
[image: image1.png]



Submission by the

Housing Industry Association

Senate Inquiry into the

Quality of

Vocational Education and Training

26 November 1999

HIA SUBMISSION INTO THE SENATE INQUIRY INTO THE QUALITY OF VOCATIONAL EDUCATION AND TRAINING IN AUSTRALIA

Background

HIA welcomes the opportunity to comment on the effectiveness of the Vocational Education and Training (VET) sector in developing the educational skills of Australian people and the skills formation and productivity of the Australian workforce.

HIA represents some 30,000 members nationally and these members range from housing and commercial builders, renovations and additions builders, trade contractors to major building manufacturers and suppliers.

HIA members account for about 80 per cent of residential building activity in the country and more than 90 per cent of HIA members are small businesses.  These members rely on HIA for advice, services and representational support to enable them to operate in a highly competitive and rapidly changing industry.  HIA is uniquely placed to speak for the majority of workers who are employed in the building and construction industry.

The building and construction industry undertakes $64 billion worth of work each year in Australia.  This represents 14.4 percent of the total turnover of all industries making building and construction the second largest industry after the Services industry.

HIA is also a provider of accredited and non-accredited training to its members and to industry generally.  It has established an enviable reputation for developing training that is relevant, affordable and accessible to building and construction industry practitioners.  HIA Training Services competes openly in the marketplace with public and private training providers.  In early 1999, HIA became the first public or private organization to gain Quality Endorsed Training Organisation (QETO) status in States and Territories throughout the country.

HIA is well qualified to comment on this inquiry.  It has developed leading-edge training products and services from its national training Centre of Excellence located in Adelaide.  The strategic decision to establish such a Centre was taken in response to increased member demand for relevant and quality industry training in a climate of public sector VET inactivity and intransigence.

HIA is also an active participant on the board of Construction Training Australia, the national industry training advisory board (ITAB) for the building and construction industry.  HIA also participates on all building and construction State and Territory ITABs.  HIA is across vocational education and training issues at national and regional levels.

HIA is a major employer of apprentices.  Since mid-1998, the number of HIA apprentices nationally has increased by 27 per cent to more than 500 today.  Over the coming 12 months, we anticipate that this number will increase by a further 20 percent to approximately 600 apprentices in training.  During 2000, HIA will recruit approximately 150 apprentices with around 50 completing their term or being assessed as suitable for early release.

1. An evaluation of new apprenticeships schemes within national priorities set for Australia’s vocational education system and the appropriateness of those priorities

The new apprenticeship scheme (NAS) launched by the Minister in August 1997 promised flexibility in the way training could be taken and leading to real job outcomes.  This included flexible pathways through school-based apprenticeships and traineeships, one-stop-shop support services and user choice.  NAS was also launched in a climate of relatively high youth unemployment and was targeted, as portrayed in promotional material then and now, at the young.

Whilst the intent of the NAS is positive, HIA has seen only a limited take-up in NAS by building and construction apprentices.

(i) Resource allocation across the sector, between the states and territories, and within program priorities

Resource allocation in support of the building and construction trades is emerging as a critical issue.  HIA has seen a general decline in funding to the building trades by state and territory governments.  Furthermore, there has been a steady decline in the number of public providers who can deliver off-the-job trades training.

One of the reasons for this might be the political imperative to be seen to be delivering quickly on a new policy initiative (i.e. NAS).  Much has been made of successes in hospitality, tourism, and retail industries where traineeships of up to a year delivers an employment outcome.  However, a 12 months traineeship does not lead to an employment outcome in the housing industry.  Completion of Certificate I or II, which equates to a traineeship does not equip a person with skills that can be gainfully used on a building site, other than as a skilled labourer.  Skilled labourers only apply in commercial construction and not in the housing industry.

When the National Training Packages have been fully implemented, HIA contends that it will become the norm for the traditional four-year apprenticeship period to be reduced by as much as 30 – 40 percent.  This would equate to a period of training of somewhere between 2 and 3 years, from the present 4 years.  It is not considered possible to push people through their training much quicker than this and ensure that they possess an adequate level of competence.  The reason for this is that the skills themselves are complex and many of these must be learned on the job.  Furthermore, the skills must be capable of being consistently demonstrated, to an acceptable industry standards to meet consumer expectations.

There is a need to objectively assess the real value of an industry’s worth to the future of the country and factor-in adequate resources to maintain a skilled workforce.  This is not being done at a federal or a state level.  State and territory governments refer to their own Industry Training Plans (ITPs) which are developed in isolation from one another and in accordance with different needs assessment methodologies.  Once developed, the building and construction industry then competes for funding with ITPs from all other industries.

(ii) Demographic distribution and equity of structured training opportunities

Structured training opportunities are more readily available in metropolitan areas than in country regions.  Clearly there are economies of scale to be considered, but HIA has seen a progressive decline in the number of public providers willing to offer apprentice training in the building trades.  This situation is not confined to country areas within states and territories.  In South Australia for example, TAFE institutions have not offered courses in roof tiling over 1998 and 1999.  Apprentices must travel to Victoria and this is being managed by HIA jointly with roof tile manufacturers.  And in the ACT, Canberra Institute of Technology no longer offers building and construction subjects.

(iii) Opportunities for youth and for older people

The building and construction industry is labour intensive and the work, in the main, is physical.  It is somewhat dangerous compared to other occupations due to the need for and extensive use of power tools and the fact that much work is carried out ‘at height’.

Over 50% of those employed in the industry have had no formal training.  The industry is very cyclical, and when times are buoyant the industry attracts unskilled labour.  These people acquire their skills on-the-job.  Previously, they have had little opportunity to have their skills formally recognised.  National Training Packages now makes this possible however, in the minds of many older workers, there is little or no incentive in doing so.  The sub-contract system that dominates the housing industry means that a person gets paid if the work they do is performed to a satisfactory standard.  Trade qualifications are useful in initially getting work.  Thereafter, continued employment depends on workmanship, speed and efficiency.  There is little doubt that while a high standard of skills are practiced in the building and construction industry, the biggest barrier to skills recognition is the personal cost of actually being assessed.

Government support to offset the cost of assessments, especially of the older workforce, would encourage skills recognition in the building and construction industry.  More importantly, it would make it possible to develop a reliable industry skills profile, which would make it possible, in turn, to formulate plans to bridge skills gaps.  It would also help to engender a training culture in an industry that does not rate training highly.

(iv) The respective obligations for industry and government

Government, industry and TAFE operate in the main as separate entities with conflicting pressures.  Governments are prepared to make funds available to train apprentices.  They want value for money.  Industry wants apprentices to be available when it needs them.  It also wants just-in-time training with minimal downtime.  TAFE as the third player in the equation is trying to please both government and industry, and remain viable in the process.

The time is right for government, industry and training providers to come together and develop innovative models of skilling the workforce.  New partnership arrangements between training providers and industry need to be encouraged, in fact funding should be dependent on these collaborative arrangements being in place.  Rather than coming-up with funding models to suit all situations and industries around the country, government should actively seek to fund unique and sometimes small examples of industry-provider Best Practice achievements.  These examples should be championed to encourage widespread innovation and change.

2. An evaluation of claims that key objectives of the original new apprenticeships scheme, as agreed by the states and territories, are not being met

It was never intended that the federal government alone could achieve the objectives of NAS.  In fact, the State/Territory Training Authorities have yet to comply fully with the commitments that they made to new apprenticeships.  The changeover from curriculum-based training material to competency-based training packages by TAFE has still a long way to go in many jurisdictions.  And although all states and territories (except NSW) agreed to do away with Declared Vocations, only Victoria has done so to date.

(i) Training outcomes are of diminishing quality

The NAS has operated within the National Training Framework which incorporates industry developed Training Packages which establish requirements for national qualifications.  It has also operated within the Australian Recognition Framework, which establishes the standards necessary to become a Registered Training Organisation (RTO).

HIA strongly contends that under the Training and Recognition Frameworks, the quality of training outcomes in Australia has improved, and that greater improvement is expected with an increased take-up in national Training Packages in particular.

A recent report (Independent Investigation into the Quality of Training in Queensland’s Traineeship System – Schofield, July 1999) highlighted the dangers that have come about in Queensland of endorsing RTOs without adequate systems and resources to ensure compliance with ARF standards.  Notwithstanding the seriousness of the findings, the lessons serve to highlight the need for State and Territory Training Authorities to adhere to quality assurance standards that were agreed up-front.

The greatest threats to quality training are the impediments to the take-up of national Training Packages.

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

HIA has seen no evidence of older persons benefiting from new apprenticeships ahead of the young.  In fact, because of the cost disincentives to getting skills recognised for the existing workforce, HIA would contend that it is young people who have benefited most from new apprenticeships.  This acknowledges the change in average age of a commencing apprentice from 15-16 years to the norm today of 18-19 years, as secondary students are encouraged to remain at school longer.  The needs and aspirations of an older age group on entering the workforce are very different.  The shift in age of apprentices also places greater competition for adult wage rates in some jurisdictions.

(iii) The system is more rather than less complex

Any system that is undergoing change is generally more difficult to understand than an established system.  However, HIA would contend that the NAS is easier to understand than the previous system.  Any complexity in understanding the system is the product of intransigence on the part of state and territory training authorities and public providers.  HIA has repeatedly encountered bureaucrats at state level who doggedly frustrate steps to work within the new arrangements.  The beneficiaries under the previous system continue to show an unwillingness to embrace changes that simplify the training system.  This is particularly the case in TAFE NSW where they continue to resist national Training Packages and insist on tinkering with their old curriculums.

The NAS offers multiple pathways to acquiring skills whereas the traditional apprenticeship system had only one pathway and which was essentially delivered by TAFE.  The flexibility of delivery arrangements and customisation of Training Packages within NAS has given employers much greater choice and a variety of options in how and what training can be delivered.

National Training Packages and the Australian Recognition Framework have simplified the way vocational education and training system previously operated.  This earlier system was characterised by numerous accredited training courses.  The national training framework has improved the capacity, relevance and responsiveness of vocational education and training.

Much more needs to be done to communicate the benefits of the national Training Framework to enterprises and to bureaucrats and their roles and responsibilities within it.  This is a project that should be funded and coordinated by the Australian National Training Authority in conjunction with employer associations externally and state and territory Training Authorities internally.

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

In the building and construction industry, employers employ apprentices directly or they are employed by Group Training Schemes who hire out apprentices to host employers.

HIA operates a national group training company across a number of states.  Like other group schemes that service industry, growth in apprenticeship numbers is driven by industry demand.  No group scheme can rely on financial incentives for its continued viability as the incentives that are available are inadequate.  Notwithstanding this fact, financial incentives are an important income source for group schemes.  They are effective in making it more attractive, or indeed possible, for group schemes to employ apprentices in specific areas of future industry need, thus ensuring a long-term approach to training delivery.  They also enable Group Training schemes to pass financial incentives on in the form of reduced charge-out rates.

3. 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

HIA strongly contends that the area of skill assessment is the most important element of the National Training Framework.  Skills assessment goes to the heart of the system and unless adequately qualified resources and transparent processes are in place, that are clearly understood and rigorously enforced, then the credibility of the whole VET system and the confidence in it by industry, apprentices and the public will be quickly lost.

(i) The adequacy of current administration, assessment and audit arrangements for registered training organizations and the credentials they use

Administrative, assessment and audit arrangements for Registered Training Organizations (RTOs) are described in the Australian Recognition Framework (ARF) arrangements.  The ARF is a comprehensive approach to national recognition of VET.

HIA is of the view that the ARF is generally adequate for registration of training organizations seeking to deliver training, assess competency outcomes and issue qualifications, provided it is applied consistently across all states and territories.  HIA would prefer to see assessment arrangements improved, particularly in TAFE institutes.  There are numerous examples of in-house assessors in TAFE who have not been ‘on the tools’ for literally decades.  Their ability to assess apprentices, on behalf of the institute they represent, to current industry standards is highly questionable.

HIA as a Quality Endorsed Training Organization has established, within ARF guidelines, a unique and improved assessment system that has been endorsed by the national industry training advisory board.  HIA effectively offers a brokering service to practitioners who want their skills recognised and matches them with HIA endorsed and trained workplace/skills assessors.  HIA assessors must be current industry practitioners (i.e. know and work in industry) and are also required to belong to the Australian Housing Institute or equivalent where membership requires them to maintain a minimum level of continuing professional development.

(ii) Processes for the recognition of RTOs, the effectiveness of compliance audits and validations of RTOs, operations, and sanctions for breaching the conditions of registration

HIA is aware of instances where RTOs have not been assessed by state Training Authorities before being registered.  Rather than ensuring that quality is built-in to the system before qualifications are issued, such actions confer training providers with powers to issue qualifications without necessarily having the systems, standards or resources in place.

It is important when assessing the suitability of organizations for RTO status that the audit teams comprise representatives who know and understand the industry in which the RTO will operate.  State and territory Training Authorities should avoid using their own staff, many of whom possess little or no practical or commercial understanding of how training organizations function.  The system of audits and validations should be outsourced to organizations (e.g. Australian Quality Council) who can work alongside a successful non-public training provider.  They should encourage examples of best practice in training delivery and assessment.

HIA is unaware of any RTO that has been sanctioned for breaching their conditions for registration.

(iii) The level and quality of VET occurring within RTOs, including TAFE, private providers, workplaces and schools

Most TAFE institutes around the country are still to take-up the national Training Packages that have been developed for building and construction.  TAFE NSW, following much arm twisting by industry, has also just agreed to partially deliver the national Training Package for General and Civil Construction (to Certificate 2 level only), despite being co-developed and endorsed by industry in NSW.

Until the national Training Packages have been fully implemented in all TAFE colleges, we will continue to see more of the same out-of-date and non-relevant training that has been taught for decades being delivered.

Very little VET subjects on building and construction are being delivered in schools.  Many schools see building and construction as just too difficult to get up and going given the infrastructure, tools and materials costs required making this type of training realistic.  When schools do decide to become RTOs in their own right and  expand their scope to deliver and assess building and construction subjects, it will be essential that they use teachers who are fully qualified and experienced.

HIA has been successful in working with schools and establishing structured workplace training opportunities for school children with members.

(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

In the building and construction industry, the proportion of apprentice time learning on-the-job is in excess of 80 percent.  Monitoring arrangement vary.  In the case of Group Training schemes, regular weekly or fortnightly time-sheets are submitted by the apprentice and host employer.  This forms a detailed record of on and off-the-job participation rate.  Other monitoring arrangements are linked to OH&S requirements and involve face-to-face meetings with apprentices.

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

Apprentice on the job training in the housing industry takes place out on building sites.  In this way, apprentices demonstrate their skills using real equipment, with the real-life working conditions and pressures that are unavailable at a simulated site at TAFE.  The apprentice is usually a member of a small sub-contracting team and will be exposed to the full range of work opportunities available in the industry.

(vi) Attainment of competencies under national Training Packages

As mentioned above, TAFE colleges and private providers are yet to take-up national Training Packages covering General Construction.  This Training Package was formally launched in October 1998, too late to be incorporated into the TAFE curriculum for 1999.  It is expected that many public and private providers will adopt the General Construction Training Package in 2000.  This is expected to see a major increase in the attainment of competencies across the industry.

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

HIA estimates that in the building and construction industry, approximately 10 percent of apprentices who enter into a Certificate of Training with an employer discontinue their apprenticeship in the first 12 months.  There are two main reasons for this: poor recruitment practices and the quality of candidates who take-up an apprenticeship.

HIA, in administering its Group Apprentice Schemes some years ago, recognised the importance of interviewing prospective apprentices before taking them on.  The purpose of interviewing applicants is to assess their aptitude and attitude towards work in the industry.  This practice has greatly improved the retention rate amongst HIA apprentice schemes.

The second reason for a high non-completion rate of apprentices in industry is related to the quality of the individual.  It is a widely held view that school career counselors view a trade as a second-best career option behind the professions and a tertiary education.  This is not aided by the perception the industry has in the workforce.  The building and construction industry generally has a poor and some would say ‘dirty’ work image.  Teachers and counselors channel students who are bright and who show an aptitude for academia into subjects that are aligned to the professions and university studies.  A bright child is not made aware of the career opportunities that exist in building.  The result is a generally lower standard of apprentice.

The value of building and construction to the Australian economy is enormous.  And numerous success stories exist of lucrative and self-made careers by practitioners who started their career as an apprentice.  The industry itself must take some of the responsibility for changing the perception of school children and career counselors.  The government too has an important role to play in educating and promoting a balanced view of career options to the school system.

4. An examination of the impact of quality and accessibility of VET resulting from the policy of growth through efficiencies and user choice in VET

Efficiency gains in any industry are a desirable objective, provided the policies, processes and procedures are aligned to achieving ones objective.  Doing the right things (effectiveness) needs to be the primary consideration followed by doing things right (efficiencies).

HIA would contend that the policies and processes recommended by NAS are desirable.  These include the adoption of the National Training Framework, encouraging user choice and one-stop-shop arrangements for obtaining advice and for obtaining government support including subsidies. Implementation is still occurring and, until all aspects of NAS can be fairly demonstrated, comments now about the system can only be premature.

(i) Viability of TAFE, particularly in regional Australia

There have been a number of TAFE campuses throughout regional Australia that have closed.  This has occurred partially as a result of less funding flowing through to TAFE, partially as a result of less interest being shown by candidates for a trade career, but moreso because of the teaching methods that TAFE is employing in these areas.

TAFE continues to focus on face-to-face teaching methods that are labour intensive and that are carried out by full-time long-term contract staff.  The demographics in many of these regional areas have changed but TAFE has not responded.

TAFE in regional Australia can remain viable provided it changes the way it has traditionally delivered training.  Appropriate use of technology is one solution.  Establishing key alliances with industry and local communities is another.  Working with the schools sector, rather than seeing them as a threat, has enormous upside for VET right around the country.

(ii) Quality of structured training

HIA is of the view that when user choice is fully in place that a natural consequence will be a forced improvement in the quality of structured training.  There are dangers however.  Some TAFE providers (and others) may opt for a softer, less rigorous, approach to delivering training outcomes.  In other words, there will be cost pressures on institutions, corners cut and standards compromised.  Another danger is a move by some providers to training areas that carry less risk.  This softer side of training provision would see many institutions with high infrastructure costs get out of this line of training.

Government needs to be prepared to intervene, if necessary financially, when the greater community interest is under threat of not being served.

(iii) Quality of teaching

HIA has seen some improvement in the quality of TAFE training, particularly in Queensland.  In response to HIA’s preference to use current industry practitioners to deliver post-trade training, TAFE in Queensland are now following suit.  This has lifted the quality of teaching and has made TAFE in Queensland more competitive and attractive to participants.

Elsewhere the quality of teaching by TAFE is disappointing.  While many TAFE will go to great lengths to ensure their instructors are qualified as Category IV Trainers, many continue to employ teachers who have little or no current industry experience.  

(iv) Appropriateness of curriculum and learning resources

HIA is aware of many TAFE institutes that use curricula developed 20 and as much as 30 years ago.  The problem is that it loses its industry relevance.  The teachers do not understand new technology and building materials.  These areas are not covered in the curriculum and learning resources.

A greater and widespread use of national Training Packages commencing in 2000 will see the replacement of much outdated curricula.  The reason for this is that they have been developed by industry over a number of years and was endorsed by industry in 1998.

(v) Range and availability of student services

The range and availability of student services provided by TAFE varies considerably from provider to provider.  Some levels of student services are very basic, covering essential administration and amenities.

Many TAFEs should do more for students than simply offer off-the-job apprenticeship training.  More could and should be done to better prepare students for the world of work.  Trade training does not cover basic issues such as setting-up your own trade business, basic budgeting, cash-flow management, etc.  TAFEs do offer these types of courses but do not market the benefits of attending them to their own students.

(vi) Effects of fees and charges on TAFE

There has been a move around the country to charge students to attend TAFE.  In South Australia, $1.00 per student contact hour is charged to cover administration (material reproduction) and amenities.  HIA expects the trend to charge students to continue and expand to cover the cost of tuition.

5. An evaluation of the provision of Commonwealth and state employers’ subsidies

State and territory governments in Western Australia, South Australia, Tasmania, Queensland and the ACT have introduced training levies on the building and construction industry.  HIA is fundamentally opposed to training levies as the essential means of funding training.  HIA is of the view that if training delivered by a provider is any good, then that training will be supported by people willing to pay for it.  Regrettably, the primary focus of these collection agents is where, how and to whom to allocate funds with little or no interest in quality training outcomes as being their raison d’être.  In one jurisdiction, the cost of propping up the bloated administration of the collection agency is in excess of half of all the levy funds collected.

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

One of the major impediments to the successful implementation of the General Construction and other Training Packages is the long-established practice of state and territory Training Authorities to fund apprenticeship training, and Vocational Education and Training generally, on an Average Student Contact Hours basis.  Just as competency-based training is outcomes based, so too funding arrangements should be outcomes-based.

The current training funding system relies on a time-based approach.  Nominal hours are assigned to the period of an apprenticeship and funding is tied to the number of nominal hours completed. The problem with this model is that there is little motivation to encourage apprentices to achieve competencies in shorter timeframes.  Indeed the provider would be financially penalised if accelerated competency achievement were to be gained by the apprentices.  Yet there are clearly advantages for employers of apprentices if they do not have to bear the burden of downtime for apprentices who can be gainfully employed at their work sites.

What is often overlooked is the impact on industry.  Apprentices are then required, notionally, to spend more time off-the-job.  The longer the person spends away from the job, the greater the cost to the contractor of forgoing another pair of hands.  It can also affect those Group Training schemes who pay the apprentice for downtime.  And there is the additional cost to the State that is not insignificant.

An alternative to the current Average Student Contact Hours funding model is to pay according to an Outcomes Achieved funding model.  Under this arrangement, the funding benchmark would remain the same as that of the traditional one.  In the event that a student were, for example, to complete Certificate 1 and then exit before the completion of Certificate 2, the provider would be funded for all the competencies achieved to date.

There would be clear efficiencies from such a model, both for the provider who is able to deliver learning strategies and assessments in less than the nominal timeframes, as well as for employers of apprentices who would see their employees being more productive on work sites.  Employers who operate Group Schemes are especially affected by the cost of downtime for their apprentices under the current training practice of block release.  Funding based on the achievement of competencies would also take account of the cost of assessment.

Assessment standards would need to be carefully monitored to ensure that standards do not slip in response to fast-tracking apprentices through a system in order to simply increase returns.  A simple auditing system conducted by industry assessors and coordinated by State Training Authorities would be needed and could easily compliment the ongoing system of random audits of RTOs that occur in many jurisdictions.

HIA would urge that an Outcomes Based approach to funding VET be adopted.

(ii) The impact of changes to the new apprenticeships policy, which broadened employer trainee subsidies to include existing workers

Although the housing sector relies predominantly on a sub-contract system for supplying skilled labour to the industry, the HIA would welcome broadening employer trainee subsidies to include existing workers.

6. An evaluation of the growth, breadth, effectiveness and future provision of vocational education in schools

VET in Schools is an exciting development.  It provides an alternative pathway into the industry rather than going down the TAFE path.  It also helps to build student and parent awareness of the industry and the career opportunities available in building and construction.

HIA supports vocational education in schools provided that training and assessment are of a high standard.  Recognised skills that are acquired in school will shorten the normal time taken to train an apprentice to trade level.

(i) The quality of provision of VET in both government and non-government schools

As mentioned earlier, there are very few schools around the country who offer VET subjects in building and construction.  There are a number of reasons for this, namely:

· the difficulty of acquiring and establishing expensive infrastructure and equipment

· the image of the industry as dangerous with a higher accident rate than in other industries

· the training required of teachers to deliver and assess competencies in building and construction

Schools, as with any provider, may apply to become a registered training organisation.  However, given the above limitations, many are likely to align themselves with existing RTOs who possess the equipment, skills and safety record to facilitate the delivery and assessment of VET.

(ii) The relationship between vocational education in schools, and accredited training packages

The General Construction Training Package, developed with the assistance of HIA, was specifically written with schools in mind.  It contains Certificate level subjects that can be delivered in schools.

(iii) The effectiveness and quality of curriculum materials and teaching

Should schools decide themselves to become an RTO and deliver the General Construction Training Package, then the issue of curriculum materials and teaching will be important.  At the present time, the non-endorsed or teaching materials contained in the Training Package are intended to be used as a guide.  The materials are not prescriptive and are not in a form that could be readily picked-up and used for content delivery.  In other words, much preparatory work would still be required before they could be used.

The issue of who would teach is an important consideration.  HIA maintains that individuals who are themselves qualified in the subject area should instruct.  This does not mean that teachers can be sent away to do a crash 2 week course in carpentry and come back and then deliver training in carpentry.

(iv) Accountability provisions for the funding of vocational education in schools

As mentioned earlier, the preferred funding model for any VET should be based on outcomes or competencies achieved.  To ensure that acceptable standards of assessment are being maintained, a system of independent spot audits should be conducted.

(v) School-to-work transitional arrangements

Over the past twelve months, HIA has been researching and assessing a suitable industry model for VET in Schools.  Part of this project has involved awareness-raising amongst industry employers of the need to find structured learning work placements for senior secondary students undertaking building and construction learning programs.  Equally important has been the qualitative aspects of preparing for these on-the-job learning experiences.

The commonly held community image of the construction industry as a career pathway is not favourable.  The need to change that perception is important and creating quality school-to-work experiences such as structured work-placements is one method.

A related element is to reach Careers Advisers in schools and to explain to these people, who play such an important role in the career directions selected by senior students, the exciting career opportunities available in the industry offers.  In Queensland, HIA has actively participated in Careers Advisers’ conferences and seminars.  In South Australia, HIA hosted a seminar for Career Advisers that show-cased the housing industry and the range of employment opportunities available.  This occurred in collaboration with a number of industry associations and generated enormous interest and follow-up inquiries.  Too often, Careers Advisers do not see past the university option for their students.

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

The saying “There are lies, damn lies and then there are statistics” says a lot.  HIA’s experience of obtaining VET statistics, particularly in respect to apprenticeships, has been to use the National Centre for Vocational Education and Research (NCVER).  We have found the staff to be helpful and responsive, however, the material is often heavily qualified and has varied from state to state.  It has also proved difficult to request ‘clean’ apprentice figures which do not contain trainee statistics.  In saying this however, the issue of standardised reporting is improving.

There is no doubt that a nationally consistent statistical database is needed.  The database needs to be tied to econometric modeling and forecasting by industry.  This material should be presented in a form that will encourage state and territory Training Authorities to require Industry Training Plans to make use of this information.
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