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Profiling the VET workforce
	Key points

	· The Vocational Education and Training (VET) workforce comprises a mix of trainers and assessors, other professionals and general staff across the public and private sectors. There are about 73 400 Technical and Further Education (TAFE) employees. It is estimated that about another 150 000 workers are involved in VET delivery by non-TAFE providers, but higher numbers have been suggested by others.

· Part‑time employment of non-TAFE trainers and assessors — at 33 per cent of all employment in the non-TAFE sector — is in line with the labour market average of 30 per cent. Part-time employment is likely to be higher in the TAFE sector.

· Non-permanent employment is more common in VET than in the wider labour market. About 60 per cent of trainers and assessors in TAFE, and 36 per cent in the non‑TAFE sector, are employed on a non-permanent basis, compared to 25 per cent of the wider labour market. Casual employment is used extensively in TAFE.

· Multiple‑job holding is common in the VET sector. About one out of every five VET workers, and one out of every four trainers or assessors, has more than one job.

· The VET workforce, especially the TAFE workforce, is older than the average labour market. Most VET workers gain industry experience prior to joining the sector.

· Nearly all trainers and assessors in TAFE, and about 80 per cent of those in the non‑TAFE VET sector, hold a post-school qualification. However, not all VET trainers and assessors hold the minimum qualification required for VET teaching (the Certificate IV in Teaching and Assessment) or an equivalent qualification.
· There is no typical pathway into the sector, with trainers and assessors joining the sector under a variety of employment arrangements.

· The average tenure of VET trainers and assessors is 5 to 10 years, but with wide dispersion around this range. Fourteen per cent of trainers and assessors have been employed in the sector for less than 2 years, while 43 per cent have tenures of 10 years or more. In private Registered Training Organisations, 58 per cent of trainers and assessors have less than 5 years experience in VET.
· The VET workforce displays high internal job mobility. Over 80 per cent of workers change jobs within the sector during their VET career.

· VET workers are committed to their careers in the sector, with only 7 per cent intending to leave the sector within the next 12 months. The intentions of many older VET workers to keep working, combined with sizeable inflows of new workers of all ages, will help secure the future supply of VET workers.

	

	


Vocational Education and Training (VET) is delivered by a wide mix of workers who have varied sets of skills, who contribute to VET delivery at varying levels of intensity, and who are located in a diversity of settings. This chapter profiles the employment and demographic characteristics of VET workers, highlights those features which distinguish this workforce from the broader labour force and examines the career pathways that VET workers are likely to follow.
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Describing the different types of VET workers

Diversity of the VET workforce

The diversity of the VET workforce is manifest in a number of dimensions. First, the provision of VET requires a mix of workers with a range of skills. Some staff directly engage with students in the delivery of course material. Others are responsible for course development, review and/or assessment. Yet others manage, administer or contribute more generally to the operation of an education or training institution.

Second, VET workers are engaged by a wide range of providers. There are VET workers employed in Technical and Further Education (TAFE) institutes, secondary schools, dual‑sector universities and private training organisations, as well as in enterprises outside the formal education and training industries. Each of these different types of providers tend to operate quite differently from the others, and this is reflected in their workforce profile. Two of the distinct types of provider in the non-TAFE sector — Enterprise Registered Training Organisations (ERTOs) Adult and Community Education (ACE) providers — are profiled individually (boxes 3.1 and 3.2).
Third, VET is delivered by a mix of workers with different employment and contract arrangements. Workers might be employed on a permanent or temporary basis (the latter can include fixed-term, casual or sessional employment), or they might be self-employed and independently contracted by VET providers. Some workers contribute to VET full‑time, while others divide their time between training and other jobs or activities outside education.
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The VET workforce in Enterprise Registered Training Organisations

	Workers responsible for training and assessment in Enterprise Registered Training Organisations (ERTOs) are somewhat hard to identify in data collections because many of them deliver VET outside of their main job function. Enterprises are generally reliant on a mix of both ‘general’ and ‘dedicated’ workplace trainers in training delivery, although they tend to be more reliant on dedicated assessors when it comes to the assessment of workplace competencies (ERTOA, sub. DR91). 

A survey by the Department of Education, Employment and Workplace Relations (DEEWR), which was designed to identify training staff by their type of provider, included the responses of 239 employees in ERTOs (DEEWR 2010i). Of these workers, 89 described themselves as VET practitioners, and most of them delivered training in a small ERTO (that is, with fewer than 250 students).

The DEEWR survey data offer an indicative profile of the VET workforce employed by ERTOs:

· A high share (over 80 per cent) of training staff in ERTOs are employed on an ongoing or permanent basis. There is low reliance on casual or sessional staff.

· The wages of training staff in ERTOs average about $1400 per week with moderate dispersion around that figure. The wages of VET practitioners in ERTOs average slightly less, at about $1250 per week.

· About 60 per cent of all training staff in ERTOs — rising to about 80 per cent of those employed as VET practitioners — hold a VET teaching qualification.
· Just over half of all training staff in ERTOs are aged between 45 and 64 years. VET practitioners in ERTOs have a slightly older profile than the other training staff.

· There is an even gender balance of all training staff in ERTOs, although the majority of staff employed as VET practitioners in ERTOs are male.

According to their peak body, ERTOs tend to recruit trainers and assessors from within their enterprise’s workforce, with few workers coming from TAFEs or other professional VET organisations (ERTOA, sub. DR91). In an ERTO setting, employers report that the most essential criteria for the recruitment of trainers and assessors is their expertise in the business’s practices, in addition to having the ‘right’ personal characteristics (ERTOA, sub. DR91).

Feedback from study participants suggest that ERTOs regard the assessment of workplace competencies as being a more demanding task than the delivery of training. As such, ERTOs have higher professional expectations of assessors than they do of trainers (ERTOA, sub. DR91).
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The VET workforce in Adult and Community Education providers

	The Adult and Community Education (ACE) workforce provides an important role in Australia’s VET system, by providing pathways to further learning and by promoting community participation through the delivery of both vocational and non-vocational courses and modules. 

A distinguishing characteristic of ACE providers — especially not-for-profit community‑owned providers — is their reliance on a volunteer workforce, both in the delivery of training and in other professional roles. This characteristic reflects the motivation of many ACE workers to ‘give back’ to the community (CCA, sub. 53). According to the Community Colleges Australia (CCA), the role of volunteerism in these types of providers is expected to fall over time. This is because larger student numbers and higher demands of compliance and regulation are raising the complexity of job roles in ACE, especially administrative tasks. These changes require workers with more advanced skills who need to be paid for their services. 

CCA’s profile of the workforce of ACE providers (including paid staff and volunteers) shows that most are female with an average age of 45 years, and about one-third hold a degree. About 10 per cent come from a non‑English speaking background and 2 per cent classify themselves as Indigenous. Non‑permanent employment in ACE providers is common, with about 75 per cent of their practitioners employed on a casual or contracted basis (CCA, sub. 53). 

A profile of ACE providers in Victoria, drawn from the ACE Providers Business Survey (ACFE Board 2009), also showed that the majority of this workforce were female, and most are aged 40 to 49 years. Based on the 161 organisations in the sample, just over half of the people who contribute to the operation of ACE providers are unpaid volunteers.

	

	


The need for trainers who deliver VET to have an adequate level of industry knowledge and experience means that many of them are likely to be multiple-job holders. In particular, trainers and assessors employed to deliver VET on a sessional, casual or contractor basis might be more likely to spend most of their work hours in their respective industry jobs, rather than in the VET sector. This identity as a ‘dual professional’ has implications for trying to locate and measure the full scope of the VET workforce. Its members are difficult to isolate within data collections that classify workers according to their main job only. If these workers identify themselves, first and foremost, by the technical trade, occupation or profession in which they are skilled — rather than as a VET practitioner — their involvement in VET might not be captured in workforce surveys or other data collections. This analysis accounts, whenever possible, for this distinctive feature of the VET workforce and attempts to use data which include multiple-job holding.

A practical definition of the VET workforce

This study defines the VET workforce as all employees of Registered Training Organisations (RTOs). For the purposes of this study, the Commission has defined the different groups that constitute the VET workforce on the basis of a combination of workers’ occupational and industry characteristics. These groups reflect the breadth of ways in which workers are involved in the sector, and draw on the terms widely used by members of the sector and researchers in the field, including Dickie et al. (2004), Enterprise Registered Training Organisation Association (ERTOA) (sub. DR91), Mlotkowski and Guthrie (2008) and Wheelahan (2010a).
Trainers and assessors
VET teachers, trainers and assessors
 are the workers who directly engage with students in the development, delivery, review and assessment of VET. These workers might be employed in a specialised VET institution, or fulfil this role while employed in another industry. Based on the nature and intensity of their involvement with the VET sector, trainers and assessors can be further differentiated into three categories, as follows.

VET practitioners
Practitioners are those trainers and assessors who have a substantive involvement in VET delivery, whether employed on a permanent or temporary basis. They are expected to be suitably skilled in the practices of teaching, training and assessment, and also to possess sound industry currency. 

Enterprise trainers and assessors 

These are trainers and assessors who deliver accredited training within their non‑education specialised enterprise. Like practitioners, enterprise trainers and assessors should be skilled in training and assessment, and possess sound industry currency for the purposes of their enterprise’s activity. They are expected to have a solid knowledge of the firm-specific practices of the enterprise. This could include expertise in the enterprise’s equipment, processes, products and business culture. 

Representatives of ERTOs advised that enterprise trainers and assessors can be described as either ‘dedicated trainers and assessors’ (whose main job function is the delivery of training and assessment) or ‘workplace trainers and assessors’ (who deliver training in their capacity as a team leader, supervisor, experienced worker or volunteer, and who might not even regard themselves as a member of the VET workforce) (ERTOA, sub. DR91).
Industry experts

Industry experts, compared with practitioners, have a more intermittent involvement with the VET sector, generally taking on a training role in a VET provider on an occasional or one‑off basis, while working in their respective industry.

Due to their marginal attachment to the VET sector, industry experts might not be required to be as highly skilled in training and assessment as VET practitioners, although they should be competent in transferring their knowledge and skills to students. In their role as an industry expert, they are expected to have high knowledge of current industry practice. 

In practice, industry experts are likely to be difficult to locate within most data collections because VET training is not their main job. Furthermore, some go by a different job title such as ‘casual lecturer’, ‘guest lecturer’ or ‘industry specialist’. Nevertheless, within datasets which include workers with multiple jobs, there are three characteristics which assist in identifying industry experts. First, at any single point in time (or at least within a moderately short time period), these workers can be expected to hold multiple jobs, being employed both in their industry and by an RTO. Second, in relation to multiple-job holding, they are expected to work a very low number of hours in the VET sector, in contrast to VET practitioners. Third, industry experts are expected to be employed as casual staff or self‑employed contractors, as is common in the higher education sector (Rowbotham 2010).

Other VET professionals 

This term describes staff who manage, support and facilitate the VET‑specific services provided by trainers and assessors. This group includes managers who oversee and provide strategic direction for the operation of VET institutions, education aides who assist practitioners in the delivery of VET, and other human resources and education professionals whose skills need to be somewhat specific to the VET industry.

General staff 

General staff are those members of the VET workforce with the generic skills to support the operation of VET institutions. These include occupations such as accountants, librarians, IT staff and maintenance staff. The skills of these workers are not specific to the VET sector, meaning that they could be employed elsewhere in the labour force to perform similar job tasks.
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Size of the VET workforce

Robust estimates of the exact size of the total VET workforce are not available. Measuring this workforce is a complex task, as other researchers have noted (Dickie et al. 2004; Mlotkowski and Guthrie 2008). Previous estimates of the size of the workforce range widely between different data sources, largely due to differences in their definition of the scope of the sector and in their methods of data collection and analysis. A summary of successive workforce estimates and a discussion of available data sources are presented in appendix C (table C.1 and section C.3). 

Data on the size and characteristics of the VET workforce presented in this chapter and appendix C differ, in some respects, from the data published in the Commission’s Draft Report. This is because some estimates were revised, based on the availability of more recent or more reliable data sources. Additionally, the Commission undertook a more detailed analysis to adjust the size of its previous estimates of the VET workforce, as explained in appendix C.
Overall, the Commission estimates that the total VET workforce numbers about 223 000. This estimate is based on the Census and TAFE administrative datasets. The Commission’s estimate contrasts with previous estimates from the National Centre for Vocational Education Research of about one million, which were based on the Survey of Education and Training (SET) (Mlotkowski and Guthrie 2008). This differential can be partly explained by differences in the data sources, as discussed in appendix C.
For the TAFE sector, reliable data drawn from administrative payroll sources indicate that Australia’s TAFE system, over the course of a single year, employs about 73 400 workers (table C.2). A breakdown of the TAFE workforce by job role indicates that, for every two trainers and assessors working in the TAFE sector, there is generally one other worker employed in a supportive role as an other VET professional or general staff member (table C.3). 

Estimates of the number of workers employed in the non-TAFE workforce — notably, private RTOs — are more scarce and less reliable.
 Based on the data available, it is estimated that about 150 000 workers are involved in the delivery of VET outside of TAFE providers.
 This number, however, is likely to be an underestimate because many staff in ERTOs provide training outside of their main job role and, therefore, are hard to identify as training staff in data collections. The Australian Council for Private Education and Training (ACPET, sub. 50) suggests that the size of the workforce employed by all private RTOs — a subset of the non‑TAFE sector — is about 150 000. The lack of precision of workforce estimates for the non-TAFE sector partly reflects the fact that, currently, there is no agreed standard or national system of data collection for the VET workforce, as discussed in chapter 7. 

Based on what little data are available for the non‑TAFE sector, it is estimated that there is roughly one worker employed as an ‘other VET professional’ or ‘general staff member’ for every assessor or trainer (table C.3; DEEWR 2010i).
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Characteristics of the VET workforce

The Commission presents the following profile in response to the study’s Terms of Reference request to consider the composition and skills of the existing VET workforce.
Location

State and territory distribution
The distribution of the VET workforce across the states and territories broadly reflects that of Australia’s total population (table C.4; ABS 2007). This generally applies to both the TAFE and non-TAFE sectors. However, relative to each jurisdiction’s share of the total population, it is notable that Victoria has a larger share of the TAFE workforce, while New South Wales has a larger share of the non‑TAFE workforce. Based on 2008 data, New South Wales and Victoria have a relatively higher ratio of trainers and assessors to general staff, compared with other jurisdictions (table C.4).

Regional distribution
The regional distribution of the VET workforce also aligns closely with that of Australia’s labour force and total population more generally, with the majority of VET workers concentrated in the most densely populated areas (table C.5). Fewer than 2 per cent of all VET trainers and assessors — in both the TAFE and non‑TAFE sectors — are based in remote or very remote locations. Available data on the regional distribution of TAFE workers (table C.6) show that most of the TAFE workforce in Victoria, New South Wales and Western Australia is based in major cities, while most of the TAFE workforce in Queensland work outside of a major city.
Employment arrangements

Labour force status and hours worked
In the TAFE sector, data that identify full-time or part-time engagement suggest that about 35 per cent of trainers and assessors are employed on a full-time basis and 10 per cent on a part-time basis (table C.7). Other trainers and assessors are employed on a casual basis, with the majority working part-time hours.

Rates of part-time employment for TAFE workers vary across jurisdictions. On a headcount basis, the majority of trainers and assessors in Queensland and Tasmania are employed to work full-time hours, whereas in other jurisdictions, the majority work part-time hours (including casual workers) (table C.8). However, on a full‑time equivalent basis (adjusting for hours worked), the majority of the TAFE trainers and assessors in all jurisdictions (except New South Wales) work full‑time hours (table C.10).
Average hours of TAFE workers, when broken down by form of employment (for example, full-time, part-time or casual) are similar across all jurisdictions (table C.9). (Full-time hours worked by trainers and assessors vary slightly across jurisdictions, in line with variances in award structures). Among all TAFE workers, the hours of part-time workers equate to about two‑thirds of those of full-time workers across all jurisdictions, while those employed on a casual basis tend to have much lower hours than workers in other modes of employment.

Average hours of all TAFE workers are highest in Queensland and Tasmania, partly reflecting the higher prevalence of full-time and part‑time (rather than casual) employment in these jurisdictions (table C.8). 
In the non-TAFE sector, about one third of trainers and assessors working in VET as their main job are employed on a part‑time, rather than full-time, basis (table C.7). This is in line with the labour market average of 30 per cent. Overall, trainers and assessors employed in the non‑TAFE sector as their main job have an average paid working week of 35 hours. 
Compared with trainers and assessors, part-time employment in the VET sector is relatively less common among other VET professionals and general staff.

Trainers and assessors who work a low number of hours in VET might be employed as industry experts. Survey data identified a very low proportion of trainers and assessors (about 4 per cent) who worked no more than four hours per week in VET while also holding a second job outside of the education sector (DEEWR 2010i).
 However, the real share of industry experts is expected to be higher than these data suggest, because their marginal involvement in VET makes them harder to capture in survey collections. Another estimate can be provided by the proportion of casual trainers and assessors who work a low number of hours in VET, for which administrative data are available for the TAFE sector. About 30 per cent of all trainers and assessors in TAFE work on a casual basis for no more than four hours each week, with most of this group working no more than two hours.
 However, this estimate of the prevalence of industry experts in the TAFE workforce might be higher than their actual representation, as it can only be surmised that their low hours in VET are indicative of a second job in an industry relevant to their area of VET delivery. 

Form of employment

On a headcount basis, about 65 per cent of TAFE trainers and assessors are employed on a non‑permanent basis (table C.11). There is considerable variation across jurisdictions. Queensland and Tasmania have about 30 per cent of trainers and assessors employed on a non‑permanent basis, whereas other jurisdictions have between 50 and 75 per cent employed on that basis (table C.11). Inter-jurisdictional differences in the use of non-permanent staff are partly explained by industrial agreements governing the use of casual staff in the TAFE sector (chapter 7). 
Instead of headcount numbers, full-time equivalent shares of the workforce can be used to derive a more useful profile of the workforce’s diversity of work arrangements. Administrative data for the TAFE sector shows that trainers and assessors employed on a casual basis tend to work much lower hours than those in other forms of employment. Drawing on these data, full-time equivalent shares of the trainer and assessor workforce indicate that between 40 and 80 per cent (depending on the jurisdiction) of the TAFE workforce is engaged in permanent employment (table C.12).

In the non‑TAFE sector, survey data indicate that a maximum of two‑thirds of trainers and assessors are employed on a permanent or ongoing basis (data not shown) (DEEWR 2010i). The remaining non‑permanent trainers and assessors are employed under a mix of arrangements: 10 per cent are fixed-term, 17 per cent are casual or sessional, and about 10 per cent are self‑employed contractors. By way of comparison, casuals made up about 22 per cent of all teaching staff in Australian universities in 2007 (Coates et al. 2009), and Australia’s labour force, in total, was made up of about 20 per cent casuals (that is, workers without paid leave entitlements) and 10 per cent contractors in 2009 (ABS 2009c).
Among other VET professionals and general staff in the non‑TAFE sector, non‑permanent employment is not as common. Over 80 per cent of these workers are employed on a permanent basis (data not shown) (DEEWR 2010i). 

The data for forms of employment in the non-TAFE sector were drawn from the DEEWR survey (2010i) and should be treated as indicative only, due to the likely under‑representation of casual employees in this survey.

Multiple-job holding
A sizeable proportion of VET workers hold more than one job, either elsewhere within the VET sector or in another industry. About one in every five workers employed in the VET sector — and about one in every four trainers and assessors — are multiple-job holders (table C.13).
 Among trainers and assessors, multiple‑job holding is slightly more prevalent in the non‑TAFE sector than in the TAFE sector. These figures include industry experts, although this type of staff is likely to be under-represented due to the difficulty of capturing them in an employee survey.
The prevalence of multiple-job holding among trainers and assessors is likely to be associated with the high incidence of non-permanent employment in the sector. These characteristics of VET trainers and assessors accord with their profile as dual professionals.

Income and wages
Among VET workers employed in the non-TAFE sector as their main job in 2006, full‑time trainers and assessors earned an average gross weekly income of $1150, while those employed on a part-time basis earned $670 (table C.14). On average, full-time trainers and assessors employed in the TAFE sector as their main job in 2006 earned an average gross income of $1180 per week, while all part‑time trainers and assessors earned $806 per week. The narrower gap in the TAFE sector could be due to differences in the average number of hours worked.
More recent data from TAFE administrative databases show significant variation in the wages of trainers and assessors across jurisdictions, with full-time workers in New South Wales earning the most (table C.15).
 The full-time wages of other VET professionals are similar across jurisdictions, and in all jurisdictions they are higher than wages of trainers and assessors and general staff. General staff tend to earn similar full-time wages across most of the jurisdictions.

Estimates by the Commission using survey data show that VET trainers and assessors employed on a casual basis earn higher hourly wages than VET trainers and assessors in other modes of employment (chapter 7). In the TAFE sector, this was apparent across all jurisdictions for which data were available (table C.15). This differential is partly attributable to the fact that wage instruments typically include a casual wage loading for course preparation and marking. 
Qualifications

It appears that not all VET trainers and assessors possess the TAE40110 Certificate IV in Training and Assessment (TAA) or equivalent educational qualification required as a minimum qualification for teaching in VET. A precise profile of qualification holding among trainers and assessors, however, is difficult to attain because many data collections refer to workers’ highest level of qualification and most trainers and assessors hold vocational qualifications at a higher level than their teaching qualifications, reflective of their industry expertise. 

Survey data from DEEWR (2010i) provide one indication of the share of trainers and assessors holding VET teaching qualifications (including the Certificate IV in TAA), and not just as their highest level of qualification. According to the DEEWR survey sample of 1452 trainers and assessors from a range of providers, VET teaching qualifications are held by about 90 per cent of trainers and assessors in TAFEs and 80 per cent of trainers and assessors employed by non‑TAFE providers. The Commission considers that these figures are significant overestimates, due to the fact that the DEEWR survey is likely to have undersampled non-permanent employees.

TAFE administrative data provided to the Commission by one large VET-providing jurisdiction indicated that, at a conservative estimate, about 60 per cent of TAFE trainers and assessors hold a Certificate IV in TAA or higher.
 This implies that, potentially, up to 40 per cent of trainers and assessors in the public VET sector do not hold the minimum qualification for teaching in the sector.

It is not possible to construct a similarly robust estimate of the prevalence of teaching qualification holding in the non-TAFE sector. Previous studies have, however, pointed to this prevalence being much lower than in the TAFE sector (for example, Mlotkowski and Guthrie 2008).
A possible explanation for some trainers and assessors working in the sector without holding teaching qualifications is that they have had their competencies deemed to be ‘equivalent’ by their employers, outside of a formal Recognition of Prior Learning or Recognition of Current Competency process. Another explanation could be that they are at the commencement of their training role and are working under supervision.

Among the trainers and assessors who hold VET teaching qualifications, many have qualifications above the minimum requirement. Based on limited administrative data for one jurisdiction, about 40 per cent in TAFEs (for whom this information is available) have a qualification at Certificate IV level, about 25 per cent hold a Diploma, and the remaining 35 per cent hold a bachelor degree or higher. The distribution of VET teaching qualifications in the non-TAFE sector is not known.

In terms of highest educational attainment more generally, nearly all VET trainers and assessors in the TAFE sector, and about 80 per cent in the non-TAFE sector, hold a post‑school qualification (table C.16). Among these trainers and assessors, those employed in the TAFE sector generally have a higher qualification level than those in the non‑TAFE sector, and are more likely to hold this qualification in the field of education. About half of all trainers and assessors in the TAFE sector, compared to about 20 per cent in the non‑TAFE sector, have an education qualification as their highest attainment (table C.17).
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.

Demographic characteristics

Age

The VET workforce — particularly the TAFE workforce — is older than the overall labour force. The average age of trainers and assessors was 49 years in the TAFE sector in 2010 and 44 years in the non‑TAFE sector in 2006 (tables C.18 and C.19). This compares with the average age of all Australian workers of 40 years. Although about 25 per cent of Australia’s labour force is aged 50 years or older, about 30 per cent of non-TAFE trainers and assessors, and almost half of all TAFE trainers and assessors, fall into this age bracket. The older age profile of trainers and assessors is not surprising, given that many have had an industry career earlier in their working lives.

The average age of other VET professionals is generally older than that of trainers and assessors and the total labour force. The age profile of general staff more closely matches that of the wider labour force. In the TAFE sector in 2010, the average age was 52 years for other VET professionals and 45 years for general staff (table C.19).
A comparison of jurisdictions, for the TAFE workforce as a whole, reveals that New South Wales has a relatively older TAFE workforce than other jurisdictions (average age of 50 years), while the Northern Territory has the youngest (44 years) (table C.19).
Gender
Compared with the average mix of workers in the labour force (comprising 54 per cent males and 46 per cent females), the VET sector has a higher share of female workers (table C.20). In both the TAFE and non‑TAFE sectors, nearly 60 per cent of the VET workforce is female. Almost 60 per cent of all non-TAFE trainers and assessors, and about 50 per cent of TAFE trainers and assessors, are female. This characteristic is likely to be partly reflective of the types of occupations that constitute the VET workforce. For example, the majority of teachers and education reviewers and advisors are female. There was little variation in the male‑female share of the TAFE workforce across jurisdictions (table C.21).

Indigenous status

In both the TAFE and non‑TAFE sectors, about 1.3 per cent of trainers and assessors, and 1.7 per cent of all VET workers, identify themselves as Indigenous (table C.22). This is relatively close to Indigenous workers’ representation within the total labour force, at about 1.4 per cent. Indigenous workers represented a slightly higher share of other VET professionals in the TAFE sector and of general staff in the non‑TAFE sector.

For the TAFE workforce, the proportion of Indigenous workers varies little between jurisdictions, with the notable exception of the Northern Territory, where more than 10 per cent of trainers and assessors identified as being Indigenous (table C.23). This reflects more closely the composition of the Northern Territory’s resident population.

Workers with disability

Drawing upon ABS Census data, less than one per cent of all VET workers report having disability, in terms of needing assistance with core activities (table C.24). This figure was the same for the TAFE and non-TAFE sectors, and was very close to the labour market average of 0.6 per cent based on the same definition and data source. Across jurisdictions, Queensland reported the highest rate of disability in its TAFE workforce (table C.25).

Workers from overseas

About 5 per cent of TAFE trainers and assessors, and 8 per cent of non‑TAFE trainers and assessors, were born overseas and arrived in Australia in 1990 or later (table C.26). This share was higher among other VET professionals and general staff. The overseas-born shares for the VET workforce are broadly comparable with the share of nearly 10 per cent of all workers in the total Australian labour force who were born overseas and arrived within this time frame.
Workers from non-English speaking backgrounds
About 10 per cent of all VET trainers and assessors, in both the TAFE and non‑TAFE sectors, report speaking a language other than English at home (table C.27). Most workers claim to be proficient in their English language ability, but a very small number report poor English proficiency. 
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Career pathways of VET workers

Given the ‘dual professional’ nature of the VET workforce, most trainers and assessors do not commence their working life in VET. Rather, they are more likely to work in a non-education industry and move into the VET sector later in their career. As several participants noted, this later career entry can arise from:

· individuals, due to age or injuries, no longer being able to work in a trade or area of specialisation (ACPET, sub. 50; The Gordon, sub. 9) 

· individuals wanting to ‘give something back’ (The Gordon, sub. 9)

· individuals wanting an appropriate ‘work‑life balance’ (ACPET, sub. 50)
· individuals wanting to learn new skills, change careers, or delay retirement (NSW Government, sub. 57; Minerals Council of Australia, sub. 23).
On joining the VET sector, some work as a casual, sessional or contracted worker initially, before moving into permanent employment (Simons et al. 2009). In contrast, others remain employed as casuals or sessionals throughout the course of a shorter career in VET, as a transition towards their retirement.

This section considers career pathways of VET workers, examining their entry and exit paths, job mobility within the sector, and the length of their tenures. The analysis is based on unpublished unweighted survey data for the VET sector from 2006 (Simons et al. 2009) and 2010 (DEEWR 2010i), and on unpublished administrative data for TAFEs for 2009‑2010 (with one jurisdiction for 2008‑2009). Quantitative analysis of factors that determine the duration of workers’ careers in TAFE is based on administrative data.

Entry into VET

Survey data collected by DEEWR in 2010 reveal that most individuals currently working in VET have more than one reason for entering the VET workforce. The most common reasons given by trainers and assessors for deciding to work in VET were a desire to teach or give something back (66 per cent), the nature of the work (38 per cent) and hours/work‑life balance (31 per cent). Other VET professionals tended to enter VET due to the nature of the work (42 per cent) or because the job was available (36 per cent). This group was also attracted by the prospect of teaching (29 per cent) but, for many, this might have been associated with their entry as trainers or assessors and subsequent job change to other VET professional roles. Job availability (46 per cent) and the nature of the work (34 per cent) were the most common reasons for general staff coming to work in VET (table C.28).

Based on data collected by Simons et al. (2009), most individuals working in VET in 2006 entered the sector when aged 50 years or less, but about 10 per cent joined the sector at age 50 or older (table C.29).

Entry into TAFE
Administrative data specific to the TAFE sector shed light on the age at which these public VET workers first gained employment with their current institution, although their tenure in the VET sector overall is not known. Of those permanent and non‑permanent employees recorded as working in a TAFE institute in 2010, 65 per cent joined their institute when between 31 and 50 years of age, and a further 20 per cent entered after age 50 (figure 
3.1). This demonstrates that there is a sizeable replenishment of the TAFE workforce occurring from the ranks of older workers (or semi-retirees).

Moreover, the influx of short-tenure older workers in the 51–70 entry age group (the group labelled A in figure 
3.1) is approximately the same size as the cohort of workers with longer tenures who are now approaching retirement (the sum of all areas labelled B). This suggests that potential retirement of the long-tenured cohort in the next ten years might be largely offset by another inflow of older entrants into the VET workforce, assuming that the current patterns continue.

Figure 3.

 SEQ Figure \* ARABIC 1
Employment duration by age at entry into TAFE teaching, 2010a,b
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a(Recent inflows, aged 51–70, are labelled A and potential outflows in the near future, aged 51–70, are labelled B. b(Permanent and non-permanent employees.
Source: Productivity Commission estimates based on TAFE administrative data supplied by all jurisdictions except the Northern Territory.
The TAFE administrative data allow further examination of inflows and outflows of permanent and non-permanent trainers and assessors in 2010 (figure 
3.2).
 Individuals were counted towards the inflow or outflow of the TAFE workforce based on the commencement and separation dates recorded in their institution’s administrative systems.
 
Figure 3.

 SEQ Figure \* ARABIC 2
TAFE trainer and assessor inflows and outflows by current age and contract type, 2010a
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a(Some outflows may result in inflows into other TAFE institutions. 
Source: Productivity Commission estimates based on TAFE administrative data supplied by all jurisdictions except the Northern Territory.
During 2010, the total number of trainers and assessors who commenced employment with their TAFE institution exceeded the total number who left. Among permanent trainers and assessors in TAFE, however, the total number leaving (717) exceeded that entering (247). For non-permanent trainers and assessors, the reverse was true (1687 left, 3731 entered). This suggests that employers in TAFE are replacing some of the departing permanent staff with non‑permanent staff. At the same time, it is not known whether employers have been converting existing non-permanent staff to permanent staff.

Among permanent trainers and assessors, available data indicate that there was a net outflow at ages over 40. Non-permanent trainers and assessors experienced a net inflow at all ages except under 21 and over 70. Overall, net replenishment was occurring in every age group, except for the groups aged over 60.

Workers surveyed in 2006 joined the VET sector under a variety of employment arrangements. Trainers and assessors entered the sector through a mix of permanent (or ongoing) positions, fixed-term and casual positions (table C.30). In contrast, other VET professionals almost exclusively entered the VET workforce as ongoing staff. General staff tended to have either ongoing or fixed-term arrangements when they arrived. Across the VET sector, the entry of staff as contractors appears small.

Among trainers and assessors, only about half joined the sector on a full‑time basis. Most other VET workers were employed in full-time positions on entry (table C.31).

Prior to entering the VET sector, 73 per cent of VET workers were employed elsewhere in the labour force (table C.32), with their most common origin industry being education and training (accounting for 16.5 per cent of new recruits) (table C.33). Trainers and assessors also typically came from the industries of health care and social assistance, retail trade and manufacturing. Their backgrounds might be assumed to match their main areas of delivery in their VET jobs, but this cannot be verified. General staff came from a similar cross‑section of industry, but with a higher proportion originating in administrative and support services, reflecting the nature of the tasks that general staff perform. There were 27 per cent of workers who did not have a job prior to entering the VET sector.

Tenure in VET

The average tenure of VET workers employed in 2009‑10 was 5 to 10 years. However, there was significant dispersion within groups. Among the trainers and assessors, 43 per cent had been employed in the sector for 10 years or more and only 14 per cent had worked in VET for less than 2 years (table 
3.1). Conversely, 33 per cent of general staff had joined the sector within the last 2 years, while 28 per cent had been part of the sector for 10 years or more.

Workers in private RTOs and other RTOs (mostly ERTOs) had a shorter average tenure of about 5 years, compared to that for TAFE at more than 10 years.
Among trainers and assessors, there is an apparent lack of experience in private and other RTOs, relative to TAFEs — 25 per cent of trainers and assessors in TAFE had tenure in VET of less than 5 years, whereas this least experienced group of trainers and assessors made up 58 per cent of staff in private RTOs and 50 per cent in other RTOs. This very high level is likely to be associated with the rapid expansion of non-TAFE RTOs over the past five years (chapter 2). The implications of this (in)experience for student outcomes is discussed in chapter 9.
Job mobility in VET

According to survey data for 2006 (Simons et al. 2009), job mobility within VET was quite common, with about 83 per cent of workers changing jobs in the course of their VET career (table C.34). On average, workers changed jobs about three times during their career, with little variation between trainers and assessors, other VET professionals and general staff. It was uncommon, however, for workers to change their broad occupational role, although there was some movement from trainers and assessors to other VET professionals (table C.35).
Mobility data for 2010 indicate that 73 per cent of VET trainers and assessors who are now permanent or ongoing originally joined the VET sector as casuals or fixed‑term employees (table C.36). Movement into more permanent employment was higher for other VET professionals and general staff at 86 and 89 per cent, respectively. There was also a tendency for those who began in part-time positions to move into full-time positions (table C.37).

Conversely, of those who started out in permanent positions, about 16 per cent moved to positions covered by fixed-term contracts and about 8 per cent of workers who started in full‑time employment ended up in part-time or casual positions. For some workers, these moves might reflect a transition into retirement.
Table 3.

 SEQ Table \* ARABIC 1
Tenure in the VET sector by current position and current employer, 2010a
Per cent of workers (unless otherwise stated)
	
	Trainers and assessors
	Other VET professionals
	General 
staff
	Total VET workforce

	TAFE
	
	
	
	

	Less than 2 years
	7
	15
	25
	13

	2 to less than 5 years
	18
	14
	25
	18

	5 to less than 10 years
	20
	17
	15
	18

	10 years or more
	56
	54
	35
	51

	Total (number)
	883
	506
	324
	1 713

	Private RTOs
	
	
	
	

	Less than 2 years
	28
	24
	58
	31

	2 to less than 5 years
	30
	27
	23
	28

	5 to less than 10 years
	23
	27
	15
	23

	10 years or more
	19
	22
	5
	18

	Total (number)
	298
	245
	88
	631

	Other RTOsb
	
	
	
	

	Less than 2 years
	22
	15
	37
	22

	2 to less than 5 years
	28
	24
	24
	26

	5 to less than 10 years
	24
	22
	15
	22

	10 years or more
	26
	39
	24
	31

	Total (number)
	254
	222
	100
	576

	Total VET sector
	
	
	
	

	Less than 2 years
	14
	17
	33
	18

	2 to less than 5 years
	22
	19
	24
	22

	5 to less than 10 years
	21
	21
	15
	20

	10 years or more
	43
	43
	28
	40

	Total (number)
	1 435
	973
	512
	2 920


a(These data include time worked with any previous VET employers. b(Comprises respondents from ERTOs, ACE providers and other RTOs.
Source: Productivity Commission estimates based on unpublished data from DEEWR (2010i).
There was a strong tendency (80 per cent) for VET workers to be observed working with the same type of employer in 2006 as that with which they began their VET career (table C.38). However, real mobility among these workers was actually much higher than suggested, as many of these workers changed employer type during their career, before returning to their initial employer type. For example, only about 20 per cent of workers who were employed initially at TAFE remained there throughout — the remaining 80 per cent spent some time outside TAFE before returning to that sector (table C.39).

Exits from VET and TAFE
Overall, about 7 per cent of all workers currently in VET plan to exit the sector within the next 12 months, with no notable variation between trainers and assessors, other VET professionals and general staff (table C.40).

Intentions to exit the VET workforce, for any reason, are most prevalent among individuals currently aged 65 years and over, with retirement the most common reason given (table C.41).
 Retirement figures much less prominently as an intended reason to exit the VET workforce for the 55-64 age group. Although 8 per cent of that group expressed an intention to leave within 12 months, less than 4 per cent intended to do so due to retirement.

That said, 63 per cent of those aged 65 years or older, and 75 per cent of the group aged 55 to 64 years, expressed an intention to remain in the VET sector in the next 12 months.
 Based on these figures, early exit and/or retirement of VET workers does not seem to be a looming problem.

For those intending to leave the VET sector, the most common reasons given include poor management (41 per cent), a lack of career opportunities (33 per cent) and pay rates being too low (32 per cent) (table C.42). 
As measured by the height of the curves in figure 
3.3, in the first 35 years of employment with a TAFE institute, the probability of remaining is lowest for general staff, implying that they are the most likely to leave their TAFE employer.
 For example, after 20 years in the same TAFE institute, trainers and assessors and other VET professionals have a 0.91 probability of remaining (or a 0.09 probability of leaving the institution), whereas general staff have a 0.86 probability of remaining. At about 40–55 years of employment, very few trainers and assessors leave their TAFE institute, as reflected in the flat sections of the relevant curve.
 The initial drop in the probability of general staff remaining in the same TAFE institute mostly reflects the end of short-term contracts.

Figure 3.

 SEQ Figure \* ARABIC 3
Probability of remaining in TAFE, permanent and fixed‑term employees only
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Source: Productivity Commission estimates based on TAFE administrative data supplied by all jurisdictions except the Northern Territory. 

Factors influencing career durations in TAFE

The Commission has used multivariate modelling to identify the factors that affect ongoing and fixed-term workers’ career durations in TAFE. This modelling points to a range of factors that are significantly associated with job duration. The findings might have implications for retention strategies, discussed in chapter 7.

After controlling for other sources of difference, males are likely to spend about 17 per cent less time working in TAFE than females. Therefore, if the average tenure for females was 10 years, then, ceteris paribus, the corresponding tenure for males would be almost 8 years and four months. TAFE workers are estimated to remain with their employer for about 17 per cent longer as they get older by one year, although the strength of this effect declines with age (table 
3.2).
 

Table 3.

 SEQ Table \* ARABIC 2
Factors affecting TAFE employment duration in 2010a, permanent and fixed-term employees only
	Variable
	Relative employment durationb

	Age
	1.1723
	***

	Age squared
	0.9986
	***

	Males relative to females
	0.8321
	***

	Ongoing
	4.0465
	***

	Weekly hours
	1.0337
	***

	Hourly wage
	1.0158
	***

	Trainers and assessors
	1.4075
	***

	Other VET professionals
	1.0425
	

	New South Wales
	3.0091
	***

	Victoria
	1.1403
	

	Queensland
	11.5002
	***

	South Australia
	2.1362
	***

	Western Australia
	1.2552
	**

	Tasmania
	3.7002
	***


a A full set of results is available in table C.43. b The time ratio, indicating the proportionate change in the duration of employment in TAFE. A value of less than one indicates a shorter duration as the associated variable increases. For example, the estimated duration is 17 per cent shorter (that is, 83 per cent of its value) for males than females. *** Significant at the 1 per cent level. ** Significant at the 5 per cent level.
Source: Productivity Commission estimates based on TAFE administrative data supplied by all jurisdictions except the Northern Territory.

Ongoing staff are likely to spend four times longer working in TAFE than staff on fixed-term contracts. As hours worked per week increase by one, individuals become likely to increase their tenure in TAFE by about 3 per cent. This might reflect greater staff satisfaction with full-time than with part-time positions. Increases in hourly wages make TAFE positions more financially attractive, relative to competing positions, thus increasing durations (marginally). 

At most points in time, the probability of remaining in TAFE is significantly lower for general staff (figure 
3.3), relative to trainers and assessors and other VET professionals, implying shorter durations for general staff. However, multivariate modelling reveals no significant difference in employment durations for general staff and other VET professionals — any difference in their employment durations has been accounted for by other factors in the model. 
For individuals who work in Victoria or the ACT (the latter is the omitted category), the probability of remaining in TAFE is essentially the same (not shown). These individuals are likely to have shorter durations in TAFE than their counterparts in other jurisdictions. TAFE workers in Queensland are those shown to spend the longest time in a TAFE job. Differences in job duration across jurisdictions might be due to a number of factors, including differences in regulatory arrangements and superannuation.
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.
� 	More detailed data are presented in appendix C, including important information about some of the differences between jurisdictions in terms of the way that TAFE administrative data are collected and recorded. As a result, when using these data, comparisons between the TAFE and non-TAFE sectors, and between jurisdictions within the TAFE sector, should be made with caution.


� 	For brevity, this group is referred to as ‘trainers and assessors’ in the remainder of this report.


�	The Commission notes that the ERTOA plans to survey all ERTOs to establish the size and nature of their VET workforces, and to publish the findings by June 2011 (ERTOA, sub. DR91, pp. 18–19).


�	The Commission’s method to estimate the size of the non�TAFE VET workforce is explained in appendix C.


�	‘One to four’ hours was the lowest category of hours used in the survey. 


�	Productivity Commission estimates based on unpublished TAFE administrative data.


� 	These figures are based on survey data and should be treated as a lower-bound estimate, due to the likelihood that multiple-job holders were under-represented in the DEEWR survey.


�	Wage data for some jurisdictions are not comparable. See notes for table C.15.


�	This assumes that trainers and assessors for whom data are missing or unknown do not hold the Certificate IV in TAA or higher.


�	Exact definitions and employment arrangements for casual staff vary by jurisdiction. However, these staff are paid by the hour and, in practice, are employed for an agreed period of time ranging from an hour or two as a ‘one-off’, through to a longer term and/or more predictable arrangement. If a separation date is given, casuals are assumed to have had no expectation of re�employment.


�	Several assumptions are made. First, each individual is assumed to have one administrative record at an institution. Second, commencement is assumed to be the date on which the individual was first hired by the institution (after any prior separations). Third, job characteristics pertain to a point in time, and changes in individual employment characteristics are not captured in these data.


�	Some departing permanent staff may move to a different TAFE institute. Outflows due to churn would not represent a staff loss to the overall TAFE sector.


� 	This is on the assumption that contractors are labelled as self-employed consultants or are employed on a non-fixed-term contract.


�	Further, survey data for 2006 showed that around 60 per cent of workers aged over 60 years intended to remain in the sector for the next 5 years (Productivity Commission estimates based on unpublished data from Simons et al. (2009)).


�	Seventeen per cent of respondents aged 65 years and over were unsure about their intentions to retire in the next 12 months.


�	Statistically, there is no difference in the probability of remaining for trainers and assessors and other VET professionals. Estimated precision declines as durations increase, so that, even for durations exceeding 40 years, the corresponding interval estimates still overlap. 


�	This is partly the result of having a small number of workers in the data with very long tenures.


�	The duration analysis included here and in the next section excludes casuals as the tenure information might not be reliable and comparable for all states for this purpose. 


� Results from this modelling have changed from those in the Draft Report due to the inclusion of data for New South Wales, updated data for Victoria, and the use of a more appropriate statistical model.


�	Details of the modelling are given in appendix C. A full set of results is available in table C.43.
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