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Executive Summary
The objective of this project was to develop a comprehensive Workforce Development Action Plan to enable Tasmanian training industry employers to increase their capacity to attract, retain and develop the training industry workforce, and promote the capacity, participation and productivity of individuals.

It had already been identified that the plan would need to consider the various types and sizes of Registered Training Organisations (RTOs), as those with a workforce of less than 20 employees may need a response more focused to small business requirements, whilst those with a larger workforce may have workplace planning needs.  The project brief also highlighted the need for the Workforce Development Action Plan to identify and focus on actions owned by industry, with commitment by the relevant stakeholders to actions to be performed in the short to medium term.

An industry survey was sent to 112 RTOs, and the results showed only two RTOs have a direct workforce larger than 20, being 22 and 25 respectively.  The survey results therefore indicate the training industry in Tasmania consists almost exclusively of small businesses (less than 20 workers), and 40% have five or less staff.  This data largely reflects the findings from the 2008 RTO census.  

Therefore the survey indicates the Tasmanian RTO workforce consists mainly of small and micro businesses in the private sector, and two large public providers; the Tasmanian Skills Institute and the Tasmanian Polytechnic.  It should be noted that some private RTOs have much larger workforce numbers when combined with either their interstate RTO operation or with other elements of their overall operation, including apprenticeship centres, group training activities and the like.  However, these considerably expanded workforce numbers do not have workforce development needs specifically akin to the training industry in Tasmania; they have different workforce development needs or VET workforce development needs/opportunities that are largely interstate.

This small business demographic presents challenges for any industry workforce planning process.  RTOs are focussed on sustainability and viability, with a ‘just in time’ approach, as opposed to being in a position to collaborate on workforce attraction, retention, career opportunities and succession planning strategies.  Like all small businesses, RTOs have relatively modest revenue turnover, and as training qualifications have an implicit finite maximum timeframe from conception to completion, there is a constant requirement for new business.  This renewable market share requirement has perpetuated a perception of strong competition between businesses, as opposed to an environment of collaboration, particularly in the more main stream qualification pathways such as retail or business services.  Competition is less of an issue where the RTO “owns” the space, generally due to an industry partnership/association, however in these cases the workforce development needs of the RTO are broader than being VET focussed, as they then include development and relevance to the underpinning industry.

Primarily due to the Tasmanian VET Industry having such an overwhelming small business representation and an apparent competitive marketplace, several significant hurdles to a collective industry workforce development strategy, have repeatedly emerged.

· RTOs are time poor and need to be discerning about where they spend their non-product marketing/delivery time, including developing business capacity and individual competence.

· RTO size and structure are such that staff attraction, career pathways, staff retention, and succession planning, are more just in time actions which are significantly restricted by lack of opportunities, rather than planned developed strategies than can compete with the larger public providers.

· RTOs have a need to sustain dual capacity, both in the VET sector and in the underpinning industry/industries they serve.  This requirement to maintain and develop relevant competence in the underpinning industries competes with VET development time and the commitment required to keep pace with regulatory reporting.  Trainers and assessors are often in at least their second career pathway; however the requirements of the VET sector are such that they still need to maintain knowledge and currency in their underpinning career, so they can participate credibly in the training industry. Notwithstanding the capacity of large public providers to provide job security (relative to small private RTOs) and career opportunities, they still need to manage the dilemma that the longer trainers and assessors are associated with the VET industry, the greater the challenge to maintain underpinning relevant industry competence, or at least the perception of relevance by industry.

Industry ownership will need to be driven by stakeholders in partnership with RTO representatives if a workforce development strategy and associated action plan is to be successful.  Participation in the  Workforce Development Steering Committee should come from the Service Provider Committee and Skills Tasmania, together with RTO representation from across a varied demographic as is practical, such as private RTOs, considering regional representation, public provider, industry based RTO and an RTO with expertise with disadvantaged/marginalised learners.

The recommendations in this report have been derived from consultation with a cross section of RTOs from around the state, and should form the basis of a workforce development action plan.  However, assigning priorities, applying timeframes and identifying stakeholder activities and buy-in, should be left to the collective decision making of the yet to be formed Steering Committee.  Tenure and processes for the implementation of any workforce development plan still needs discussion and requires process refinement, both of which may be heavily influenced by the representation, make-up and ownership of the Steering Committee.

Areas identified in the recommendations for developing the small business oriented Training Industry workforce include:

· expanding and improving the current VET Personal Development program to incorporate business management skills development capability;

· regular networking opportunities and provision for discussion, understanding and capability building on common/core issues particularly related to compliance and quality;

· supporting additional TAE development programs for increasing trainer/assessor availability and exploring ways to recognise and reward existing trainer experience and outstanding competence;

· explore strategies to reduce reliance on government funding, particularly for some of the more common higher volume qualifications; and

· provide a mechanism and industry voice for collective feedback to regulatory authorities, where issues of concern or suggestions for effective improvements and/or efficiencies can be put forward.
Recommendations for the Action Plan

Recommendation 1:
Steering Committee Formation
The steering committee should comprise those parties that will be committed to actively driving identified workforce development strategies.  This needs to consider geographical representation as an element of the overarching representation.

Direct involvement from existing parties with investment in building capability within the Tasmanian VET sector is desirable, therefore an allocation of place/places on the Workforce Development Steering Committee from representatives from the Skills Tasmania Service Provider Committee is seen as appropriate.  

Initial additional positions should be by invitation to RTOs, rather than simply seeking broad expressions of interest. In the longer term, the steering committee can make recommendations on the process for future appointments.   The rationale for this is based on a range of feedback across the sector that raised the concern that a small group took large scale responsibility and it is important to ensure that those in the sector who may not normally engage in committees are given the opportunity.  This is seen as a mechanism for longer term sector development as it ensures a large number of the sector has the experience, knowledge and skills to participate and this level.

A process for regular Steering Committee renewal, involving a minimum of annual change of half the members of the Steering Committee, is recommended to ensure continuity of knowledge in conjunction with new ideas and approaches.  

Recommendation 2:
Develop relevant PD opportunities
The existing VET PD program although initially valued and well supported, has anecdotally become less relevant to the VET industry.  Greater consultation with RTOs around specific subject topics, trainers utilised in delivery, and the level that each subject is pitched at, is required.  

The steering committee should consider prioritising addressing this area and provide support to continue a PD program for VET sector practitioners.  In doing so, they should address the issues raised in feedback from current participating RTOs in conjunction with seeking comment from non-participating RTOs to identify how the program can be improved and relevance restored.

Recommendation 3:
Establish regular Networking opportunities
In an environment of change, the opportunity to network with other organisations that face the same process modifications and information challenges is invaluable.  Emerging directions such as foundation skills incorporation into training packages and the ability to augment the use of digital media and broadband infrastructure, mean regular networking with collective problem solving and information sharing opportunities is essential for both face to face meetings and email/online communication.

Collective industry workforce development would benefit from collaborative sharing particularly in regards to:

· Innovative practice examples

· Flexible learning approaches; particularly e-learning

· Partnership arrangements; underpinning industry involvement

Recommendation 4:
Provide collective feedback to Skills Tasmania and TQA
Common concerns and suggestions of the industry can be debated and collected for forwarding to regulatory bodies, ensuring collective representation as opposed to individual less influential “expressions”.

The steering committee should co-ordinate on-going RTO feedback to Skills Tasmania on information distribution and related processes regarding crucial industry developments and directions including:

· New and emerging skills development programs

· Training package development, review, endorsement and continuous improvement processes

· Productivity places type programs

· Audit processes
· Analysis and data on the changing labour market
· The VET PD program
The steering committee needs to consult broadly with the RTO community, particularly in determining capability development program formats, and utilising existing knowledge in facilitation of such programs.

Recommendation 5:
Create a TAE trainer development program
With a reduction in the number of VET practitioners working under supervision without the required qualifications, an aging workforce and a requirement of increased capacity from the training industry, sourcing qualified trainers/assessors will become more difficult unless a proactive approach to development is undertaken.
The vast majority of trainers and assessors have traditionally come from careers within other industries.  As is the nature of the training industry it is unlikely to see that practice alter significantly, therefore methodology which targets the development of workers currently outside of the VET sector will be essential to meet the anticipated growth demand.  

It is recommended the steering committee facilitate a program of TAE qualification development with existing skilled “industry” workers incorporating mentoring and flexible delivery methods with rigorous and valid assessment utilising the shared human resources of the existing RTOs.  This will keep costs down; ensure reliable well trained VET practitioners with relevant/current industry competence are entering the training industry.  The perceived and actual recruiting from relevant industry specialists together with sufficient VET understanding is essential to promoting the Tasmanian Training VET workforce as highly skilled, passionate and professional.

In implementing this recommendation, it should be recognised that there are current RTOs offering and delivering TAE qualification programs on a fee for service basis; therefore any additional development program promoted by the steering committee needs to consider supporting and enhancing the existing programs predominately through mentor provision as opposed to simply competing with such programs.

Recommendation 6:
Provide business management capacity/capability development 
Although RTOs are predominantly made up of small business, many are part of larger organisations involved in other business ventures.  As a result, the broad business management knowledge and development needs are considerably varied.  There is consensus to developing further general business competence and this is considered critical in increasing workforce capacity and capability.  Further, more detailed consultation should occur with interested RTOs, however opinions gathered to date would indicate priorities exist in the following areas:

Analytical research skills

Marketing

Workforce analysis development

Coaching and mentoring

AQTF Compliance

Customer management

Financial planning/management

Compliance management (other than AQTF)

Risk management
Leadership
Recommendation 7:
Promotion of a skilled and professional workforce
Whilst the steering committee may not have a role to directly promote the VET sector as a proficient and desirable industry to work in outside existing promotions, this is considered an area of consideration through existing initiatives. For example, promotion of the Tasmanian training workforce as highly skilled and professional by encouraging and supporting broad participation in the Tasmanian Training Awards and related similar activities.

Recommendation 8:
Explore strategies to reduce reliance on funding
An important aspect of workforce development is the ability to attract and retain people to the industry and this is heavily influence by how the industry is perceived in terms of quality and professionalism.  Observations from within the industry in Tasmania and by various VET users (employers and students) are that expectations around service levels and assessment outcomes are not always met.

The quality of training and assessment services provided, are influenced by a number of factors including variation in the skills and experience of the individual trainers/assessors.  However significant impact on quality is influenced by constraints on contact and associated hours (assessment, feedback, etc.).  These constraints can in part be attributed to budget limitations based on planned cost of delivery versus revenue derived from the qualification. 

A high level of reliance on government funding and many RTOs reluctant to charge additional fees for service costs on top of RTO funding has resulted in some qualifications being les commercially viable to deliver.  This is particularly the case in some of the more high volume qualifications, thus arguably compromising the quality of the service delivery.  Quality needs to factor much higher in the engineering of training and service delivery. 
The steering committee should explore strategies to reduce the reliance on funding, which may include benchmarking common volume qualification service delivery costs, rationalisation of service delivery methods, and/or regional/industry alliances to improve marginal delivery surplus and quality service delivery.

Recommendation 9:
Explore the establishment of a state trainer/assessor experience benchmark
Although most trainers/assessors share the same recognised qualifications, there appears to be significant variation in competence, knowledge, skill and experience.

There is little incentive or recognition for trainers/assessors to strive for excellence as there is no formal recognition of performance outside meeting individual RTO requirements.  A system of peer validation that recognises VET practitioners that possess knowledge or skills over and above competency criteria could be a method for recognition of outstanding knowledge and understanding; this could be facilitated by the steering committee. 

As a minimum benchmark, the steering committee could support the notion of trainers and assessors with less than 12 months experience being supervised/mentored by an advanced practitioner; this could be recognised formally by an agreed identification method.

Any such recognition of experience or competence needs to be simple and free from onerous additional paperwork, or over bureaucratic process or cost.  Models such as the teaching licence that exists currently in the education system are not considered desirable.

Recommendation 10:
Share Strategies on improving workplace culture

It will always be difficult for small RTOs operating in an environment of low margin to offer high remuneration or conditions of employment comparable to the industry that the VET professional comes from or to match the large public providers.  However workplace culture that meets the needs of employees looking for a change from their previous career path or in contrast to an employer structure that had different strengths may be effective in attracting and retaining employees looking for that adjustment.
The sharing of workplace culture strategies should also form an ongoing aspect of developing workforce capability and capacity.
Recommendation 11:
Workforce development in-line with the Australian Skills Quality Authority (ASQA)
Any and all workforce development strategies and actions must consider the applicable policies and quality processes the national regulator for Australia’s VET sector determines.  Workforce development needs to be in-line with the current and future directions of ASQA.
Recommendation 12:
VET in Schools
For the purpose of determining a workforce development plan for the training industry, schools and colleges were essentially excluded from this project as their workforce development will mean increasing capacity in the principle “industry” [education (TCE) sector] that they operate in, as opposed to the “training industry”.

However, as schools and colleges are providing numerous opportunities for students to obtain VET qualifications, the impact on the training industry cannot be discounted.  VET knowledge and experience together with “industry” relevant competence in the areas that teachers are facilitating ATQF qualifications need to be considered in the overall strategies to develop the VET sector workforce.  

The steering committee does need to deliberate on the context and extent school/college VET practitioners are involved in the training industry workforce development strategies.
Emerging Directions for VET sector

Workforce Development Consideration

This section looks at the emerging areas that will provide a framework for the establishment of a VET Workforce Development Action Plan.  In doing so, they are targeted at highlighting the actions and initiatives that will provide the foundation for the Action Plan.  These elements have been based on the research undertaken as part of the consultancy in particular, those highlighted through the National Productivity Commission report into workforce development in this sector.   The emerging areas focus on six core elements which were common themes through the consultation process:

· Development

· Funding directions

· Compliance

· Training packages

· Streamlined services

· Other directions

Development

· Support for the VET workforce by building the depth and breadth of workforce qualifications and investing in a national VET workforce development strategy

· A reduction in the number of VET practitioners working under supervision without the required qualifications-By 2013 VET practitioners required to have minimum Cert IV qualification.
· High-quality and rigorous delivery of the Training and Education Training Package, which is central to building qualifications and capability in the VET workforce
· Supporting teachers and trainers to develop their skills to optimise the use of digital media and broadband infrastructure

Funding directions
· Moves toward more individual and enterprise demand-based funding

· Entitlement to fully publicly funded places for individuals undertaking vocational courses up to and including Certificate III, and all foundation skills courses, available without restriction on the overall number of places available and irrespective of whether it is the first or subsequent qualification.

· Higher-level courses to be co-funded by students through income-contingent loans

· The introduction of a co-contribution financing framework where individuals undertaking higher level qualifications, as well as larger enterprises, share the cost of training with government performance incentives to encourage support, as well as improved outcomes, for disadvantaged students

· Provisions for governments to exclude cap or introduce incentives for certain courses of study in alignment with the occupations on Skills Australia’s Specialised Occupations List

· The introduction of Student Start-Up Scholarships for VET students on Youth Allowance, Austudy and Abstudy
· Introduction of nationally agreed criteria for RTOs to be eligible as providers of publicly funded entitlement places.

· The introduction of outcomes-based funding to increase the sector’s focus on performance and to improve the private and public return on the completion of qualifications

· The introduction of incentives for Registered Training Organisations’ performance in relation to completion of qualifications above Certificate III by low SES and disadvantaged students; improvement of Australian Quality Training Framework (AQTF) indicators on learner engagement, employer satisfaction and competency completion; and full course completions

· Publicly funding skills sets, within specific parameters, to create pathways into further learning and work
· The extension of access to Commonwealth-funded higher education places to VET providers offering specialist degrees with a vocational emphasis

Compliance 

· Reform of the Australian Quality Training Framework to mandate independent validation of a sample of a provider’s student assessments annually

· The requirement for VET providers, as a condition of registration, to provide data compliant with the national VET statistical standard to create a comprehensive national data collection and to promote transparency
· The development and introduction of independently designed and administered survey tools to more objectively measure learner engagement.

Training Packages

· Developing a national bank of foundation skills units and qualifications owned and maintained by Innovation & Business Skills Australia on behalf of all industry skills councils to create entry pathways into lower-level qualifications and through to higher-level learning

· Accelerating work by industry skills councils to make underpinning knowledge more explicit in training packages, and to elevate VET’s role in boosting Australia’s innovation skills and capability
· The introduction of nationally consistent nominal hours of training required for qualification delivery as a part of the training package development and endorsement process.

Streamlined Services

· The introduction of a simplified and streamlined national regulatory policy and legislative framework for the apprenticeship and traineeship system

· The realignment of jurisdictional governance and service functions based on a clearer distribution of responsibilities between the Commonwealth and the states and territories
Other Directions

· The publication on the My Skills website of each VET provider’s course and student profile and students’ outcomes; AQTF performance indicators; assessment validation results; and, when introduced, new indicators for industry, education and community partnerships
· A national review of VET in Schools by industry and governments to outline a strategy to improve the quality, effectiveness and industry acceptance of these programs

Main Themes from Consultations

Staffing
Sourcing staff and contractors with suitable industry knowledge and experience together with appropriate VET qualifications is a challenge for most RTOs.  “Trainers and assessors are hard to recruit.  People are leaving the sector.”

The practice of obtaining industry expertise with the underpinning personal characteristics suitable for the VET sector and then developing the necessary training and assessment knowledge through TAE training package qualifications is an often used strategy.  This practice may need to be modified in the light of the direction to progressively reduce the number of VET practitioners working under supervision and without the Certificate IV in Training and Assessment (TAE) from 2011, so that by 2013 all VET practitioners should hold the qualification (or equivalent).

There is also a fairly consistent view that a number of existing TAE “qualified” practitioners lack basic training and assessment understanding, bringing into question the rigour of some RTO judgements in the issuing of appropriate qualifications. There was strong feedback that it would provide a higher level of rigour and confidence in the sector should it be mandatory for an TAE to be gained from a third party RTO.  This may or may not be the case in reality; however it was raised by many that there is a conflict of interest around requirements and process which needs to be better managed to build and maintain a perception of quality and validity within the industry.

Wages and Conditions
As the Tasmanian VET sector is predominately made up of micro and small businesses, vocational pathways, succession planning and long term career aspirations are not dominate factors in attracting and retaining individuals in the training industry.  The public providers are seen as having a significant advantage in staffing prospects, offering greater job security and the potential for broader scope in areas such as personal development, career options and opportunity.  Additionally as the private RTO operations are low margin, and rely on high volume (economies of scale) for commercial viability, competitive wages and conditions are difficult to provide to satisfy individuals that most often come from an existing career in another industry.

Some RTOs are concerned about the wage and condition requirements that are now imposed on them through the introduction of the national Educational Services (Post-Secondary Education) Award 2010, particularly for sessional trainers.  Prior to the introduction of Modern Awards, trainers and assessors would have been deemed award free.  Other RTOs are less concerned with regulatory minimums imposed by the new award, but are apprehensive about employment remuneration being sufficient to retain the services of trainers and assessors and stave off a migration to the public providers or a return to the industries they previously worked in.

Industry Relevance
The VET sector is distinctive in that there is a need to have current competence in at least 2 industries in order to be able to successfully convey and support the outcomes required.  In addition to competence in the training industry, trainers and assessors need competence in the industry that the qualification relates and/or have partnership arrangements for facilitation of the service delivery process.  Current and relevant industry competence and acceptance of that competency from the applicable industry employers, is a constant challenge for those RTOs employing trainers/assessors.  In particular, those engaged on a fulltime basis and for those that are not enterprise RTOs or industry association affiliated.  VET professionals maintaining “industry relevant” skills and knowledge is a challenge for RTOs and is perhaps more an individual RTO issue than a holistic training industry workforce development consideration.

Quality Perception
RTOs have consistently provided feedback to the consultation that asserts that there are elements of the training sector in Tasmania that are below customer expectations and this is relayed to them by industry.  In addition, assessment is at times perceived as lacking in rigour and validity and influenced by delivery to a price.  Underpinned by a very competitive market, interstate competition and online delivery methods making remote location accessibility possible for all RTOs, there is a perceived marketing force that drives/keeps service price down at the expense of a quality service in some pathway areas.

Audits that focus on process are perceived as onerous, time consuming and ineffectual in measuring or maintaining quality service standards or supporting quality outcomes.  As mentioned in the staffing section, trending to third party assessment validation is seen as a potentially more efficient and effective quality control methodology if implemented and managed responsibly.

Complex Systems and Reporting Requirements
Overwhelmingly, the most consistent view of those RTOs consulted, relates to the time and resources needed to be dedicated toward AQTF compliance and AVETMISSD reporting together with keeping pace with training package changes.  This is seen by RTOs as disproportionate to the activities of capacity development, training and assessment.  The systems for compliance and the constant change to training packages presents them with what they consider to be a complicated, confusing and therefore time consuming administration function.

Funding arrangements create a low margin high volume market, with high risk for business costs to exceed income in individual situations.  It was expressed that funding systems should be around outcomes and completions as opposed to process, which has been addressed to some degree with the payment process based on unit completion.  There are some concerns regarding the up-front initial work necessary for the RTO with the delay in recouping this outlay which results in an impact on cash flow under the current funding arrangement.  In a sector dominated by small and micro business, the cash flow issue can be significant.

Personal Development
The scope of the Tasmanian training industry workforce development project is not intended to address the capability and quality of the individual trainer or assessor as this is addressed via the VET PD Program.  However, personal development opportunities and strategies are clearly linked to any plan to increase capacity and capability of the industry.   It is therefore not surprising that this area was raised by respondents in the survey and face to face consultations.  Feedback in this regard indicates that when initially established,  the VET PD Program was deemed relevant and supportive to building individual knowledge, however current views would indicate that the program needs re-examining with comments coming through that suggest it is  perceived as becoming “stale” and at risk of developing into “group cliques”.

Feedback of the PD program and the need for change, centred on subject matter relevance, audience level (perceived as too entry level) and the trainers used for delivery.

A PD program that is broader in scope and subject matter, not only focusing on relevant VET specific aspects such as ATQF compliance, but incorporating business management principles as identified by the productivity commission report, would be highly regarded and relevant.  A more professional and varied PD program targeting RTO capacity and capability, is seen as fundamental to any training industry workforce development strategy.

As RTOs are predominately small businesses with the range of challenges in time and staff needs that encompasses, PD and business development capability activity needs to be considered in the context of when and how it is delivered, to be accessible to all interested participants.  A more flexible approach to delivery methods and/or timing may need to be considered.
Networking and Resource Sharing
Most RTOs consulted have informal networks with small clusters of other RTOs, generally consisting of only one or two trusted organisations.  The networks tended to exist to support each other on the changing industry environment issues, rather than to share resources such as training and assessment tools.  The informal networks are seen as beneficial and although larger networks such as the current PD program, TAWT and Skills Tasmania sponsored information sessions are seen as useful, the sharing of information and particularly resource material, in a larger network format is perceived as consorting with the opposition.  The sentiment is perhaps best summed up by a quote from a survey response.  “This is a competitive market and sharing and caring might be PC (politically correct) but it does not suit the private sector (training industry).”
Leadership
The quality of leadership or leadership development needs, was only raised by a minority during the survey and face to face consultations.   This is an issue, as leadership should (in terms of the Productivity Commission report and known workforce development factors) be considered a priority area of focus and development by the sector.

Business Management Capacity 
The Productivity Commission Report (Vocational Education and Training Workforce-released May 2011) identified a number of strategic and operational areas that the VET sector will increasingly need capacity and capability.  The consultation in Tasmania validates these as relevant in the Tasmanian context as areas for RTO workforce development.  

An Industry Voice-Lobbying
Although the scope of the Workforce Development Steering Committee’s functions would not extend to lobbying the State Government, Skills Tasmania or any other regulatory body for change, broader factors such as government policy and funding, legislation, and industry regulation do impact workforce development.  Through the consultations, RTOs certainly see that having a state industry “vehicle” that can voice both concerns and make suggestions regarding solutions, as an important part in any Tasmanian VET sector workforce development strategy.
What is Workforce Development?

Put simply, workforce development is how an industry or organisation attracts workers, retains workers and provides them with learning and skilling opportunities. It includes:

· the knowledge and skills of workers 

· the organisation in which workers operate

· broader factors such as government policy and funding, legislation, and industry regulation and best practice.

Workforce development spans four levels:

1. the individual - knowledge, skills, motivation, attitude;
2. the team - worker cohesion;
3. the organisation - recruitment and selection, performance management, employment benefits, knowledge management;
4. the system - education, funding, partnerships between key groups, opportunities for collaborative problem-solving, workforce development support mechanisms.

Workforce Development can be seen as a combination of managing the size and composition of the workforce, retaining and managing that workforce and skilling that workforce.

One of the important conceptual leaps involved in a workforce development approach is the shift to ‘systems thinking’. This is fundamental to grasping what workforce development is about.  While education and training can be part of a workforce development perspective, they essentially focus on the individual employees.

The deficit requiring rectification (through training) is seen to lie with that individual.  No further consideration is given to the organisational context in which that person operates or the wider system at large which may ultimately determine whether specific policies or practices can be put in place. 

Workforce Development, when conceptualised from a systems perspective, includes the following factors:

· Legislation;

· Policy;

· Funding;

· Recruitment and retention;

· Resources;

· Support mechanisms; and

· Incentives

The objectives of this “workforce development” project are defined as:

· increasing the capacity of employers to attract, retain and develop their workforce; and
· increasing the capacity of individuals to participate and be productive in the workforce.

The objective of the Workforce Development Action Plan is to identify strategies to enable the Tasmanian Training industry to:

· Develop strong leaders to build a sustainable and responsive workforce.

· Identify and resolve issues to support a workforce development strategy.

· Create opportunities to access best practice workforce planning and development.

· Identify opportunities to market the value of working in the training industry as a career of choice, and to promote the Tasmanian training workforce as highly skilled, passionate and professional people.
Demographics and Issues for


Workforce Development Consideration

Tasmanian RTOs are represented over whelming by small business, with almost all survey respondents fitting into that demographic.  The larger public providers are in a position to manage their own workforce development needs to a large degree, however could play important roles in the Tasmanian training sector workforce development strategies.

Being made up of essentially small business organisations, there are some common considerations that impact on all small businesses and therefore may impact in the progress of a workforce development plan.  RTOs are time poor, with priorities focussed on current sustainability and viability in an environment that is highly competitive, constantly changing and administratively onerous.

Geographically, RTOs are vastly spread as is the nature of business in Tasmania, and a workforce development plan needs to be inclusive, with consideration for the North and North West located businesses particularly and avoid Hobart centricity, which could ultimately disadvantage regional development.

Most RTOs currently have informal networks, and as is the case in highly competitive environments have an affiliation with some organisations to a greater extent than others.  There are broad perceptions that some RTOs have also formed informal cliques.  The need then for any steering committee configuration to ensure relevancy to the sector needs and avoid the perception of advancing agendas that are not representative of the industry as a whole will be critical.

The training sector operates in a low margin environment and as such collective investment in workforce development will likely be most successful utilising and sharing existing knowledge and skills rather than strategies that require external investment or additional cost.

RTO Organisational Profiles

In consideration of determining what strategies might be the most appropriate in supporting a training industry workforce development plan, it is important to understand the composition of the existing Registered Training Organisations (RTOs).

The VET sector consists of a broad mixture of organisations, including private sector for profit businesses, not for profits, Government and Private schools with VET operations, industry associations, enterprise RTOs, and two large public providers (Polytechnic and Skills Institute).  This creates difference in purpose and is further diversified in that numerous RTOs conduct other ventures, which in many cases represents a greater proportion of their total business function.  For example some organisations have a large apprenticeship centre and/or group training roles and functions with their training functions being at the micro level within their total business context. 

This considerable variance in types of organisation creates significant disparity in their structure, strategic directions and raison d'etre.  For example, Enterprise RTOs differ markedly from private providers in their business objectives, operational environment and target learner populations.  The primary business of an Enterprise RTO is not training and development, and the RTO operation is typically embedded within the existing business operations and processes of the enterprise.

Various private and not for profit RTOs are involved in GTO, Apprenticeship Centre, job network or other activities either associated with, or separate to their RTO focus.

Regardless of whether VET is either part of the industry the organisation relates to, or the primary function is that of an RTO, the unique nature of the VET sector means that virtually all RTOs need to be concomitant with at least one other industry in addition to the training industry.  

For the purpose of determining a workforce development plan for the training industry, principle focus must revolve around the Tasmanian training industry operations of RTOs.  Schools and colleges and enterprise RTOs are essentially excluded from this project as workforce development for those organisations will mean increasing capacity in the principle “industries” they operate in, as opposed to a peripheral “training industry” function.

RTO Size

Workforce development strategies will also be largely influenced by the size of organisations, as larger organisations will generally provide different opportunities and responses to those of small and micro businesses.

In determining the size (workers involved in the operation) of RTOs, several factors need to be considered so that collected data is valid in terms of a relevant sample group.  Firstly, if we recognise that many RTOs are diverse with operations outside of vocational education and training delivery, then only those staff with direct involvement in the VET sector operations should be considered as part of the training industry for the purpose of developing training industry workforce development strategies.  Secondly, interstate RTOs that have a bricks and mortar presence in Tasmania (therefore forming part of the Tasmanian training industry workforce) will have staff that are not part of the Tasmanian VET workforce and therefore should be considered for this project’s workforce development plan.  The 2008 RTO census concluded that 36 private RTOs had 5 or less employees and that only 9 RTOs had 20 or more.  The census differentiated from total employees as opposed to RTO employees, but only in regards to enterprise RTOs and therefore the number of employees for some Registered Training Organisations was potentially misrepresented by additional staff numbers with functions in other aspects of the business.

Regardless of whether there is a skewing of RTO employee numbers contained in the 2008 census or not, the responses clearly indicate that the Tasmanian VET sector or training industry is made up by a significantly overwhelming majority of small and micro businesses.

	Number of Employees
	% of the total Tasmanian VET  workforce

	5 and under
	40%

	6 – 19
	50%

	20 or over
	10%


The questions that relate to identifying the number of staff in this Workforce Development Project survey attempted to capture an accurate picture of the number of employees involved directly in the training industry and those employed in Tasmania.

Question 3 - How many staff does your organisation employ in Tasmania?

Total number of staff? □

Total number of staff directly employed in the RTO? □

35 RTOs responded to question 3, which demonstrated there was an average of 6.77 employees per RTO in Tasmania

Of all the RTOs that responded to the survey and identified their respective number of employees, only 2 organisations would be classified as being larger than the definition of a small business in Australia, and both of those are only marginally outside that definition.  Over half of the RTOs that responded are classified as micro businesses, with 5 or less employees including non-employing sole traders and partnerships.

Although the response from the project survey was considerably less (40 responses) than the number of responses received for the 2008 RTO census (112 responses), RTO employee size represents a not surprising similar picture, however with an even greater emphasised small employer leaning.

It is unlikely that smaller RTOs returned survey responses proportionately skewed over larger RTOs and are therefore disproportionately represented in the survey; simply more plausible that the question focus on Tasmanian employment and training industry functions only, produced a more relevant account of RTO business size.  It may also be a valid assumption that the responders have brought into the idea of exploring improved capacity via a workforce development plan, and the RTOs that did not responded, have not.

This business size profile is critical information in consideration for looking at workforce development approaches, as small business workforce development priorities and the capacity to participate, are different to those of businesses with larger structure.

The Workforce Development Plan Survey results are contained in Appendix A and in conjunction with a review of current literature and drawing on the common themes from consultation have informed the recommendations contained within the plan.

Appendix A
Survey Results
The Target Scope

The workforce development plan project is targeted to take account of Tasmanian training industry organisations; the Skills institute, the Polytechnic and private sector and not for profit RTOs including interstate RTOs that have a permanent presence in Tasmania and recruit from the local workforce.

Excluded from the target group are interstate RTOs that do not have a permanent presence in Tasmania, schools and colleges, and Enterprise RTOs that function solely to train and develop their own employees.  IE: WESPAC, QANTAS, TELSTRA
Public and private schools that are also RTOs and enterprise RTOs are excluded primarily based on the fact that the training industry is not the primary function of these entities, they operate in different industries and therefore the majority their workforce development requirements are not those of the training industry.

The target group consisted of 112 identified RTOs, 2 of which are no longer in operation, leaving 110 potential participant organisations.  Of the 110 RTOs contacted, 40 furnished responses to the RTO Workforce Development survey.

Question 1 identifies each RTO and contact person. 40 Responses
Question 2 describes the category of RTO. 37 Responses

Primarily private RTO 




22 (59.5%)

Private RTO involved in other ventures


6 (16.2%)

Primarily Not For Profit RTO



5 (13.5%)

Not for Profit involved in other ventures


4 (10.8%)

Question 3 identifies employee numbers. 35 Responses

Total number of staff employed in Tasmania in the 35 responding RTOs= 1,200

Total number of staff directly employed in the RTO = 237 (average of 6.77 per RTO)

Individual RTO numbers respectively: 25, 3, 18, 7, 4, 4, 8, 3, 5, 4, 8, 1, 8, 0, 22, 3, 9, 4, 2, 16, 8, 2, 9, 7, 10, 5, 5, 8, 12, 5, 2, 0, 4, 4, 2.

Question 4 records the functions/roles of RTO employees. 35 Responses

Management function only 11% of employees
Operational/administration functions only 22% of employees

Training and/or assessing functions only 40.5% of employees

Multifunction/across roles 26.5% of employees

It should be noted that the combined answers relating to the functions/roles of RTO staff totals 307 (average of 8.77 per RTO) which represents 70 more staff (average of 2 more per RTO) than identified in question 3.  

After analysing the individual responses/data, the reported staffing variation (307 vs. 237) is attributable to 4 factors.

1. Some of the management and administration functions are performed by staff employed outside of Tasmania (interstate RTOs with a Tasmanian presence) and in other cases performed by staff that have functions across organisational divisions (RTOs that are involved with other ventures EG: GTO, Apprenticeship Centres)

2. Some RTOs included contract staffing numbers in the question 4 response

3. There were a number of RTOs that counted the multi-function employees twice, including them as multifunctional roles as well as counting them in their primary role, IE management, operational/administration functions.

4. Mathematical error in the responses given
Question 5 identifies employees involved in conducting training and assessment, regardless of whether it is part of their role or their only role. 35 Responses
The responses indicted a total of 193 employees are involved with training and assessment as either their primary role or part of their role; and average of 5.51 employees per RTO.
It should be noted that this figure includes contractors in addition to employees in many RTO responses.

Question 6 identifies employment categories. 35 Responses
RTO staffing numbers including contract staff for each category.

Permanent employees 67%

Casual employees 12%

Contract staff 21%

Question 7 identifies full time (38 hours per week) and part time (less than 38per week) employees. 35 Responses
Fulltime employees 63%

Pat time employees 37%

Staffing Level Conclusions

Based on the 35 responses furnished in the questions relating to RTO staffing size, the following conclusions can be formulated.

RTOs comprise a very high level of small and micro businesses.  Greater than 50% have 5 or less employees and 80% have less than 10 employees.  Only 6 of the 35 have 10 or more employees, of which 2 have greater than 20, the largest having 25 employees.  The average size of the RTOs is less than 7 employees.

The average staffing levels still remain below 8 per RTO (head count) when contract staff is taken into consideration.

Staff that are either primarily involved in training and assessing or as part of their (including contact personnel) represent approximately 70% of the total RTO workforce.  Management, administration and associated operational staff represent around 35% of the RTO workforce; some of these staff perform training and assessment roles in addition to their primary function.

Approximately 67% of the workforce is employed on an ongoing basis, 12% are casuals and 21% are contract personnel.  Of the permanent (ongoing) employees 63% are full time.

These figures are only marginally different to those obtained in the 2008 RTO census (below extract).

Note, the 2008 census figures reflect training and assessment personnel exclusively, whereas the Workforce development survey covers the total RTO roles/functions.

Of those that conduct training and assessment, 67% are employed on a permanent basis, 25% on a contract basis, and 8% on a casual basis.  63% are employed full-time and 37% part-time. In comparison, 69% of all employed persons in Tasmania are employed on a full-time basis and 31% part-time.

Question 8 identifies staff turnover. 34 Responses

Number of staff that ceased employment over the previous 12 months is 47.  This represents just less than 20% annual turnover however doesn’t include turnover of contract personnel.

Question 9 identifies recruitment strategies, particularly attracting trainers/assessors. 33 Responses

1. Reputation as a quality employer, reputation as an RTO that provides quality training and assessment, attractive salary package

2. Advertising in the paper

3. have not needed to recruit staff, but strategy is to form partnerships with trainers and or enterprises employing trainers

4. Word of mouth from industry Identifying individuals we network with

5. Train them up after recruiting good OHS Professionals

6. Vocational competence and trainer/assessor qualification

7. Word of mouth, employment agency

8. Word of mouth and online advertising

9. Newspaper, THA, Seek, Career One

10. newspaper, and previous students, networking

11. Trainers/assessors word of mouth.  We do advertise but the response is most often by unqualified people -  We keep training as the availability of skilled casual/sessional staff is so low

12. Too Small, did have a contract Trainer, but didn't work out as we didn't have enough trainees and then their other employment didn't line up with our needs

13. Newspaper ads

14. Word of mouth

15. Newspaper adverts Online adverts

16. advertise in local paper approach local employment agencies

17. Advertising in daily local newspaper

18. not needed

19. We advertise on seek but rely heavily on our networks to let potential team members know that we have vacancies coming up

20. Job Recruitment agency, Word of Mouth, Advertising in print media

21. Networks

22. Word of mouth. Advertising in regional newspapers

23. Seek Contacts

24. best in our industry

25. great supportive working environment with training and benefits

26. Advertisements in the paper Work of mouth

27. Our main recruitment strategies is to find people with high level vocational competence in their chosen field, excellent communication skills and the desire to give back to their industry.

28. Professional development of existing operational staff to obtain relevant VET competencies and to a much lesser degree, strategic recruitment

29. Advancement from within the company

30. Network, Specialist Placement Agencies

31. Industry trained

32. innovative training strategy, vision and mission statement, student learning culture and support services

33. At this stage I have not required to recruit additional staff

Question 10 identifies staff retention strategies. 33 Responses

15 RTOs (45.5%) indicated they have dedicated staff retention strategies in place and 18 (54.5%) do not.

1. We aim to provide a challenging yet stress free work environment that recognises the individual needs of all employees by encouraging a healthy

2. Review meetings with all trainers / assessors every 3 months to discuss priorities

3. In depth induction program, rewards and loyalty program, talent management opposed to performance management, succession planning, strong emphasis on culture and environment, internal development programs, national travel and international conferences

4. Short Term and Long Term Incentive scheme

5. Provide professional development, 3 reviews per year

6. EOY financial bonus, staff get togethers, focus on excellence, continuous improvement policy

7. Professional Development; Contracts

8. Professional development
9. Attractive professional development options, fair /flexible hours of work

10. Flexible hours, bonus system, f/nightly massage, staff involved in decision making process where appropriate.

11. great supportive working environment with training and benefits
12. Our staff retention strategies are focused around good HR practices; including, but not limited to, Professional Development, Communication, empowerment, autonomy etc.
13. Policies, Professional Development Opportunities, Performance Reviews, Team Meetings
Question 11 identifies the main issues faced regarding staffing for the RTO. 32 Responses

1. Assessing people with extensive specific industry knowledge who also have the personal attributes suited to a role as a trainer/assessor and cert IV

2. Finding assessors with both the relevant experience and required qualifications

3. Time for skills development... increased technology skills needed.... planning for skills development in an environment where work level / activity is more unpredictable than it was even 12 months ago! Also, knowing what we need to keep up with, and what skills we need to be ready for what comes next.

4. Dedicating enough time to keep a high level of communication throughout the business. Best ways to source the best team

5. Keeping up

6. People who are teachers who think they are also automatically trainers and don't understand vocational competence or currency

7. Qualifications relating to training and assessment

8. Fluid nature of training

9. Retention of contractual staff, appointment of good, highly trained and skilled staff.

10. none at this stage

11. Availability of casual staff with qualifications. We have a number of people who apply with TAA and TAE qualifications who do not understand the record keeping requirements or understand how to work with training packages. In addition our participant demographic (marginalised learners) means our preferred candidates would also hold a community service qualification.

12. There is so much information that changes and it can be very difficult to keep up with.

13. Locating people with appropriate business experience, communication skills and formal qualifications.

14. Administration on top of training.

15. Getting experienced, committed long term staff who can travel

16. complex nature of the on the job training and wages

17. The amount of student evidence that needs to be archived in case of audits.  We are working on policies to state what we will keep in regards to student evidence

18. none

19. Very difficult to find suitably experienced admin people - especially for student management systems data entry. Difficult to match demand and supply in time and location terms.

20. Vocational competence of trainers, matching Uni/ Polytechnic salaries

21. Finding people with both good technical and communication skills in the technical work areas prepared to work for a VET trainer salary.

22. Industry expertise, coupled with the AQTF requirements. Feedback suggests that people seem to be leaving the sector, therefore it is harder to attract the skill/attitude set required

23. managing their time and up-skilling

24. Ridiculous new award for casual trainers. skill shortage, expenses soaring including rent, insurance and audit fees

25. The time and funding to access professional development opportunities. Multiple roles. We are a small team but still have to meet criteria to maintain our RTO status. We also deliver other community programs and fee for service activities and the capacity to deliver effectively can be difficult.

26. The main issues faced regarding staffing relates to finding the right people that are prepared to undertake training in a new industry (VET).

27. Paying their wages in the context that our organisations VET activity is not, and has never been, financially viable in isolation.

28. Getting qualified staff

29. Capability Levels

30. Paper work re admin....seasonal work for training/assessment
31. essential relevant qualifications both vocational and technical

32. Keeping up with currency

Questions 12 to 15 relate to student enrolment information, however the data obtained is not cohesive from interrelated question to question, the results are unreliable and invalid.  The nonsensical data result could be due to interstate RTO reporting not being consistent, using Tasmanian figures for some questions and total figures for others and/or several enrolments for the same students and/or simple numerical error.  Student enrolment information is not seen as a crucial element in determining workforce development strategies. 

Question 12 –How many students do you currently have enrolled in total? 30 Responses

12,476 students

Question 13 –In the last 12 months how many student enrolments did you have? 30 Responses

27,041 enrolments

Question 14 –Of those enrolments over the past 12 months how many were for accredited training? 30 Responses

14,809 Nationally recognised training enrolments

1,263 Non-accredited training enrolments

Question 15 –Based on your enrolments over the last 12 months, provide a percentage estimate of your students qualification level. 32 Responses

Certificate I or II

2,009 

48%
Certificate III


1,397

33%
Certificate IV


419

10%

Diploma or above

367

9%
Question 16- Identifies distance education activity and methods.  30 Responses

18 of the 30 RTOs that responded to this question do not provide training and assessment using distance education methods.
12 of the RTOs provide some training and/or assessment utilising distance education methods; primarily combinations of, on-line delivery, IT download, email, post, phone, and video conferencing.

Question 17- Identifies which locations RTOs delivered face to face training in the past 12 months. 33 Responses
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The numbers in brackets indicate the number of RTOs that have delivered to that area in the past 12 months and the percentage figure represents the percentage of RTOs that delivered to that location.

Question 18- identifies the industry sectors RTOs are currently delivering training to. 31 Responses
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Numbers in brackets indicate the number of RTOS (from the 31 responses) that are delivering training to that industry sector.  Percentages relate to the percentage of RTOs that deliver training to that industry sector.

In addition to the industry sectors identified in the survey, the following were indicated from RTO responses.

Public Safety

Beauty

Asset Maintenance

Maritime

Training and assessment

Question 19 –identifies niche or specialist areas of RTO delivery regardless of industry sector involvement. 7 Responses
7 RTOs deliver training to the below specialist/niche areas in addition to industry sectors.

Return to Work-5 RTOs

Work Ready preparation-5 RTOs

Disadvantaged students-4 RTOs

OH&S -1 RTO

Lean Systems-1 RTO

White card-1 RTO

Question 20- identifies services provided by RTOs to students to support their learning. 

29 Responses
16 of the RTOs indicated they provide literacy and/or numeracy support
13 of the RTOs indicated they provide career guidance

22 of the RTOs indicated they provide the students with resource material

11 of the RTOs indicated they provide counselling and support services

1 RTO indicated they arrange work placements for students

Question 21 identifies how often RTOs are reviewing their business plan.  30 Responses
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22 of the 30 RTOs that responded to this question, review their business plan at least annually and recent significant changes to qualification payment structure creating the necessity for several to revisit business plan milestones.  6 RTOs review their plan every 3 years, and 2 reported having no formal business plan at this stage.

Question 22 -identifies the strategic and operational areas most important to RTOs.  31 Responses
The areas considered most critical by RTOs (greater than 65% indicted critical) were:

· AQTF Compliance

· Customer management

· Business management

· Financial planning/management

· Compliance management (other than AQTF)
· Risk management

Other areas of high importance (50%-64% indicated critical) were:

· Accounts management

· Staff development

· People management

· Business innovation/growth

· Quality assurance

Areas still considered relevant but of lesser importance based on numerical number of critical /importance responses.

Marketing, Human resources, resource development, staff retention strategies, research and development, technology investment, equity and diversity, staff recruitment strategy.

Question 23 –identifies the areas of skills/knowledge that RTOs would like to increase/improve. Responses 31
Number of RTOs from 31 responses indicating the business management areas they would like to increase capacity in.

Analytical research skills 


19 RTOs 

Marketing





17 RTOs

Workforce analysis development

16 RTOs

Coaching and mentoring


16 RTOs

AQTF Compliance



15 RTOs

Leadership




14 RTOs

Auditing





14 RTOs

People management



13 RTOs

Risk management



12 RTOs

Client Relations




12 RTOs

Computer/technical skills


11 RTOs

Question 24 –identifies the areas of opportunity that RTOs see for business consolidation and growth over the next 12 months to 3 years. Responses 32
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Other responses in addition to the prescribed choices offered in the survey were:

· we want to get better at doing what we are already doing

· unaccredited training as part of a pathway to a qualification

· Indigenous servicing, EBPPP, partnerships/licensing

· Vet in Schools and PPP incentives

· Additional customers

· Move to smaller premises and cut overheads

Question 25 –identifies the areas that that RTOs consider as the biggest challenges over the next 12 months to 3 years. Responses 30

Change

· Changes to the VET sector and industries

· Change and having enough people within the business who can innovate for business development
· Uncertainty in the market, political uncertainty,
· keeping up to date with changes in the regulatory systems
· Keeping up
Compliance

· Keeping up with compliance requirements
· Staying Compliant; with so much changing all the time, it seems less focus is on how good a job you’re doing and more about paper work and dotting T's.

· Keeping abreast of changes to legislation controlling the sector.
· National compliance 
· Controlling compliance costs
· Maintaining economic viability in the face of increasing compliance and regulatory issues

· Compliance under the new ASQA
· The transition to the new national VET regulator
Costs

· The increased costs involved with the running of an RTO without increased funding to deliver training

· Affording AQTF Registration fees

· Wages, overheads

· The unit by unit payment means we provide high level support unfunded in the first half of the enrolment period.  We are trying to fund case management support of their time with us to retain their enrolments and hoping we can cover the cost of this if they progress.
· wage pressures
· Reduced State funding for some programs that fund skill sets.
· Financial viability
· Survival while costs are increasing across the board
· Will hope to be out of the RTO industry
Growth

· Maintaining growth nationally and internationally and servicing the demand that will require

· New geographical areas

· Enrolments

· Managing growth
· the fast growth
· Expanding into other areas
Customer Expectations
· To meet our customer requirements

· Ensuring that we can meet our clienteles demands

Staffing

· Carrying our trainers and assessors along with us, especially with technology advances (the average age of our trainers would be around 50 years)

· Attracting and retention of good staff

· Lack of Casual and sessional Trainers on the market to deliver training is becoming an issue.
· Currently the prices that available trainers are asking is getting beyond our capacity to pay, given as mentioned that we need to spend a lot of 1:1 time with our participants.

· Most people who apply to adverts are not qualified to deliver - we moved to supervise all trainers and assessors to reduce the risks.
· Recruiting the correct staff in the different regions of Tasmanian so we can deliver high quality training in these areas.
· recruiting required staff when needed,

· time required to get new staff up to speed
· skilled staff with relevant qualifications and expertise
Disadvantaged Learners

· Managing the risk of working with marginalised learners who take longer than 3 months to complete a qualification and need high levels of 1:1 support, the high dropout rate of this demographic due to transport, mental health, hunger, lack of accommodation.

· We do support the new payment system we just have concerns that marginalised and high need learners will become unattractive to many other providers and that in turn we may also not be able to afford to service them

Other

· Managing a new online learning environment, delivering to remote locations
· the economy

· Big infrastructure works in the civil sector for training of workers

· Maintaining quality training in an uneconomical environment and when surrounded by other RTO's offering assessment and training which is obviously crap.
Question 26 –identifies whether RTOs have entered into partnership or shared arrangements with other RTOs.  Responses 32
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6 RTOs (19%) from the 32 that responded to this question have a partnership or shared arrangement with other RTOs.

These arrangements include:

Formal MOUs, informal partnership, licencing model with enterprise and individual RTOs, formed RTO co-operative

Question 27 – Considering factors identified in the Productivity Commission Report, this question identifies RTO priorities for the Tasmanian VET sector to develop increased capacity and capability.  Responses 29
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In addition to the top priorities identified by RTOs collectively, the below were recorded as other areas that were crucial for increased capacity and/or capability.

· As well as increasing our overall volume and improving leadership skills, more flexible modes of delivery and responding to fluctuating demands

· Respond to fluctuations, foundation level skills, flexible delivery that is high support for learning with complex challenges, develop ITC, strategies for currency.

· All other areas in place or covered by strategies to manage

· Foundation skills also important

Question 28 –identifies the main barriers RTOs perceive to workforce development for the VET sector.  Responses 21

· Finding the balance between providing high quality services to clients and also time to allow the staff to attend training.

· The sector encourages specialists in roles within the RTO - e.g., to know the AVETMISSD reporting requirements takes a dedicated person, to know the AQTF Compliance requirements takes a dedicated person, to keep up with changes in legislation that affects our business takes a dedicated person and to develop assessment tools is a specialist task. The requirements for keeping it all compliant and reporting as required, as well as knowing the industry (and for us the regulatory framework) is a barrier, as knowing where to start with workforce development is difficult.  Then you start to consider the real priorities like marketing, product development, customer feedback, technology skills......

· Keeping them updated with AQTF requirements, it's important they understand what's required, but not practical to apply this requirement. Also difficult to ensure they are maintaining industry currency if they were to become FTE in the RTO, but it's critical for our engagement with the industry.

· Don't know

· The need for development of VET professionals who don't understand VET

· Quality of students/staff

· We do not work in the VET Sector

· Access to government funding assistance

· Casual/sessional needs and high prices being currently paid to contractors.

· Low opinion of the sector amongst client base due to shonky operators / low qualification completion percentages. Enabling provision of specialised skills where the number of clients requiring those skills are too low to justify investment in developing resources / offering qualifications.

· Employer Co-operation

· Sufficient staff who are business focussed and understand the issues in question 27

· Trainers not having industry skills and knowledge. Different guidelines between states for RTO's. or interstate RTO's gaining PPP places before Tasmanian based RTO's

· Cost - we seek to employ people with very high levels of education and work experience. This pushes the price we need to pay very high - well beyond what can normally be accommodated through accredited training funds. Our people need to work all shifts, all days and this also has a built in cost and creates a risk management issue as stress needs to be managed when workloads are tough - especially from a time point of view..

· Some RTO's have difficulty mapping their staff's vocational competence against the changing requirements of the workforce. Changing requirements of AQTF and training packages require constant review of training resources stressing RTO human and financial resources.

· Attracting suitable people

· communication

· Increased expenses and market downturn

· Qualification for VET professionals relevant to position and time in industry. Progression from one level to the next.

· cost

· Time

Question 29 –identifies what RTOs believe needs to happen to provide improved workforce development for the VET sector.  Responses 20

· Training and consultation

· I don't know how it can all be unravelled to be less confusing. maybe set out some example skills profiles for those working more in VET sector administration, with some specific development plans and resources

· Maybe some PD sessions for trainers and assessors that provide them with engaging information they need to know to be exceptional in the VET sector. More holistic and overview information rather than the in depth PD available currently...?

· Not sure

· If VET professionals are engaged with industry, using and understanding Training Packages and maintaining their vocational competence, there should be little or no need for workforce development.

· LLN skills, willingness to work

· N/A As above

· Current and up-to-date training, keep the standards high, enforce government standards in the Nail area (more a comment in relation to the beauty/health industry than the training industry)

· Support for not for profits to provide service delivery to marginalised learners.  Measure outcomes other than progression data.  Fund support and equity.  Alternatives to competitive tendering.  Workforce development opportunities affordable to not for profits.

· Give organisations with a proven track record of completions opportunities to take on more funded training contracts. Recognise the value of organisations that provide training as well as assessment.

· Employer incentive to be involved

· RTO's need to be seen and supported as valuable employers, freed from the ever increasing time for compliance/reporting and encouraged to meet their client needs within an outcome based compliance framework. Customised professional business support to improve their capabilities rather than some one size fits all 'training". This is a competitive industry and while caring and sharing is PC it does not suit the private sector.

· Training materials when developed meet current trends, finding and curriculum. Trainers to have long term industry experience in all training providers, ie TAFE, Tasmanian RTO's needed to be given first preference for training places before interstate RTO's

· We need to earn more from each engagement to cover the costs of high cost low volume work. There is a lot of compliance busy work which ought to be replaced with high quality value add training activity. We could do better and earn more - win win for our clients.

· Closing the void between public and private RTO's in terms of employment conditions, access to training resources and job security.

· Delivery meets needs

· User friendly system, go back to when the students and employers were the priority not red tape that restricts business development and growth!

· The main barriers to workforce development for the VET sector are the Cert IV requirements as per AQTF. Time and again we have interview “qualified” people for positions and found they lack a basic understanding of how it all comes together. This knowledge can only be gained with adequate, real life, hands on work experience.

· Funding

· More workshops on the North West Coast
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