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Ensuring workforce capacity and efficiency
	Key points

	· There does not appear to be a widespread shortage of Vocational Education and Training (VET) workers.

· However, employers face a challenging recruiting climate in parts of the sector, with some providers relying on longer hours of work from existing staff or having to compromise on the quality of new recruits.
· Shortages can be linked to statutory wage structures in the Technical and Further Education (TAFE) sector that take no account of the relative scarcity of industry skills being sought, given that trainers and assessors are ‘dual professionals’. As a consequence, TAFEs need to rely on industry allowances to attract and retain some VET trainers and assessors with particular industry skills, while others might be paid more than is necessary.
· High administrative loads, partly due to regulatory burdens, hinder retention of VET workers.

· There is considerable variation across jurisdictions in working-hours requirements for trainers and assessors in TAFEs, and these requirements differ considerably from those for other industries.

· Casual employment can increase the flexibility of the VET workforce to meet after‑hours, short-term and specialist demand. However, this flexibility might be limited where restrictions on the use of casuals by TAFEs apply.

· More managerial autonomy for TAFEs to link performance with pay, set wages and engage people on the most appropriate employment arrangements for their specific needs would help with recruiting and retaining staff.

· Older workers, workers in other industries and Indigenous workers will be potential sources of VET workers in the future. Impediments to their recruitment should be removed.

· The VET sector can provide support for potential Indigenous workers through Reconciliation Action Plans and cadetships to undertake teaching qualifications.
· This would also encourage Indigenous students to progress from study into the workforce and, in time, return to the VET sector as trainers or assessors.

	

	


As identified in chapter 6, there will be an increase in the demand for VET, and VET workers, in the next decade. There is a risk of future shortages of VET workers, unless recruitment and retention strategies are adopted now and over the medium term. However, with an increasingly tight overall labour market, as a result of population ageing and the resources boom, adequate VET workforce capacity will also need to rely on efficiency gains from the workforce. The importance of reform was outlined by the Australian Industry Group (Ai Group): 

Our economic prospects will deteriorate significantly if our current performance [in the delivery of a range of skills] is not improved. This will require bold reform, particularly around the capacity and capability of the Vocational Education and Training Workforce. (sub. DR88, p. 2)

This chapter addresses a number of the study’s Terms of Reference. In section 8.1, comment is provided about the VET workforce’s productivity. Current and future supply of the VET workforce are examined in section 8.2. Section 8.3 looks at groups of workers likely to be targeted for the future VET workforce. In section 8.4, the factors influencing the efficiency of the VET workforce, including work arrangements and industrial relations settings, are investigated. Overall, this chapter reviews impediments to capacity and recommends strategies to achieve an appropriate number of VET workers, working as efficiently as possible, so that future delivery challenges may be met. 

The chapter should be read in conjunction with chapters 9 and 10, which address the capability dimension of the VET workforce, that is, the adequacy of the skills and knowledge held by VET workers that determine their effectiveness, as individuals or as groups. 
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Labour productivity is important for capacity

For the ‘production’ of VET services, Registered Training Organisations (RTOs) employ a diverse range of workers, in conjunction with other inputs such as infrastructure, equipment and intellectual property. Workers represent about 70 per cent of the cost of total production inputs in the VET sector (chapter 1). The size and quality of the labour input have a central role in the quality of outcomes that arise from the sector’s output.
By altering the proportions of labour and other inputs, and organising the production process more efficiently, RTOs might be able to produce a given number of completing students with the right skills and other education-related attributes using fewer inputs (or assist more students using the same quantity of inputs). 
In this study, the main focus is on the relationship between the labour input and the outputs from the sector. The rate at which the efforts of workers are translated into VET services is known as labour productivity and measures one form of efficiency, termed productive efficiency. This is the context in which the term ‘efficiency’ is used in the remainder of this chapter.

Measurement of labour productivity in the production of education is notoriously complex. For this reason, the Australian Bureau of Statistics (ABS) refrains from calculating this statistic. However, internationally, there have recently been important advances in measuring labour productivity in various education and training sectors. The Commission has relied on some of these advances to produce a range of experimental estimates of labour productivity in the publicly-funded VET sector in Australia, between 2005 and 2009 (appendix D). These estimates should be interpreted with caution, as they are sensitive to the choice of methods and assumptions. Nonetheless, all the variants computed by the Commission indicate that labour productivity of the publicly-funded VET sector improved steadily from 2005 to 2009, even after adjusting for changes in the quality of training delivered (appendix D). That labour productivity has increased does not imply that it has reached optimal levels. Possible sources of further efficiency gains are examined later in this chapter. 
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Factors affecting attraction and retention
Efforts to attract and retain workers affect capacity through labour supply and productivity. Shortages of VET workers can indicate attraction and/or retention problems in the sector. Key factors that influence attraction and/or retention, according to participants, are:

· wages and salaries

· hours of work

· work arrangements

· professional standing

· career pathways

· administrative load.
After a discussion of staff shortages, these attraction and retention factors are examined. 

Are there staff shortages?
There does not appear to be a widespread labour shortage affecting the overall VET sector. However, some participants reported shortages of particular skills, in particular regions or in parts of the VET sector (box 
8.1). These shortage areas can be grouped into:
· skills that are valued by industry, particularly due to the resources boom (mining, building, construction, electrical engineering) or population ageing (nursing, aged care)

· specialised skills (including Indigenous education, literacy and numeracy and e‑learning)

· skills in regional and remote locations

· skills in non-teaching areas, such as management, human resources, information and communication technologies or VET compliance systems.
This picture of shortages in selected areas aligns with results from a 2010 survey of employers in the VET sector.
 That survey reveals an active but challenging recruitment effort in the VET sector (table C.45). Almost two-thirds of providers surveyed were recruiting trainers and assessors, most in an attempt to expand their workforce. However, some difficulties were evident — overall, 21 per cent of recruiting providers did not fill all their vacancies, confirming the existence of shortages in the market for VET workers. Irrespective of whether vacancies were filled, 63 per cent of providers reported having difficulties recruiting trainers and assessors.

Twenty-one per cent of recruiting providers compromised on the skills sought from new recruits in order to fill their vacancies, and 5 per cent of those employers hired new recruits with none of the skills they were looking for. The most common skill deficits were teaching qualifications (63 per cent of providers who compromised), followed by industry currency (37 per cent). Survey results indicate that private RTOs, in particular, have a higher readiness than TAFEs to recruit workers who do not initially meet all the requirements of their job description. This might be a reflection of the greater intrinsic flexibility of private providers. However, it might also, in limited cases, reflect a preparedness to settle for a lower-quality standard of delivery (chapter 5).

	Box 8.
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Participants’ comments on VET sector staff shortages

	Participants indicated that there are shortages in some vocational areas:
VET providers often struggle to recruit suitably qualified and skilled trainers, this is particularly an issue in emerging technology areas. Periods of skills shortages and the strong demand for skills from the mining and construction sectors mean that VET providers … have difficulty attracting and retaining staff. (Ai Group, sub. 14, p. 7)

… VET workers have moved to the minerals sector in response to the skilled labour shortages experienced in the recent boom. (Minerals Council of Australia, sub. 23, p. 12)
Areas like the trades and in particular those that are in highly paid industries, such as the mining industry, present on-going difficulties in attracting people to VET. (Joint TAFE Associations, sub. 48, p. 29)
… in times of skills shortage, most prevalent of late in areas like the trades, it is increasingly difficult for the system to recruit staff. (WA Department of Training and Workforce Development, sub. 26 (attachment 3), p. 2)

It is very hard to find good trade teachers and there is a huge shortage as we speak. (Australian Education Union (AEU), sub. 34, p. 54)
Difficulties have been experienced in attracting/retaining staff in high demand/growth areas such as: nursing; aged care; Indigenous education; literacy/numeracy; horticultural/ agricultural; engineering/design/drafting; mechanical and electrical engineers; plant and heavy vehicle mechanics; mining engineers; marine engineers; master mariners; electrical line worker and cable jointing trainers; electrical instrumentation teachers; management/ leadership teachers; and staff in specialised disciplines, e.g. HR practitioners, accountants, skilled ICT staff. (Joint TAFE Associations, sub. 48, pp. 28–9)
In particular regions:

[VET] providers sometimes struggle to find appropriate applicants for positions, particularly in rural areas and industry areas in which the industry workforce is experiencing a skills shortage and consequently wages are high, e.g. mining, electrical. (Erica Smith, sub. 39, p. 2)

… in regional/rural areas … there is already a shortage of VET professionals. (Community Colleges Australia (CCA), sub. DR104, p. 3)

Significant VET labour and skills shortages already exist in rural and remote areas of Australia. (Health and Community Services Workforce Council, sub. DR85, p. 5)
… worsening skill shortages for regional [Victorian] TAFE providers … (Joint TAFE Associations, sub. 48, p. 9)
And of particular types of VET workers:

In building the capacity and capability of the VET Workforce we recommend [encouraging] Indigenous trainers and assessors to address this shortage in the anticipation of increasing the engagement of and outcomes for aboriginal candidates. (NSW Community Services, sub. 38, p. 3)
During the economic peak of 2007/08 it was increasingly difficult to program block training due to shortages in lecturing staff. (Polytechnic West, sub. 5, p. 4)

… research conducted by JMA Analytics has revealed a critical shortage of practitioners at the level of VET Learning and Assessment Specialists. (John Mitchell and Associates, sub. DR102, p. 12)

	

	


When faced with recruitment difficulties, Adult and Community Education (ACE) providers and Enterprise Registered Training Organisations (ERTOs) were more likely than other VET employers to compromise rather than leave positions unfilled. Among those providers with unfilled vacancies, the staff worked longer hours to meet the demand for training in 48 per cent of cases.

Indigenous trainer and assessor shortages
As noted in chapter 3, approximately one per cent of trainers and assessors and two per cent of all workers, in both the TAFE and non-TAFE sectors, identify as Indigenous, which is close to Indigenous workers’ representation in the labour force. However, Indigenous workers are under‑represented in the publicly‑funded VET workforce, relative to the proportion of Indigenous students in that sector (4.4 per cent of students, according to Nechvoglod et al. 2008). 
The imbalance between Indigenous representation in the student body and the VET workforce is a cause for concern, because:

… the case in relation to Indigenous students is a special one. Here, identity is fundamental, and the VET sector must do a lot more to ensure that Indigenous learners and potential learners see their own people engaged in every aspect of VET service delivery. (National VET Equity Advisory Council (NVEAC), sub. 58, p. 3)

As the number of Indigenous VET students is likely to continue to grow (chapter 6), the current imbalance will expand unless steps are taken to increase the number of Indigenous VET workers. 

A number of study participants supported efforts to increase the number of Indigenous trainers and assessors:

Overall, the increasing lack of foundation skills in students suggests that the VET sector will need to [among other things] … encourage, recruit and support more Indigenous trainers. (WA Department of Training and Workforce Development, sub. 26, pp. 2–3)
Based on the analysis of the nature of the VET workforce compared with the attributes desired by industry, learners and the practitioners themselves, [work by Service Skills Australia suggests that] … there may need to be more attention paid to diversity in the VET workforce — particularly to teachers/trainers who are Indigenous ... (Service Skills Australia, sub. 13, p. 3)
There is a need for more Indigenous workers [and workers from other equity groups] … to work as VET practitioners. (NVEAC, sub. 58, p. 6)
What role do wages and salaries play?
One key influence on the number of people willing to work in the VET sector is the level of remuneration on offer, relative to other industries or occupations that are also looking to employ skilled workers (box 
8.2). Trainers and assessors who are truly dual professionals can choose between teaching in VET or working in industry. If wages in VET are below wages in their particular industry, then the higher-quality trainers and assessors will be able to secure higher wages by working in industry. This also means that the average quality of the trainers and assessors remaining in VET will fall.

Comparison with non-education industries

The latest ABS data on employee earnings and hours (ABS 2010e) show clear differences between the hourly earnings of VET trainers and assessors, and the earnings of workers in a selection of comparator (non-VET) occupations (figure 
8.1).

Permanent or fixed-term VET trainers and assessors earn less per hour than do structural steel construction workers and drillers, miners and shot firers. Unlike the base wages of employees in other occupations, the wages of VET trainers and assessors are usually not dependent on their area of delivery. Therefore, the hourly wage of the average VET trainer or assessor is used in these comparisons.

In some other occupations, the gap is reversed. Figure 
8.1 illustrates that permanent and fixed-term VET trainers and assessors earn more than corresponding employees working as tourism and travel advisors, aged and disabled carers and nursing support and personal care workers.
Casual VET trainers and assessors earn significantly more per hour than do casuals in the other occupations represented in figure 
8.1. This difference, in part, reflects the fact that the hourly rate for casual employees often includes an allowance for preparation and marking (Victorian TAFE Association (VTA) 2009 and table 
8.3).
 Also, casuals in most occupations tend to earn an hourly rate premium in lieu of leave entitlements. 
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Participants’ views on VET sector salaries

	Many study participants cited inadequate VET sector salaries as a factor that adversely affects the attractiveness of the VET sector:
… trade teachers and potential trade teachers are being enticed to work in the resources sector by salaries 30% higher than a teacher’s wage ... (ACTU, sub. 31, p. 8)

Workers in the minerals industry are very well remunerated and the VET sector may not be able to compete on salary alone. (Minerals Council of Australia, sub. 23, p. 12)
Areas like the trades and in particular those that are in highly paid industries, such as the mining industry, present on-going difficulties in attracting people to VET. (Joint TAFE Associations, sub. 48, p. 29)
When growth and boom times hit, working in the mining industry is more profitable than transitioning to a VET practitioner role. (NSW Government, sub. 57, p. 3)
In WA, the current funding model for publically funded [RTOs] provides for an average salary of about $68,000 (for a Grade 5 Lecturer). This does not provide for much flexibility when considering the average wage being paid to workers in the resources and the building and construction sectors in 2008 was $142,532 and $89,232, respectively. … During 2008/09, wages growth in the construction (8.9%) and mining (7.1%) industries was significantly higher than the VET sector where lecturer salaries generally increased annually by the CPI, i.e. between 3.0% and 3.6%. (Polytechnic West, sub. 5, p. 3)
Executive salaries are pegged for public service relativity which can be a barrier to employing the right person for the job. (The Gordon, sub. 9, p. 16)

Some participants, however, pointed to areas where VET salaries are on par with those on offer in industry:

… remuneration received in the VET sector — for full-time workers — is comparable to that received by workers in the tourism and hospitality industry. (Queensland Tourism and Industry Council, sub. 4, p. 3)

The Australian [computer] games sector pays below general industry wages, as many people are passionate about games and are willing to work for less than the market rate their skills could demand. Therefore, experienced people face low barriers in terms of opportunity cost in moving to teaching as wages are comparable. (Dr Robert Dalitz, sub. 10, p. 3)

However, areas were identified where VET salaries are higher than those that can be expected in related occupations or industries:

The level of remuneration and quality of conditions within the VET workforce varies depending on the type of industry. In some areas such as beauty therapy, hairdressing, childcare and other low paying industries, these are attractive. (WA Department of Training and Workforce Development, sub. 26, p. 4)

	

	


Figure 8.
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Total earnings per hour, VET trainers and assessors and selected comparator occupations, 2010a,b,c,d
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a( Total earnings measure ordinary time earnings plus overtime earnings. b( Non-VET comparator occupations are possible alternatives to VET teaching, based on trainers and assessors’ qualification fields. They have been selected to illustrate that VET teaching and assessing can pay a higher rate per hour than some occupations, but a lower rate than others. These comparisons should not be taken to imply that all trades pay more and all services less than VET training and assessing. c( Occupational earnings are compared with the average for all VET trainers and assessors, since their earnings do not vary by field of teaching. However, VET trainers and assessors in a particular area might earn more or less than the average, due to differences in the occupational structure within a field. d( These numbers are indicative only and the standard errors on some could be high. e( Hourly earnings for casual VET trainers and assessors can include an allowance for up to half an hour of additional time taken up by duties associated with teaching that might not be included in their reported hours worked. This allowance might account for part of 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 ABS (2010e).
That some VET trainer and assessor shortages persist despite the relative attractiveness of casual wages in the sector, suggests the existence of other disincentives, such as job insecurity. The issue of casual employment in the VET sector is taken up again below.
Wage relativities between VET and industry do not remain constant and lead to either periodic, or potentially persistent, shortages in some areas:
In the course of a business cycle, there can be varying degrees of competition for workers between industry and the VET sector. During a ‘boom’, expanding industries pay higher wages to lure additional workers. This may change the pay relativities between VET workers and their industry counterparts, making VET a less appealing option. Alternatively, during an economic slowdown, workers may be shed from industry and find VET teaching a more stable option. (DEEWR, sub. 60, p. 36)
In relation to TAFE specifically, shortages persist despite the use by some institutions of ‘industry allowances’. 
TAFE Agreements are silent on the issue of allowances, typically specifying that individuals are ‘paid no less than the rate appropriate to their classification [as specified in the Agreement]’ (Victorian TAFE Teaching Staff Multi-Business Agreement 2009, p. 15). As a result, some TAFEs make discretionary payments to some staff, over and above the base remuneration listed in the relevant agreement.
Additional payments of this type are found in the higher education sector, where universities often pay a salary loading to attract or retain certain categories of staff. In most cases, payments are justified on the basis that significantly more attractive external labour market conditions apply to certain occupations or skills. Salary loadings are reviewed periodically.

The AEU expressed its opposition to this approach:

The AEU position is that industrial Awards and Enterprise Agreements should provide for skill based career paths with wage rates set to attract and retain the highest quality workforce and remains opposed to the currently unregulated, ad hoc and highly idiosyncratic ‘system’ of ‘over award’ payments. (AEU, sub. DR101, p. 13)
The Commission’s analysis of trainer and assessor pay in a Victorian TAFE institute shows that not everyone receives industry allowances, and that the incidence and amount, as a share of salary, vary across areas of delivery (table 
8.1) and staff level (not shown). Allowances paid by this institution can increase an individual’s pay by up to 47 per cent. The relative value of allowances, across areas of delivery, suggests that they are used by TAFEs to attract or retain individuals with skills in demand.
The payment of allowances goes some way to overcoming staff shortages. However, the persistence of shortages in some areas might be because agreements put a floor under the lowest wages that TAFEs are able to pay, which means that the funding of allowances is limited by overall funding envelopes.

If TAFEs could set trainer and assessor wages to better reflect wages paid in industry, they would be able to offer higher wages to those in high-demand areas, funded in part through lower payments to those in areas where vacancies are easily filled.

Table 8.
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Industry allowances to Level 2, fixed-term trainers and assessors in a Victorian TAFE, 2010a
Per cent

	

Area of delivery
	Proportion receiving allowance
	
Average allowance
	
Lowest allowance
	
Highest allowance

	Business services and communication
	40.7
	15.7
	9.7
	19.8

	Creative industries
	46.7
	12.0
	2.1
	19.8

	Education and social services
	84.6
	17.9
	9.7
	39.7

	Engineering and science
	78.5
	18.5
	2.0
	47.4

	Other areas
	0.0
	na
	na
	na

	All areas
	64.9
	17.3
	2.0
	47.4


a Under the Victorian TAFE Teaching Staff Multi-Business Agreement 2009, there are two base annual salary points for a Level 2 teacher (based on the holding of a Diploma teaching qualification). The levels corresponding to these points are $54 252 and $57 610. na not applicable.
Source: Productivity Commission estimates based on unpublished administrative workforce data from a Victorian TAFE institute.

By contrast, ERTOs are not subject to the same constraints as TAFEs and (to a lesser extent) private RTOs, as regards attracting and retaining workers with skills in demand, and there might be some growth in their numbers of trainers and assessors, relative to other VET employers.
Finding 8.1
Statutory wage structures in the TAFE sector take no account of the relative scarcity of industry skills being sought. As a consequence, TAFEs need to rely on industry allowances to attract and retain some VET trainers and assessors with skills in demand. However, their ability to do so is limited by the fact that, at the going rates specified in agreements, other VET trainers and assessors are paid more than is necessary to attract and retain them.
Other aspects of statutory wage structures

Comparison with other parts of the education sector

For those people who are attracted to teaching, wage relativities can also affect the choice of education sectors in which to practise. Polytechnic West (PWA) indicated that, as a provider:

… with lecturers delivering across both the VET and Higher Education sectors, PWA has difficulty attracting lecturers who are also delivering at universities (at times delivering the exact same unit) at a different rate. (Polytechnic West, sub. DR81, p. 3)

Figure 
8.2 presents data on changes over time in average nominal earnings of VET trainers and assessors, primary and secondary school teachers, university lecturers and all occupations (for both permanent and non-permanent employees). Average hourly earnings of all VET trainers and assessors are below those of university lecturers, with the gap increasing since 2004. Conversely, VET trainers and assessors earn more than school teachers (both primary and secondary), although the gap has closed substantially in recent years. Caution is necessary, however, as there is likely to be significant variation around these averages due to differing structures of sectoral employment — variation in the share of casual staff, and in ranges of seniority, will influence the dispersion of earnings within and across workforces.
Figure 8.
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Total nominal earnings per hour in education and all occupations, 1996–2010a,b,c
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a Total earnings measure ordinary time earnings plus overtime earnings. b Each occupation includes permanent, fixed-term and casual workers. c These numbers are indicative only and the standard errors on some could be quite high.
Source: Productivity Commission estimates based on unpublished data from ABS (2010e). 
Attractiveness across states and territories
As each State and Territory has its own statutory wage structure (table 
8.2), the attractiveness of TAFE relative to other sectors might vary across jurisdictions. This might also influence the competition for workers between different VET providers. In consultations, the Commission has heard that TAFE wage relativities across states could be a factor in staff mobility, especially in border towns such as Albury–Wodonga.
The financial attractiveness of VET employment might also vary between metropolitan and non-metropolitan locations. The Australian Council for Private Education and Training (ACPET) acknowledged that in ‘regional and remote areas it can be difficult to retain and attract VET professionals, particularly if their skills are already in high demand from the local industry sector’ (ACPET, sub. 50, p. 10).
Table 8.
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Current annual salary scales for trainers and assessors, 2011a
Lecturer/teacher scales for TAFE and private RTOs (modern award)
	Jurisdiction
	Entry level
	Highest level
	Average step

	
	Level
	$
	Level
	$
	$

	TAFE
	
	
	
	
	

	New South Wales
	10
	71 469
	13
	84 759
	3323

	Victoria
	1.1
	48 055
	5
	74 624
	2952

	Queensland
	1
	58 035
	7
	74 563
	2361

	South Australia
	1
	55 130
	6
	79 034
	3984

	Western Australia
	1
	60 037
	9
	81 662
	2403

	Tasmania
	1
	50 632
	9
	78 509
	3097

	Northern Territory
	1
	42 226
	10
	74 657
	3243

	ACT
	1
	58 254
	8
	78 380
	2516

	Private RTOs
(modern award)
	1
	37 570
	12
	49 594
	1002


a In most cases, salary progression in TAFEs is based on tenure and, to a lesser extent, qualifications. Further details are contained in table C.46.
Source: Karapas, G., SA Department of Further Education, Employment, Science and Technology (DFEEST), pers. comm., 15 September 2010.
Statutory differences between jurisdictions are not apparent for private RTOs. Through the current award modernisation process, a new national award for the VET sector took effect from 1 January 2010 (the Educational Service (Post‑Secondary Education) Award 2010). One result of this process is that employees of private providers now have award coverage, setting minimum standards and pay points. The award covers trainers and assessors in private RTOs who were not already covered by an enterprise agreement or pre-existing award.
 It has a lower base-level salary and much lower maximum rate than apply to TAFEs.

Nonetheless, some providers covered by the new modern award feel disadvantaged, particularly in view of the interaction with funding arrangements:

The new Modern Award [teaching English to speakers of other languages (TESOL)] structure for community college teachers is unrealistic with the required qualifications and level of pay. (NSW Department of Education and Training, sub. 43, p. 2)
[The modern award] has created some challenges. There are automatic rate increases to occur over the next 5 years which might significantly impact some colleges as payment on the basis of the workforce qualification will be a mismatch against funding received from governments for some programs. (CCA, sub. 53, p. 12)
Attractiveness across forms of employment
Whether using the existing agreements or awards for TAFE, or the modern award for private providers, based on the information available, it is difficult to compare the earnings associated with an hour of teaching delivered under ongoing or casual employment arrangements. Several reasons explain this difficulty.
First, hourly rates for casuals assume a certain amount of preparation time will be required (typically, about 30 minutes per hour of delivery). However, the actual preparation time required could be longer (say, for a new course) or shorter (say, for a repeat class) and may vary across delivery areas. 
Second, using rates specified in agreements does not capture any additional earnings from industry allowances.
Third, some jurisdictions adopt different casual rates for different tasks. For example, New South Wales has different pay rates for teaching, exam supervision and duties other than teaching, whereas Western Australia, Tasmania and the Northern Territory specify a single rate that applies to all tasks (listed under teaching).

From an employer’s perspective, it is possible that employing casuals might be a cheaper way of obtaining a teaching hour, but it is hard to know.
Hours of work

Relatively low hours for trainers and assessors prescribed in TAFE agreements might be a potential attractor for people who seek to achieve work–life balance:

… other VET sector conditions, such as hours of work, may be more attractive than the mining industry shifts. (Minerals Council of Australia, sub. 23, p. 12)

There is considerable variation in the number and purpose of hours required of trainers and assessors in TAFE in the different jurisdictions (table 
8.4). Defining what constitutes a full-time workload is difficult therefore. For example, in New South Wales, full-time TAFE trainers and assessors are expected to work for 35 hours per week over 41 teaching weeks of the year (table 
8.4 and the Crown Employees (Teachers in TAFE and Related Employees, Bradfield College and Teachers in TAFE Children’s Centres) Salaries and Conditions Award 2009 (NSW)). During each of these weeks, they typically perform:

· direct teaching activities (20 hours)

· teaching-related duties at work (10 hours)

· non-teaching duties (5 hours), for which they are not required to be at work (non-attendance).

Table 8.

 SEQ Table \* ARABIC 3
Current allocation of trainer and assessor working hours in industrial instruments

For TAFE and private RTOs (modern award)
	Jurisdiction
	Weekly hours 
of work
	Teaching hours per 
week
	Duties 
other than
teaching hours 
per week
	Non-attendance hours 
per week
	Non-attendance days 
per year
	Max. teaching weeks 
per year
	Max. teaching hours 
per year

	TAFE
	
	
	
	
	
	
	

	NSW
	35.00
	20
	15
	5
	35
	36
	720

	Vic
	38.00
	21
	17
	8
	27
	42
	800

	Qld
	36.25
	21–25
	11
	4.25
	25
	39
	819–975

	SA
	35.00
	18–24
	11–17
	0
	19–29
	40
	720–960

	WA
	37.50
	20–21
	16.5
	7.5
	20
	40 or 42
	840

	Tas
	35.00
	19
	16
	ns
	35
	41
	760

	NT
	36.75
	24
	11.75–16.75
	ns
	30
	36–46
	800

	ACT
	36.75
	20
	13
	6.75
	20
	36–42
	720

	Private RTOs
(modern award)
	38.00
	nsa
	ns
	ns
	ns
	ns
	ns


a The modern award does not specify the number of teaching hours per week, but notes that ‘each contact hour of teaching delivery will count as 1.5 hours of work, including administration, assessment and consultation’ (Modern Award, p. 23). ns: not stated.

Source: Karapas, G., DFEEST, pers. comm., 21 September 2010.
Of the remaining 11 non-teaching weeks, there is also an allowance of 7 weeks (35 days) of paid non-attendance time, during which NSW TAFE trainers and assessors are not required to carry out particular duties (this provision is recognition for additional work and overtime).
 The remaining four weeks represent official paid leave.

Thus, on an annualised basis, the requirements of full-time work can differ considerably between TAFE and other industries. Full-time TAFE workers are not required to attend work for what would be regarded as an ordinary number of weekly hours or annual weeks. Consequently, some TAFE workers have more time available for non-work activities than most other full-time employees in the labour force. The amount of non-attendance time might be especially valuable for those who have carer duties, other jobs, or give work–life balance a higher priority. 

Under the modern award, employees in private providers are required to work longer hours over more weeks than those in TAFE (table 
8.4), much like employees in other parts of the economy. This instrument is also far less prescriptive on duties. Indeed, the only direction on time allocation is that a contact hour of teaching counts as 1.5 hours of work, to allow for administration, assessment and consultation. This implies that a trainer or assessor working for a private provider may teach for a maximum of 25 hours per week, with the remainder spent on these other duties.
The number of work hours specified in agreements and awards might not be an accurate reflection of actual workload if the demands of some roles, and/or the culture in some workplaces, mean that paid or unpaid overtime is common. According to the National Centre for Vocational Education Research (NCVER), ‘because of the move to more flexible approaches to delivery, many teachers work long hours on tasks that are not properly recognised or remunerated in industrial agreements’ (2004a, p. 6). Survey data (DEEWR 2010i) are consistent with this view, indicating that two-thirds of all trainers and assessors work unpaid overtime (data not shown). Half of all trainers and assessors in private RTOs work unpaid overtime, with 77 per cent working between 1 and 10 hours extra per week. In TAFE, three-quarters of trainers and assessors work unpaid overtime, with 81 per cent working between 1 and 10 hours extra per week.

One participant argued that, for TAFE, ‘greater functional flexibility [would mean] that for teachers there are no limits on the type of activity to be undertaken within “ordinary hours”. Such a provision will be open to abuse by management by imposing excessive teaching hours’ (Phillip Toner, sub. DR79, p. 35). However, although functional flexibility could result in more contact hours for some trainers and assessors, it could also result in less administrative or corporate work for those who prefer to specialise in teaching.

Work arrangements

The availability of permanent and non-permanent work can be an important attractor for the VET sector.

As discussed in chapter 3, non-permanent employment is a characteristic of the VET workforce in all jurisdictions, particularly of TAFEs. Within non-permanent forms of employment, casual employment is the most prevalent (table C.11). The ACTU characterised casual employment as ‘low pay’, lacking in ‘standard employment rights and entitlements’ and with ‘high levels of insecurity’ (ACTU, sub. 31, pp. 14–15). Other participants agreed, and claimed that casual employment does not respond to a genuine preference of employees. Some participants argued that casualisation of the VET workforce holds implications for quality and for the workloads of others:
There is an immediate threat to quality in VET when … such a large proportion of the workforce is employed casually. (AEU, sub. 34, p. 28)

Casualisation of the workforce means that administrative staff increasingly face the burden of answering to VET compliance questions (because the tutors are often not available to ask). (CCA, sub. 53, p. 10)
The increased use of casuals increases the co-ordination and administrative burden of head/permanent teachers. (DEEWR, sub. 60, p. 36)
Others contended that potential VET workers’ prefer permanent to casual employment:
The notion of ‘permanent employment’ is one of the obvious distinguishing features of the public RTO workforce. This feature can act as [a strong incentive] for attracting future VET lecturers (along with other ‘lifestyle’ conditions of employment). (Polytechnic West, sub. 5, p. 6)
This might explain the difficulties in recruiting casual staff:
The presence in many RTOs of high proportions of casual staff contributes to the difficulties associated with recruiting and retaining high quality staff. (Erica Smith, sub. 39, p. 8)

However, other participants noted that casual employment is the natural consequence of the dual professional identity of VET trainers and assessors, and of the need to attract workers from industry:
… casual employment can increase the flexibility of the VET workforce to meet 
short-term and specialist demand and provide a mechanism for encouraging the use of ‘industry experts’. (NVEAC, sub. DR75, p. 7–8)
Given skills shortages and assuming that the economy continues to improve, we will be competing with our own industries, the industries that take our graduates, for the same staff. … [The increasing number of] sessional and casual staff employed in many Institutes … [might] … address the issue. (The Gordon, sub. 9 p. 2)
Further discussion of casual employment is provided later in this chapter.
Professional standing of the VET workforce

Professional standing of the VET workforce might play a role in the attraction and retention of VET workers. The VET sector has been described by some as the ‘poor cousin’ of the broader education sector, reflecting the relatively low perceived status of VET trainers and assessors, compared with school teachers and higher education lecturers (Harris et al. 2005; Strebler et al. 2005). According to Service Skills Australia, ‘being a VET [trainer or assessor] is a low status job compared to university and school teaching; professional pride may be lacking’ (Service Skills Australia, sub. 13 (attachment), p. 100). Moreover, many VET trainers and assessors surveyed in Australia believe their status has declined alongside a ‘changing public perception associated with a shifting emphasis and downgrading of teachers’ roles from educators to trainers’ (Harris et al. 2005, p. 29).

It is not known how widespread the ‘poor cousin’ perception is in practice. In some enterprise RTOs, ‘time spent as a trainer or assessor was seen to improve the employee’s promotion prospects’ (ERTOA, sub. DR91 (attachment), p. 2). Moreover, in 2007, Polytechnic West (then known as Swan TAFE) ran a radio campaign to recruit 108 tradespersons into teaching. The campaign was very successful, in terms of generating interest (1000 enquiries) and applications (1027). This does not suggest that the VET workforce has an image problem. But, if it did, a lack of professional standing is a problem that might be amenable to a rebranding solution (box 
8.3). The issue of professionalism and status is examined in more detail in chapter 10.
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Is rebranding of workers or providers a solution?

	What’s in a name? Marketing literature suggests quite a lot: ‘it is exactly the label that summarises the physical attributes, past behaviour, and other characteristics of the carrier of the name’ (Tadelis 1999, p. 548). Some participants suggested that labelling is important: ‘A better name for VET practitioners should be discussed, to improve the image of the occupation. “Vocational educators” is one possibility’ (Service Skills Australia, sub. 13 (attachment), p. 97). A name change would not, of itself, change the image of the modern VET worker. However, it could form part of a wider rebranding strategy for the sector. Such a strategy would require in-depth research and should be the responsibility of interested stakeholders.

On the employers’ side, RTOs could develop their workplace culture and environment to position themselves as ‘employers of choice’. This is known as employment branding, and could be attractive to leading providers. Such a strategy might include changing the name of some institutions from TAFE to Polytechnic as some providers have been asked to do:

When the current Barnett Liberal Government in Western Australia came into office it told TAFE institutes to drop the term TAFE from its title, saying that the brand had lost its value. The previous Bartlett Labour government in Tasmania axed its award-winning TAFE institute in order to create two new organisations, the Polytechnic and the Skills Institute. (John Mitchell and Associates, sub. DR102, p. 15)

	

	


Career pathways

The prospect of visible career pathways can be a powerful factor of attraction into, and retention in, the VET workforce. Service Skills Australia said that to ensure the future capacity of the VET workforce, ‘there should be awareness-raising about career possibilities within VET’ (sub. 13 (attachment), p. 97). Master Builders Australia also argued that ‘there is a role for government in promoting VET as a career pathway, in partnership with industry and other stakeholders’ (Master Builders Australia, sub. DR67, p. 2).
Many ‘part-time and casual staff may not be greatly interested in careers as VET [trainers and assessors]’ (Service Skills Australia, sub. 13 (attachment), p. 100). However, available information suggests many others achieve a VET career. Mobility data from a survey in 2010 (table C.37) indicate that 73 per cent of trainers and assessors who joined the VET sector as casuals or fixed-term employees eventually moved into permanent or ongoing positions, reflecting a preference for a VET career over industry work.

As well as transitions from contingent to permanent employment, careers in VET also allow for progression to other roles. Survey data indicate that, in some 77 per cent of cases, entry into other VET professional roles occurs via trainer and assessor positions (Simons et al. 2009), reflecting that many wider professional skills are learnt on the job. However, career progression is also the result of some trainers and assessors having acquired skills outside of VET, possibly in industry roles.
Overall, effective succession planning for the VET sector will require clearly defined and supported pathways for those wanting a career in VET. These pathways might allow for movement into more senior roles of the same type (such as course coordinators) or between roles (such as from general staff into trainer or assessor roles).
Administrative load

Administrative burden on staff can be an important detractor from recruiting and retaining staff. A number of participants have argued that the administrative load has increased in recent years:

From a regulation and compliance focus, administration requirements have increased significantly. (CCA, sub. 53, p. 11)

The changing role of the TAFE lecturer in recent years has seen a significant increase in administrative workloads and duties not directly associated with teaching e.g. governance and compliance training. (Polytechnic West, sub. 5, p. 7)
This increased load is having negative consequences on staff satisfaction, and, as a result, on attraction and retention:

All literature reviewed to date reports significant expansion in work roles across the [VET professionals] workforce. This results in stress, time pressure, and lack of self‑confidence among staff about their capability to meet new requirements, and impacts on job satisfaction and staff retention. (ANTA 2004a, p. 76)

This can have a negative impact on staff, particularly newly appointed lecturers direct from industry who see their primary function as a lecturer being eroded by clerical and administrative tasks. Inefficiencies in deploying staff this way is compounded in some cases if they do not have the necessary (usually IT) skills to perform these tasks. (Polytechnic West, sub. 5, p. 7)

There are concerns that increasing administrative burdens will increase the complexity (as well as the volume) of work and that this will require workers with more advanced skills. For the ACE part of the VET sector, with its high reliance on volunteers (chapter 3), there is a risk that the work associated with regulation requirements will become too onerous for the existing mix of staff to handle, causing them to leave the sector (CCA, sub. 53).

Data also confirm that the administrative load has, in fact, increased. Results from the Victorian State of our TAFEs survey in 2008 showed that ‘eighty per cent of respondents felt that their workloads had increased … much of this extra workload was created by excessive administrative duties’ (AEU, sub. 34, pp. 54–5). Further, a ‘large proportion (74 per cent) of the survey respondents also felt that work-related stress levels had increased over the past 12 months’ (AEU, sub. 34, p. 56).
In part, evidence of increased administrative loads among VET managers and leaders might reflect the demands of the increased regulatory burden in the sector. In recent work, the Commission concluded that the VET sector:

… is subject to heavy regulatory burdens, including excessive reporting requirements, slow accreditation processes … jurisdictional inconsistencies and overlaps, and regulatory frameworks which do not reflect developments in the structure of the education sector. (Productivity Commission (PC) 2009a, p. 289)

The Commission noted that the sector’s concerns in relation to reporting obligations were taking far too long to address, and concluded that:

It is vital that the development of specific reforms to streamline reporting obligations is undertaken as soon as possible and in a manner consistent with the implementation of the standard business reporting (SBR) initiative, which will be available from 31 March 2010. (PC 2009a, p. 315)

In addition to an effect on individual staff, increased administrative load is also leading to additional staff being engaged specifically to deal with these increased work volumes:

This expansion in compliance activity, which includes the increased reporting requirements … has resulted in additional staff resources at an estimated cost above $600,000 (plus oncosts) being allocated from 2009 as follows:

· 2 EFT auditing staff in the Quality Assurance Unit

· 0.6 EFT position to coordinate internal survey activity required to meet AQTF reporting requirements

· 1.7 EFT staff across faculties to coordinate compliance activity

· 2 EFT in Academic Registry for student statistical reporting

· 2 EFT in Marketing and Corporate Communications

· $25,000 casual allowance in Information Services

Additionally, 5 EFT staff have been transferred from other activities, now discontinued, to concentrate on regulatory and compliance issues. (North Melbourne Institute of TAFE (NMIT) 2010, p. 10)

Skills Reform is proving costly for the sector with TAFE providers reporting a range of associated costs such as the need employ more staff to cope with the extra administrative requirements. (VTA 2010, p. 10)
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Attracting specific groups
Additional recruitment and retention strategies might be planned for specific groups, namely semi-retirees and retirees, workers in other industries or overseas and Indigenous workers. Strategies for each of these groups are also examined below.

Semi-retirees and retirees

With demand for VET set to increase in the medium to long term (chapter 6), ensuring future workforce capacity is likely to require some clever strategies targeting potential VET workers. As the labour force ages, older workers are likely to be a potential source of VET recruits, as they transition to retirement. Analysis of VET careers in chapter 3 has shown that there is already a significant inflow of workers aged 52 to 64 years into some segments of the sector.

Further, several participants argued that part-time work in VET might suit older workers:

Older workers are often looking to combine work and leisure, learn new skills, change careers, or delay retirement and may seek part-time work. (NSW Government, sub. 57, p. 6)
Community Colleges offer part-time contract work which could match the work desires of this [older] group. The possibility … provides a worthwhile forum in which such individuals can pass on their experience. (CCA, sub. 53, p. 9)
… a common conversation I have with staff is that they are about to retire but they really don’t want to stop working. (John Mitchell and Associates, sub. 37, p. 21)
… some trade teachers have moved into teaching as a ‘semi retirement’ from industry. (TAFE Development Centre, sub. 18, p. 2)
The ACTU expressed the view that:
… in some sectors this form of career path is encouraged explicitly with older tradespersons for example encouraged to take up teaching, training and assessment roles. This is something that has benefits for both the individuals concerned who are provided with new career pathways, the students who receive the benefits of this industry experience, and the quality of the broader VET workforce. (sub. 31, p. 12)
One example of a project targeting older workers is the Mature Aged Workers Career Transition Project in South Australia. The aim of this project was to convert tradespeople in the electrical, transport and distribution, and construction industries into trainers and workplace assessors, thus providing new employment opportunities for older tradespeople (ACTU, sub. 31).

In another example, ‘Box Hill Institute has a scheme to retain and attract back people who have recently retired. This strategy is used to fill gaps for specialised tasks and for coaching and mentoring younger teachers’ (Skills Australia, sub. 59, p. 3). Skills Australia advocates that older recruits need to be ‘supported by tax incentives, flexible work practices and changes to superannuation’ (sub. 59, p. 3).
VET workers in other industries or overseas

It might be possible for the VET sector to attract back workers from other industries — including other education industries — who already hold adequate vocational and teaching qualifications:
An important observation is that while people may move in and out of the TAFE workforce they are not necessarily lost to the education and training sector. They often move into related occupations in education and training in other public and private organisations. To some extent there is a diaspora of VET practitioners and professionals in the wider workforce which provides a potential human resource to attract back into TAFE. (Joint TAFE Associations, sub. 48, p. 31)

Census figures show that, of the people who held a TAA40104 Certificate IV in Training and Assessment (TAA) (or its predecessor qualifications) as their highest qualification in 2006, 44 per cent were employed outside the VET sector, 14 per cent were not in the labour force and 2 per cent were unemployed. These figures underestimate the total number of workers potentially available as trainers and assessors, as they do not include workers who have the Certificate IV in TAA as well as higher qualifications. However, assuming that the underestimate affects both those within and outside the VET sector, they are suggestive of a sizeable group of suitably-qualified people who are currently working outside VET.

Use by the VET sector of workers from other industries can take the form of formal sharing arrangements.
… some Institutes are already forming partnerships with firms (particularly large firms) to share specialised staff under contract. (The Gordon, sub. 9, p. 2)

Partnerships between RTOs and industry can involve teaching fellowships or industry release schemes under which trainers and assessors are formally shared between the two sectors. Flexible working arrangements allow individuals to contribute to both sectors.
There might also be scope for staff partnerships between VET providers or, given the blurring of boundaries, between the other education sectors and VET. The merging of VET and higher education into a single tertiary sector might provide more opportunities for partnerships between RTOs and universities, which might then lead to consolidation rather than duplication of VET offerings, and shared use of trainers and assessors to deliver these courses. 
To some extent, shared use between education and training providers already occurs:

There are some [trainers and assessors] for whom TAFE work is just one product within a portfolio of employment, where they may work for 5 different employers including, for example, two TAFEs, industry, private RTOs and their own business. (The Gordon, sub. 9, pp. 13–14)

One method utilised by some colleges to assist VET practitioners with work tenure is to ‘share’ their teachers with other similar institutes. This assists the practitioner in gaining more hours (if they desire) and also exposes them to a range of institutional practices which assists in their own personal teaching development. (CCA, sub. 53, p. 11)

Sharing could also occur at an international level. Some domestic VET providers with off-shore delivery or partnerships could create a ‘trainee teacher exchange’, whereby foreign VET teachers are rotated through domestic parent institutions in order to familiarise themselves with the requirements of the Australian VET system. 
More generally, skilled migration could prove an effective way of alleviating shortages in some segments of the VET workforce. Foreign-born workers already make up about 23 per cent of the total TAFE workforce (ABS 2006c), and 10 per cent of these workers arrived in Australia after 1999 (chapter 3). Overseas recruits would need to meet the industry currency and qualification standards that apply domestically.

Indigenous workers

Through a stocktake of research on good practice, Miller (2005) identified seven key factors that lead to positive and improved outcomes from VET for Indigenous people. Two of these factors were: the incorporation of Indigenous identities, cultures, knowledge and values into the delivery of VET; and quality staff and committed advocacy for Indigenous learners. In recognition of the needs of Indigenous learners, many VET providers are currently seeking to employ more Indigenous staff, including through the use of Indigenous employment strategies (box 
8.4). However, the small pool of Indigenous VET workers is a key hurdle that RTOs need to overcome: 
Competition between providers for qualified Indigenous staff is likely to become extremely intense in the coming years. VET employers will need to be more proactive and more effective in attracting, recruiting, developing and retaining Indigenous staff. (Kemmis et al. 2006, p. 6)
Difficulties have been experienced in attracting/retaining staff in high demand/growth areas such as … Indigenous education. (Joint TAFE Associations, sub. 48, pp. 28–9)
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Polytechnic West’s Indigenous Employment Strategy

	Polytechnic West aims to increase its proportion of Indigenous employees, partly because the Indigenous student population has been growing strongly, placing extra demands on existing Indigenous staff to promote an understanding of issues and barriers facing these students. In 2009, Indigenous students comprised about 3 per cent of the Polytechnic West student population and Indigenous employees comprised about 1 per cent of all the Institute’s employees. 

The Polytechnic had participated in the National Indigenous Cadetship Program (NICP). However, this program failed when the only NICP participant left after 18 months. Flaws in the recruitment process were blamed for this failure. 

The Polytechnic has since developed an Indigenous Employment Strategy (IES) covering four key areas: 

· participation: implement the IES; ensure that staff embrace it; develop a marketing strategy for the Polytechnic as an Indigenous employer of choice; establish an Indigenous Human Resources Officer; include Indigenous employment outcomes in the annual report; and establish a target proportion for Indigenous staff

· recruitment: ensure recruitment across a range of roles; liaise closely with Job Network providers; ensure that an Indigenous person is on selection panels for Indigenous candidates; and incorporate Indigenous elements into HR policies
· retention: establish mentoring processes; review mentoring undertaken; develop a skills consolidation program; and establish relevant career pathways

· cultural awareness and respect: develop and implement a cultural awareness program; all staff undertake cultural awareness training; new Indigenous employees undergo induction and cultural alignment training; and all managers undergo cultural sensitivity training.

As part of this strategy, in 2010 the Polytechnic hired an Indigenous employment coordinator, to help attract and retain Indigenous employees. A review of the outcomes achieved by the coordinator will be undertaken in late 2011.

	Source: Polytechnic West (2010); Swan TAFE (2009a, 2009b).

	

	


Some providers have gaps between their policies and practices relating to Indigenous staff:
Across Australia, policies and strategies urge strategic workforce planning and more culturally sensitive employment practices … Nevertheless, Indigenous informants contacted in the course of this study … frequently commented that overt, covert and institutionalised racism affects the capacity of employers to attract and retain Indigenous staff. (Kemmis et al. 2006, pp. 8–9)

Nevertheless, many examples of good practice exist, as the examples below illustrate.
Reconciliation Action Plans 

Reconciliation Action Plans (RAPs) might assist organisations, including RTOs, to secure more Indigenous workers (box 
8.5). Very few VET providers have a RAP. Reconciliation Australia is attempting to measure the impact of RAPs. Once results from that project are released, more RTOs should consider developing RAPs. 
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Reconciliation Action Plans

	In July 2006, Reconciliation Australia launched the Reconciliation Action Plan (RAP) program. According to Reconciliation Australia, RAPs outline actions to promote reconciliation and turn ‘good intentions into actions’. In 2010, over 400 organisations, accounting for about 15 per cent of the Australian workforce had a RAP (Reconciliation Australia 2010a). Through these plans, organisations have committed to recruit over 8300 Indigenous Australians and have placed an estimated 5300 Indigenous Australians in jobs. In addition, close to $800 million in supply contracts have been awarded to Indigenous businesses (Department of Families, Housing, Community Services and Indigenous Affairs (FaHCSIA) 2011).
In December 2009, Reconciliation Australia released Measuring the Impact of the Reconciliation Action Plan Program, a discussion paper outlining ideas on how to measure the impact of RAPs (Reconciliation Australia 2010b). Reconciliation Australia invited feedback on this discussion paper and will release a follow up paper later in 2011.

In the VET sector, North Coast TAFE, Southbank Institute of Technology and Canberra Institute of Technology have a RAP. 

ANZ Bank have had a RAP in place since 2007. ANZ noted that they: 

… found it useful to participate in Reconciliation Australia’s Reconciliation Action Plan program to set, achieve and monitor our progress in commitments to Indigenous Australia. VET organisations including RTOs could be encouraged to participate in the Reconciliation Action Plan program to track and monitor their progress to improving VET outcomes for Indigenous Australians. (sub. DR113, p. 3) 

	

	


Indigenous pre-employment and traineeship programs

Many Indigenous people have limited education and low language, literacy and numeracy (LLN) skills. Adequate LLN skills are critical for completing Year 12 and successful entry into post-secondary education and employment. For this reason, pre-employment programs and traineeships can provide a pathway for Indigenous people into study in VET and into the workforce. 

Many employers, in a range of industries, have Indigenous pre-employment and traineeship programs in place, designed to employ more Indigenous Australians and improve their skills. These programs involve providing education to Indigenous people, often in partnership with a VET provider, to improve employment prospects (box 
8.6). Many of these programs have been successful and could be emulated by the VET sector to secure its own Indigenous workforce.
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Successful Indigenous pre-employment and traineeship programs

	Macmahon Indigenous pre-employment program

Macmahon is an international company, which has a contract with BHP Billiton to provide services to an iron ore mine near Newman in the Pilbara region of Western Australia. The Indigenous Mining Skills Program (IMSP) is a partnership between Macmahon, BHP Billiton and Pilbara TAFE Newman campus. The program aims to increase Indigenous employment through pre-employment training and traineeships. 

The IMSP includes a 14-week pre-employment program, including 4 weeks of work experience, and a one-year traineeship. The pre-employment program focuses mostly on ‘enabling skills’, including encouraging healthy lifestyles, improving self-esteem and conflict resolution/team work. To date, the pre-employment program has had 82 participants, of which 77 per cent of participants completed, and 70 per cent went on to traineeships (Howard 2010).

ANZ Indigenous employment strategies
Since 2003, the ANZ bank has recruited over 500 Indigenous trainees in branches around Australia using full-time and school-based Indigenous traineeships. Full-time trainees work at least four days a week in an ANZ branch and achieve a Certificate III. School-based trainees work at least one day a week in an ANZ branch while completing Years 11 and 12 and achieve a Certificate II qualification. Benson Saulo, a current ANZ employee who completed the school-based traineeship in 2005, noted the importance of these opportunities to young Indigenous people (sub. DR109).
Indigenous Police Recruiting Our Way

Indigenous Police Recruiting Our Way (IPROWD) is a training program to help Aboriginal people gain entry to the NSW Police College at Goulburn. TAFE NSW, the NSW Police Force and the Australian Government are partners in the program. A statewide rollout of IPROWD commenced in July 2010, after an evaluation of the pilot program. All 14 students in the first intake successfully completed the 18 week course. Six of these students then applied to the NSW Police College. As at April 2011, 181 applications had been received for IPROWD.

The training program involves: a rigorous selection process, testing foundation skills and aptitude for police work; a Certificate III in Vocational and Study Pathways; a fitness program aligned to the fitness requirements of a NSW Police Officer; mentoring by teachers and the NSW Police Force during and after the course; and support to assist with accommodation, medical and personal support needs. Students are case managed and supported from the interview stage until 26 weeks after course completion (Grey, S., TAFE NSW, pers. comm., 13 April 2011).

	

	


The Commission has not undertaken an exhaustive search of Indigenous pre‑employment and traineeship programs. Nor has the Commission sought to identify and analyse all the programs that RTOs have in place to recruit and retain Indigenous people. The Commission is aware that some RTOs sponsor Indigenous people to undertake the Certificate IV in TAA, through the Indigenous Cadetship Support Scheme. This strategy could be considered by other RTOs. 

Current Indigenous VET students are an important source of future Indigenous trainers and assessors. The Indigenous VET student population is large. In 2008, 4.4 per cent of all students in the publicly-funded VET sector were Indigenous (chapter 6). This is larger than the Indigenous share of the population (2.5 per cent) (Steering Committee for the Review of Government Service Provision (SCRGSP) 2009b). VET providers should promote careers as trainers and assessors to Indigenous students. VET providers should also encourage Indigenous students to continue to higher-level study, since many Indigenous VET students are now studying at the Certificate I or Certificate II level.
Indigenous employment strategies, and more specific initiatives, such as ensuring the presence of Indigenous staff members on recruitment panels when there is an Indigenous candidate, are critical to increasing the size of the Indigenous VET workforce. However, VET providers should be careful not to ‘pigeonhole’ Indigenous recruits. Some employers expect Indigenous recruits to work in Indigenous-specific roles when these recruits might prefer to work in ‘mainstream’ roles. Santoro and Reid (2006) examined expectations of Indigenous teachers and found that they were expected to be ‘all things to all people’ and ‘fill a number of complex and sometimes conflicting roles within and beyond classrooms’ (p. 287). These expectations were found to contribute to resignations by Indigenous staff.
The importance of increasing the capability of the VET workforce in teaching, training and assessing Indigenous students is discussed in chapter 9.

Recommendation 8.1
In order to improve delivery to Indigenous VET students, VET providers should attempt to secure the services of more Indigenous VET workers. Possible strategies include ensuring the presence of Indigenous staff members on recruitment panels, signing Reconciliation Action Plans and offering cadetships to Indigenous people studying the Certificate IV in Training and Assessment and other teaching qualifications. Recognising that it is difficult for VET to attract skilled Indigenous VET workers who are also being sought by industry, the VET sector should also put in place strategies to support Indigenous students to complete their studies within the VET sector, to enable progression into the workforce and encourage their return to the VET sector as trainers and assessors.
8.

 SEQ Heading2 4
Reforms to enhance capacity and efficiency

This section explores measures to mitigate the risks of insufficient workforce capacity and improve the efficiency of workforce arrangements.

For the VET workforce to work efficiently, it needs to operate within a human resources management framework that is conducive to achieving that outcome. This framework should ensure that, at all times, workers with diverse skills can be combined efficiently with each other, and with non‑labour inputs in the most effective way possible. This has implications for job analysis and design, the use of casuals, the characteristics of employment agreements and links between pay and performance.

Job analysis and design
Job analysis and design are important contributors to the efficiency of an organisation’s workforce. They involve specifying the characteristics of the job (including the tasks to be done), and the skills and other requirements needed by someone to perform that job (Kramar et al. 1997). Job descriptions and specifications developed through job analysis and design underpin performance management, recruitment, selection and training and development programs. 
Many participants suggested that the nature of VET delivery is undergoing profound change:

It is an acknowledged fact the task of lecturing in the VET system has increased in complexity. With the continuous increase in demand for RPL, workplace delivery and traineeships; the incorporation of online technology into training; and the diversity of learners, the mode of ‘only teaching in the classroom’ no longer holds currency. (WA Department of Training and Workforce Development, sub. 26 (attachment 3), p. 2)

… the use of technology will impact heavily on current delivery and methods over the next 5 years. (The Gordon, sub. 9, p. 11)
According to some participants, job analysis and design in the VET sector have not kept up with the pace and nature of that change:

… it is highly likely that many people will have, to some extent, inappropriate job titles, job tasks and performance measures. … Now that we know more about VET practice, such as the nine skills sets, and the categories of novice, established and specialist, it is possible to match practitioners with tasks. For example, there is no point asking a novice to handle a complex recognition of prior learning (RPL) case … that is better dealt with by a learning and facilitation specialist. (John Mitchell and Associates, sub. 37, p. 17)

According to McNickle and Cameron (2003), outdated job design is particularly apparent in TAFE institutes. They argued that:

· flexible delivery has significantly changed teachers’ work, resulting in extended hours, diverse delivery locations, a wider range of activities and clients, and greater reliance on technical and administrative staff in delivery teams

· many TAFE institutes had generic job descriptions, which were based on classroom teaching rather than the characteristics required for flexible delivery

· non-teaching support and administrative staff working in multi-skilled delivery teams should also have job descriptions that take account of the new requirements of flexible delivery.

Importance of casuals for flexibility in the VET workforce
The increasingly competitive training market requires greater flexibility in order to increase:

· recognition of prior learning;

· workplace delivery and traineeships;

· the use of on-line technology into training; and 

· the diversity of learners and the diversity of contexts in which learning occurs (WA Department of Training and Workforce Development, sub. 26 (attachment 3)).
This will require a mix of job roles and employment arrangements to facilitate efficient delivery of VET:
Perhaps we need to look at different types of staff for different types of work, and skills, qualifications and attributes that are attuned to the types of work that people are doing. (WA Department of Training and Workforce Development, sub. 26 (attachment 3), p. 4)

The shift to online delivery and other emerging technologies may lead to reductions in permanent, long term employment options. (Joint TAFE Associations, sub. 48, p. 18)

In order to operate in a more commercial environment, TAFE SA will need the capacity to utilise staffing arrangements that extend the service and training delivery hours and methods to meet the needs of students and employers. (DFEEST 2011, p. 6)
Casual employment has increasingly provided the VET sector with both numerical and functional flexibility. The structure of the VET workforce has been likened to a ‘core–periphery’ model, in which a core of permanent, full-time and experienced staff manage the work of a large group of casual, contract, part-time and temporary staff (Harris et al. 2005). 
Some participants noted the flexibility provided by the use of casuals:
A large permanent workforce, however, does not provide the flexibility the public VET sector needs to ensure it is able to respond quickly to meet short-term and ‘delivery on‑demand’ scenarios that may develop in response to industry demands. The challenge for the sector is to maintain the optimal number, type and mix of ‘permanent’ lecturers to meet mainstream training demand, and a ‘non-permanent’ work force to meet training-on-demand contingencies, which can be reduced during economic down turns … Casual lecturers provide a cost effective way of meeting demand during skill shortage periods or for addressing lecturer availability due to staff being on leave or deployed on other tasks. (Polytechnic West, sub. 5, p. 6)
… casual staff numbers are consistently high in public RTOs mainly as a means of meeting after hours, short term and specialist demand. (A rural/regional VET provider, quoted in Joint TAFE Associations, sub. 48, p. 36)
There is an increasing use of short term and casual staff to meet peak load requirements for specific industry skills and client demand. … It appears that there is a trend leaning towards a mobile workforce. (Joint TAFE Associations, sub. 48, p. 18)

However, others see extensive use of casuals as undesirable. For example, the NSW Teachers Foundation said:

[The] Federation recognises that amongst other things a highly casualised TAFE workforce limits succession planning, adversely impacts on the workload of permanent colleagues, particularly Head Teachers, and is not in the best interests of students … Whilst there may be a need for flexibility in TAFE staffing with some temporary and casual staff to cater for varying enrolments, industry requirements and timetabling issues … the current rate of casualisation is a quality issue that puts unfair workload and pressures on permanent staff and exploits long‑term hourly paid casuals. (sub. 47, p. 5)

A large group of casual staff has significant implications for the work roles of permanent staff, who need to manage the work of their contingent colleagues and undertake corporate functions like relationship building and longer‑term planning. The challenge for the sector is to strike a balance between the strengths and weaknesses that each group carries. It is unlikely that a set proportion of core and periphery personnel would adequately meet the needs of all employers.

Characteristics of employment agreements that potentially limit flexibility
Employment agreements tend to both reflect and reinforce an associated set of work arrangements. To the extent that agreements support flexibility in the way work is performed, the capacity and efficiency of a workforce is likely to be enhanced as the nature of work changes.
Agreements in the TAFE sector have been criticised for not having kept pace with changes in trainers and assessors’ work and, therefore, acting as an impediment to the process of adaptation to change (NCVER 2004b). This perceived inflexibility has been attributed by some to the centralised nature of bargaining:

… TAFE institutes reported unanimously that the process of enterprise bargaining is very constrained. The bargaining positions of managers in TAFE institutes are subject to the control of the state training authorities and unions operating at the state level, which makes it extremely difficult for managers to adapt their bargaining positions to local circumstances. (Smith and Hawke 2008, p. 36)

The award framework, with built in rigidities and requirements for particular modes of employment for instance, mitigate against greater and more flexible utilisation of staff in industry, for the purposes of teaching on the job. (WA Department of Training and Workforce Development, sub. 26 (attachment 3), p. 2)
Study participants pointed to a number of other characteristics of TAFE employment agreements that have the potential to limit flexibility and efficiency: pay arrangements including undifferentiated wages; constraints on the use of casuals; and prescriptive hours arrangements.

Pay arrangements

TVET Australia argued that the wage structure in the TAFE sector ‘is a barrier to the appropriate allocation of labour, which costs the sector in misplaced human and financial resources’ (Technical and Vocational Education and Training Australia (TVET), sub. DR87, p. 6). Further, giving a business perspective, Ai Group argued that ‘current arrangements impede the recruitment and retention of appropriate VET staff’ (sub. DR88, p. 6).
Other participants saw merit in the current TAFE wage arrangements. The Australian Council of Trade Unions (ACTU) argued that wages and conditions based on qualifications and experience offer a wide range of benefits: 

VET practitioners should expect to be paid well commensurate with their qualifications and experience and in keeping with their professional status. This is crucial to the future attraction, recruitment and retention of VET teachers alongside employment security, career progression, opportunities for professional development, and supportive work environments. (sub. DR80, p. 15)

Phillip Toner advanced the well-known ‘work value’ argument to argue in favour of homogenous wages in the TAFE sector:

… paying people different rates of pay for doing an identical job, that is, VET teaching, can offend people’s sense of distributive justice. Less formally, there is an expectation of equal pay for equal work. A lack of distributive justice in the workplace has been shown to reduce worker co-operation and staff morale (Folger and Konovsky 1989). (Phillip Toner, sub. DR79, p. 36)
The Commission notes that the ‘work value’ argument would require the realignment of TAFE wages across Australia, to adhere to a single pay scale. This would not be favourable to greater efficiency or to the flexibility of TAFEs in attracting and rewarding high quality staff.
Undifferentiated wages

In those jurisdictions that have more than one TAFE institute, pay and conditions are governed by statewide agreements or awards (for example: in Victoria, the Victorian TAFE Teaching Staff Multi-Business Agreement 2009; in Queensland, the TAFE Teachers’ Award – State 2003). These instruments apply base levels of pay that are undifferentiated across institutes and/or campuses. In terms of pay scales, pay varies with tenure and, to a lesser extent, qualifications (table C.46).

The terms of TAFE industrial relations instruments are inherited from the schools sector, and typically offset low pay with low hours. They do not formally distinguish skills in demand from others that are more commonplace. Moreover, 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 (table 8.1). The staff shortages already discussed are one consequence of these rigidities.

The Commission recommends that industrial relations settings in the public VET sector become more tailored and flexible. In particular, there should be agreements allowing enterprise-level wage flexibility that reflects the value of a particular bundle of skills and qualifications relevant to the diverse circumstances and locations. 

In contrast to the TAFE sector, the arrangements for private providers and ERTOs tend to be underpinned by enterprise-level agreements and the modern award. The Commission is not aware of any major concerns regarding inflexibility pertaining to employment arrangements in private providers and ERTOs.
Enterprise level bargaining enables the development of fair and flexible working arrangements that are tailored to suit both the needs of an individual business and the needs of employees. This can benefit both employers and employees through increased flexibility and associated productivity improvements… (DEEWR, sub. 60, p. 50)
Caps on the use of casuals

TAFE enterprise agreements in many states discourage the use of casuals and some states even impose formal caps (table 
8.4). Further, additional ‘restrictions are placed on public providers such as a prohibition on the use of labour hire companies’ (The Gordon, sub. 9, p. 17). This can have the effect of limiting the ability of VET providers to respond quickly to changes in demand for VET services and might inhibit efficiency:

[There is] an industrial agreement that prescribes a percentage of Lecturing staff that must be permanent, and a funding model that is formulated around flexible employment arrangements. The need for a workforce that is very adaptable or a workforce that is less rigid in its approach to permanent appointments is therefore imperative to have both an efficient and effective workforce and business. (Joint TAFE Associations, sub. 48, p. 36)

Table 8.

 SEQ Table \* ARABIC 4
TAFE agreement limits on the use of casuals

	Jurisdiction
	Limits on use of casual staff

	New South Wales
	None

	Victoria
	Yes — discourageda

	Queensland
	Yesb

	South Australia
	Yes — fixed levelc

	Western Australia
	Capped at 25 per cent of the workforce

	Tasmania
	Capped at 15 per cent of the teaching salary costs

	Northern Territory
	None

	ACT
	Yes — discouragedd


a ‘… the preferred mode of employment in TAFE [is] ongoing … A teacher may only be employed on a casual basis where the work to be performed is of an irregular nature or for a short period of time.’ b ‘A casual employee … is engaged as such on an hourly basis ... Casual employees should not: be engaged on a regular and systematic basis; be engaged for several periods of employment for more than one year; and have a reasonable expectation of further employment with the employer.’ c ‘The pattern of total HPI [hourly paid instructors’] hours utilised by an Institute will be monitored by TAFE and the AEU on a regular basis to ensure the level of use is not increased.’ d Canberra Institute of Technology, the only TAFE in the ACT ‘will endeavour to minimise the use of temporary and casual employment.’
Source: Relevant industry awards and agreements.

Analysis of unpublished TAFE administrative data for 2010, supplied by each jurisdiction (except the Northern Territory), indicates significant variation in the use of casual employment arrangements (chapter 3). On a headcount basis, between 9 and 56 per cent of the TAFE workforce are casuals.
 Among trainers and assessors, the variability is even higher, from 13 to 67 per cent (table C.11). This suggests that the limits imposed on the use of casuals in some jurisdictions are affecting the ability of employers to use this form of employment. If caps on the use of casuals are biting in some jurisdictions, it is likely that they contribute to the staff shortages noted previously.

Furthermore, by definition, industry experts are employed as casuals. Therefore, restrictions on the use of casuals have the potential to restrict the use of industry experts, who are a significant lifeline to industry currency. The Commission would consider any such restrictions on the use of industry experts to be undesirable.
Prescriptions on hours arrangements
As discussed earlier, existing industrial instruments for the public VET sector are very prescriptive about working arrangements with respect to time worked (table 
8.4). They specify how much to work (weeks worked per year, total hours worked per week), when to work (what constitutes ordinary hours or overtime and how much can be done) and, in the case of trainers and assessors, what to do (how those hours should be split between teaching and non-teaching duties) and where to do it (whether attendance at work is required). 

This can constrain flexibility and efficiency:
Enterprise agreements that are in place also limit the ability of the public provider to rapidly respond to industry demand, for example, by offering weekend classes. (DFEEST, sub. 54, p. 10)

Current industrial agreements which underpin and describe the way TAFE staff work need to be changed to reflect the reality of the ways different providers and their various business units and staff work today. For example, the adoption of new and more flexible teaching approaches and learning technologies makes it difficult to use traditional measures of productivity, like teaching hours, as a basis of industrial agreements. … Over prescription of terms and conditions of employment limits flexibility and the opportunity to provide rewarding and fulfilling work for staff. (Guthrie and Clayton 2010, p. 18)
A submission by ACPET to the Australian Industrial Relations Commission on the modern award for the sector highlighted private providers’ concerns about rigidities relating to hours in industrial relations arrangements. In this submission, ACPET commented on the specification of the ordinary hours of operation during which employees are expected to work in industrial awards and agreements. Overtime and/or penalty rates can apply for employees who have to work outside these hours. This can increase costs for providers if they need to deliver VET outside ordinary hours due to the needs of students who work, or if expensive industry standard facilities and equipment are unavailable during these times (Minter Ellison (2009), on behalf of ACPET). 
The Commission suggests that there is significant scope for making workplace arrangements more flexible without creating an unreasonable burden on the workforce or undermining the attractiveness of the sector to staff. For example, employment contracts or agreements in the TAFE sector could specify ordinary work time for trainers and assessors and not overly prescribe when, where and how that time should be spent.

Linking performance with pay

Based on previous analyses of the VET sector, TAFE institutes tend to utilise performance management systems less than do other providers. Research suggests that the focus of performance management in that sector is limited to professional development, and that employment agreements limit evaluation of performance and its linking to pay (Smith and Hawke 2008, p. 21). Indeed, current TAFE agreements in most jurisdictions contain minimal, if any, links between performance and pay or promotion. In the ACT, the current agreement for VET teachers at the Canberra Institute of Technology stipulates their commitment to a performance culture but that this ‘does not permit the inclusion of performance pay’ (CIT Teachers’ Enterprise Agreement 2009–2011, p. 74). From the Commission’s analysis, performance assessments in TAFEs appear to be limited to determining sanctions for non-performance of duties, rather than rewarding outstanding performance. Salary progression is mostly based on seniority and, to a lesser extent, qualifications, without any reference to effort, industry currency, satisfaction ratings or student or client outcomes.

By contrast, performance management linking pay to performance is used in about a quarter of private RTOs (Smith and Hawke 2008).
 No information is available about ERTOs more specifically. 

The Commission notes that the new modern award that covers some of the training staff in private providers sets minimum conditions and has no real links between pay and performance other than:

… subject to the continuing satisfactory conduct, diligence and performance of a teacher and the acquisition and utilisation of skills and knowledge through experience, progression from one salary level to the next will occur on the completion of a year of full-time experience or equivalent part-time experience. (Educational Services (Post‑Secondary Education) Award 2010 (Cwlth), p. 38)
Several participants, including some employee and employer representatives, did not support the principle of performance pay, expressing doubts about its usefulness:

Performance pay has been tried many times in the past in different teaching environments and jurisdictions, without achieving the benefits its advocates have promised. Such schemes have often shown to be divisive and counter-productive, and are based on a misunderstanding of what motivates teachers. (ACTU, sub. 31, p. 21)

The AEU views performance pay schemes based on bonus payments to teachers or institutions and linked to narrow measures of student test scores as educationally unsound, industrially counter productive and ultimately futile. (AEU, sub. DR101, p. 11)

… it is unlikely that a performance management system linking pay to performance would necessarily be effective. The known ‘nature’ of VET trainers and their motivations for engaging in this role suggests a low propensity currently for performance incentives. (CCA, sub. DR104, p. 2)
However, DEEWR argued that ‘establishing a link between pay and individual performance can assist with aligning the interests of employers and employees, as well as helping to improve productivity, including in the VET sector’ (DEEWR, sub. 60, p. 50).
According to John Mitchell and Associates and JMA Analytics, performance pay is ethical if aligned with skills that the employer values: 

Ethically, this would work best if the performance pay was aligned with a clear concept of the skills being requested. For example, it would be ideal if those people with specialist skills in, say, e-learning or RPL or workplace assessment were rewarded appropriately, compared with someone with novice level skills in these domains. (sub. 37, p. 17)
The Commission notes that the Victorian Government is trialing school‑ and teacher‑based rewards in primary and secondary schools between 2010 and 2013, as part of the Smarter Schools partnership agreements. The ‘Teacher Rewards model’ provides annual bonuses for top performing teachers and schools. Initially, the program involves piloting ‘two teacher pay bonus models at up to 75 selected Victorian government primary and secondary schools’ (Pike 2009, p. 1).
Although acknowledging that performance pay arrangements have limitations in all industries, and that teachers have many motivations other than remuneration, the Commission considers that providing more autonomy for TAFEs and other VET providers to link pay to performance, and to set wages more generally, would help with recruiting and retaining the best candidates by rewarding their skills and effort.
The way forward
In this chapter, the Commission has recommended changes to a number of aspects of industrial relations settings and workplace arrangements in TAFE, which would require new agreements between employers and employees to be struck. 
One of the changes recommended by the Commission would enable individual TAFEs to pay higher wages than currently to some workers. This would be efficient as long as those wages reflected the value 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, also by reference to appropriate industry comparators, adjusted for teaching skills. 

For the Commission’s recommendations to be implemented, new agreements between employers and employees in the TAFE sector would need to be struck. The Commission’s understanding is that there exists scope to adjust future wage relativities between areas of delivery in TAFE. While preserving the wages of existing ongoing staff at current levels, as a minimum, the next round of agreements could begin to reshape labour costs by setting wages for new staff (and those on new fixed-term and casual contracts) according to the relevant awards, and using individualised industry allowances to attract and retain staff in key areas of delivery.

Across Australia, some TAFE agreements are currently under negotiation and the remainder are due for renegotiation within the next 18 months. These negotiations would provide an early opportunity for bargaining partners to consider the Commission’s recommendations.
recommendation 8.2
Each TAFE institute should be able to select the mix of employment arrangements, supported by contemporary human resource management practices, that best suits its business goals. This should include industrial relations settings that offer more flexibility, by removing caps on the use of casual staff, prescriptive hours to be worked and undifferentiated wages and conditions. 
�	It also aligns with the November 2010 Department of Education, Employment and Workplace Relations (DEEWR) Internet Vacancy Index for Vocational Education Teachers, which was high (and had been increasing), relative to other occupations. Similarly, the DEEWR Skill Shortage List rates this occupation as ‘difficult to recruit for nationally’ (Neville, I., DEEWR, pers. comm., 14 December 2010).


�	Non-VET occupations have been chosen to represent realistic alternatives for some, but not all, groups of VET practitioners. For example, practitioners with a Certificate IV in Tourism may consider working as a tourist information officer to be a realistic career option. However, the reverse may not be true for a VET practitioner delivering tourism training, given the need for a TAE40110 Certificate IV in Training and Assessment (TAA) to teach, unsupervised, in the VET sector.


�	Some sources of bias may remain, due to differences in average seniority between VET employees in a given field and industry employees in the same field.


�	No data are available on the actual amount of time casual VET trainers and assessors spend preparing and marking. 


�	These payments do not affect the underlying position classification as ‘[i]t is not appropriate for market forces to influence the classification of the position which is determined by work value criteria and standards’ (Australian National University 2011).


�	Employees who conduct training or assessment in ERTOs are typically not covered by this modern award, but are instead covered by ‘conditions related to their parent employment enterprise’ (Enterprise Registered Training Organisation Association (ERTOA), sub. DR91, p. 18). So, for example, trainers or assessors at Woolworths Ltd (an ERTO) are covered by agreements specific to Woolworths’ staff.


�	The salary table in the modern award was derived from the Teachers (English Language Centres of Australian Universities) Conditions of Employment Award 1998.


�	Karapas, G., DFEEST, pers. comm., 16 November 2010.


�	Karapas, G., DFEEST, pers. comm., 27 September 2010.


�	Some jurisdictions adopt the term sessional to refer to casual staff.


�	Smith and Hawke (2008) conducted a survey of 114 private RTOs and found that 23 per cent reported that they link pay to performance. In contrast, for TAFE, ‘the linking of pay to performance [was] almost completely absent in the survey responses’ (p. 21).
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