, leading to delays in providing New Apprenticeship Approval Numbers, in registering training agreements and in processing other administrative requirements of the traineeship system.  Similar problems have been experienced by all players in the new apprenticeship system, all of which may have an impact on quality of training.

B (iv)
The system is being driven by financial incentives and targets rather than the needs of industry

The Evaluation of the Tasmanian Traineeship and Apprenticeship Scheme, conducted in 1999 by the Tasmanian Department of State Development drew a number of conclusions relevant to this review:

· The Commonwealth incentive scheme provides a significant incentive to hire additional apprentices and trainees; and

· In comparison with the Commonwealth scheme, the Tasmanian incentive scheme which provides either a $500 employment subsidy or a rebate of payroll tax, depending on the size of the company, provides little or no incentive to hire additional trainees and apprentices. Consideration is being given to re-directing these funds to OVET to provide support for trainees during their training.

Section A of this response described the rapid increase in training agreements for existing employees, following changes to Commonwealth government eligibility requirements. This clearly shows how the impact of change in government policy regarding subsidies can affect the traineeship market.

From the consultations and submissions which formed part of the current review of traineeships in Tasmania, some stakeholders are of the view that the structure of incentives in the past has resulted in some cases in a ‘dash for cash’ mentality amongst a small minority of employers. This has resulted in signing up workers who were not really capable of achieving the training outcomes and inadequate attention to the employer’s training obligations to trainees. This criticism was directed largely, but not entirely, to the previous Commonwealth policy of incentives for signing up existing employees as trainees. 

Amendments to the Commonwealth incentive scheme made in May 1999 tightened the eligibility criteria for employers to access Commonwealth incentive payments for existing workers under the New Apprenticeship scheme. From September 1999 a uniform three month waiting period for receipt of employer commencement incentives was introduced. These changes are considered to be too recent to make reasoned judgement about their effectiveness in dealing with the above problems. Although there has been a steady decline in the number of existing workers undertaking traineeships since May 1999, existing trainees still account for 30% – 40% of total traineeship commencements.

In contrast, this evaluation found that there is evidence that many companies in Tasmania are using the traineeship system in a targeted way to improve the skills of workers and are making a real commitment to the provision of training.  On balance it appears that a system of incentives for existing workers is economically favourable and, if properly monitored, should improve the skills of existing workers and improve the general state of the Tasmanian economy.  For new workers, the system of incentives was seen as appropriate, although marketing should again emphasise training rather than the subsidy.  Certainly many trainees would simply not have either the employment or training opportunity if there were no subsidies available.

TERMS OF REFERENCE C

(C) An assessment of the quality of provision of Technical and Further Education (TAFE) and private providers in the delivery of nationally recognised and non-recognised vocational education and training (VET) services and programs.

Discussion

C (i)
The adequacy of current administration, assessment and audit arrangements for registered training organisations and the credentials they issue

The Australian Recognition Framework (ARF), the system which established the quality assurance measures which currently operate, is still very new (introduced in January 1998).   It is only now moving from the introduction phase to on-going implementation.  To date, most effort has been placed on activities associated with the initial registration of training organisations (even though many of them were registered under the National Framework for the Recognition of Training). Currently there are 129 registered training organisations (RTOs) which have the Tasmanian State Training Authority as their primary recognition authority. While it is too early to make any sound judgement about the ARF’s effectiveness, it must be acknowledge that considerable effort has been expended by training organisations in introducing processes and procedures in order to meet registration requirements.  In most cases these improvements would not have been made if it were not for the ARF; improvements such as the strengthening and documenting of student feedback systems, record keeping systems, customer satisfaction processes, student and staff induction processes, to name a few.

While the ARF is the quality system for the registration process, there are other aspects of the national training initiatives which are not adequately addressed through the registration and quality endorsement process; initiatives such as New Apprenticeships, User Choice, Group Training Arrangements.  Current quality assurance measures need to be expanded to cover a wider range of performance measures.

It will be appropriate to review the registration standards within the next two years.  Such a review will need to take into account the perception that the standards could be strengthened by a greater focus on outputs.  The need to measure critical outputs such as the levels of competency achieved and the value of credentials issued has to be approached with caution, taking into account the decades of educational research on this matter.  While quality assurance standards can be reviewed for their alignment with desired outputs, it may be that other evaluation processes are the appropriate instruments for checking particular outputs.  What a standards-based approach should be able to guarantee is that an organisation has appropriate, robust processes likely to produce the desired outputs.  Other methods such as strategic audits with a targeted focus may prove to be a useful tool for measuring the validity and reliability of outputs such as assessments conducted, competencies gained and qualifications issued.

Assessment is such a critical issue in an increasing open training market.  The introduction of national Training Packages has thrust the spotlight on assessment and workplace competency.  The credibility of most of the national training framework initiatives will ultimately depend on the faith that employers and the community has on certification received by students actually reflecting their true level of competence.  This will only be achieved by the use of valid, reliable assessment instruments and processes.  Trainers have always struggled to achieve these objectives and the situation is currently made far more challenging by much of this assessment having to either take place in a workplace or at least measure workplace performance.  Strategies which have been suggested to strengthen assessments include:

· moderation processes;

· strategic audits of assessment processes;

· validation of assessments (re-testing sample students);

· development of banks of assessment instruments; and

· establishment of assessment centres to manage the above.

The ARF, as is any quality assurance system, is resource intensive.  This is particularly so in Tasmania which has adopted a site visit approach to auditing as distinct from relying on a desk-top analysis alone.  A critical decision is whether functions such as auditing should be carried out by staff of the relevant State Training Authority (STA) or out-sourced to approved experts.  Tasmania uses both models.  OVET staff have undertaken training and participate in professional development activities. While the use of external auditors shifts the cost to the training organisation and adds a degree of credibility to the system in the eyes of those who are familiar with quality systems such as ISO, there is a lack of certified auditors with VET expertise in Tasmania.  This is very difficult to address at the State level.  Perhaps nationally the ARF should provide training and certification programs for third party auditors to be adequately skilled in auditing training organisations?

Tasmania has a preponderance of very small training organisations, often with fewer than 10 staff.  The introduction of controlled systems to manage processes is often seen by them as inappropriate.  Considerable effort has been, and continues to be needed, to interpret quality assurance requirements for them.

Very little negative comment on aspects of the ARF has been received through formal feed-back, gathered periodically through the customer feedback process associated with audit. Most training organisations have regarded meeting the registration standards as being helpful to their business (though onerous) and the audit process is seen as value adding.

C (ii)
Processes for the recognition of registered training organisations, the effectiveness of compliance audits and validations of registered training organisations, operations and sanctions for breaching the conditions of registration

Current arrangements for the recognition of RTOs consist of the following processes:

· the dissemination by OVET staff of information regarding registration standards and processes;

· training organisation carrying out a self assessment against the registration standards ( an outside consultant is often used in this process);

· training organisation submiting an application for registration;

· OVET staff carrying out an audit of the organisation against the registration standards;

· any non-compliances or opportunities for improvement being identified and a strategy agreed upon for their clearance;

· once compliant the organisation is granted registration by the recognition committee of the STA (registration is for a defined period up to five years) with a defined scope;

· OVET staff carry out on-going monitoring of all RTOs (within resources available);

· RTO is subject to at least one compliance audit with the period of registration;

· recognition committee can initiate an audit on complaint; and

· OVET or STA can initiate a strategic audit at any time.

Administration

A register is kept of RTOs at the State level outlining their history as well as current status.  A national register is maintained of all RTOs.  Hard copy files are maintained by OVET.

Audit

All OVET quality assurance consultants have received accredited auditor training.  These consultants carry out the audits of training organisations seeking registration.  In many cases they are accompanied by an industry specialist.

Quality endorsement audits are carried out by certified external auditors who are often accompanied by an OVET consultant.

The audit process consists of a desk-top analysis of an application and a site visit during which students and staff are interviewed as well as documents and records examined.  Audits are conducted at the time of initial registration, at least once during the five year period of registration, upon complaint (if necessary), for quality endorsement and for re-registration.  

Audits, by their very nature, look at a snapshot of the organisation, and at a limited range of functions.  However, through this process evidence is gathered which should be able to be extrapolated to all relevant aspects of the organisation.  The Tasmanian experience has been that training organisations take audits very seriously, invest a lot of resources in preparing for them and carry out any identified follow-up action.

Compliance

It has been recognised that regulatory functions have not been sufficient to ensure quality in training.  This problem is being addressed by legislative changes to the Tasmanian Vocational Education and Training Act which will:

· provide the Tasmanian Accreditation and Recognition Committee (TAReC) with powers to:

· monitor the performance of RTOs for the duration of registration against TAReC-approved quality assurance standards;

· vary the terms of registration for training providers including the imposition of conditions and suspensions of registration;

· direct an RTO to carry out (or desist from carrying out) certain actions; 

· allow TAReC to impose a range of penalties including financial penalties and revocation of registration; and

· provide the Tasmanian Training Agreement Committee (TTAC) with an explicit power to direct parties to a training agreement.

C (iii)
The level and quality of VET occurring within registered training organisations, including TAFE, private providers, workplaces and schools.

Registered Training Organisations constitute an extremely varied group of organisations.  They may be:

· government funded, dedicated training organisations 

· not-for profit, non-government funded, training organisations 

· commercial training organisations

· enterprises which have a training function.

The quantity of VET occurring within the organisations is likely to vary enormously.  A TAFE institution may be offering nothing but VET programs, a school might have a small but growing commitment to VET and an enterprise might be undertake very little VET compared with the rest of its activity.

The range of qualifications offered in Tasmania encompasses all the Australian Qualifications Framework (AQF) levels from Certificate I to Advanced Diploma with some effort at Graduate Certificate level.

Table 8: Activity in Vocational Programs (1998)

Qualification level
Number of students in each qualification (‘000)
Percentage of total

Diplomas
4.6
15.9%

Certificate IV and equivalent
4.1
14.2%

Certificate III and equivalent
10
34.3%

Certificates I and II and equivalent
8.9
30.6%

Endorsements and others
1.0
3.3%

Non award courses 
1.6
5.5%

Source: Australian Vocational Education and Training Statistics 1998, NCVER

Little more can be said about the quality of the training occurring which has not already been said above.  There appears to be minimal agreement as to what might constitute quality – that debate is yet to be had.  Contenders might be:

· high levels of customer satisfaction;

· high ratios of completions to enrolments;

· efficient utilisation of resources; and

· valid and reliable assessment results.

C (iv)
The extent to which employers of apprentices and trainees are meeting their obligations to deliver training on the job, and the adequacy of monitoring arrangements.

The Tasmanian State Training Authority has no direct control over training delivered by employers.  The RTO is the person or body with the legislative responsibility to assure the training takes place, whether this is in an institution-based learning environment or in the workplace.   The RTO has to assure itself, prior to agreeing to be involved in a particular contract of training, that the proposed workplace is adequate to provide the required training (or if not, other arrangements can be made), and that the level of workplace supervision, instruction and reporting is adequate to meet the requirements of the qualification.  It has been a lengthy, and at times difficult, task to encourage RTOs to accept this responsibility.

The State Training Authority, through its audit process can monitor this situation.  However, the adequacy of resources to undertake this function means that large-scale monitoring is not possible.  Training consultants are often only involved when a dispute arises regarding training.  It would be desirable if resources were available for training consultants from the Office of Vocational Education and Training (OVET) to take on a more proactive role.  This would involve visiting trainees at the workplace during the course of their training to provide an independent assessment of whether employers fully understand, and are meeting, their obligation to deliver training.

C (v)
The range of work and facilities available for training on the job

As stated above, it is the responsibility of the RTO to check the range of work and facilities available for training on the job.  If it is not adequate, the options for the RTO are to:

· assist with supplementary arrangements;

· find a different workplace for the student; and/or

· withdraw from being party to the training agreement (applies to contracts of training).

C (vi)
Attainment of competencies under national training packages.

It is too early to make judgements about the attainment of competencies under national training packages.  Of the first 30 training packages endorsed, Tasmanian RTOs have registered to provide the vast majority of the qualifications where there is industry demand.  Areas where there is no uptake of Tasmanian registered RTOs (complete as at 22 November 1999) include Plastics and Rubber, Pulp and Paper (of which there is an interstate provider), Racing, Service Technician (Chubb), Black Coal and Gas.  

There have been many issues raised with regard to the implementation of training packages which may have an impact on the attainment of competencies.  Some of these relate to matters such as:

· adequate coverage of generic skills such as safe working practices;

· adequate coverage of the Mayer Key Competencies;

· a quantitative approach in some instances to the achievement of higher qualifications;

· lack of relativities across qualifications;

· lack of relevant resource materials; and

· lack of sufficient information in training packages on implementation guidelines.

Many of these matters are being considered nationally at the moment.

C (vii)
The reasons for the increasing rates of non-completion of apprenticeships and traineeships

OVET obtains and records, where possible, the reasons for the non-completion of apprenticeships or traineeships. Such data is recorded into the apprenticeship/traineeship database (called DELTA). Data available from the database appears consistent with the results of (unpublished) research of ex-trainees and apprentices undertaken by the Research Unit of OVET .  The data indicates that a rise in conflict between the apprentices \ trainees and their employers is responsible, increasingly, for non-completions. This is shown through reasons for termination such as incompatibility and difficulties on the job. In addition, a reason often given for the termination of a contract is that the apprentice or trainees left for another job. However the research indicates that this is often the result of unresolved conflict between employer and employee.

A lack of mediation facilitators, caused by insufficient resources, has at least in part, contributed to the rise in unresolved workplace conflict. There is also evidence to suggest that a lack of understanding, by both employers and employees, of their obligations arising from a contract of training is leading to a significant level of non-completions. The two reasons for non-completions may not be mutually exclusive, with at least some of the conflict arising from the misunderstanding of obligations.

Table 9: Completion Rate by Year of Commencement: DELTA Data (percentage)

Source: A Review of Outcomes from Contracts of Training, August 1999, OVET (unpublished)


Trainees
Apprentices

1987

94.1

1988

85.7

1989
76.6
75.3

1990
77.7
75.2

1991
77.4
78.2

1992
75.7
75.2

1993
75.2
74.4

1994
76.5
69.4

1995
69.3


1996
74.3


Total
74.7
78.4

Table 10: Reason For Cancellation Of Contracts: DELTA Data - Cancelled By Mutual Consent For The Period 1990 – 1998: Apprentices


Percentage

Other /Unknown Reasons
16.2

Apprentice has relocated
14.5

Incompatibility
11.9

Employer cannot provide training
10.4

Apprentice has other job
10.1

Closure/Sale of business
8.0

Difficulties on the job
7.6

Personal /medial reasons
5.9

Difficulties with training program
4.1

Apprentice Misconduct
3.5

Part not locatable
3.0

Transfer (Assignment)
2.6

Deceased
1.3

Inadequate wages
0.6

Dissatisfaction with training provided
0.1

Total
100

Source: A Review of Outcomes from Contracts of Training, August 1999, OVET (unpublished)
Table 11: Reason For Cancellation Of Contracts: DELTA Data - Cancelled By Mutual Consent For The Period 1990 – 1998: Trainees


Percentage

Other /Unknown Reasons
26.3

Trainee has other job
17.4

Difficulties on the job
11.7

Trainee has relocated
7.9

Incompatibility
6.9

Personal /medial reasons
6.2

Employer cannot provide training
4.7

Part not locatable
4.5

Trainee Misconduct
4.0

Closure/Sale of business
3.1

Dissatisfaction with training provided
2.4

Difficulties with training program
1.9

Inadequate wages
1.1

Transfer (Assignment)
1.1

Deceased
0.4

Unsuited to occupation
0.3

Abandoned Employment
0.1

Total
100

Source: A Review of Outcomes from Contracts of Training, August 1999, OVET (unpublished)

Table 12: Reason Why Contract Of Apprentice / Trainee Was Terminated: Employer Survey (More Than One Response Was Permitted)


Cases



(Number)
Percentage

they were unhappy with the training
6
5.6

Gov’t support was inadequate
1
0.9

the trainee/apprentice was not progressing
5
4.6

no longer appropriate work for them
14
13.0

unexpected drop in business income
8
7.4

trainee left for another job
31
28.7

work was outsourced/subcontracted
1
0.9

difficulties with trainee/apprentice
22
20.4

other
28
25.9

Total
108
107.4

Source: A Review of Outcomes from Contracts of Training, August 1999, OVET (unpublished)

TERMS OF REFERENCE D

(D) An examination of the impact on the quality and accessibility of VET resulting from the policy of growth through efficiencies and User Choice in VET

Discussion

In Tasmania, growth in traineeships has not been achieved through growth through efficiencies.  Growth through efficiencies has been targeted in TAFE institution based courses over the period of the current ANTA Agreement (1998 to 2000 inclusive).  Nevertheless, pressure on the State to maintain existing activity at the same time as achieving growth has meant there has not been a capacity to increase prices paid for traineeship delivery over this time. Over the longer term, this means that quality could be affected by the need to safeguard continued Commonwealth funding through static prices in the face of growth in the real costs of providing training.

In Tasmania, a review of User Choice was conducted following agreement by the Minister for Education that a detailed review be undertaken in 1999. The project aimed to evaluate the outcomes of the implementation of User Choice in Tasmania in 1998. The review investigated the views of a range of clients including employers and employees from small and large business, and including group training companies as well as the views on User Choice arrangements of TAFE and non-TAFE providers of training under User Choice arrangements in Tasmania in 1998.

The review was undertaken within the Tasmanian Labor Party’s policy for vocational education and training as documented in, ‘VET the Way Forward’ which:

supports the development of a dynamic training market, but not at the expense of the destruction of the major public provider, TAFE Tasmania; and

is committed to hold User Choice and competitive funding at January 1998 levels for a period of three years to allow a pause in growth to enable the market to mature and to identify, through consultation, the most appropriate competition policy for Tasmania.

The review of User Choice has found that the viability of TAFE Tasmania has not been threatened by the introduction of User Choice in Tasmania.  There have been limitations on the extent to which User Choice arrangements have permitted choice of provider, but “open market” areas, where choice of provider has been allowed, have not had a significant effect on TAFE Tasmania’s overall operations.  The report has found that:  

The amount of funding directly allocated to TAFE under the TAFE Resource Agreement (including guaranteed User Choice funds) has remained constant over the period 1997-99, while the proportion of all available funds has declined very slightly over the same period;

In 1997, TAFE received approximately 94% of available VET recurrent funds through direct allocation.  In 1998, TAFE received approximately 93% of available recurrent VET funds through direct allocation. In 1999, TAFE received 92% of available VET funds through direct allocation. Direct funding to TAFE, through the TAFE purchase agreement and User Choice Revenue guarantee has been maintained at similar levels over the last three years.  Changes in TAFE’s percentage share of total recurrent funding, including open market funds, have occurred as a result of: (i) expansion of the open market User Choice area, where TAFE competes for funds with other providers; and (ii) TAFE not maintaining market share in this expanding market;

Since the introduction of competitive mechanisms TAFE, as well as receiving the majority of available recurrent funds for VET, has also ‘captured’ a significant proportion of funds available through open market mechanisms to all registered training providers.  In 1998, it is estimated that TAFE received approximately 31% of available funds allocated through User Choice and 41% of available funds allocated through the competitive bidding process.  For 1999, to date, it is estimated that TAFE has received 16% of funds allocated through open market User Choice and 38% of funds allocated through the competitive bidding process;

The TAFE Purchase Agreement (including the User Choice revenue guarantee) continues to be the mechanism for allocation of over 90% of the total VET funds available for training delivery.  Funds allocated through User Choice arrangements accounted for only 4% of total VET funds available in 1998, and 6% in 1999;

Industry areas that have experienced the most growth in traineeship activity, such as business, clerical and information technology, appear to be the sectors where TAFE Tasmania has not increased its proportion of the traineeship market, at a similar rate as the private sector.  This is a factor in the apparent slight reduction in TAFE Tasmania’s share of the total VET allocation for the State; and

Activity data indicates a decline in apprenticeship commencements (95 to 98) for all areas restricted to TAFE Tasmania.   In some instances, this decline may be due to the economic downturn.  In the areas of agriculture, building and construction and light manufacturing there has been an increase in traineeship commencements.  The decline in apprenticeships, in some restricted areas, appears to have occurred at the same time as an apparent increase in traineeships, but not necessarily with TAFE. Private providers have gained more of the expanding traineeship market than TAFE Tasmania.

Further conclusions must await an analysis of 1999, and possibly 2000, activity data.

Findings of an independent survey conducted by the Centre for Research and Learning in Regional Australia (CRLRA) as part of the 1999 Review of User Choice included the following:

Survey results indicate that a significant number of clients value their rights under User Choice and are exercising their right to negotiate aspects of training. Both employers and New Apprentices highly value their rights to choose a provider and negotiate aspects of their training. Of those surveyed, 88.3% of employers and 72.3% of New Apprentices place a degree of importance on these rights;

Most clients are satisfied with information they have been given about User Choice rights and are generally satisfied with aspects of delivery of their training needs;

The survey indicates that awareness of some User Choice rights, particularly the right to negotiate about the trainer, assessments and RTO, is limited, particularly among New Apprentices;

Employer responses indicated (ie respondents perceived) that RTOs are more flexible and responsive, that training programs are better suited to business needs, that opportunities for training have increased – and that these changes are a direct consequence of the introduction of User Choice;

User Choice is perceived by many stake-holders as being directly responsible for significant positive changes that have occurred in terms of the flexibility of providers, particularly the right to negotiate about the trainer, assessments and RTO;

One of the primary objectives of User Choice is to provide clients with alternatives for training provision through the choice of a Registered Training Organisation to act as their training provider.   Surveys of New Apprentices and employers indicated that:

Only a relatively small proportion of both New Apprentices (8.6%) and employers (12.7%) were unsure whether or not they had a choice of provider, yet 34% of employers were dissatisfied with the range of training providers available from which to choose.

For employers, location of training was the most common influence on choice of provider, followed by content of the program and method of delivery.

Survey results indicated that clients are exercising their right to negotiate aspects of training. For example, 60% of New Apprentices and 63% of employers surveyed indicated that they negotiated at least one aspect of their training.

The aspects most frequently negotiated by employers were ‘where’ the training would take place (75%) and ‘when’ (65%) the training would happen. By contrast, the aspect most frequently negotiated by New Apprentices was the ‘order of modules’ (36%), followed by ‘when’ the training would happen (33%).
Clients are generally satisfied with information, rights and training delivery, but it is not conclusive that levels of satisfaction are directly related to the introduction of User Choice.

In general terms, with regard to the extent to which principles and objectives of User Choice have been achieved in Tasmania, the survey found that:

User Choice is perceived by many stake-holders as being directly responsible for significant positive changes that have occurred in terms of the flexibility of providers, particularly the right to negotiate about the trainer, assessments and RTO;

most stakeholders perceived that there is an adequate choice of training providers within Tasmania; 

exercise of User Choice rights is largely limited to employers, though New Apprentices are generally satisfied with their ability to negotiate. Employers are involved in negotiations sooner than New Apprentices; and

most clients are satisfied with information they have been given about User Choice rights and are generally satisfied with aspects of delivery of their training needs.

The pressure for availability of training packages and their subsequent implementation often means that there is a significant time lag between availability of the package and publication of resources such as professional development materials and delivery kits.

This tight timeline appears to have also resulted in the repetition of mistakes identified early in early packages.  There has not been a sufficient process of continuous improvement.  By the time the problems with implementation are raised it may be too late to amend a package. 

TERMS OF REFERENCE E

(E) An evaluation of the provision of Commonwealth and State employers’ subsidies

Discussion
E (i)
The effectiveness of existing subsidy arrangements in meeting VET needs.

Significant resources have been directed to the payment of subsidies in Tasmania. The

Tasmanian Traineeship and Apprenticeship Incentive Scheme provides incentives in the form of cash grants or payroll tax rebates. A $500 cash grant is paid to employers who are not required to pay payroll tax. Those employers who have a payroll exceeding $600,000 are required to pay payroll tax. These employers may claim a rebate from Treasury and Finance instead of the $500 cash grant. Group Training Companies are exempt from payroll tax. Once a training agreement has been registered employers can claim either the grant or payroll tax rebate. 

As Table 13 shows, around $4m is currently made available by the Tasmanian Government as financial incentive to employers to take on New Apprentices. Over the three year period 1996/97 – 1998/99, this amount has increased by 41%.

Table 13: Financial Incentives Provided Under Tasmanian Traineeship and Apprenticeship Incentive Scheme, 1996/97- 1998/99 ($)


1996/97
1997/98
1998/99 (Est.)

Grants
540,000
546,500
788,400

Tax Rebates
1,368,904
1,499,026
1,830,661

Group Training Rebates
1,052,234
1,114,490
1,552,339

Total
2,961,138
3,160,016
4,171,400

Source: Tasmanian Traineeship and Apprenticeship Incentive Scheme Evaluation June 1999.

Commonwealth Subsidies

The Commonwealth Government provides a range of subsidies for commencement, progression and completion of trainees. The following table shows expenditure on incentive payments in Tasmania.

Table 14: Commonwealth Entry Level Training Incentives 1997/98-1999/2000 (Est)

Year
Incentive payment

1997/98
$9.6m

1998/99
$10.5m

1 July – 30 September 1999. (On this basis the expectation is that payments for 1999/2000 will be $12-$13m)
$5.6m

Source: DETYA, Hobart (Verbal advice October 1999)

As outlined previously, traineeships remain primarily driven by the marketplace and individual decisions of individual employers to employ a trainee which means that government investment in traineeships automatically flows from employer decisions, which are often short term meaning that longer-term investment needs are often over-looked.

More recently, the Tasmanian Government has sought a closer alignment between government investment in traineeships and the industry development needs of the State. The 1999/2000 Tasmanian Budget outlined key strategies forming part of a comprehensive social and economic plan for Tasmania, including the Industry Development Plan that directly addresses the core economic problems that have prevented the State from achieving its growth potential. A cornerstone of the Plan was the statewide industry audit identifying local business capability and opportunities across eight industry sectors.  These form the basis for a whole of government approach to economic and social development with clear priorities for agencies to pursue.

The priorities emerging from these processes were identified in Section A of this response.

As previously stated, the Year 2000 Tasmanian VET Plan documents the planned intention that priority will be given to the funding of traineeships in those areas in which growth opportunities have been identified to achieve better alignment of traineeship purchasing through User Choice mechanisms with explicit State strategic directions.   

One of the major issues is whether the traineeship system should have a primary focus on existing industries or whether greater attention needs to be paid to building a skill profile for industries of the future. Given the current skill shortages in the market (whether due to the growth of new industries and enterprises or because of skill drain to the mainland States), there was still a need for traineeships for current industries. A concern is that over-reliance on the industries identified in the industry audits may fail to recognise the economic benefit flowing from areas of social expenditure such as health, education and community services.

E (ii)
The impact of changes to the new apprenticeship policy, which broadened employer trainee subsides to include existing workers

As previously discussed in Section A there has been a rapid increase in training agreements for existing employees, following changes to Commonwealth government eligibility requirements, clearly showing the extent of the impact a change in government policy regarding subsidies can have on the traineeship market. Tasmania does not fund training for existing workers. Nevertheless this change had a considerable impact on the numbers of existing workers undertaking traineeships and the demand for declaration of new vocationally pathways, particularly at higher levels.

In 1998 a number of vocational pathways at Certificate III and IV in Business and Management in particular were declared as vocational pathways but not funded by OVET. The high level of non-funded traineeships in 1998 appears to be substantially due to a market response to changed criteria for Commonwealth subsidies.  This high level of commencement of traineeships by existing employees has not been sustained since the criteria for obtaining Commonwealth subsidies was changed.

The impact of the Commonwealth’s unilateral decision to change incentive arrangements has had considerable implications for OVET. The exceedingly high level of growth, in such a short period, stretched OVET’s management and operational resources beyond their limits, leading to delays in providing New Apprenticeship Approval Numbers, in registering training agreements, in processing other administrative requirements of the traineeship system and in the provision of support for trainees. 

TERMS OF REFERENCE F

(F) An evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools

Discussion

Tasmania aims to ensure that all students have access to nationally-recognised VET programs in Years 11 and 12. These programs are not generally available to students in the compulsory years of education.

However, some elements of these programs are available in years 9 and 10, where it is desirable to commence curriculum pathways that provide continuity and value to the end of year 12.  A requirement of these programs is that they must be delivered in partnership with a Registered Training Organisations.

VET in Schools has the potential to significantly change community perceptions about vocational education and training by demonstrating that secondary colleges and schools can:

prepare students for working life;

provide opportunities for students not intending to proceed directly to tertiary education;

equip students with marketable entry-level skills for specific industries;

broaden students’ understanding of the career and training pathways and opportunities which exist in industry; and

initiate and co-ordinate partnerships and programs with organisations outside education.

The schools sector in Tasmania (comprising Catholic, independent and government schools) is undertaking a range of initiatives to develop community understanding of the importance of VET in schools and the availability of VET programs for senior secondary students.  Collaboration and partnerships in local communities between the schools, other VET providers, students, parents and employers appear to be the basis of success of these innovative programs and the key to their sustainability.

Since the early 1970s, vocational education in schools in Tasmania has taken a variety of forms. 

In 1998 the Department of Education established a Post-Compulsory Education and Training Project which aimed to develop and implement a comprehensive post-compulsory education and training policy which best met the particular needs of the State. In late 1998 a report was produced (Report on the Post Compulsory Education and Training of Tasmania’s Youth) that focused on data collection and collation. The purpose of the data review was to gain a comprehensive understanding of Tasmania’s performance with respect to participation and outcomes in senior secondary education, vocational education and training (VET) and higher education.

In August 1999 the Working Party released draft recommendation (Post-Compulsory Education in Tasmania) for public consultation.  

Once these are finalised these recommendations will provide the policy setting for the implementation framework for vocational education in Tasmanian.

The Report supports vocational education in schools taking two forms:

vocational learning; and

vocational education and training.

Vocational learning

Vocational learning is based on a set of key principles which focus on:

aspects of vocational learning that assist young people to make informed vocational decisions; and

development of the individual’s generic skills and competencies in preparation for work and adult life in a rapidly changing world.

Vocational learning is centred on the development of vocational and educational pathways across the final years of secondary education years 9-12.

Policy which will be developed and informed by the Report and implemented in Tasmanian schools will require input from industry and the community and will assist young people to make informed choices about their future.

To achieve this, industry will need to better define pathways to particular industry occupations and contribute assistance at the local level to increase the status of vocational education and training.

Vocational education and training

Vocational education and training in schools refers to accredited VET (courses, or qualifications under Training Packages) delivered by schools to enrolled school students.

The mode of this delivery may be:

totally in a school;

by a school together with elements of learning taking place in the work place;

by a school for New Apprentices;

by a school in partnership with an RTO and a workplace; or

by an RTO on behalf of a school.

Since the inception of VET in Schools in Tasmania, a key factor has been an insistence upon the delivery of accredited VET courses in schools and a commitment to meeting training outcomes at industry standards.  This is underlined by the incorporation of assessed structured workplace learning within all VET programs in schools as required by industry and VET qualifications which are aligned to national industry standards.  A demonstration of collaborative commitment is the contribution by industry of up to 240 hours of workplace learning to assist schools in meeting this requirement.

This factor has made the VET in Schools Program in Tasmania significantly different from other States and Territories.  Together with other policy initiatives outlined above in relation to School Based Traineeships and Apprenticeships this has in many cases not been supported by Commonwealth Government marketing and policy implementation.

The Commonwealth continue to suggest that vocational education and training should be available to years 9 and 10 through the Australian Student Traineeship Foundation and promote the recruitment of year 9 and 10 leavers as apprentices and trainees to employers. This practice has continued despite evidence that the years of eduction completed is a critical factor in the completion of apprenticeships and traineeships and is contrary to national goals that seek to enable students to complete school education to year 12 or its vocational equivalent.

Expansion of VET in Schools has been rapid in Tasmania as the following indicators attest.

In 1996, 378 students were awarded VET Certificates and 504 students received VET Statements of Attainment.  This represented a VET outcome for 882 students.  This figure rose in 1998 to 996 Certificates and 828 Statements of Attainment - a VET outcome for 1824 students.

In April 1999, 2604 students were enrolled in VET programs in schools and colleges.  It is predicted this will result in over 2000 students gaining VET Certificates or Statements of Attainment.  This will represent 19.3 per cent of the total year 11/12 enrolment.  The majority of these enrolments are for courses which provide AQF Certificate I or II qualifications on successful completion.

Currently, VET accredited courses covering over 20 different industries are being offered by registered government and non-government school and college providers.  VET in Schools programs for year 11 students now involve 18 rural high schools and district high schools. 
Yearly participation rates by schools and colleges have increased significantly from 1992 to 1999 when measured by the numbers of VET accredited programs and by student enrolments.

Due to the advanced nature of the Tasmanian VET in Schools Program the debate on the certificate level of study under taken by school students has now reached a critical stage.  For employers the debate is focused on school students who have undertaken a VET program with Certificate II or above outcome but now have two barriers to entering the workforce. Firstly, having done a program at Certificate II level, the students do not attract a government financial subsidy should an employer take them on as a Certificate II trainee.  The same situation is true for Certificate III programs.

Secondly, many Certificate III programs within Training Packages assume supervisory responsibilities, yet it is unlikely that a young person entering the workforce for the first time will be assigned supervisory responsibilities. Thus, a young person with Certificate II qualifications achieved through a school is an unattractive prospect to many employers, relative to a young person with no qualifications or with qualifications at Certificate I only.

The debate in respect to VET in Schools has broadened into a wider discussion about the match between training packages, institutional training and work place performance.  This matter is further confused when the training package does not clearly spell out to Registered Training Organisations the requirements and relationship to the Australian Qualification Framework.  This is highlighted by industry when the Australian Qualification Framework clearly requires graduates at Certificate III to have:

Performance of a defined range of skill operations, where some discretion and judgement in the selection of equipment, services or contingency measures and within a known time constrains; and

Applications may involve some responsibility for others.  Participation in teams including group or team co-ordination may be involved.

This can have a detrimental effect on industry’s confidence in the national vocational education and training system.

Traineeships in Schools

In 1993 Tasmania introduced the first traineeship in schools.  Under these arrangements individuals were concurrently full-time enrolled school students and undertaking paid work through a registered training agreement.  Although a number of pilots were introduced the Processing and Technology Traineeship at Fletcher Challenge Paper, Cadbury Schweppes Pty Ltd and Cascade Brewery Co Pty Ltd is the only school based traineeship to still be operating in 1999.

The Processing and Technology Traineeship has provided historical evidence of the requirements for quality apprentices and traineeships for school students, as other similar traineeships including the West Coast Engineering Preparatory Traineeship have failed to survive the market place employment demands that must be in place for undertaking paid work through a registered training agreement. 

Since the inception of the VET in Schools Program in Tasmania, a key factor has been an insistence upon the delivery of accredited VET courses in schools and a commitment to meeting training outcomes at industry standards.  This is underlined by the incorporation of assessed structured workplace learning within all VET programs in schools as required by industry and VET qualifications which are aligned to national industry standards.  A demonstration of collaborative commitment is the contribution of industry of up to 240 hours of workplace learning to assist schools in meeting this requirement.

This form of entry level training together with the supporting quality arrangements appears to be accepted by local employers and may have resulted in a reduced demand for the expansion of traineeships and apprenticeships for full time school students.

However, since the beginning of 1998 the Office of Vocational Education and Training began working with enterprises and industry to develop new school-based traineeship arrangements.  This led to the TASTA Reference Group on New Apprenticeships publishing a consultation paper in May 1999 titled Apprentices and Traineeships for School Students.   The consultation was widespread and responses were received from a wide range of stakeholders.  The resulting feedback indicated confusion about the role and place of traineeships and apprenticeships in the market place, particularly in the schools sector.

In November 1999 TASTA approved guidelines for the operation of school-based apprenticeships and traineeships. Some stakeholders have noted that any expansion of school-based traineeships might threaten the availability of placements for existing school and employment based programs.

While school-based traineeships are more likely to appeal to larger enterprises, part-time school traineeships are of limited value to employers given the amount of regulation. Casuals in limited roles are seen as a better option.  Industry attitudes are variable with some preferring off-the-job school or TAFE arrangements as preferred pre-entry pattern while others such as hospitality suffer seasonal variations, which make businesses reluctant to commit to a 2-year program.

Tasmania is concerned that the Commonwealth continues to promote and raise the expectations of young people and industry stakeholders of the unrestricted access to this pathway without considering the impact on local markets.

Effectiveness and quality of VET in Schools programs

Beginning with the piloting and implementation of the Australian Vocational Education and Training System (AVTS) in 1993, Tasmania has focused the development of VET in Schools on providing the best possible mix of national training framework outcomes and local business and community needs.  This is reflected in the 1993 decision that VET in Schools should be industry led and VET accredited.  Originally schools delivering VET in Schools in Tasmania were registered and delivered courses under the National Framework for the Recognition of Training (NFROT).  With the implementation of the ARF and Training Packages all schools have moved to become Registered Training Organisations issuing qualifications from Training Packages as they become available.

VET in Schools in Tasmania has been developed around six principles.

Principle 1
Programs will be based on national industry skills/competency standards

Vocational education and training in Tasmanian schools has been consistent in adhering to the national system for VET.  This includes adoption of policies consistent with the agreed national framework for vocational education and training as it operates in Tasmania.

This commitment has continued and is demonstrated through the use of funding to initiate early consultation with industry and training bodies to ensure that schools and colleges are familiar with Training Packages and adopt them as soon as they become available. Incorporation of extended workplace learning, where required by industry, will ensure that assessments recognise workplace competence and, where appropriate, lead to the awarding of VET qualifications.

Principle 2
Programs will relate to, or provide VET certificates within, the Australian Qualifications Framework and senior secondary certificates endorsed by Tasmanian Secondary Assessment Board 

The Tasmanian Secondary Assessment Board (TASSAB) will recognise for inclusion in the TCE, for students enrolled in schools, assessment of VET delivered by a registered training organisation under the Australian Recognition Framework.

TASSAB and other States and Territories accrediting authorities are working to include VET achievement as part of tertiary entrance scores.

Principle 3
Responses to industry needs

The schools sector will work closely with industry to assess and meet industry needs through VET in Schools programs.  This will be addressed by:

participation in State VET Plan development and work with industry peak organisations;

development and enhancement of local and regional industry-education management and coordination structures; and 

the provision of extended industry placements for students as an indication of the availability and demand for VET programs at local, regional and state level.
Principle 4
Articulation with traineeships and apprenticeships

A significant number of students undertake training at Certificate I level.  Tasmanian schools and OVET have begun an investigation to explore participation in traineeship and apprenticeship arrangements at Certificate levels II and III in appropriate industry areas. This process will be undertaken in parallel with the introduction of Training Packages. Tasmania will continue to emphasise the development of effective pathways from general education to VET as a part of post-compulsory schooling as well as pathways to employment-based VET.

Principle 5
Registered providers, national recognition

All schools and colleges involved in the delivery of VET programs are registered training organisations, or in the case of some high schools and district high schools are delivering training through auspicing and/or delivery arrangements with a registered training provider.  With their commitment to the implementation of Training Packages, schools will extend their registration to those areas in which they have the capacity to offer qualifications within the Training Packages, alone or in combination with a range of partners.
Principle 6
Equity target groups

Tasmania is committed to the development of an articulated approach to the delivery of VET through school-based programs and training partnerships.  In the period 1993 to 1997 the availability of Certificate of Work Education programs expanded to increase the provision of basic skills training which greatly assists students’ transition to extended structured workplace learning. In late 1999 the Certificate I in Work Education is to be redeveloped as a broad curriculum framework with application across Years 9-12. 

Review of State priorities relating to next phase of VET in Schools

As mentioned earlier, in late 1998 a report (Report on the Post-Compulsory Education and Training of Tasmania’s Youth) was produced by the Department of Education in order to develop an understanding of Tasmania’ performance with respect to participation and outcomes in senior secondary education, VET and higher education.  Subsequently a working party prepared a paper and draft recommendations for post-compulsory education in Tasmania.  The paper is expected to provide the basis for a more comprehensive State post-compulsory strategy covering all sectors. 

Increasing Participation in VET in Schools 

The expansion of VET in Schools is expected to continue towards the year 2004.  Growth to 2001 is indicated in Chart 1.

Chart 1: Percentage of Year 11 and 12 Students (Government and Non-Government Schools) Gaining a Certificate or Statement of Attainment in VET from 1993 to 2001




Chart 1 is a prediction based on existing settings where schools and colleges are delivering nationally recognised training.  In 2000 and beyond, the implementation of vocational learning programs, especially the creation of a new Certificate of Work Education framework which includes Year 9/10 students and the focus on transition to Training Packages may impact on participation rates in VET programs, especially in areas where training has not previously been delivered for industry areas.

Funding and Accountability Arrangements for VET in Schools

Funding for VET in Schools has three current and potential sources.  These are:

ANTA funds made available for a four-year period (1997-2000) for the expansion of VET in Schools;

State recurrent funds provided to schools for maintenance of effort; and

funding provided by the Commonwealth Department of Education, Training and Youth Affairs or the Australian Student Traineeship Foundation on the basis of submissions for special programs.

Funding conditions and accountability and reporting arrangements specific to each funding source are briefly outlined in this section.  There are some overall agreed national reporting evaluation and monitoring arrangements for VET in Schools, which are not specific to funding source.
Currently VET in Schools funding sources are under review.  Commonwealth and national funding sources for the current VET in Schools effort conclude in 2000 and funding arrangements and sources for 20001 and beyond are unknown.  

ANTA funds for the expansion of VET in Schools

The ANTA Ministerial Council agreed in 1996 that $20 million of VET funding would be provided to State training authorities for each of the next four years, 1997-2000, for allocation to school authorities.

Tasmania allocations by sector for the years 1997 and 1998 are shown below:

Government
Catholic
Independent
Total


$578,090
$119,484
$97,926
$795,500

OVET has signed four-year agreements, as required by guidelines, with each of the school sector authorities (government, Catholic and independent schools).  Schedules of activities for each year are prepared by each of the school sectors together with reports on activities for the previous year.  Schedules of activities identify the proposed expansion of VET in Schools for the new funding year and are benchmarked against the previous year’s activities and the Principles And Guidelines For Improving Outcomes For Vocational Education And Training In Schools. Activity reports are confirmed by the reporting system through the TASSAB data collection and reporting system. 

Funding levels for 1999 are shown below.  These will apply again for 2000.

Government
Catholic
Independent
Total


$580,487
$110,268
$89,801
$780,556

Conditions for funding, accountability and required reporting arrangements are as follows.

Distribution of specific ANTA funds for VET in Schools programs to the school sector occurs follow endorsement by TASTA and approval by ANTA of a schedule of activity for the forthcoming academic year.  This occurs annually during the period for which the funds are available.  Activity which is eligible for funding is activity which relates to a VET outcome leading towards Apprenticeships/Traineeships or further vocational education and training.  Following endorsement by TASTA, planned activity is forwarded to ANTA and on acceptance, payment of funds is triggered.  A report is also required by ANTA against the previous year’s schedule, including the number of certificates issued and commencements and completions in respect of recognised VET activity.

Activity funded by ANTA VET in Schools funds is not counted in the ANTA Agreement activity collected from all States/Territories by the National Centre of Vocational Education Research (NCVER) and reported in the ANTA Annual Report as total government funded VET activity for Australia.  Only activity funded through the ANTA Agreement is counted in the national VET collection from which VET participation rates are calculated.

Schools report VET in Schools activities in a particular area of the National Schools Report.  Schools have to “count” students in their August census returns and for this purpose VET students count in the same way as other students.  Schools have to account for moneys received specifically for VET.  These funds are included in the school’s Educational Resource Package as an item both of income and expenditure.

The reporting of States and Territories effort in the area of VET in Schools is not consistent across all States and Territories.  Like Tasmania some States and Territories report actual VET outcomes while other States and Territories report School Boards of Study accredited vocational education outputs.  This can lead to skewed reporting where some States and Territories appear to be further advanced in VET terms than others.

This results in confusion for the industry stakeholders what is being actually achieved in States and Territories.

School-based recurrent funds

The provision of ANTA VET in Schools funding is based on the principle that, following the first year of funding, continued activity will be funded from each school sector’s recurrent sources.

Accountability and reporting requirements for VET in Schools activity funded through school sectors’ recurrent funding is in accordance with requirements for all other activity in schools.

It should be noted that for non-government schools the school’s recurrent funding includes private income, including income from fees.

Reporting, Evaluation and Monitoring of VET in Schools

In Tasmania, government and non-government school authorities jointly determine and report, (in accordance with national agreements), progress on expenditure, milestones and outcomes of the program on an annual basis through State Training Authorities to ANTA.  These are forwarded to the MCEETYA Task Force on VET in Schools to facilitate its responsibility for co-ordinating information exchange.

Reporting requirements

Reporting arrangements are as follows. 

Tasmania reports on milestones and outcomes of VET in Schools activity including benchmarked data, in the Annual National Report prepared by the State Training Authorities for consideration by MINCO.

Expenditure of funds will be reported by OVET to ANTA as part of its audited statements of expenditure of Commonwealth sourced ANTA funds. 

The first normal quarterly ANTA payments will be made to Tasmania in accordance with agreements with the schools sectors.

Subsequent quarterly payments are made on the basis of performance in the previous year, reported through the progress reports by States and Territories which clearly demonstrate that: 

baseline student data has been collected and incorporated into the evaluation process; 

funds from the previous year were not used to substitute for State or Territory expenditures; and 

funds provided for the previous year have actually been spent or committed with the return of unspent or uncommitted funds. 

Evaluation, information exchange and improvements

The MCEETYA Task Force on VET in Schools provides a comprehensive annual report on vocational education and training in schools to MCEETYA.

The purposes of evaluation, in addition to the accountability arrangements as described above, are to assess the VET in Schools effectiveness and inform further policy and developments in vocational education in senior secondary schools.  The evaluation strategy in Tasmania will be developed as an agreement between State Training Authorities and government and non-government schools authorities.  The MCEETYA Task Force on VET in Schools will consolidate these evaluations in its annual report to MCEETYA and make recommendations on improvements. 

Data collection

During 1997 to 1999 the collection of data was through TASSAB against the AVETMIS standard.  The focus of this collection was on student outcomes at the Certificate and Statement of Attainment levels.

From 2000 Tasmania will move to the collection of data according to the requirements of a national data collection for VET in Schools and this is likely to include elements such as:

commencements;

completions;

pathway continuations; and

New Apprentices.

Table 15: VET in Schools Activity Table


VET Certificates or Statements of Attainment Recorded by TASSAB


Programs


Students


Participation % of total 11/12 enrolment




Year
Government
Non-Government
Year
Government
Non-Government
Totals
Year
All Schools
Government 
Non-Government

1993
4
0
1993
40
0
40
1993
0%
1%
0%

1994
12
1
1994
140
12
152
1994
1%
2%
0%

1995
23
1
1995
260
12
272
1995
3%
3%
0%

1996
48
3
1996
851
47
898
1996
9%
11%
1%

1997
84
8
1997
1156
88
1244
1997
12%
15%
2%

1998
101
10
1998
1387
150
1537
1998
15%
18%
4%

1999
121
14
1999
1665
210
1875
1999
18%
21%
6%

2000
145
20
2000
1998
294
2292
2000
22%
26%
8%

2001
174
27
2001
2397
412
2809
2001
27%
31%
11%

Note *
The predictions for 1998-2001 do not include the potential effect of the implementation of the Common Youth Allowance.

TERMS OF REFERENCE G

(G) An assessment of the consistency, validity and accessibility of statistical information on the performance of national VET systems, especially relating to apprenticeships and traineeships.

In recent years substantial resources have been devoted, particularly by ANTA, to increasing the availability and consistency of statistical information on VET.  The development of the AVETMIS standard and a national survey program have been central to this improvement.  However problems remain in a number of areas.

Firstly, there is a quarterly national collection of contracts of training statistics. The collection is undertaken under contract by the National Centre for Vocational Education Research Ltd (NCVER).  Because of delays in obtaining actual data, estimates based on submissions from the States/Territories are being used.  The time delay between a commencement / completion / termination of a contract of training and the publishing of the information in a quarterly report is due to a number of factors. The most important of these is the time taken to submit the information to OVET.  There are limits to the extent to which the rate of submission of information can be reduced without the commitment of significantly more resources.  The present delays are not, generally, considered unreasonable.  It could be that the expectation by some stakeholders of when data should be available is unrealistic.

Secondly, there is no comprehensive collection of non-government funded accredited training. Achieving such a collection may be difficult since reporting data may become a condition of Government funding, but there is no incentive to industry to report where Government does not pay for training. Again, considerable work has been done in this area, but again much more is required.  Because apprenticeships and traineeships require registration with the State Training Authority of a contract of training, it is possible, in these areas of VET, to assess the level of accredited non-government financed training. However, at this stage there is no compulsion on RTOs to release data on non-government funded accredited training delivered.  If volunteering of the information from RTOs is unsatisfactory, and if it is deemed necessary to have the information, the some form of compulsion may be required.  A possible method of gaining the information would be to make its release to State Training Authorities a condition of registration as a training provider.  However, such a condition might be rejected as overly bureaucratic.

Thirdly, the issue of finding and adopting a measure of output has not been resolved.  Extensive work has been done in this area, and substantial progress made, but more work is required.

Fourthly, in the rapid move into the use of training packages, issues related to the measurement of training undertaken using the packages have not been resolved.

Lastly, while the AVETMIS standard has greatly increased the standardisation of VET statistics between states, some differences still remain.

� 	Kilpatrick, S. and Guenther, J. (1999), Evaluation of 1998 User Choice Arrangement Survey of Key Stakeholders, Centre for Research and Learning in Regional Australia, University of Tasmania.


� 	NCVER, December


� OVET , 1999 (unpublished), A review of the outcomes from contracts of training.
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