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Abstract

This paper is based on a research prjétt explored effective training models at
the VET Certificate Ill level and above in two irglty areas as case examples:
process manufacturing occupations (based in Vefaand child care occupations
(based in Queensland). In the case study industrggeer level vocational education
and training qualifications were being pursued tigio an “apprenticeship” or formal
contracted employment based training arrangemeangalside the traditional
vocational course approach. Customised skills alsts featured as did fast tracking
options. Thirty three individuals including employe employees/ apprentices,
training providers, industry representatives andining Package developers were
interviewed to explore current concerns around @actiel and suggest arrangements
that reasonably withstand limitations and issuegosnding employment based
training for higher level VET qualifications.

The data for this project informed the developm&na set of five ‘best-fit’ training
models for higher level vocational qualificatiolmssuit the process manufacturing and
child care industries. These five models are exguetd also be adaptable to other
industry areas. The models include options fortegsworkers who already have a
lower qualification and seek an upward movemerthair careers, as well as ones for
new entrants to the workforce who are seeking tereast an intermediate level. The
proposed models are expected to increase emplqgyetErences for VET graduates
particularly for a growing number of associate pssional jobs.

Research rationale

The focus of the research was on VET qualificatianthe Australian Qualifications
Framework (AQF) Certificate Il level and higher.originated from a recent analysis
by the Centre for Economics of Education and Tregr(CEET, 2006) mapping gaps
in supply and demand for Australian workers withTV@ualifications until 2016. The
analysis showed significant current shortageseQirtificate 1l level, particularly in
the traditional trades areas served by apprenigeshhe analysis also forecast the
highest projected future growth areas to be at A= Diploma and Advanced
Diploma levels, with some expected growth at theFACertificate 1l level. Table 1
illustrates the projected demand levels.
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Some measures have been taken since the reletmearfalysis by CEET (2006). For
instance, in 2006 the Coalition of Australian Gaweents (COAG) activated
measures to stimulate uptake and completion oftimadl trade qualifications at the
VET Certificate 1l and above levels. Existing emgnent based training models
were varied and emerged in the form of fast tragkoptions; new skills sets
qualifications; and alternative provisions for ygumeople. Higher level VET

gualifications are also supported by extending @kailability of Commonwealth

incentives for regulated contracts of training tbe Certificate IV and Diploma

levels.

Table 1: Gap in the supply of and demand for pers  ons with VET qualifications in the
ten years to 2016, Australia (CEET, 2006)

Total number of persons with qualifications 20@3-2 (‘000’s)

Qualific Annual %
ation  Requirementsto meet Supply at 2005  Expected surplus increaseto meet
level 2016 target completionsrate (+)/shortfall (-) requirements
Adv

Diploma346 84 -262 27.2
Diploma536 253 -283 14.1
Certifica

telv 310 344 34 -1.9
Certifica

te Il 911 799 -112 2.4
Certifica

te ll 259 566 307 -14.9
Certifica

te | 111 186 75 -9.7

All 2,473 2,233 -240 1.9

Note: All data relate to 15-64 year-olds excludawgrseas students.

Current levels of demand for skilled workers aracpig pressure on the VET system
to respond to workforce skills in high demand. Cagnging in 2008, the national
labor government will attempt to close Australialglls gap by expanding publicly
funded training places at the Certificate Il lewgld above (Australian Labor Party,
2007). However research on higher level VET quadiibns (Stanwick & Saunders,
2004; and Foster, Delaney, Bateman and Dyson, Zi@fests the models need to be
better constructed to suit the needs of workerilexa and employers. It was this
imperative that our research concentrated on.

Literaturereview on higher level VET qualifications

Concern to increase participation in higher lev@Tvqualifications is not new. In
1993, the Australian Employment and Skills Format@ouncil (1993) took up the
issue and argued that high performance enterprised to embrace technological
change, move towards flatter organisational strestuand introduce work teams and
greater accountability on the part of all workeFhis meant that Australia had to
expand the skills of the middle section of its wiorke by extending beyond the entry
level VET Certificates | to Il qualifications toettificate IV and above.




In 1998, the introduction of the national trainsygstem and Training Packages began
with an emphasis on nationally portable entry-lesiglls at AQF Certificate levels |
to Ill. Qualifications at Certificate IV and abowere to be developed later.

Almost eleven years later there are 214 Certifidate, 496 Diplomas and 106
Advanced Diploma qualifications listed on the Na&bTraining Information Service
(NTIS) (Foster, Delaney, Bateman and Dyson, 20BBwever, the uptake of these
high level qualifications is surprisingly lower thaxpected. The reasons for this were
explored by Curtain (2004), Stanwick and Saund2094) and Foster et al. (2007).

Curtain’s (2004) survey with enterprises revealeat in many cases there was no
direct link between workers at the middle-level @odesponding qualifications:

There is evidence that middle level qualificaticaisthe entry point to employment in technical
occupations provided by the VET system are in opampetition with many generalist university
qualifications and similarly, middle level qualiéitons for supervisory occupations are often in
competition with non-accredited tailored short s@s or specific models from accredited training
programs..(p.4).

Curtain (2004) concluded that the challenge wad/t6Tf providers to offer a middle-
level skill product that better suited the needstoidents and employers. Stanwick
and Saunders’ (2004) research showed that Dipl@xdaahced Diploma graduates
were not a major skill source for professional asdociate professiodalccupations,
even though these are the specified qualificatimnsthese jobs. They noted that
associate professional employees have a wide raingealifications. About 13% of
professionals and associate professionals arefigdalio the Diploma/Advanced
Diploma levels, 20% possess a university degregostgraduate qualification. Only
about 18% are qualified at the Certificate Ill/I8vkls and a further 9% at Certificate
Il level (see Attachment 1 for details). Fosteaks (2007) research also showed that
the demand for associate professionals is not redtth the corresponding demand
for training at higher levels of VET. Their analysevealed that participation levels in
higher level VET qualifications declined between0Q0and 2005, contrary to the
growth in skill needs in the labour market at thiesels.

Based on their findings, these researchers (CurgfiQ4; Stanwick and Saunders,
2004; and Foster et al.,, 2007) concluded that VHalifications at Certificate 1V,
Diploma and Associate Diploma levels require adgsits to meet the needs of
employers and employees.

Curtain (2004) suggested three strategies tchitstanding of middle level workforce
skills through higher level VET qualifications: aoposed VET degree; work
placements for all students and work placemenstasgie after graduation; and short
courses leading to relevant qualifications for #xgsworkers. Stanwick and Saunders
(2004) proposed five possible options for regulagdployment based training

2 The Australian Bureau of Statistics (2006, p. 1)rif associate professionals as those who perfomplex
technical and administrative support functions Wwhiequire an understanding of the underlying tre=oand
methods of a particular field and significant preaitskills. Tasks are often performed in suppéprofessionals.




contracts at the Diploma levels after consultatiaith employers in six industries.
Some of the options were validated in our reseamth are explained later in this
paper. Foster et al (2007) suggested three aetielaxing the tight specification of
Training Packages to job roles to enable emergolgsrand skills to be readily
incorporated into higher level VET qualificatiordeveloping broader qualifications
that integrate knowledge and skills across jobsr@ed streams within the industry
and have a greater emphasis on generic employaskliis and business with high
order specialised knowledge as electives; and asang the work and industry
experiences within the Diploma level training p@gr These suggestions were
considered when we came to proposing effective isofi@ high level VET
gualifications.

M ethodology

Our study examined a variety of employment baseithitrg (EBT) models that can

respond to current issues and concerns, and mmitheslimitations of existing EBT

models, at the same time reasonably withstand paltessues that may arise in the
future. Five research questions were explored topgse effective models of
employment based training:

< In what ways are current features of EBT modelsswmred effective or
ineffective, and by whom and for what reasons?

< What are the features of alternative EBT modelfdeionsidered or trialled at
present to secure greater effectiveness for lesuared employers?

< Which emerging EBT models “best fit” the needs elested occupations in two
industries and what (if any) modifications are rieegr?

< What issues need to be addressed to implement#mified ‘best-fit' new EBT
models in the selected case study occupationsraludtries?

< What is the utility of the proposed new EBT modgifsthe case studies for other
occupations/industries?

The research focused on two industry areas as esamples. In choosing the
industries and occupations, consideration was giwé¢hose which
« are keen on higher level VET qualification levetstlee VET Certificate I
and IV, Diploma, and Associate Diploma levels.

* have activities in alternative training modelstede levels, and
* have future employment growth and good job prospatcthese levels.

Following consultations with stakeholders in indystand the VET sector,
occupations in the process manufacturing indust éhild care occupations in the
community services and health industry were sedefde this study. The case study
for the process manufacturing occupations was bas&fictoria and the child care
occupations case study in Queensland. The reseaneiied on the accessibility and
availability of the sample. Thirty three individsal representing employers,
employees/apprentices, VET providers, industry é&dand Training Package
developers participated in the study. Although $aenple size is small (seventeen
participants representing the process manufacturidgstry and sixteen from the
child care industry) and may not be representaifihe stakeholders, the issues and
views expressed by those interviewed are consistéht what was found in the
literature review.




Separate sets of questions guided data collectrom femployers and other
stakeholders, and from employees in training. Titerviews questions explored their
experiences with Certificate Il and higher leveEWV qualifications in terms of the
capacity of various models to produce quality ootes and be functionally operative.

The interviews included discussions around

» formal education opportunities to engage with kremlgle about the vocation

» experiences of vocational practice in the workplaoe the enactment of the
occupation for which they are preparing

e opportunities to engage with experts who can gude learner, monitor their
progress and provide direct assistance for thimgy twill not learn through
discovery alone

» duration of the training and whether it was long@uwgh to learn and practice the
repertoire of vocational knowledge and skills regdj and

* assessment and certification practices.

Other issues that impact on functional aspectb@intodels were also explored such
as regulations, administrative and licensing areamgnts, and aspects of workplace
employment relations including wage rates and tlivé{s to work situations.

Data was collected through face to face and teleplaterviews and via emails from
seventeen participants representing the processifa@aring industry and sixteen
from the child care industry. We relied on the asdality and availability of the
sample during the period of data collection. Aithb the sample size is small and
may not be representative, the issues and viewsessgd by those interviewed are
consistent with what was found in the literaturaew.

Key findings from the case studies

Employment based training models at the Certifiddteand IV, and Diploma and
Advanced Diploma levels in the two case studiebioiexd examples already described
in recent literature. However, some variations torent models to suit age and
experiences of the worker/learners, were suggebtadeach of the models, there was
a strong preference for a combination of ‘on and the job training components.
This result echoed the findings and recommendatadnsther researchers (Curtain,
2004, Stanwick and Saunders, 2004; and Foster, &0417).

Process manufacturing industry (Victoria)

Australian manufacturing industry has a long higtofr training and is in the process
of changing further its training options to remaompetitive. There is a strong need
and desire for faster, smarter trades training@uts and for higher level skills in
manufacturing. The new Competitive Manufacturingaifing Package articulates
qualifications ranging from Certificate Il to Adwveed Diploma levels. The
Technology Cadetship extends opportunities for solinés a contract of training
arrangement, aimed at young new entrants, thaeiilsgbimplemented at the AQF
Certificate Ill and 1V levels and is to be expantidr to the Diploma and Advanced
Diploma levels. Furthermore, there are post tram@&ses and custom built training
options for existing workers to move to specialisglds and to the technician level.




Both employers and employees who participated in siudy supported the new
Competitive Manufacturing Training Package and Tebbgy Cadetship. Employers
believed that the fast tracking option for Cerafie Il trades qualifications could be
delivered in less than the traditional four yeams dxisting mature age workers who
already have well developed technical skills. Hogrethey recommended the four
year duration for young people to develop to thénfpevhere they can operate
autonomously. Overall, employers favoured fastdireg provided a quality assurance
process is in place. That is, the potential caridglare tested for suitability for fast
tracking and/or higher levels skills training befothis option is offered. They
suggested an offer of the fast track option perlaiphe six month point into their
training for Certificate 11l so as to maximise thgivestment in training.

In the manufacturing industry, Certificate IV quigitions are often undertaken by
tradesmen as part of post trade training in spetiateas such as plant maintenance
and leadership/ supervisor. Some employers suppuyt a customised skills set
instead of a full Certificate IV qualification ahis level as better suiting their
purposes. However, employees expressed a prefetandearn more than that
required to meet the purposes of their employersoider to expand their
opportunities in the labour market.

Existing workers pursuing a Diploma or Associat@lbma qualification to obtain
technician level jobs were doing so through inibtu based courses, often at their
own expense. They suggested that the courses shaulonproved through the
addition of in industry components to ‘back up theory”, and went on to proposed
practical “shop” demonstrations or site visits. idiixg workers were not convinced
that the contract of training arrangement for al@m or Associate Diploma was a
suitable option for them. They did not want emplogentrol over what they learnt.
They were not concerned if the theory they werenieg did not directly align with
their current employment. Their intentions werdtoaden their knowledge and skills
beyond what was needed for immediate applicati@hiarspecific workplaces. None
of them saw their current place of employment & thitimate goal, and were using
their studies to ‘move up and on’. Older workerd b&eady done the ‘hard yards’ of
study at night and were less keen on more of tludenof learning. Those relatively
young (mid 20’s) were prepared to spend time attriigr learning but wanted more
certainty that their investment of time would palf o pay scales and career
development.

Employers were generally pursuing specialised slgéts training as alternatives to
Diplomas and Advanced Diplomas (especially for #xgs workers with trade
qualifications). They observed that Registered fing Organisations (RTOs) offer
models of delivery for post-trade training and -tithe Diploma and Advanced
Diploma level training that is not connected dikecto workplace practice or
assessment. This adds to their perceptions tHatrstaTOs are not ‘up to speed’ on
the way things are done in industry. Industry alemnands highly credible ‘cutting
edge’ trainers who, they believe, do not existomegnment funded RTOs.

Specialised skill-sets to meet the specific neddhe manufacturing industry are a
growing currency, although some are not easily attarised at an AQF level.
Employers who offer training for specialised skidits use the job description as the




basis to begin training and work back to map agaiakvant parts of Training

Packages, mixing and matching from different paekagnd AQF levels (e.g. some
from Diploma level, some from Certificate IV levetc.). Employees regard new
qualifications based on skills sets as an optiontbey didn't like the idea of too

many ‘mickey-mouse’ subjects offering small nichheas of knowledge without the
proper grounding in the basics. Trade Graduate Nuta Certificates and Diplomas
were also being considered for existing workersiwide skills.

During the interviews, the main workplace relatioissue related to pay rates.
Qualifications are aligned to job classificationghwarious degrees of formality in
manufacturing areas. There are accepted awardnigaivages for those in training as
well. For older workers pay reductions during thagnwere not acceptable because it
impacted on family commitments. However, there wetamples of supplements (eg.
bonuses and other rewards) to overcome issueswatfes during training. Some
“good” apprentices/learners who performed well weaed above the award training
wages.

Child care industry (Queensland)

The child care industry is less affected by techggland resulting work changes than
Is the manufacturing industry. Child care is a gtosector with skills shortages and
prescribed qualifications for practitioners thabye difficult to adhere to because of
the hands on nature of the work and mandatedtstafiildren ratios.

The Queensland legislation allows employers ‘to ageg workers without the
necessary qualification if the engaged person hasréquired qualification of the
level below’ as long as they start ‘a relevant seuior the position they are engaged
in, within six months and complete the course witthie prescribed finishing period’
(Queensland Community Services and Health Inddstining Council, 2005, p. 10).

Workers in the child care services can be groupéal three levels of employment:
senior (Director/Coordinator); middle (Assistantedior/group leader/teacher); and
Assistant. In terms of VET qualifications, an asi$ requires a certificate 111
qualification, a group leader a Diploma and a doe@an Advanced Diploma. The
qualifications are within the Community Servicesining Package.

A Certificate Il qualification can be started wdiin school through a traineeship and
allows a student/ employee to work as an assistamiday a week so long as they are
17 years old. An employment based apprenticestilgeislternative.

Senior members of the child care workforce and eygsk who were interviewed
advised against school leavers entering the claitd sector and proceeding as fast as
possible through the qualification structure. Thisay be possible in other
sectors/industries but in the child care sectoregepce in a number of settings is
highly recommended and sought by employers wheawmitewy workers.

Apprentices who are in full-time employment arenpigtied varying periods of study
time, with many expected to complete the formatriegwsy tasks in their own time.
While this type of arrangement worked for appresgievho are more self-directed and
motivated, other apprentices preferred time durmgrking hours to complete




learning tasks. However, the regulation aroundrtbmber of staff required on the
floor at any given time places constraints on duaiime for supervision or for
completing learning activities during operating f®u Also there is no incentive on
the employer’s side to encourage the worker to inecqualified because “enrolment”
is accepted as “qualified” for all levels of occtipa under the Queensland
legislation.

Child care workers develop higher level skills (@@ Certificate Il qualification)
through a combination of on the job training anfitbé job training that is facilitated
in face-to-face and online modes. Some employerg woncerned about the quality
of graduates who had completed vocational courffesed as full-time, part-time or
online. Their dissatisfaction with the quality afaduates led some operators of child
care services to register as a training organisaBg doing this they are able to offer
apprenticeships to their existing staff and providening that they consider of high
quality.

To allow experienced, unqualified workers to méet qualification requirements for
Group Leader and Director it was suggested that sieskills could be grouped for
recognition. There was a view by some that expeedrunqualified workers could be
attracted if their learning was focused aroundsisiéts. However, there was a strong
view about the importance of having a full quabtion eventually.

An issue with workers at the Director level enrdlkg the Diploma is that they do not
have other staff to supervise them. This contrase¢he conditions of training for an
apprenticeship.

Those interviewed suggested several requirements “best fit” model to achieve
successful training outcomes. The features inclughéegration of theory with on-the-
job activities where apprentices can work with dieal staff and learn from them;
practical and less academic learning resourcesjgion of the required study time in
the workplace (and without a drop in wages) whalsthe same time maintaining the
required staffing level on the floor; and assessoisave the necessary knowledge of
the industry; and improved recognition processesreiduce the duration of an
apprenticeship.

Overall we found the current model for higher qiicditions in the child care sector
may be pedagogically sound in terms of experierafeshe vocational practice,
duration and link to formal education. However, thedel is weak in terms of expert
support in the workplace, and assessment andicatitin

The other key issue was pay rates. They were cerezidoo low for the kind of work
done and when compared to other industries. Thahisemployment based contract
of training approaches were preferred in placeafrge based training in own time
for a VET qualification at and above Certificaté The offer of apprenticeships in
Diploma of Children’s Services is expected to bobsgher level skills and
qualifications of child care workers.




Proposed effective training modelsfor higher level VET

Our analysis of existing training models and thg Hevers for change and issues
arising alluded to five fundamentals for effectieen. Effective EBT models we
concluded need to be pedagogically sound; fundipmgerative; provide quality
skills; have utility and be sustainable; and adslresjuirements for quality outcomes.
These dimensions formed the conceptual framewarlsdtecting best fit models for
higher level VET.

An effective EBT model that is pedagogically soumad provides quality skills
outcomes has three main features. First, vocatiexpérienceshould comprise an
integrated on and off the job training and emplogtrearangement. Learners should
be allowed graduated access to vocational expeseoicthe kind to be learnt to gain
competency. Also the learning needs to be basedomnpetencies in Training
Packages. Second, expert suppeeds to be made available to provide opportunitie
for learners to engage with experts who posseskrtbeledge to be learnt, who can
guide the learner, monitor their progress and pl@wdirect assistance. Experts also
need support and time allocation. Third, the daraetf the vocational experiences
should be dng enough to provide a repertoire of experienbas $ecure learning of
the scope of the vocational activities to be psacti While learners should be
assessed when considered ready, the assessmelat sbon ways which show that
the learner can practice their vocation in circuanses other than just where it was
acquired.

Two main functional features make EBT models effectThe first relates to clearly
stated roles, responsibilities and cofss learner, employer, government and other
stakeholders (often stated in the training confra&greements around these will
enable learners to participate in learning whilengg and allow employers to be
competitive. The VET providers (RTOs) will also bble to maintain flexibly the
arrangements, as supported and regulated by goeetnriihe second functional
feature relates to access to User Chéreangements.

Two key features reflect the utility and sustaieabbture of effective EBT models.
Firstly, such models should meet skilled labourureaments That is, meet skills
shortages, allow apprenticeship diversificatiomfrmainly regulated trades to other
industry areas, and be available for up-skillingesskilling of the whole workforce.
Secondly, they should meet the needs of changbsvinwork is organisethrough
outsourcing, casualisation and for specialisatiguch models should offer long term
solutions, withstand future skilling needs, and amldational skills development.

Research by Bowman et al. (2005) identifies thregnnfeatures of EBT models that
lead to quality outcomes. These are: high levedroployer support and commitment
to the apprenticeship/ traineeship; compliant witgislative and requlatory
requirementdor the occupation; and minimum administrative dam on employer
Bowman et al. (2005) advocate a good working retethip between
apprentice/trainee and employer. Quality outcommesaahieved when the workplace
supports the development and maintenance of aiyé$arning culture, and where
experts in the workplace are given time to condlettraining. Adequate structure in
the training at work also provides good employmentcomes. Legislative and
regulatory requirements for the occupation incladgod training plan, application of
Recognition of Prior Learning, provision for asseeat when apprentices/ trainees

3 User choice = Employers have a choice in selecting a registered training organisation (public or private) for the off the job
component of the EBT. They can also negotiate the content, method of delivery and sequencing of training.




are ready to be assessed, teachers and workpiaoersr with appropriate level of
skills and expertise who are also aware of conteargovorkplace changes. Models
that engage Group Training Company minimise adrmatise burdens on employers.

Drawing on the data collected in the two case stwdnd considering the features of
effective training models we proposed five modelsr thigher level VET
qualifications. Clearly, a “one size fits all” ajpjaich is a thing of the past. Three of the
models are associated with new entrants and ipiteglaration for the occupation, and
include two models proposed by Stanwick and Sawnd2004). The other two
models are associated with higher than the bad#icae 11l to provide further or
specialised training among existing workers. Wevig® a table 2 that compares the
five models at then end of this section.

A. Three entry level models
1. ‘Traditional’ entry-level training model

This reflects the current apprenticeship/traingeshodel. It features sets of learning
experiences in both the workplace and the eductieettings (i.e. RTO) across the
duration of the entry-level period of training (ilgetween one and four years). It is
anticipated that worker-learners will attend andage in experiences in educational
settings as part of their work. The balance of erpees in this model will always be
more on the workplace (e.g. 80% workplace - 20%catilon institution), and this
degree of emphasis will increase across the duratidghe program. An enhancement
here is for greater integration of the learnerspexiences in the workplace and
educational settings, in which both the workpland the educational provider will
participate. The educational provider might be ekpe to exercise leadership in
bridging what is learnt in the two settings, andisithg about appropriate workplace
pedagogies to facilitate learning.

Theoretically, this model has potential to sustairch of the trade skilled preparation
for manufacturing and is needed in the child-caea, particularly for the skill and
career development of lower-level child-care woskdédowever, the implementation
of this model needs to address poor completiorsr&erennial limiting factors such
as inconsistent regulatory arrangements, non-camgd by employers and RTOs,
poor audit processes, variations in the interptand practice of competency based
training, wages and awards also need to be resdtvedake this a more effective
model.

2. ‘Accelerated’ entry-level training model

This model constitutes an expedited version ofttlaglitional model’. The purpose is
to assist selected worker learners speedily pregtesough the process of skill
development through more effective and intense maapees in both, the workplace
and educational institution. The accelerated apmerwill attend and engage in
experiences in the educational setting as paef tvork, however this may be in a
more condensed or distributed form. There will neete responsibility exercised by
both the workplace and the educational providecacefully manage the expedited
skill development processes to meet student andkplaare requirements. In this
instance, leadership for managing the effectivegrdation of experiences in the
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workplace and educational setting needs to be dhamd collaboratively regulated.
The bridging of knowledge and skills gained at tihve sites will rely heavily on the
nature of partnership arrangements between eduoedtiinstitutions and the
workplace. This model is one which might be usegrtuvide the kinds of expedited
initial skill development currently being requestey the manufacturing sector. The
accelerated nature of the model relies on Recagndf Prior Learning, performance
reviews and selection processes. Issues such agralbBce of competency based
training and assessment, wages and awards will haydications for the
implementation of this model.

3. Internship entry-level preparation model

This model provides for a period of employment tedalearning beyond the
completion of an expedited entry-level training gass that would initially lead the
worker-learners to be afforded the status of ‘imes’. This would provide them with
recognition and the interim authority to practibeit occupation. After a further and
stipulated period of employment related learningegiences (e.g. one year), both the
employer and educational institution will finallgs®ess and recognize the learner as
being fully certified for the occupation. This mbaddfers an alternative to the wholly
expedited model being requested by the manufagtg@ttor. It addresses concerns
within that sector about the need for an approglydong period of initial preparation
to develop the capacity required for trade levetkwo

Although such a model has potential for meetingrtbeds of the manufacturing and
similar industries, particularly with more estabhksl employers, details of its
operation may vary from site to site. More researshrequired to explore its
implementation with small sized workplaces and ¢hwsregional and remote areas.
The implications for awards, and assessment antific&tion also need to be
addressed.

B Two existing worker models

The next two models are based on assumptions #réitipants are building upon
their existing occupational knowledge; are matureterms of age, interest and
capacity to be self-directed for learning; and hawene capacity to autonomously
integrate their learning experiences at the wodeland that offered by the
educational institution. This would then open up gossibility for engaging in those
components of preparation that are offered by theational provider, and arranging
for work experiences other than those requiredtheir workplaces. A move away
from being wholly centred on enterprise need, alwes a more individual goal: that
of gaining a holistic set of skills and elevatirfie tstanding of higher vocational
education and training qualifications.

4. Extension model of entry-level preparation

This model of entry-level preparation is intendedrhature workers (eg. experienced
manufacturing or child care workers) or those whe antering the particular
occupation after or on the basis of success inh@nde.g. child care centre Directors).
It is based more strongly on employment based expazs, supported by educational
provisions that will largely occur outside of wotkne, and will not require the
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worker to attend an educational institution on daylock release. Instead, to assist
the worker-learners develop their occupational ciies, the employment based
experiences will be augmented by an extension &fneducational provision (e.g. in
the evening, at weekends or by distance). This typarrangement is primarily
imposed by child care legislation that determimesrtumber of workers ‘on the floor’
attending to children during operational hours.

This model requires and expects that the learnemrlsplaced to be self-directed in
their learning. The responsibility for securing iahrintegration of experiences is
shared among the educational provider, employer vaoiker-learners in terms of
how the learning is organised and recognised. Tioslel addresses the kinds of
needs for initial skill development for those emtgran occupation with a level of
maturity in skill and capacity and, who need tafother ways of balancing work and
learning, other than through block or day-based agement in educational
institutions. For instance, child-care centre dimex are seen as having their needs
met by this model of entry-level preparation.

5. Extension model for further development

This model is similar to model 4 (extension modé&l emtry-level preparation)
described above. It addresses further skill dgprabmt for an occupation where a
level of maturity of skill and capacity already stsi. It suits individuals who need to
find ways of balancing work and learning, other nthéarough regular college
attendance during the day. The model can meetitits lof needs articulated by the
Advanced Diploma in engineering worker-learnerthenmanufacturing case study.

The above models of EBT seek to address the ovgadl of providing good
preparation for worthwhile jobs and in doing sod@ds the kinds of characteristics
required of effective EBT. That is, these modele held to: (i) be pedagogically
sound, (ii) lead to quality skill formation, (iihave positive outcomes for both
individuals and the straight enterprises, (iv) bactionally operative, and (iv) be
effectively enacted and sustained over time. Th@gnalent between these
characteristics and the proposed models is bneflpped in Table 2.

Conclusions

Our research shows that worker/learners want tp @leole in the design of higher
level VET qualifications. They want a proportion off and on-the-job training in
their preferred options and to gain knowledge &ilifssacross job roles and streams
within the industry, and not just their own enté&pr The five models described in
this paper attempt an equilibrium between work Based institution based
experiences. The models include options for exgsthorkers who already have a
lower qualification and seek an upward movemerthair careers, as well as ones for
new entrants to the workforce who are seeking teraat an intermediate level. These
models are expected to increase employers’ prefegerfor VET graduates
particularly for a growing number of associate pssional jobs.

The proposed models need to be tested more widdlyei two case study as well as
other industries around identified issues in tlgul&tory environments; education and
training content and delivery; and workplace/ empient relations. These issues play
out differently by industry/occupational and entesp area.

12



Table 2 Alignment between conceptual premises and p

roposed models

Characteristic

1. Traditional’ entry-level
training model

2. '‘Accelerated’ entry-level
training model

3. Internship entry-level
preparation model

4. Extension model of entry-
level preparation

5. Extension model for further
development

Pedagogically
sound

Quality skill
formation

Quality outcomes
for individuals and
enterprises

Functionally
operative

Effectively
enacted and
sustained

Sequenced integration of
experiences in work and
educational settings.

Skill formation over time and
through support in both workplace
and educational settings.

Development of industry and
enterprise-level skills that provides
learner with employability and
industry adaptable outcomes.

Traditional model well accepted in
many industries.

Demonstrated capacity for it so be
enacted and sustained.

Sequenced integration of
experiences in work and
educational settings, but carefully
calibrated to assist effective skill
development in shorter time span.

Skill formation over time and
through support in both workplace
and educational settings, and
careful management of
experiences and monitoring of
accelerated learning.

Development of industry and
enterprise-level skills that provides
learner with employability and
industry adaptable outcomes.

A model that some enterprises
have requested to be introduced.

A model requiring the commitment
of enterprises to secure
outcomes, and support the level of
competence they are requesting.

Sequenced integration of
experiences in work and
educational settings, in both
earlier accelerated program and
through opportunities to hone and
extend skills in internees'’ final
year.

Skill formation over time and
through support in both workplace
and educational settings, and
careful management of
experiences and monitoring of
accelerated learning, and
internship year

Development of industry and
enterprise-level skills that provides
learner with employability and
industry adaptable outcomes.

A model requiring the commitment
of enterprises to secure
outcomes, and support the level of
competence they are requesting.

A model requiring the commitment
of enterprises to secure
outcomes, and support the level of
competence they are requesting.

Provision of experiences in work
and educational settings. Learners
play a key role in the direction and
integration of experiences,
particularly those in the
educational setting.

Skill formation over time and
through support in both workplace
and educational setting.

Development of industry and
enterprise-level skills that provides
learner with employability and
industry adaptable outcomes.

Traditional model well accepted in
many industries, which relies on
the maturity of the learners.

Demonstrated capacity for it to be
enacted and sustained

Provision of experiences in work
and educational settings. Learners
play a key role in the direction and
integration of experiences,
particularly those in the
educational setting.

Specialising through further skill
formation over time and with
support in both workplace and
educational setting.

Development of industry and
enterprise-level skills that provides
learner with employability and
industry adaptable outcomes, with
a particular emphasis on personal
and professional development.

Traditional model well accepted in
many industries.

Traditional model well accepted in
many industries.
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