	
	


	
	



Findings and recommendations
What has the Commission found?

Some characteristics of the VET workforce are known 

finding 3.2
The VET workforce can be characterised as: 

· having a predominance of dual professionals, with both vocational and educational skills

· being older than the wider labour force, as most VET workers gain industry experience before joining the sector later in their working life 
· having high rates of non-permanent employment, compared to the general workforce
· being highly mobile, with over 80 per cent changing jobs within the sector during their career.

The intentions of many older VET workers to keep working, and the sizeable inflows of new workers into the sector (including older workers), should contribute to the aggregate supply of VET workers in the short and medium term.

finding 3.1 

Up to 40 per cent of TAFE sector workers who work as trainers and/or assessors do not have the necessary minimum educational qualification for VET practitioners — namely, the TAE40110 Certificate IV in Training and Assessment or an equivalent qualification (noting that it is not a statutory requirement if they are supervised by someone who does). No corresponding estimate is available for the non-TAFE sector, but the figure is likely to be higher.
… but quality workforce data are lacking

FINDING 7.1
Consistent national data about the size and characteristics of the VET workforce are lacking. TAFE administrative collections containing workforce data exist, at both the provider and jurisdictional level, but they are incomplete, disparate and not widely used or disseminated. There is currently no regular reporting of workforce data for the private VET sector. Lack of quality data is is proving to be a significant obstacle to effective policy making and workforce planning at any level, and to efforts to improve the capacity and capability of the workforce.

Finding 7.2
Current reporting burdens are already extensive for Registered Training Organisations. Any future workforce data collection is likely to increase these burdens only marginally. Moreover, this increase could be offset by a decrease in overall data burdens from rationalising and consolidating existing VET activity collections.
The minimum teaching qualification provides good capability
Finding 10.1

On balance, the Commission concludes that the Certificate IV in TAA, when well taught, is an appropriate minimum qualification for the development of essential foundation competencies for VET practitioners and dedicated trainers and assessors working within Enterprise Registered Training Organisations. The Assessor Skill Set is an appropriate minimum for practitioners in assessment‑only roles. Relevant Skill Sets represent an appropriate minimum for workplace trainers and assessors working under supervision. Industry experts, working under supervision, should be encouraged but not required to obtain a Skill Set relevant to their role.

… but the VET workforce will confront increasing challenges

Finding 6.1

Over the medium term, in the context of a tightening labour market, the VET workforce will be expected to deliver a greater volume of training, increase the quality and breadth of its training, cater for a more diverse student population, and operate under a more contingent and contestable funding system.

Finding 2.1

The emerging tertiary sector provides an additional set of pathways and education options for students, including those who experience disadvantage, but it is important that the traditional strengths of the Vocational Education and Training sector not be diminished as a result.
… which may exacerbate existing capability gaps

Finding 9.2
Considering the educational capabilities of the VET workforce:

· the delivery of training and assessment to students who might experience disadvantage is an area of considerable exposure for the VET sector in the future

· there is considerable scope to improve the dissemination of lessons learnt from innovative programs directed at the needs of disadvantaged students in general, and Indigenous students in particular

· there is tentative evidence of capability gaps relating to delivery of higher-level qualifications

· there is evidence of a significant capability gap in information and communication technologies skills among the VET workforce

· there is evidence of a capability gap in the ability of some VET practitioners and enterprise trainers and assessors to assess Recognition of Prior Learning and Recognition of Current Competency
· there is evidence of capability gaps relating to workplace‑based delivery

· there is evidence of capability gaps among VET managers and leaders.

Finding 9.3

Industry currency is not well‑researched or understood. Although currency is often equated with industry release, or work in industry, maintenance of currency can occur through a variety of activities. There is evidence of currency gaps in the current workforce, particularly among those who have worked full time in the VET sector for more than 10 years. Professional development systems need to identify and address these gaps.

Finding 9.1
Many Registered Training Organisations have programs in place to assist Indigenous students, including through the provision of culturally aware tuition. However, few programs have been evaluated, and not all evaluation reports have been made publicly available.

… and will require increased flexibility in the public VET sector
Finding 4.1

A move towards greater managerial independence for TAFE Institutes is likely to better enable them to respond to the more competitive environment they now typically face. The adoption of a statutory authority governance model for public‑sector Registered Training Organisations is appropriate, given the desire for governments to retain both ownership and control, while promoting flexibility and competitive neutrality at the individual provider level.
Finding 8.1
Statutory wage structures in the TAFE sector take no account of the relative scarcity of industry skills being sought. As a consequence, TAFEs need to rely on industry allowances to attract and retain some VET trainers and assessors with skills in demand. However, their ability to do so is limited by the fact that, at the going rates specified in agreements, other VET trainers and assessors are paid more than is necessary to attract and retain them.

What does the Commission propose?
Greater autonomy for TAFE institutes will improve capacity and flexibility
Recommendation 8.2
Each TAFE institute should be able to select the mix of employment arrangements, supported by contemporary human resource management practices, that best suits its business goals. This should include industrial relations settings that offer more flexibility, by removing caps on the use of casual staff, prescriptive hours to be worked and undifferentiated wages and conditions. 

Recommendation 4.1
Governments should make explicit on‑budget Community Service Obligation payments, to be contestable by both public and private VET providers, to those providers undertaking non-commercial activities at the request and direction of the Governments.
A more culturally aware approach to Indigenous peoples is needed

Recommendation 8.1
In order to improve delivery to Indigenous VET students, VET providers should attempt to secure the services of more Indigenous VET workers. Possible strategies include ensuring the presence of Indigenous staff members on recruitment panels, signing Reconciliation Action Plans and offering cadetships to Indigenous people studying the Certificate IV in Training and Assessment and other teaching qualifications. Recognising that it is difficult for VET to attract skilled Indigenous VET workers who are also being sought by industry, the VET sector should also put in place strategies to support Indigenous students to complete their studies within the VET sector, to enable their progression into the workforce and encourage their return to the VET sector as trainers and assessors.

Recommendation 9.2
The National VET Equity Advisory Council should establish a publicly-available database of evaluation reports on programs directed at assisting Indigenous students. This database would provide information on what works well and what does not. This information would assist Registered Training Organisations with developing successful Indigenous programs and would improve the VET workforce’s capability in this area.
There is scope to improve the content of the TAE training package
Recommendation 10.7
Innovation and Business Skills Australia should amend the Evidence Guide for TAEDEL401A (Plan, Organise and Deliver Group‑based Learning) to require those seeking to demonstrate competence at the Certificate IV level to prepare and deliver at least four supervised training sessions.

Recommendation 10.10

As a matter of priority, Innovation and Business Skills Australia (IBSA) should develop qualifications and Skill Sets so that the TAE10 Training and Education Training Package more completely covers the diversity of roles within the VET workforce, and reflects a full capability framework for the workforce. The Package should then form the basis for advice from IBSA to the sector on continuing professional development options that address capability gaps.
… and the way in which it is delivered

Recommendation 10.6
To improve the information available to students to assist in their choice of Registered Training Organisation, and to incentivise Registered Training Organisations to focus on quality training and assessment:

· valid and reliable performance indicator data for Registered Training Organisations should be made public through the My Skills website

· Registering Bodies should publish information on audit outcomes for individual Registered Training Organisations.

The nature of the published performance indicator and audit information should be determined after consultation with industry.

Recommendation 10.4
The National Quality Council should:

· publicly release the data collected through the employer survey conducted as part of the National Strategic Industry Audit of the TAA40104 Certificate IV in Training and Assessment, together with the accompanying analysis

· commission research into the relationship between Registered Training Organisation compliance, the quality of delivery of the Certificate IV and graduate competence.
Recommendation 10.5
The TAE40110 Certificate IV in Training and Assessment should retain its status as a high-risk qualification. Scope to deliver this qualification should be one factor taken into account by a Registering Body in assessing a Registered Training Organisation’s risk profile.

Existing gaps in the holding of trainer and assessor qualifications should be remedied

Recommendation 10.2
The National Quality Council should amend the Determination of 17 June 2010 to require that demonstration of competencies equivalent to those in the TAE40110 Certificate in Training and Assessment by existing trainers and assessors who do not hold that Certificate, or assessors who do not hold the Assessor Skill Set, occur through a formal Recognition of Prior Learning process.

Recommendation 10.3
The National Quality Council should amend the Determination of 17 June 2010 to limit the period during which:

· VET practitioners or dedicated workplace trainers or assessors

· workplace trainers and assessors working under the supervision of someone with the TAE40110 Certificate IV in Training and Assessment

can work without holding the minimum qualification relevant to their roles. That period should last no longer than two years: from the date of the amendment to the Determination for the existing workforce; or, for new recruits, from the commencement of their employment after that date.

Recommendation 10.1

The Australian Quality Training Framework should be amended to establish the relevant Skill Sets developed by Innovation and Business Skills Australia as the minimum qualification requirement for workplace trainers and assessors working under supervision.

Better coordination, targeting and support of professional development is required

Recommendation 10.8
Given the wide variation in provisions for professional development within the relevant VET awards and agreements, State and Territory governments should collaborate to explore how Australian Quality Training Framework requirements that trainers and assessors continue to develop their capability can be most effectively met.

Recommendation 10.9
Following inter‑jurisdictional collaboration on meeting the Australian Quality Training Framework requirements for continuing professional development in their VET workforces, State and Territory Governments should assess the adequacy of funding provisions for this activity. Registered Training Organisations should identify capability needs within their own workforces and target funding accordingly.

recommendation 10.11
Governments should not endorse or contribute funding to a registration scheme for VET trainers and assessors.

Governments should improve the quality of workforce data

Recommendation 7.1
In consultation with other VET stakeholders, the National Centre for Vocational Education Research should develop a National Standard for VET workforce data collection as soon as is practicable.

recommendation 7.2

The Ministerial Council for Tertiary Education and Employment should engage the National Centre for Vocational Education Research (NCVER) to develop a comprehensive instrument with which to identify the VET workforce as soon as practicable. This instrument should focus on measuring and describing the workforce. The NCVER should consult with key stakeholders so that the instrument does not unduly increase the response burden for providers. Implementation of this new instrument might need to be staged, to allow providers to adjust to the new requirements. Data from the collection could support the risk analysis and auditing functions of the forthcoming National VET Regulator.
… and better data on client satisfaction with VET are also required

Recommendation 5.1

The National Centre for Vocational Educational Research (NCVER) should amend the Employers’ Use and Views of the VET System survey (SEUV) to allow for more detailed analysis of employers’ satisfaction, to be offset by the removal of low-priority questions. The NCVER should include further questions that measure employers’ satisfaction with different aspects of the VET system, including the performance of the VET workforce. The NCVER should also modify the SEUV to clarify what satisfaction among Enterprise Registered Training Organisations means. 

Recommendation 9.1
The National Centre for Vocational Education Research should ensure that it collects all the information required to allow the critical determinants of quality training and assessment to be investigated quantitatively. Once that information is available, the Centre should conduct quantitative analysis of the relationship between trainers’ and assessors’ characteristics and student outcomes, including by level of qualification delivered.
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