	
	


	
	



	
	


Overview

	Key points

	· The Vocational Education and Training (VET) workforce builds Australia’s human capital and contributes to its economic prosperity by equipping workers with the skills that industry needs. The VET workforce also contributes to social inclusion and civic participation.
· There are nearly 5000 Registered Training Organisations (RTOs), ranging from large, broad-based Technical and Further Education (TAFE) institutes to private sector and enterprise-based RTOs of varying size and scope.

· The VET workforce comprises about 73 000 TAFE employees and an estimated 150 000 who work for other VET providers. It includes trainers and assessors, other professionals and general staff. It has a greater proportion of part-time, casual and older workers, compared with the general labour force.

· VET trainers and assessors are required to be ‘dual professionals’, having both industry currency and educational capabilities.

· At an aggregate level, the current VET workforce numbers, profile and capability meet many of the existing demands on the VET sector.

· However, some clear deficiencies should be addressed. The VET sector requires: more trainers and assessors with industry skills in demand; greater attention to meeting changing contemporary skills needs; and a wider base of the VET workforce that has at least basic educational capabilities.
· A confluence of demographic, economic and regulatory factors will introduce greater challenges for the VET sector over coming years. Necessary reforms, that will improve the VET workforce’s capacity and capability, include:
· a more flexible industrial relations regime in the TAFE sector, to facilitate recruitment and retention in areas of skill scarcity
· more consistent delivery of the Certificate IV in Training and Assessment (TAA) to the required regulatory standard, to improve basic educational capability and consumer confidence. All practitioners in the VET sector should hold a teaching qualification commensurate with their role
· action to remedy gaps in the: delivery of higher-level qualifications; assessment of Recognition of Prior Learning and of Current Competency; use of information and communication technologies; and development of managerial and leadership skills
· the deployment of strategies that enhance the contemporary vocational competence of those workers with long tenures or who are employed only in the VET sector
· more targeted and evidence-based professional development that addresses identified capability requirements of the workforce.

· Better data — particularly covering the private VET sector — are urgently required to inform policy strategies and assist with workforce planning.

	

	


Overview
What this study is about

The Productivity Commission has been asked by the Council of Australian Governments (COAG), through the Australian Government, to undertake a study of the workforces in the Vocational Education and Training (VET), Early Childhood Development (ECD) and Schools sectors. This report on the VET workforce is the first of the final reports from this suite of studies.

In particular, the Commission was requested to consider the demand for and supply of VET workers, workforce composition and workforce planning, among other factors of significance. Although this is primarily a study of the VET workforce, the Commission has considered the context in which the VET sector operates and the implications this has for workforce composition and development. This has included, for example, an examination of cross-sectoral dimensions, as exist between the VET sector and the Schools and higher education sectors. 
A focus on the workforce in a high-skilled and labour intensive activity such as education and training is justified. In this type of activity, the quality of the service provided is critically dependent on the availability and quality of those who deliver the service.
The VET sector 

In conjunction with other education sectors, the VET sector should be able to:

· build human capital by inspiring, stimulating and enriching learners from all segments of the community

· assist the workforce to acquire the skills needed by the economy

· contribute to social inclusion and civic participation.

Diversity of the VET sector
For the purposes of this study, the Commission has limited its analysis to VET sector providers who are Registered Training Organisations (RTOs). Registration is an essential prerequisite to delivering nationally recognised accredited courses. The broader VET sector is not limited to RTOs, however. Many organisations and individuals regularly engage in unaccredited or informal training, both of which can add to their human capital and workforce skills.
Data on the VET sector are inconsistent and incomplete. From the information available, the Commission estimates that there are almost 5000 RTOs, including both public sector and private sector organisations, once all schools and higher education institutions that are also RTOs are included.
 Table 1 shows the nature of the sectors in which some of these RTOs are located.
Large, broad-based TAFEs are still a major component of the sector, with 59 such institutes currently in operation. Nowadays, however, the public VET sector also includes schools, polytechnics, universities, community organisations and some government agencies such as the Australian Defence Force. In the private sector, small, specialised providers coexist with large, multi-disciplinary colleges and Enterprise Registered Training Organisations (ERTOs). 
Table 1
Broad indicators of VET sector activitya
	
	TAFE and other non-school government providers
	Private RTOs (including ERTOs)
	ERTOs
	RTOs receiving public fundsc

	Number of students
	1 312 300c
	1 467 000d
	na
	1 707 000

	Student contact hours
	368.2mc
	na
	na
	438.9m

	Certificate-level enrolments
	845 000c
	597 900e
	233 000f
	1 362 000

	Diploma or higher enrolments
	185 000c
	307 100e
	37 000f
	223 000

	Number of institutionsb
	182
	3732
	211
	na


a(Data in this table are indicative only, as they are not strictly comparable. b(At August 2010. This row does not contain schools or private universities that are RTOs. The first figure in this row contains 112 government ERTOs. The second figure contains all private RTOs, including private ERTOs. The third figure contains private ERTOs only. c In 2009. d ACPET estimate of full-time equivalent number of students enrolled in May–June 2010. e ACPET estimate of enrolment level (not course type) in May–June 2010. f Productivity Commission-adjusted ERTOA estimate of number of enrolments in 2008 (sub. DR91, p. 7). na not available.

Source: Based on NCVER data in appendix B, ACPET (2010a unpublished) and ERTOA (2009).
The VET qualification most frequently studied is the medium‑skilled Certificate III (involving an estimated 30 per cent of students and enrolments in 2009). The most popular courses are in ‘management and commerce’ and ‘engineering and related technologies’. 
Relative to other education sectors, the VET student body includes a greater representation of Aboriginal and Torres Strait Islander peoples, people from a non‑English speaking background, people with disability and people living in rural and remote locations. Moreover, VET and Adult and Community Education (ACE) providers play an important role in facilitating lifelong and ‘second chance’ learning. In 2009, more than half of VET students were aged 25 years or over, and most VET students had a prior educational level of Year 12 or lower. Thus, the VET sector in general, and ACE in particular, are key contributors to equitable access to education and training by disadvantaged groups.

Funding and the growth of the private VET market

From its inception, funding of the VET sector has been largely the responsibility of governments. TAFEs continue to be mainly funded from the public purse, as do those public schools and universities that now double as RTOs. A large number of private providers who meet RTO requirements also receive public funding — estimated at $455 million in 2008. Nevertheless, private RTOs primarily rely on fee-for-service payments ($2 billion in 2008). The spending on training by government and private ERTOs for the in-house provision of free-of-charge accredited training to their employees is also significant ($2.1 billion in 2008). Table 2 provides broad estimates of the sources of funding for RTOs.
Table 2
Sources of funding for government, private and enterprise RTOs, 2008a
	
	TAFE and other government providers
	Private providersb

	
	$ million
	$ million

	Government recurrent funding
	3 645
	455

	Fee for service
	991
	2 075

	Enterprise funding in ERTOs
	945c
	1 155d

	Total
	5 581
	3 685


a Broad estimates only. Figures are not strictly comparable. b Includes private ERTOs, private RTOs receiving public funding and other RTOs. c ERTOA estimate (sub. DR91, p. 8) of government ERTO training expenditure, based on ERTOA (2009). d ERTOA estimate (sub. DR91, p. 8) of private ERTO training expenditure, based on ERTOA (2009).
Source: Productivity Commission estimates based on NCVER (2010c), ACPET (2010a unpublished) and ERTOA (2009).
In recent times, private fees have grown as a source of funding for RTOs. Many private providers rely exclusively on fees from students and industry. Others, including TAFEs, supplement public funding with private fees. The majority of ERTOs do not charge private fees and the training they deliver is predominately funded by the enterprise as part of its business operating costs.
Considerable growth in fee-for-service delivery has been underpinned by an expansion of the international VET student market (overseas students studying in Australia), to the main benefit of private providers (table 3). Whereas the number of domestic students in public RTOs fell by 113 000 between 2000 and 2009, international student numbers across both public and private RTOs grew by a greater amount — over 200 000, mostly in the private sector — over the same period.
Table 3
Domestic and international students in public RTOs, private RTOs and other providers, 2000 and 2009 

	
	2000
	
	2009
	
	Change
2000–09

	
	’000
	%a
	
	’000
	%a
	
	’000

	Public RTOs
	
	
	
	
	
	
	

	  Domestic students
	1537.1
	98.7
	
	1424.5
	97.3
	
	-112.6

	  International students
	19.8
	1.3
	
	39.7
	2.7
	
	19.9

	Private providersb
	
	
	
	
	
	
	

	  Domestic students
	na
	na
	
	1274.7c
	86.9
	
	na

	  International students
	11.0
	na
	
	192.3c
	13.1
	
	181.3


a(Percentages denote proportion of domestic and international students in total student numbers for that category of RTO. b(Includes ERTOs and private RTOs receiving public funding. c(Based on the 2010 ACPET estimate of total full-time-equivalent student numbers in the private provider market (section B.1). na not available.
Source: Based on NCVER and Australian Education International data in appendix B, and data from ACPET (2010a unpublished).

The rise of the international student market was particulary rapid from 2007 to 2009, reflecting a progressive relaxation of immigration policy. Students who completed courses in official ‘Migration Occupations in Demand’, and who could demonstrate work experience, were able to convert their student visas into permanent residency visas. A tightening of immigration policy, announced in February 2010, has since contributed to a significant reduction in the number of overseas students enrolled in VET and other educational institutions. Other factors are also at play, including the appreciation of the Australian currency.

Increasing overlaps with the schools and higher education sectors

The VET sector has considerable overlap with both the schools and higher education sectors. Typical VET qualifications such as Certificates I and II can be readily obtained while at school through the ‘VET-in-Schools’ program. Conversely, some VET providers offer Senior Secondary Certificates of Education, more generally associated with the schools sector.
At the other end of the spectrum, universities have long offered Diplomas and Advanced Diplomas. These two qualifications are also typical of the higher end of VET sector offerings. Overlaps between VET and higher education have been increasing. A growing number of ‘dual-sector’ and ‘mixed-sector’ providers, public and private, deliver both VET and university courses. Some institutions in this ‘tertiary’ sector offer qualifications that range from Certificates to Doctorates. 

Role of industry
Firms interact with the VET sector on many levels.

First, firms can themselves be part of the VET sector. Some have always trained, and continue to train, their employees in-house. In recent times, some firms that deliver internal training have opted to seek accreditation as ERTOs. This enables them to deliver portable Australian Qualifications Framework (AQF) qualifications, as well as providing them with a nationally recognised quality framework for their training operations. Accreditation also enables firms to receive government funding for some of the training they deliver. However, about half of all ERTOs receive no such funding.

Second, firms are both consumers and clients of the VET sector. As consumers, they rely crucially on the VET sector to supply many of the skills they require, even if they have no direct engagement with VET. As clients of the VET sector, employers directly purchase training for their employees, on a full-fee or government-subsidised basis.

Third, firms provide a reservoir of labour from which the VET workforce is sourced, either permanently or temporarily.
Fourth and last, firms are represented — along with unions and other groups — in Industry Skills Councils (ISCs) that play a key role in shaping Training Packages. Industry organisations also contribute to other major VET advisory arrangements, including Industry Training Advisory Boards and the National Quality Council (NQC). 

Government initiatives
In 2008, COAG agreed to targets for the educational attainment of the population. The relevant agreements call for substantial increases, by 2020, in the proportion of Australians with selected VET and higher education qualifications. Educational targets have also been set for Indigenous Australians and for the delivery of green skills.
Achievement of the targets is underpinned through a number of government funding initiatives to meet the cost of training or retraining workers (including those who are unemployed) in areas of skills shortages. 
Another important government measure is the establishment (from 1 July 2011) of a National VET Regulator, to have responsibility for RTO quality assurance, monitoring and enforcement in all states and territories (except Victoria and Western Australia, where mirror legislation will be enacted). The National VET Regulator is due to merge with the higher education regulator (the Tertiary Education Quality and Standards Agency) in 2013.
Some governments are promoting greater competition, contestability of funding and demand-driven provision in the publicly-funded VET market. Victoria has taken early steps in this area, and a number of other jurisdictions are now following suit. Within such arrangements, training is driven by student preferences rather than anticipated industry requirements.
The VET workforce

Size and composition of the workforce
Robust estimates of the overall VET workforce — which includes trainers and assessors, other VET professionals and general staff — are not available. Reliable data on the TAFE workforce, drawn from administrative collections, suggest that it currently numbers 73 000, including both permanent and non-permanent employees. Figures for the non-TAFE workforce, including private RTOs and ERTOs, are less accessible and much less reliable. The Commission estimates that about 150 000 workers are employed by non-TAFE providers, although higher numbers have previously been published by other researchers. The most recent study by the National Centre for Vocational Education Research (NCVER) put the total number of VET workers (TAFE and non-TAFE) at about one million (Mlotkowski and Guthrie 2008). However, this is very likely to include VET workers who are not employed by RTOs and, therefore, not in-scope for this study.
About half of the VET workforce comprises trainers and assessors who, as ‘dual professionals’, have the capacity to operate in both educational and industry environments. Importantly, their teaching must be based on current industry practices and, hence, meet the needs of those firms that employ their students. 
Trainers and assessors are a diverse group. They range from ongoing, full-time VET practitioners who deliver training and assessment, course development, Recognition of Prior Learning (RPL) and Recognition of Current Competency (RCC), to industry experts who provide specific training under supervision, generally on an occasional or temporary basis. 

Other VET professionals provide leadership, management and support for teaching, training and assessment activities. General staff are employed in generic roles found in the rest of the economy, such as accountants, librarians, administrators and maintenance staff.
Relative to other education workforces, on a headcount basis, there is a relatively high prevalence of non-permanent employment in the VET sector. Estimates suggest that up to one-third of trainers and assessors in the non‑TAFE sector are engaged as casuals or fixed-term employees. This proportion is even higher in the TAFE sector, where about 60 per cent of trainers and assessors were employed on a non‑permanent basis in 2008, with a particularly high use of casuals in the roles of trainers and assessors (and with significant variation across jurisdictions).
Casualisation of the VET workforce is partly a response to the sector’s emphasis on industry currency and close association with industry more generally. Flexible forms of employment also enhance the ability of the VET sector to respond quickly and adequately to new or varying skills requirements, over time and in different regions. The Commission supports this flexibility and considers that caps on the engagement or deployment of casuals are likely to be, in most circumstances, detrimental to the responsiveness of the VET sector.

Further, job mobility data indicate that, of the permanent or ongoing employees now in the VET workforce, three-quarters joined as casual or fixed-term employees originally. That said, casual employment might, at times, reduce the quality of the teaching or learning experience in VET, and restrict opportunities to develop teaching and assessment ability. This supports a need for adequate professional development for casual and other non-permanent staff.
Recruitment of VET workers

Although there do not appear to be widespread labour shortages affecting the VET sector, participants reported that demand exceeded supply for:

· trainers and assessors with skills that are also in high demand by industry, particularly due to the resources boom (mining, building, construction, electrical engineering) and population ageing (nursing, aged care)
· specialised skills (for example, Indigenous education, literacy and numeracy education and e-learning)

· trainers and assessors in some regional and remote locations

· non-teaching staff with appropriate managerial, human resources, information and communication technologies (ICT) or VET compliance systems expertise.
Recruitment difficulties in specific areas were mainly attributed to the VET sector’s inability to pay competitive salaries, relative to the relevant industry norms. The existence of salary differentials between VET and some relevant comparator occupations is highlighted by analysis of permanent/fixed-term employee hourly wages (figure 1). Construction and mining occupations are a case in point. However, there are also instances where VET salaries are on par with, or higher than, those in occupations that are alternatives to VET employment — for example, for people holding vocational qualifications in tourism and nursing (figure 1). Higher VET salaries, in those cases, might reflect the fact that trainers and assessors add an educational capability to their vocational skills. 
Moreover, hourly wages for casual VET trainers and assessors are significantly higher than those in all of the comparator occupations shown, presumably a consequence of extra payments for preparation and marking. (The ability to earn several such payments, through a portfolio of casual jobs, might be especially attractive to people wanting to work part-time.)
However, the persistence of some VET trainer and assessor shortages, despite the relative attractiveness of casual wages in the sector, suggests the existence of disincentives, such as job insecurity or low hours.
Looking across the broader education sector, VET hourly wages are, on average across permanent and non-permanent employees, below those of university lecturers but above those of school teachers. 

Figure 1
Total earnings per hour, VET trainers and assessors and selected comparator occupations, 2010
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a( Hourly earnings for casual VET trainers and assessors can include an allowance for up to half an hour of additional time devoted to duties associated with teaching, that might not be included in their reported hours worked. This allowance might partly account for their higher hourly earnings, relative to other occupations, but the size of this effect is not known. 
Source: Productivity Commission estimates based on unpublished data from the ABS Survey of Employee Earnings and Hours (2010), Cat. no. 6306.0.

Remuneration aside, work conditions in the VET sector will also influence the attractiveness of employment in the sector. Full‑time TAFE workers are not required to attend their workplace for the standard number of weekly work hours, when calculated on an annualised basis. Paid non‑attendance time might be especially attractive to those who have roles as carers or volunteers, or give work–life balance a high priority for other reasons. Casual employment can also be attractive for those same reasons. 

Retention of VET workers
Many participants expressed concerns about the ability of the VET sector to retain workers in the medium term. The VET workforce is relatively old. The average age of non‑TAFE trainers and assessors was 44 years in 2006, some four years older than that of the wider labour force. The average for the TAFE trainer and assessor group was even higher, at 49 years in 2010. 
To some extent, this older age profile is a consequence of the vocational nature of the disciplines being taught in VET, that require prior experience in industry. VET teaching is often a second career for workers such as manufacturing or construction workers who ‘go off the tools’. But the age profile also reflects the tenure of a large cohort of workers who entered the VET sector more than ten years ago, some of whom are now approaching potential retirement age. This does not mean, however, that they will all actually retire soon; a September 2010 survey found that only 3 per cent of trainers and assessors aged 55 or over reported an intention to retire within the following 12 months.
Delayed retirement will mitigate the effects of workforce ageing, to some extent, as will replenishment of the existing workforce by new recruits who are themselves relatively old. In the TAFE sector at least, many joined their current employer after the age of 50. This group of older entrants is likely to include people who regard employment in VET as a suitable option for transitioning to retirement. However, the VET sector is likely to require additional skilled workers at the same time that many other industries are doing likewise, from an overall labour force that is growing more slowly, due to population ageing. 

Current performance of the VET sector and future challenges
The range of quantitative evidence examined by the Commission suggests that, at present, the VET workforce largely meets the expectations of its clients. These expectations are naturally diverse, and cannot be easily summarised or benchmarked. Students engage in VET for a variety of reasons, not all related to employment or further study. Employers tend to use VET for more homogenous reasons, but their criteria for quality vary. Despite this great diversity of motivations and expectations, satisfaction ratings of VET by students and employers are high. Another, more tangible indicator of performance — employment and further study outcomes — also shows that VET students gain useful skills, that are valued by prospective employers and other educational institutions.
In the medium to long term, however, a confluence of demographic, economic and policy factors will create challenges and uncertainty for the VET sector. These factors include:

· population ageing, that will drive demand for specific skills, while also tightening the overall labour market

· immigration, that has the potential to affect both the demand for, and supply of, skills traditionally sourced from VET
· economic growth and structural change, that will require deeper skills and new skills, including green skills

· the business cycle, and more specific industry cycles, such as in agriculture and the resources sector
· policy targets, that will require delivery to a more diverse and challenging student population.

The impact of these factors on the capacity and capability requirements of the VET workforce is explored in the following sections.
Ensuring VET workforce capacity

At a broad level, the demand-side pressures that are building on the VET sector will only be accommodated if the supply capacity of the VET workforce grows commensurately. That capacity is a function of the number of VET workers and the efficiency with which they operate (influenced by their individual effort and other factors, such as institutional arrangements).

Improving the efficiency and productivity of the VET sector

Given the range of prospective challenges facing the sector, there is a strong case for improving the efficiency and productivity of the workforce through adoption of more contemporary work practices and governance frameworks, particularly in the TAFE sector.

Industrial relations settings that improve workplace capacity and efficiency
In the TAFE sector, existing statewide agreements apply undifferentiated base levels of pay, that vary with tenure and, to a lesser extent, qualifications. These instruments, which are inherited from the schools sector and typically offset low pay with low hours, do not formally distinguish skills in demand from others that are more commonplace. What is more, they are subject to the State and Territory Governments’ overarching guidelines for annual pay increases in the public sector. This sets up rigidities that limit the ability of individual TAFEs to vary pay according to skill scarcity and performance, although industry allowances are paid in a number of instances.
The Commission recommends that industrial relations settings in the public VET sector become more tailored and flexible. In particular, there should be agreements that allow enterprise-level wage flexibility, contemporary performance management frameworks, and flexible employment arrangements suited to the needs of students, employees and employers in diverse circumstances and locations. 

The changes recommended by the Commission would enable TAFEs to pay higher wages than currently to some workers. This would be efficient as long as those wages reflected the value to the employer of a particular bundle of skills (including industry currency) and qualifications (including educational). Conversely, TAFEs should have the flexibility to pay some staff lower wages than is currently the case, based on appropriate industry comparators, with a premium for teaching skills. 

These changes would also enhance the ability of TAFEs to compete with private and enterprise providers. These two categories of VET provider tend to have greater freedom in setting pay and conditions, under the provisions of their respective awards or agreements (which, for some private providers, means the relevant modern award).

Greater governance and funding autonomy for TAFEs
To a large extent, governance and funding arrangements for TAFEs reflect the objectives and priorities of their government owners. For this reason, TAFEs are often expected to provide ‘non-commercial’ services for equity reasons, such as maintaining a presence in remote areas where private provision is absent. The Commission regards greater governance and funding autonomy for these organisations as necessary. If they are to respond efficiently to the more competitive environment they now face, TAFEs will increasingly need the ability to pursue and allocate funding in the way that best suits their business models. In this context, the Commission agrees with moves to give TAFEs a statutory authority governance model. It further recommends that, when TAFEs undertake non-commercial activities at the request and direction of governments, they should be compensated via explicit, on-budget community service obligations payments. These payments should be contestable by private providers. This would promote greater transparency and competitive neutrality in the provision of VET.
Facilitating capacity building in the Indigenous VET workforce

The study has considered options for increasing the contribution that the VET sector makes to improving employment outcomes for Indigenous Australians. One clear avenue for achieving this goal is through lifting the participation of Indigenous people in the VET workforce, so that they can bring cultural awareness and community involvement to the training of Indigenous students. The Commission has identified a number of strategies that have met with success in this respect, both in some RTOs and in other industries. These strategies include Reconciliation Action Plans, cadetships and ensuring the presence of Indigenous staff members on recruitment panels. The Commission considers that, if adopted more widely, these strategies would be of benefit to the broader Indigenous student population. It recommends, further, a role for the National VET Equity Advisory Council in the collection and dissemination of evidence on ‘what works’ and ‘what does not work’.
Enhancing VET workforce capability
The dual professional identity of VET trainers and assessors means that they should bring work experience, as well as teaching expertise and qualifications to the classroom, the workshop or online. Accordingly, the Australian Quality Training Framework (AQTF), complemented by NQC determinations, mandates that trainers and assessors:

· hold vocational qualifications at least equal to that which they are delivering

· hold a TAE40110 Certificate IV in Training and Assessment (TAA) (or demonstrated equivalent competencies) or, if not, be supervised by someone who does when engaged in training
· can demonstrate industry currency directly relevant to their training or assessment role
· continue to develop their capability.

These are expressed as requirements facing the employer, sanctionable via deregistration. The extent to which trainers and assessors in RTOs comply with these requirements is variable, at present.
Improving VET workforce industry knowledge and currency

The majority of trainers and assessors have formal, post-secondary qualifications. About 20 per cent of VET trainers and assessors hold postgraduate qualifications, and about 40 per cent have undergraduate or Diploma qualifications. Thus, it is likely that AQTF requirements for vocational (as opposed to educational) qualifications are met by a majority of VET trainers and assessors, either formally or informally through RPL and RCC.

The actual level of industry currency is more difficult to measure, and evidence suggests that it is uneven. An estimated 20 per cent of VET trainers and assessors have a second job outside the education industry, which might assist with maintaining currency if that other job is relevant to their area of delivery. 

Tenure in the sector is also a factor. A common view, supported by some evidence, is that newer VET recruits are more likely to be at the cutting edge of their industry and occupation, while longer-tenured practitioners without recent industry experience sometimes have outdated skills. However, many VET workers with long tenures have, over time, built strong professional networks that contribute to their industry currency.

Professional development can provide an opportunity for those with long tenures in VET, and others, to ensure that their industry currency remains contemporary (addressed below).

Industry currency can also be delivered in a team-teaching environment, through the use of industry experts. Regulatory barriers to the activity of these experts — including mandatory qualifications (addressed below) — should be kept to a minimum. 
More VET delivery by enterprise RTOs would guarantee industry currency of trainers and assessors and, as such, could contribute to a better match between supply of and demand for some skills. Nevertheless, in-house delivery of accredited VET training will never be regarded as core business by a majority of firms, and comparative advantage and economies of scale and scope will continue to underpin the existence of a standalone VET sector. 

Improving VET workforce educational capability
In contrast to the widespread holding of vocational qualifications, a significant proportion of VET trainers and assessors do not possess the Certificate IV in TAA or equivalent formal educational (pedagogic) qualifications. That proportion could be as high as 40 per cent in the TAFE sector, and is likely to be higher still in the non-TAFE sector.
The rapid expansion of the VET sector in recent years, through the development of private and enterprise provision, has left the penetration of formally acquired training and assessment skills within the workforce lagging.
In terms of statutory compliance, the existence of under- or un-qualified staff is explained by the fact that the AQTF and NQC do not mandate the Certificate IV in TAA (or equivalent) for trainers and assessors, as long as these staff are supervised by someone who holds the Certificate (or equivalent). This is notwithstanding the fact that this qualification was originally designed to provide a minimum teaching standard for all trainers and assessors.

The relative paucity of educational skills of VET trainers and assessors might prove to be an impediment to achieving the aims of governments to lift the educational attainment of the population in general, and of some equity groups in particular. The VET workforce will increasingly need to assist a significant proportion of VET learners who have poor foundation skills, but many trainers and assessors might be found wanting in delivering to these groups. 
At the other end of the spectrum, the emergence of a tertiary sector offering both VET and higher education qualifications will generate a greater demand for VET trainers and assessors to deliver more theoretical and high-level curricula. The Commission has identified capability gaps affecting the VET workforce in this area.
Other gaps identified by the Commission are in regard to: assessment of RPL and RCC; ICT skills; skills in workplace-based delivery; and management and leadership.

Adequacy of the Certificate IV in TAA
Study participants were divided on the adequacy of the Certificate IV in TAA in ensuring educational capability of the VET workforce. Some did not regard this qualification as representing a suitable minimum standard. Many more agreed that the qualification, when taught well, represents an adequate entry-level standard for VET training and assessing, and provides a solid basis on which other skills can be built. This view is supported by a recent survey of the opinions of graduates of the qualification.
Those participants who saw value in the Certificate IV in TAA nonetheless differed in relation to whether the qualification sets a sufficient standard for all VET practitioners. Specific concerns were raised about the suitability of the Certificate for people delivering higher qualifications or to disadvantaged learners. Alternatives proposed by participants to improve the overall quality of delivery included the mandatory holding of a Diploma in TAA or of higher-education VET teaching qualifications.
Evidence for or against such proposals is elusive, partly because there are no unequivocal indicators of teaching quality in VET. Most researchers have concluded that students are reasonable judges of teaching quality, so that surveys of student satisfaction available for the VET sector provide a good, if partial, indication about the quality of the teaching delivered. Responses to these surveys are generally positive. Responses to surveys of student destinations are equally positive and can be useful as performance indicators, despite some mismatch between training areas and subsequent jobs worked.

An ideal indicator of teaching quality, that would incorporate student test scores and destinations data over time, is unavailable for VET. The Australian and international literature on the schools sector is much richer. However, despite an extensive search of that literature, the Commission was unable to find robust quantitative evidence that the teaching qualifications of teachers have much impact on the quality of student outcomes. The Commission recommends, therefore, that the NCVER conduct a quantitative analysis of the relationship between VET teachers’ qualifications and teaching quality, including at different levels of qualification delivered by teachers.
Pending such analysis, the Commission reiterates the conclusion reached in its draft report that, despite some gaps in design and coverage, the Certificate IV in TAA, when well taught, represents a satisfactory minimum qualification for all VET practitioners. It should be obtained within two years of commencing employment as a VET practitioner. It should also be seen as a foundation on which further capability development can be built.
Existing practitioners who do not hold the Certificate should obtain it — through formal study or an RPL process — within two years of a National Quality Council determination mandating it. 

Workplace trainers and assessors who operate under the supervision of dedicated workplace trainers and assessors should have completed the Skill Set relevant to their role. 

Industry experts should be encouraged to hold a Skill Set relevant to their role. However, it should not be mandatory, provided that any training these workers deliver is supervised by someone with the Certificate IV in TAA. 
In recommending different qualification requirements for different groups of VET trainers and assessors, the Commission has aimed to achieve a suitable balance between ensuring quality delivery and enabling effective VET workforce recruitment and diversity.

Supervised delivery as part of the Certificate IV in TAA
In its draft report, the Commission recommended an increase in the number of supervised delivery sessions in the Certificate IV in TAA to at least four, two of which were to be subject to external assessment. Study participants who commented on this proposal were, in the main, supportive of increased practicum and assessment opportunities, but critical of the need for external assessment. The Commission has maintained its support for four sessions, but agrees that, before an external assessment is considered, more evidence is needed about the quality of the work of the RTOs’ own staff in assessing their students (addressed below).
RTOs delivering the Certificate IV in TAA
The Certificate IV in TAA constitutes a satisfactory minimum standard only when it is delivered in compliance with the requirements of its Training Package (TAE10 Training and Education) and the AQTF. This is not a foregone conclusion. Successive audits (in New South Wales, Western Australia and Australia-wide) of RTOs delivering the precursor to the current TAA reached a common conclusion that delivery by many organisations was non-compliant in respect to one or more elements of the AQTF. Furthermore, some participants in this study argued that some providers were allowing students who lacked competency to graduate with a Certificate IV in TAA.
A similar view of some VET graduates emerged from the thrust of the anecdotal evidence the Commission has received as part of other inquiries it is conducting into the early childhood development, aged care and disability care workforces (including from firms that are clients of VET). Some participants in these inquiries have argued that the rapid expansion of private VET provision, in recent years, has been at the cost of a loss in quality. 
In this study, the Commission has made several recommendations addressing the issue of the quality of delivery by RTOs. They target the delivery of the Certificate IV in TAA, but could be considered in the context of other VET qualifications for which concerns exist.

First, the Commission has recommended that the NQC publish detailed evidence, already collected, about the extent of non-compliance and student assessment deficiencies in the delivery of the Certificate IV in TAA.
Second, the Commission considers that existing auditing activity by state and territory regulators has scope to improve, in some important respects. There is a need for delivery of the Certificate IV in TAA to be one factor taken into account when assessing an RTO’s risk profile. Some states have not yet identified the Certificate IV in TAA as a high-risk qualification for auditing purposes, and they should take early action to remedy this deficiency. The forthcoming National VET Regulator will assume some of this responsibility from July 2011.
Third, the Commission has noted that the National VET Regulator will have authority to publish audit information in certain circumstances. The Commission has recommended, in this context, greater transparency of audit results. This would have the joint benefit of incentivising RTOs to focus on their quality of training and assessment, and giving their customers and funders greater confidence in the quality of the products on offer. This outcome should be supported through the publication of suitable RTO performance indicators on the forthcoming My Skills website. It is an AQTF requirement that provider-level performance indicators be regularly collected by RTOs. However, not many RTOs publish these indicators and, in some cases, there are persistent doubts about their accuracy. Overall, participants supported the need for greater transparency, but emphasised that Registering Bodies should consult with stakeholders about appropriate information for release. The Commission agrees.
Trainers and assessors delivering the TAA

To overcome some of the currency and capability gaps identified for the specialised group of practitioners who deliver the Certificate IV in TAA, the Industry Skills Council responsible for that qualification recommended that they have at least a Diploma in TAA. Although the Commission acknowledges that a Diploma would address some of the gaps, it considers that this initiative, as a mandatory requirement, would represent an overly costly solution to a problem of indeterminate magnitude. Lower-cost solutions should be explored, in the first instance, such as the acquisition of appropriate Skill Sets, or the setting of appropriate teaching experience requirements, that would create lesser barriers to entry into this occupation.
Professional development to improve VET workforce capability
Professional staff development is an obligation placed on RTOs as a condition of their registration under the AQTF. It is also provided for in most statewide TAFE enterprise agreements. Notwithstanding these requirements and provisions, evidence indicates that engagement of the VET workforce in professional development activities is uneven and ad hoc. 
Opportunities for trainers and assessors to improve their teaching ability or industry currency are restricted. Regarding the former, pre-service training aside, VET practitioners do not systematically engage in proven methods for improvement, such as peer assessment or video/audio feedback.

Indications are that development opportunities are especially limited for casuals and newer recruits. In 2010, about a quarter of casual and sessional trainers and assessors had not undertaken any professional development in the preceding 12 months. More generally, trainers and assessors were less likely than other VET professionals to engage in professional development.
The weakness and unevenness of the current professional development effort in VET might explain some of the workforce capability gaps identified by the Commission. Rising capacity and capability demands on the workforce will only exacerbate these gaps. 

Participants tended to agree, on the whole, and offered a range of proposals to improve the professional development of the VET workforce. These proposals included: induction and mentoring schemes; higher-level VET teaching qualifications; the adoption of a capability framework; and the elaboration of a national workforce development plan.
What will work?
The Commission considers that both employees and employers have responsibility for professional development. Governments and private providers should review the adequacy and targeting of existing funding for professional development. Incentives could also be provided, within the performance management system, for staff members to acquire additional qualifications in areas that respond to their own perceived needs. 

Better evidence and information are needed to support an enhanced professional development effort. There is a key role for the relevant ISC to develop suitable options to address gaps in the VET workforce’s skills, and to accurately define the full range of jobs that the sector comprises. 
These Commission proposals would go a long way towards fulfilling the expectations of many participants for a national workforce development plan. Nonetheless, participants also saw a role for such a plan to enhance the professionalism and status of the VET workforce, supported by a body similar to the Australian Learning and Teaching Council (ALTC) for higher education.
The Commission, in examining the functions of ALTC and the school sector’s Australian Institute for Teaching and School Leadership, concluded that a range of bodies in the VET sector, to a greater or lesser extent, undertake similar roles. A number of the Commission’s proposals will strengthen these existing activities. One function, the development and support of professional networks, could be coordinated on a more systematic basis by the ISCs. 
Would practitioner registration help?

In many professions and occupations, including school teachers, registration is the vehicle for mandating and monitoring professional development. A number of participants argued strongly that mandatory registration should also apply to VET practitioners, as currently exists in the United Kingdom. Other participants favoured a form of voluntary registration only. Many other participants expressed their opposition to any registration scheme for VET trainers and assessors. 

De facto VET practitioner registration already applies in Australia through existing regulations that specify some key professional requirements for trainers and assessors in RTOs. However, as noted, the legislated requirement of the AQTF that trainers and assessors in RTOs hold the Certificate IV in TAA (or can demonstrate equivalent competencies) is subject to exceptions, for example, for those working under supervision. Moreover, although RTOs are required to demonstrate workforce development to meet their regulatory requirements, compliance with this is not universal. Recommended improvements in the enforcement of current regulatory requirements, together with direct attention to increasing the scale and focus of professional development, should address identified capability deficiencies and achieve the workforce development aims of a registration scheme.
For these and other reasons set out in the full report, the Commission remains of the view that governments should not endorse or contribute funding to a registration scheme for VET trainers and assessors.
VET workforce data and workforce planning

Consistent national data about the size and characteristics of the VET workforce have long been lacking. The private VET sector is particularly poorly served by existing workforce data. The TAFE sector is more data-rich, with administrative collections at both the provider and jurisdictional level. However, they are incomplete, disparate and not widely used or disseminated. Key information is either inconsistent or missing entirely. There is a lack of an agreed national standard for VET workforce data, something that the NCVER is best placed to remedy, in consultation with stakeholders.
Based on such an agreed standard, a new comprehensive collection instrument is needed, with which to better identify and measure the VET workforce, especially with respect to private sector activity. This instrument should also be designed by the NCVER and implemented in a way that gives providers, regulators and other stakeholders access to an improved evidence base. The instrument should not unduly increase the reporting burden for providers and should be implemented in stages. The Commission anticipates that, in most cases, a requirement for RTOs to supply workforce data would only add marginally to their existing burden, particularly if offset by a rationalisation and consolidation of other VET data collections.
Lack of quality workforce data is an obstacle to effective VET policy making at the jurisdictional and national levels and workforce planning at local and industry sector levels. It also hinders efforts to improve the capacity and capability of the workforce. For example, better information about the qualifications and industry currency of trainers and assessors is needed to inform strategies for their professional development.
Lack of VET workforce data also hinders attempts to investigate the links between workforce characteristics and the quality of the training output. Knowledge about this link might prove a crucial tool in guiding policies designed to enhance the effectiveness of the VET workforce. To achieve this goal, quality workforce data will need supplementation with quality outcomes data, covering both the student and employer experiences with VET. In particular, the Commission has recommended improvements to the employer satisfaction data collected by the NCVER.
More critically for the community, the availability of quality VET workforce data would give peak skills policy advisers such as Skills Australia and the NQC a much clearer view of the future risks and opportunities facing the VET workforce’s contribution to Australia’s human capital and skills development. 



















































�	In this study, references to ‘schools’ and ‘universities’ are made in the context of these institutions offering VET services. Any exceptions are noted.
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