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Executive summary

Key Findings

ACIL Tasman has analysed the first 12 months operation of the Enterprise Based
Productivity Places Program (EBPPP). This analysis has shown that the key features of
EBPPP have been:

i Enterprises are able to align strategy, skills development and the attainment of
nationally recognised qualifications

I Assistance provided to enterprises by Industry Skills Councils (ISCs) under the
EBPPP haincluded :

i Identifying skills needs and how they translate into Training Package
gualifications

i Negotiating EBPPP funding agre ements with the Department of Education,
Employment and Workplace Relations (DEEWR)

i Selecting and monitoring the performance of Registered Training
Organisations (RTOs)

A Training and assessment carried out under EBPPP is characterised by being
conducted in  a timely manner, at sites convenient for the employer and
employee, and based on the enterprise G own operating procedures (usually on
site)

A This makes the EBPPP program the only large scale, partially publicly funded,
genuinely demand -driven , skills and w orkforce development program currently
being delivered nationally !

A The program and the role of the ISCs appears to , at least partially , overcome some

of the systemic market failures in skills and workforce development:

T As aresult, there is early evidence that the program has increased the level of
enterprise investment in workforce development. To date , enterprise financial
co -contributions to EBPPP have been $0.50 for every $1.00 contributed by the
Australian Government

i Enabling employers to nego tiate directly with the RTOs to provide tailored
training services has enabled the cost of training places to be secured for
between 62 -87 per cent of the average capped value

I Recognition of prior learning was achieved by 16.9 per cent of learners, in
comparison to the 2009 VET average of 5.5 per cent

T All learners in EBPPPare in priority occupations as determined by the  Priority
Occupations Productivity Places Program  Listor approved on an as needs
enterprise basis supported by a n eviden ce-based rationale

i A number of case studies have shown that, after participating in the EBPPP ,
enterprises are able to better see the return on investment in training: thus the
incentive for the enterprise to invest in training longer term is likely to be s tronger.

A The EBPPP complements the skills and workforce development programs in the
wider VET system and the broader Productivity Places Program (PPP) as it:

1The National Workforce Development Fund was introdaudeskequent to the establishment
of EBPPP and has adopted several of the broad policy settings.
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I Assists employees obtain higher qualifications on average than the wider VET
system does in aggregate

i Is directed at existing workforce development within enterprises

i Engages small and micro businesses that do not appear well represented in
other programs

i Engage swith key associations and peak bodies to promote high level skill
development progr ams to their members

ACIL Tasman was commissioned to undertake an economic analysis of the
first 122months of the EBPPP and the role of the IS€sandinatinghe
program. The ISCs commissioned the work to obtain advice on:

A The economic principles underpinning EBPPP

A The role that the program (and the ISCs) play in assisting the Australian
Government achieve its workforce and skills developmerggolic

A Comparisonswvhere possiblef the program and it®ordinatiorthrough
the ISCs with alternative service and policy delivery dhtabtie
Government has at its disposal

EBPPP is relatively ngmaving being launched in 200@e majority of the
first placements compéeltheir training in early 2011. There have now been
two 6month EBPPP reporting cycles completed.

EBPPP delivered by the ISCs

Training and workforce development are critical to increasing labour
productivity. Improving labour productivity enhances Australian industry
competitivenesparticularly whenear @ill employment is constraining parts
of the economy.

However, employers often struggle to capture sufficient benefits from
investments in training their employessch leads to suboptimal investment
in training in the econonayg a wholeThis underinvestent in trainingtems
from a number of factorscluding:

A Too much of the trainindeliveredy RTOs against Training Package
gualificationss oftennot directly relevamd the needs of thadividual
enterprise

A The payback from the training is toog (high upfront costs or delayed
benefit flows)which increases the risk that the employee may leave the
enterprise before sufficient benefits from the training are captured by the
enterprise (improving skills may make employees more attractive to othe
employers)
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I Maintaining workforce flexibility may add to staff turnover and further
reduce incentives to invest in training. However, workforce flexibility
and training both add to labour productivity growth

A Highly specialised processes or equipmertteriaft stranded if the
employee, who iingtrairedin the process asto operate the

equipmentsubsequenthgave and there are few employees available in
the labour market with similar skills

EBPPP statistics

Contributions by enterprises and gove  rnment

To 30June 2011, the contributionsamyerprises t&BPPP totalled

$18.9 million, while Government contributions (taking into account changes
and withdrawals) totall§86.9 million. This means that for every dollar
contributedby the Governmen$0.50 \ascontributed by enterprises. This

only accounts for the direct financial contributions made by industry.
Considerable indirect costsch as administratidnaveland staff and
management opportunity costs were also contributed by the esterpris

The proportion of contributions by enterprise and Government varies
considerably across ISCs. The averageightegroportions wer83per

cent (enterprise) abd per cent (Government). The variation across ISCs is
due to the different mix of latgaedium, small and micro enterprises
participating in EBPPP through each. IEG likely to bdargely reflective of

the typical demographic for the indesttoveed by each IST'he Australian
Government ds contri but itheentevpaseas e s a (
specified in the program'’s funding criteria.

Cost per training place

Theaverageost per training place (broken down by enterprise and
government contributions) for each qualification level across ISCs is shown in
Table ES 1.

Table ES1 Average Enterprise and Government contribution by

qualification
- Capped value of Avgr.age cost of Averagg Average

Qualification training place training place Enterprise Government
gp under EBPPP contribution contribution

Certificate 11l $5,000 $4,391 $1,319 $3,072 (70%)

Certificate IV $5,000 $4,239 $1,278 $2,961 (70%)

Diploma $10,000 $6,743 $2,669 $4,074 (60%)

Advanced Diploma $10,000 $6,218 $2,600 $3,618 (58%)

Data source: ISCs six monthly reports
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Agreements signed

To 30June 201%he total number of EBPPP agreements signed by ISCs was
481 withParticipating Organisatioftisat is, businesses or enterprises
participating in EBPPP) and 434 with RTOs.

Qualifications sought

HigherlevelqualificationgCertificate 11l andl@ve)are the focus of EBPPP
compared with the overall VET systdime number of trainees seeking a
Certificate 1ll, Certificate 1V, Diploma, Advanced Diplamdocational
Graduate Certificate qualification3@®Jun01) is shown in ES 1.

Figure ES 1 Qualifications sought by EBPPP learners (to 30 June 2011)

307 ~61

2649

5017 m Certlll
H CertlV
Diploma
B Advanced Diploma

M Vocational Grad Cer

5681

Data source: ACIL Tasman analysis of data provided by ISCs

As can be seen in Table E8&2,groportion®y qualificationvere: 36.6 per
cent(Certificate 1) 415 per cen{Certificate 1V,)19.3 per cerfDiploma)
2.2 per cenfAdvanced Diplomand 0.4 per ce¥ocational Graduate
Certificate)

While not a straiglsbmparison, the 2009 Annual National Report on the
VET system states that 11.7 per cent of Vadesits sought a Diploma or
above, 43.6 per cent a Certificate Il or IV qualification, and 22.6 per cent a
Certificate | or Il qualification-keepingyith its broader remit and focus

vi
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Table ES2 Qualification proportion compa  rison between EBPPP and wider
VET system
Qualification EBPPP VET system
Certificate Il 0.0% 22.6%
Certificate 11l 36.6%
- 43.6%
Certificate IV 41.4%
Diploma 19.3%
Advanced Diploma 2.2% 11.7%

Vocational Graduate Certificate 0.4%

Data source: ISCs six-monthly reports and VET Annual National Report 2009

Number of learners in qualifications aligned to skill shortage
occupations (as identified in the POPPPL)

Training places have been aligned tBtiloeity Occupationsmahe

Productivity Places Progrd.ist POPHPL). If an enterprise@ccupational

skill needs weret on the POPPPRlenterprises have beanie to apply to
haveindividual needs considered and where deemed appropriate, approved
This capacity i81 keeping with the enterprise focus #exdbility of the

program

Completion rates

Undertaking the anal ysi sdnotenalilerae pr
accurate assessment of completion rates. As at 30 June 2011, 15.22 per cent
enrolled learners had completed their training, 7&.8@nt remained in

training and 0.2Fer cenhad yet to commence. A total of 4.62 per cent of
learners had withdrawn from the progrdue to changed circumstances of
eitherthe employee or employer.

Recognition of Prior Learning rates

Recognition oPrior LearningRPL) is a mandated component of EBPPP and
has resulted in 16.9 per cent of learners being awarded some form of RPL
towardghe qualification in which thegudiedRPL must be made available by
allRTOsthat operate under the VET Qualitafeworkin 2009 the

national average rate of students that received RBI5wwas cent

Size of participating enterprises

The data indicatdhat the vast majority efterprises participating in EBPPP
aredefined asmallunder the program guidelirfemploying fewer thar0
persons). However, the proportion varies across ISCs, mirroring each
industry's demographics.

vii



ACIL Tasman

Economics Policy Strategy

An economic review of the Enterprise Based Productivity Places Program

While larger enterprises tend to provide more trainees than smaller enterprise
small enterprises still provide the majority of EBRIffees for five of the

ISCs ForestWork$SC, Construction and Property Servi&S Service Skills
Australia, EE Oz and Community Services and H8&th

Key points from the case studies

Eleven case studies weeéectethy ACIL Tasman from over 40 candidates
chosen by the ISCs from the entire listeafrly3000enterprisesurrently
participating, athat have participad,in EBPPP.

The case studiesrechosen to presen the enterprises’' own words,
particulaagpect of EBPPP andf the role of the ISCs aoordinatinghe

program. They are presented as a qualitative 'lower bound' demonstration of
the programin that they present a highly successful group of EBPPP
participants. This means that, if these casesarée indicative of the wider
population of successful projects, tladseecould besufficient to justify the

entire program to date.

The case studies were selected to show the impact of @BEmBrprises
across a wide range of sectors of the expgeographic locations and
business scal@som less than 20 employdgesnore than 4,000). Drivers of
skills needs are equally divextteougttheyrevolve largely around the

Nt erprtoi:seds need

Introduce new technologies, processes or strategies

e

A

A Comply with occupational health and training standards, licensing or
regulation requirements

A

A

Remain competitive

Reduce staff turnover and allow greater recruitment from, witich
wouldallow them to offset some of the problems of being in regional or
even remote locations

A Meet staff employment expectatjovtsere a competitive labour market
means that staffiembergxpect to receive training and professional
development as part of their employment package.

The key themes from the case studies are:

A Theenterprises all reported tHEBPPP provided significant enterprise and
employee benefits. The benefits that accrued to the enterprises were due t
them beingble to embenh the traininghe skills and knowledge specific
to theiroperations

A Employees have benefited by receiving training that enhances their
prospects within the enterprise (increasing incentives to stay with the
enterprise longer, if reinforced through good workforce development

viii
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practices) and also in the wider employment mmimicigh having
nationally recognised qualifications

A In all case studies, the enterprises were able to have the training tailored t
their needs. The dominant enterprise needs from the training were:

I Thatit was based on the entergiiggocesses, systeand strategy

I Structured to meet timing and location neelistbfemployees and
the enterprise (particularly important for the employees running small
businesses, franchisesnaenior positions in tireenterprises)

Thatparticipatingmployees wesble to achieve nationally recognised
qualifications

A The coursescognised the experience and skills (and prior learning) of
participating staff. This enabled staff to build on their skills and experience
in the enterprise or industry and improve thesecgrospects in the
organisationThis was also important for several case study entgaprises
it meant the training focussed on skill gaps rather than wasting time on
training in areas where skills alrexdsted

A EBPPP ko allowed most enterprisesffer relevant tailored training to
all of their staffregardless of diverse needs and levels of prior learning

A Each ISC played an importand trustedrokering role between the
enterprise and DEEWR, and oversaw the relationship between the RTO
and he enterprise

A In a number of case studies, the ISC provided a diagnostic service to the
enterprisewhichallowed it to identify skills neg¢lat werenot already
clear, and the most appropriate qualification(s)

A The ISCs also assisted a number of caleesiterprises to identind
engage a suitable RTO to deliver the required training.

—_—(

The experience of the fids2 months of EBPPP provides evidence that the
program substantially corrects some of the systematic labour market failures.
EBPPP allows enfaises to negotiate specific training based on their
individual operations, business models, processes and activities.

This has meant thainder the program, enterprises have been able to align
strategy, skills development and the attainment of ngtrenatjnised
gualifications. The attainment of nationally recognised qualifications allows
enterprises to meet compliance requirensrs as occupational health and
safety, regulation and licensing conditions.

The delivery of a program as flexible amerprisecentred as EBPPP is only
possible because of the involvement of thedS€spert, trusted
intermediariesThe ISCsalsocarry ouan important role in reducing the
transaction costs of delivering such a flexible tragspgnseas they use
their industry knowledge to:
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A Help enterprises identify their training needs as independent third parties

A Brokerthe best possible outcomes from suitably qualified and experienced
RTOs

A Monitor the performance of the RTO and contractual obligations between
the RTO, the enterprise athe Government
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1 Introduction

ACIL Tasman was commissioned to undertake an analysis of the first 12
months of the&Enterprise Based Productivity Places Pro@BmRPB. It was
commissioned by the ISCs to determine if the program was being implemente
and adopted by enterprises in a manner consistent vaimshef the

Australian Governmeitto be genuinely enterprigeel andin doing so, raise
commitment to the upkilling of existing workers

To test if EBPPP was delivering the outcomes intgih@ééddustry Skills
CouncilsISC9 asked ACIL Tasman to consider the following eight questions:

A What ishe extent of ertprise canvestment leveraged against EBPPP
Government contribution of $50m

A What are theumbes of learners in qualifications aligned to skill shortage
occupationgas identified in thReriority Occupations Productivity Places
Program ListfOPPPL)?

What is the @st of EBPPP training plag#és Governmentyompared to
those in the broad®focational Education and Train(WiET) systerfd

Whatarethe sudent retention ahcompletion rates and compare them to
the national average?

What is the Bcognitiorof Prior Learning rate in comparison to the
national average

What are theenefits foindividual enterprisgncluding value dhe
upfront diagnostic process and qualithefelationship witlthe
Registered Training Organisa(i@iO) (using the itial enterprise
application as a baselihe)

Assess thdfeciency of process and access to funding as experienced by
the enterprise in comparison to PPPthatiroader VET system

A What ishe capacity of EBPPP to respond to broader industry priorities,
for example, responses to legislatiorlyiegotechnologies or job roles?

I T P o

T

2 Our approach

We have approached this task in three steps:

1. Assess the economic principles of EBPPP and the broad training and
workforce development alternatives the Government hasgootiram

2. Analyse EBPPP statistics that are collected by the ISCs and which form th
basis of their reporting to the Department of Education, Employment and
Workplace RelatiotBEEWR)

3. Prepare a series of 11 detailed case studrgsoisationthat have
participated iror contributed tpEBPPP to date

Introduction 1
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3 Rationale for government funding of
training and skills development

3.1 Importance of training and skills development

Australiads multifactor producti vit
(Australian Bureau of Statistics, 20Mahy reasons for thigve been

suggested, including thasa recent repopublishedy the Grattan Institute
(Eslake & Walsh, 2011)

a decline in productivity tihemining and utilities sectors
a lack of productivitgnhancing reforms in the past 10 years
an increase in regulatibatharms productivity

compl acency as a result of Austra
Terms of Trade)

adeclineidustral i ads t akhancioggechmdlogigsr o d u

capacity constraints in sectors of the economy, as the nation approaches
ofull empl oymentd

To o I» Do Do Do

If immigration is going to be limited in future yesras been foreshadowed

by both Government and pgsition parties, it will become important to

I mprove the productivity of Austral
increasdmproving workforce productivity has economy wideckeaa

sectoral benefits (particularly in mining and the ytiitiese labour

availability is a major constrgiith e t er m o f ul | empl oyr
but with little real understanding of what level, exactly, constitutes full
employment in an economy.

Macroeconomists generally assogidteu | | e nwithtleWome nt 6
Acceleratingnflation Rate of Unemployment (NAIRU), the rate of
unemploymerthatis consistent with a stable rate of inflation in the economy.

Decreasing unemployment below this level creates pressures for higher
inflation through higher wageéesiand spendingp thattheeconomymay be
regarded ashowing signs of capacity constraints.

The Reserve Bank of Australia estimates a NAIRU of abpet ¢énto

5 per cenis appropriate fohustraliaFrom April 2005 to January 2008

had arunemployment rate belovpér centand wh#the Global Financial

Crisis increased unemployment tg6éricenin mid2009 unemployment has
again returned ta®per centand lower since January 2011. As a consequence,
Austr al i aigh haeedasanoumiering labour capacity constraints
since 2005, with some industries experiencing them for much longer.

Rationale for government funding of training and skills development 2
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Defining exactly what constitutes a labour shortage can pose problems becau
the availability of labour supply depends on any barriers tseaciras skills

and qualificationsgs well as wages, the location of the jobs, the pool of

people who wish to work in a given profession and the international and
regonal markets for that laboér definition of a skills shortage, supplied by
Shah an®@urke(Shah & Burke, 2008)where:

The demand for workers for a particular occupation is greater than the supply of
workers who are qualified, available and willing to work under existing market
conditions.

Clearly training ddesses the supgdide issues and seeks to ease capacity
constraints. Training increases the skilsknowledgef workers (or

potential workers) thereby making them more productive. In some cases this
makes a worker able to get ati@ihe/ shewould not be able to obtain

without the training. In othelisincreases their capability within their current
job, or enhances their prospaxtgetting a promotion.

3.2 Market failures associated with training and
skills development

There are costs assded withskills developmeand training. The direct

costs are those associated with paying trainers, providing material and a facili
in which to conduct the training (althotighreasinglyhere are methods for
delivering training onlingnerebyreducing overhead and capital costs). There
are also a number of indirect costs of undertaking training for the employee
and the employer. Training time has an opportunityasdbe time spent
developing skillsould otherwisée spentin the workplace doy the

employee engagingproductive activitie¥here aralsocosts associated with
idlemachinerybackfillandthe administration of the training.

Generally speaking, it is efficient for the beneficiaries of an investment to pay
for it. However, iddifying the beneficiaries of training is not as easy as it
might seem.

Typically both workers and their employers benefit from training and skill
development. By increasing the amount of human capital embodied in each
unit of labour, training increasiee return to both labour and capital. The
former takes the form of higher wages and salaries for workers.

If the world was as simple as this, there would be no rational argument for
Government funded training. The benefits of training would go entitedy to t
trainesand their employgrso they would be willing to fund it. The incidence
of that funding, that is who pdgs whatshare, would be negotiated between

employee and employer.

Rationale for government funding of training and skills development 3
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In practice, there are a number of differences between the thenocelatalf
labour markets and the real world. Some of these were discussed by
Richardson in a paper published by NC\f&Bhardson, 20Q7)

A common market failure arises where there are benefits external to the partie
taking parin a transaction. Employers do not capture all the benefits of
training a workebecause that worker has the freedom tahakeskills to

another employer. Workers do not capture all the benefits of their improved
productivity because of imperfeat®in the way that wages are set and
difficulties in measuring productivity, particularly spillovers of knowledge to
co-workersThis is particularly so when wages are centrally fixed or collectively
bargained.

Richardson suggests that, in a marketxaptranees and employers will
systematically undervalue training asd resylthoose to produce less than
the economically efficient level and quantity of. 4itlsardson considers

that there are many reasons for this, each with the common feature that the
benefits of training are not captured completedjtigrthe traineer the
employer.

Some of the reasons cited by Richardson are:

A Poachingd a worker who #&s received training leaves for another firm.
The new employer benefits from the training without having incurred the
expense of providing it

A Spillovers- wherebygreateskills in one worker increase the productivity
of others with whom they wogleduang the incentive of the employee to
invest in training themselves and making the results of training harder to
indentifyby employers)

A Stranding riskd firms may be reluctant to invest in expensive equipment
that can only be operated by workers witls kit are uncommofor
fear that the equipment will be stranded if the skills are lost. If, for
example, the operator of a specialised piece of equipment is poached by a
competitor and cannot be replaced, the equipment may lie unused. This
reduces thencentive for workers to invest in those skills.

A Upfront costs & workers may be willing and able to acquire bkills
choose not to incur the upfront cost of doing so. This may reflect lack of
access to funds or uncertainty (on the part of the Wweul@inee pbout
the future value of the trainingmay also reflect a high time value of
money (discount rate) faced by the enterprise

These characteristics will lead to a systematically low demand for training,
which canin turn, lead to skills gaps aslabrtages and thereby to reduced
economic growth. As Richardson not ¢
that as the level of worker skill increases, new technologies are adopted more
cheaply and growth is enhanced. Similarly, the traditional appigrag¥th
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theory suggests that as the average skill level increases so does the average
productivity per worker and thereforda e e n preduqivityi. Is etibes

case, to the extent that the benefits of skills are not captured by those who
meet the cdof providing it, it will be undgrovided and growth will be

reduced.

In summaryin the absence of government intervention and funding support,
there idikely to baunderinvestment itrainingbecause of the spillav

benefits that it generatBetiereducated and trainearkers improve other
workers in the organisatiérfiurther benefitting the employ8kills

development and trainiaso increases the value of the worker, who is able to
leave to pursue alternative job offers if he or shessffiotently

remuneratedt is also difficult for many workers to accurately gauge their
future returns from investmefhere aradditionalntergenerational and civic

0 e x t e r,whach ariseifr@rseducation, all of which are difficult to
measure.

3.3 The Australian Governmentos
training and skills development

The Australian Government has recognised the importance of supporting skill
development and training. The 2011 Budget handed dowrGov#rament

put an emphasis on trainiagth $3.2billion being made available through the
Bui | di n guturdioskiongeackageafdr mivestment in skills training over
six years, on top of new fundingob$2 | | i on f or Austral.
TheBui | di n dguturdhoskiongeackageahé@ssour components:

1. Putting industry ahé heart of the training system

2. Modernising apprenticeships

3. Skills to support increased participation

4. Reforming the national training system

This package seeks to provide a comprehensive skii&rang offer,
including foundation skills, precational training (linked to an Australian
Apprenticeships pathway), work skills and qualifications.

The 2011 budget indicated that Skills Australia will be transitioned into a new
Agencywhich will:

A Administerthe National Workforce Development Funifering
$558million over four years, this fund will build on EBPPRte@ritical
Skills Investment Fund

A Conduct skills and workforce research

A Drive engagement between industry, training providersvandngent on
workforce development, apprenticeships and VET reform
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A Develop and monitor sectoral skills and workforce development plans in
conjunction with ISCs and industry

A Provide independent advice on sectoral and regional skills needs to suppo
workfore planning and productivity

A Promote workforce productivity by leading initiatives for the improvement
of productivity, management innovation and skills utilisation within
Australian workplaces.

Establishindnow EBPPPsupportsGovernmentn meeingits workkorce
developentprioritieswill assisboth Government and the ISCs improve the
program and the role of the IS@soordinatiorand related initiativesthe
future.

4 EBPPP in the context
training and skills development
system

Ideally different Government programs for education and training are
designed to complement each gthethat there is little overlappotential

for programdo compet against each otherdeliveingthe same objectives.

The benefit obperating a number pfogramsimultaneouslys that

Government is able to target trairfimgdifferent groups (for example those
already employed, those seeking to gain skills prior to entering the job market
enterprises themselyeg), rather than offering a osezefits all approach.

By offering a portfolio of prograr@®vernment can also gather evidence

about which techniques work the hestvhich groupandwhich are most

effective in responding to evolving economic and labour market conditions

By offering diffeznt options to job seekers, those in work and those
employers looking to benefit from training, the Government is able to gauge
the effectiveness and efficiency of diffguehity settingsandwhether

additional resourceblould be applied apolicy adpted systemically whe
proventoworkT hi s appr oach al s othaocamoresdlits t h
from a single, massive, program administered by a central body.

However, the tradeff madein avoiding tunnel visian this wayis an
increasén coss (a reduction in scale economimsjragmenting service and
policy delivery.

TheAustralianState and Territory Governments work with industry to deliver
a national training system that provides the basis for industry deaeldped
nationally recogr@dqualificationso about one in eight workHage
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Australians. Through a national network of around 5,000 public and private
RTOs over 1.7 million Australians from all ages, backgrounds and lpocations
participate in VET each year (for more detail oWEHIesystem as a whole

see appendBA).

The AustraliarGovernment currently directs recurrent VET expenditure in
accordance with the National Agreement for 8killsVorkforce
Development. This expenditure fudate and Territory Governmentsaklih
in turn, typicallyfund RTOsto train both job seekers and existing workers
accordance with the targets set out il\greement

However, the size and mijilifisdictional management of VET as a whole

leads to high transaction costs for enterprises seeking to navigate through the
system to acquire the training services they require. This was a conclusion of
Skills Australia in a recently released reporemystem:

The way the VET sector is financed and organised is overly complex. Funding
allocation organised on the basis of centralised planning has proved less than effecti
in addressing demand. The needs of learners and enterprises are obscuired, and the
choices constr ai rseaoridntation tdpeogramamatic cespdnses s L
and detailed funding accountabilities. This has often led to overlapping or competing
jurisdictional solutior{$kills Australi2011, p. 3)

In other wordsthebroadeVET system appears to have some substantial
barriers to entry for both new workforce entrants and enterprises, particularly
very small to medium sized enterpridesse barriers to entry create strong
disincetives to invest in workplace training.

The VET system, being myiirisdictional and generally centrally controlled
is also prone to low levels of responsiveness to skills demands and workforce
development pressures.

To reduce the supply side orientataord to improve the responsivertéss
the VETsystem to labour market demahé Government creattok Skilling
Australia for the Fupalecyd the Productivity Places Program (PPP)

PPPaimsto provide targeted training to support the developmekilisfin
Australia. PPP is directed teskiling both job seekers and existing workers
and provides funds through State and Territory Governraewcts

jurisdiction administers the program separately and difféseatppendix
8A.6for more detas).

EBPPPis an extension of the PRIfrected at enterprigased and enterprse
focussed training for those already in wbik administered nationally

EBPPP places the enterprise at the centre of identifying the skill development
needs, designing a trainiagponséo meet the skills needs, and seleofion

an RTOto deliver the training services.
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The Government has agreements to direct funding thi8Ug teenterprises
and existing workers, atittough themto training through RTOs.

Thebasicstructural relationship between the wider VET system, PPP and
EBPPP can be seenfigurel.

Figure 1  EBPPP in the context of the VET system and PPP

Commonwealth
Government

‘Skilling Australia for the Funure” policy

Recurrent VET expendinire Productivity Places Program

[ I

National Agreement National Parmership Enterprise Based
for Agreement Productivity Places Program
Skills and Work force on (Individual agreements with
Development Productivity Places Program* each ISC)

State and Territory Governments

Victoria

Registered Training Organisations Industry Skills Coundils

Existing workers

Enterprises/ existing

workers
Apnmmmptf

Registered Training Organisations

*separate agreement signed by Victoria

Source: ISC

4.1 Comparison with the general VET system

This section highlights some statistical differences between the wider VET
system and EBPPRuting that gven the differences in the way the VET data
and EBPPP datarereportedit is difficult to make many valid comparisons.

41.1 Disadvantaged trainees

There are qoportionately fewer disadvantaged persons in EB&MPared
with the overall VETsystemAcross all ISCs, the proportions of EBPPP
trainees with a NESB, a disability and an Indigenous backgeve6dper
cent, 13 per cent and 1.8 per cent respectively.

By comparison, the proportion of VET students in 200hati@ NESBa
disabity, orwere Indigenous,ere4.4 per cent, 5.9 per cent and 14.9 per cent
respectively (séggure?). Thisreflects the broader remit of VET in removing
social diadvantage and lifting participation rates
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Figure 2 Students in disadvantaged groups as a proportion of total
reported VET and EBPPP students (%)

16
14
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10
B VET
B EBPPP

N b~ OO

Indigenous students  Students with a  Students with a NESI
disability

Note: Data is for 2009 (VET) and 2011 (EBPPP); NESB refers to Non-English Speaking Background
Data source: ACIL Tasman (EBPPP) and DEEWR, Annual National Report of the Australian Vocational Education and
Training System 2009 (VET)

41.2 Qualification sought

Higher qualification&ertificate Il and abovaje the focus of EBPPRs

noted previously, as3 June 20136.6per cent of EBPPParticipantsvere
seeking a Certificate 11l qualificatidh5 per cent a Certificate 1V
qualification19.3per cent a Diplom&,2 per cent an Advanced Diploma, and
0.4 per cent ¥ocationdGraduate Certificate.

By comparison, in 2009, only 11.7 per cent of VET students sought a Diplome
or above, 43.6 per cent a Certificate Il or IV qualification, and 22.6 per cent a
Certificate | or Il qualification (sEgure3).

EBPPP i n the c ontteiring ara Bkills\development siysterd 9
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Figure 3 Proportion of total reported VET and EBPPP students, by
qualification level (%)
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Diplomaand Certlllor IV  Certlorll or Other
above lower

Note: Data is for 2009 (VET) and 2011 (EBPPP)
Data source: ACIL Tasman (EBPPP) and DEEWR, Annual National Report of the Australian Vocational Education and
Training System 2009 (VET)

5 EBPPRand the role of ISCs in
coordinating the program

5.1 Industry Skills Councils

ISCs are nefor-profit, independent, industigd companiegecognised and
funded bythe Australiasovernment. 8arged with driving the skills and
workforce development agerdaoss industry, the formal roles of ISCs
involve:

A Providing integrated industry intelligence and advice to Skills Australia,
government and enterprisea workforce development and skills needs

A Actively supporting the development, implementation and continuous
improvement of high quality training and workforce development products
and servicescluding training packages

A Providing independent skills and training advice to enterprises, including
matching identified training needs with appropriate training solutions;
working with enterprises, employment service provkieds,and
governmento allocate training places unithe PPP and other emerging
skilling programs

EBPPP and the role of ISCs in coordinating the program 10
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A Engaging with State and Territory Governments, State and Territory
industry advisory bodies and peak representative bodies in their area of
industry coverage.

The 11 ISCs are:

AgriFood Skills Australia

Communty Services and Health Industry Skills Council

Construction and Property Services Industry Skills Council

EE Oz Training Standards

ForeswWorksIndustry Skills Council

Government Skills Australia

Innovation and Business Skills Australia

Manufacturing Skilsustralia

Skills DMC(Drilling, mining, quarrying, civil infrastructure)

Service Skills Australia

Transport and Logistics Industry Skills Council

To o Io To Do Do Do Do o I» o

5.2 Industry Skills Councils 6role in EBPPP

EBPPP provides opportunities @nployers to align the skills arutkiorce
development requirements of the enterprise with the attainment of nationally
recognised qualificationsdiypployeed his is expected to assist enterptses
increaséabourproductivity andhe proportion of the existing workforce with
nationaly recognised qualifications

EBPPP is part of the Australian Go\
the training system to be more demand dnivieereenterprises decigéat
skills they requindwheretraining islelivered.

By placing the enterpigt the centre of the progrdBBPPP is a
fundamental shift frortine supphoriented wider VET systeandeatrlier
industryorientedraining pogramssuch as the PPP

Thisdundamental shiis because industry benefits are not necessarily the
same senterprise benefits. The aim of industry or stsldrainingsuch as

PPP or some of the broader work of the 1S@s,imsprove the size and
productivity of the pool of employees available fadbeomyeitherin

general ofor specificsectos. These schemeasay belelivered through
investments to improve the productivitgxisting workers af potential

new entrantsChis can produce significant net benefits when assessed at the

EBPPP and the role of ISCs in coordina ting the program 11



ACIL Tasman

Economics Policy Strategy

An economic review of the Enterprise Based Productivity Places Program

economyindustry or sector leyel the aggregate productivitthe economy
or industry rises.

However, each enterprise in the sector may not share equally in access to the
pool of labour; therefore, the benefits of improved labour productivity are
unevenly shared among enterprises. This means that individuaédesntagbr

are not receiving the sufficient benefit of improved productivity have low
incentives for investment.

It is also important to consider that most industries depend on a level of
flexibilitywithin the workforceThat is, enterprises benefit froavimg a
flexible workforce that can be matched to the circumstarezdehterprise
over time. However, one of the tradeoffs of greater workforce flexibility is
higher staff turnoveas enterprises adjust the number of emplageesling
to changinglemand for the products and services they prokigie staff
turnover ishowevera significant disincentivettaininginvestmentand
workforce developme(®roductivity Commission, 2011, p. 346)

The uneven distrilion amongst enterprisesindustrycentred skills and

returns ortheirinvestment invorkforce development is caused by the same
market failures as those identified in se8tifihis has led to

underinvestment in these areas, which is likely to continue unless the market
failures are corrected at the enterprise level.

However, dealing with the market failures at the enterprise level entails high
transaction cts. Transaction costs are the direct and indirect costs associated
with:

A Identifyingskills needs and compiliagargeted burtolistictraining
solution inresponse

Identifying and engagiRJ Os
Monitoring the provision of the service

Providing oversighif the programincluding reporting and financial
accountabilitywhere third partie§&spvernment) are providing funding

Having productive staff taken-bffe for traininghat is noheeded
(where existing skills are not recognised)

ST S S

ThereforewhileEBPPP appears to overcome some of the labour market
failuresby providing the means to ensure enterprises received sufficient
benefits from the training, the transaction @astsand often dbecome
prohibitivelyhigh,particularly fomicro andsmall eterprises.

Thecoordinatiorof EBPPP by the ISCs reduces the transaction costs of the
programas the ISCs af@overnmenfunded and provide scale economies
thatotherwise could not be achieved.
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The program is a partnership between enterprises, 1SGs Andttalian
Government. The Aust rr alisistaunturgdonvae r n me
sliding scale according to businessksmerprises with less than 100
employeeare funded fo®0 per cent of the trainipdpcecost;for enterprises

with between 108nd 199 employees, the Governrmoentributes’5 per

cent; and for enterprises with over 200 employees 50 per cent is contributed k
the Australian Governmein each case the employer provides the balance

ISCs with their specialised industry knowlegtgy a critical role in
coordinatingeBPPP They promote the program within their respective
industries and work with enterprises and industry associations to assist in
developing funding applications. ISCs also play an important role in the
monitoring ad coordinatiorof the program.

The Australian Government has made availplitg$50 million in Australian
Government fundingo support the delivery approximatel§4,000 training
places for existing workers. The training is delivered at the Certificate Il level
and abovegcross all industry sectansareas of national and local skills
demand.

Training supported by EBPPP funding commenced on or before

31 Decemeér 2010. The duration and completion of traimésgbeen

dependent on the time required to gain the qualification sought. It is expected
that all of thigraining will be complatdefore 31 December 2013. The final
evaluation of the program is schedtddae completed by 30 April 2014.

The following sections describe in more detail EBPPP aodrienatiorby
the ISCs.

5.3 Distinguishing characteristics of EBPPP

EBPPP has been implemented to improve on existing programs in the
following wag

1. Leveramgco-investment in skillingf the workforcethrough joint
AustraliarGovernment/enterprise contribution

2. Targeingthe identified skill needs of existing workers

3. Focusngon Certificate Il 1V, Diploma and Advanced Diploma
gualificationgorimarily fromthe Priority Occupations Productivity Places Proc
List

4. UdngISCs amdependent, expert intermediariegualifications, skill
needsworkforce planningnd developmemiore broadlyand as the
central coordinators of the program

EBPPP and the role of ISCs in coordinating the program 13
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5. Streamlimgengagemetibirough a single process and simple funding
mode] as distinct from the eight different jurisdictional approaches to the
statebasedProductivity Places Program

6. Responohgequally well to the individual needs of small, medium and large
enterprises

7. Growingindividual enterprise understanding and commitment to skilling
and workforce planning as a fundamental business strategy.

Each of these objectives is dealt with in th@ffmg sections.

531 Leverage co -investment

By establishingdividual agreements between ISCsmalivlduakenterprises
there is an opportunifgr the busined® betterecognisajnderstanand
benefit fromthe value of trainingSCshaveadddvalue by identifyingetter
and more appropriateaining opponities and brokering ceeffective
training solutions for enterprises

A measure of the success of EBRRR increase enterprise funding of the
scheme above the levetraininginvestmentheywould have made if the
program was not availabkeeidenced by several of the case studidse
first twelve mothsof EBPPR for every dollar contributed by Government,
$0.50 was contributed by enterprises

5.3.2 Targeted training

A key feature dEBPPP ighe upfront identification dfaining needs in
accordance witine nt e r p r i ax@dutuie businessreguirémeantsl in
the context of the existing workers and their skills base.

Because of this foclRPLis a mandated and critical element of the program
it both reveals thatent skills base of the workfQrelich might be better
utilised, and ensures that any training solution does liwatetpe acquisition
of skills or knowledge already held.

Fromastaffr et ent i on perspective, the r e
a formal process that results in a qualification of national standing

considered a further benefit for those enterprises struggling to retain skilled
workers.

5.3.3 A focus on higher level qualifications

EBPPP is focussed on qualificatiarGertficatelll and abovewhichreflecs

t he probjgctiveohir@reasing productivity and skill levels of individuals
in priority occupation&BPPP will make a positive contribution to the

Coundl of Australian Government's (CoAG) 2020 targets for halving the
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proportion of 2664 year olds without qualifications at Certificate Il and
doubling the number of higher qualification completions.

5.3.4 The role of ISCs as the central coordinators

ISCsarea ley feature of EBPRRveramg off their already recognised role in
workforce planningnddevelopmentiSCsactas the coordinatoos the

program and work with employers to identify skills gaps and training needs
they alsalirect employers to appragequalificationandmodes of delivery

It is unlikely that a program such as EBPPP could be delivered without the
oversight of independent organisations lvagth industry specific knowledge
and workforce development expersseh as the ISCs.

ISCs lave over timedevelopeaapacityn forecasting the skill needs of

specific industries and as a rethdy offer specialikhowledgehat

employers may find valuable. Most employers, particularly small and medium
sized enterprises, are excellentatifging their immediaskillsneeds, but

may not have a clear view about demographic changes, future technologies a
consequentlyher future skill requirementBhe enterprises may also have

little or nocapacity to '‘package’ their skills requirements into a form that can
be taken to the training market.

ISCs also deal witHaagenumber ofindividualenterprises within their

industries, and develop a more comprehensive view of theHatumest
enteprisesareable ton isolation T hi s ¢ o ecbndmidsfescopéa,l | e ¢
where the ISGsanbe more efficient (and possibly more accurate) than
individual enterprises in predicting skills shortagesuse they have a wider

field of experience.

ISCsakodevelop and maintain the nationally endorsed qualifications on behal
of industry. These reflect the skills and knowledge required by a person to
perform competently in the workplace.

As part of this proced§Cs maintai€ontinuous Improvement PRhich

outline the changes to be made tajtieifications and units of competency
theyincludeto meet the existing and emerging skill needs of industry. The
Plamaraupdat ed annually, and posted on
industry, RTOs and Stated Territory Training Authoritiese able to plan

and respond accordinghis research adds to the depth and breadth of
vocational information available to industry and governments that may not be
otherwise available.

ISCs may also have thesifionand opportunityo negotiate better pricasd
quality of outcoméor training through their central ratethe programrheir
recommendations to enterprises will also be imptotdt Os,whichin
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some instances mayly seek to compete on the basiswfcost training to
secureghetrainingcontract

The important question is whether the ISCs generate benefitsatbetgpar
their coss. This needs to be carefully evalyskechuse the benefits of the
ISCs will be reflectedtimatelyin their abilityto contribute to labour force
productivity growthithrough:

A Provision oindependent, expert advice and oversight ofesopment
of training standards and delivery of training programs

Oversght, often on behalf of enterprisetthe quality of traing service
delivery by RTOs

A

A Assising enterpriset navigate the complex and mjuitisdictional VET
systemgnd, in doing soeducing transaction costs for enterprises)

A

Providnglongestablished, and at the same time, contempuaiekgt
knowledge ahexpertise

A detailed case study of how the ISCs activities contribute to industry
workforce development and EBPPP can be seen in case study 11 (see
appendiBL). This case study analyses the roletieatSCService Skills
Australia (SSAplays in assisting the service industri@eklingheir
workforce developmenhallenges

SSA was chosen by ACIL Tasman as a case study in its ownhégberaice
industries ardominated by micro, small and mediundgnéerpriseemploy
a significant proportion of the Australian workfostechaccording to the
ISCsaresome of the hardest to engag®imaltraining.

As part othel S Qverkforcedevelopmentole a range of diagnostic tools
that allowenterprises to identifigeir skills needs and the training required to
fill actual and anticipated skills gapsBox 1). Most ISCs condutiusiness
and workforce developmathagnostisthrough consultation with interested
enterprises.

A graphical representation of the roé the ISCs play in deliverEBPPR
and more broadly in workforce developrpisigresented iRigure4.
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Figure 4 Overview of ISC activities and relationships
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Box 1 An example of the workforce developments tool developed by
the ISCs

SkillsDMC isthe ISC for the Resource sand Infrastructure industriesin Australia. In addition
to its intelligence gathering role,t  he organi sation develops tools and competency -based
training materials for individuals, work sites, companies and industry.

SkillsDMC has developed an Online Workforce Planning and Development program, the
Skills Maximiser. The Skills Maximiser is a diagnostic tool that calculates workforce demand

in the resou rces and infrastructure industries. It  helps organisations to identify skills gaps in
the current workforce, as wellas  to predict any future workforce gaps in the organisation
and on-site. It links skills development needs and strategies to business objectives , to
accurately identify the skills needed at any given time (SkillsDMC, 2011).

It allows the user to :

A Develop a competency profile for job roles

Tailor competencies to specific site needs

Develop assessment tools that are linked to site requirements

Report and chart skills development efforts

Do e o P>

Provide an overview of employee performance and performance standards

The Skils Maximiser can be used to meet a variety of strategic business targets, such as
safety targets, productivity targets and cost reduction targets (SkillsDMC).
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How it works

The Skills Maximiser bases its skills demand estimates on the national competenc ies and
appl ies these to individual sites. To do this, the user goes through a five step process:

1. Profile 8 determin e the skills and expectation s of the individual sites

2. (@Contextualisation 60 determine the level of competency needed and the
performance lev el required for the respective work in the operation or business

3. ldentificaton -det er mi ne empl oyees6 skill Il evels a
show where employee performance can be enhanced

4. Fulfilment & the user (business or operations manager)i s provided with an overview of
skill shortages in the business and ways to improve them

5. Evaluation ¢ a SkillsDMC representative , in cooperation with the user , will monitor key
figures, such as employees, equipment, production levels and the performance
standards they have met. This evaluation step gives the user a full evaluation of the
training effort .

5.3.5 What it provides to the user 0 the outcome

The outcome of the evaluation process is real -time planning data at enterprise or site
level. This data includes:

A Workforce requirement s for an entire site by occupation , category and by year
A Projection of the current workforce  , incorporating expansion and turnover
A Additional workforce required to achieve the business objectives of the respective

enterprise 2.

Source: SkillsDMC

Opportunities to improvethe ISCrole

To fulfil their role, ISCs have developgteénsive industry networks and
expertise in the area of skills development and worfanteng They are

charged with the oversight and expenditure of considerable amounts of public
funds, acting as agents for the Government.

In seeking t@ptimise the returns to Government in a masksed economy
where the enterprise returns from trgjrare generally high (although often
not wellquantifiegl there is considerable potential to ‘crowd out' private
investment in workforce developmento make investments in training that
the enterprise may have sufficient incentive to nakgefnmat does not
invest.

2 Additional workforce is calculated by taking the total required workforce less the existing
workforce and the impact of turnover.
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To reduce the risk of crowding puivateinvestmentthe ISCs need to assess
eachenterprise applicatiomterms of market failur€he aim should be to

correct any market failure that has produced-umaestment and determine

thel SC8s most economically efficient

ACIL Tasman believes that i€ sshouldconsidedeveloping a market
failure framework that can be used to assémrise applications and make
recommendatiato GovernmentACIL Tasmarhas developed a generic
market failure investment checkthst has been applied to a number of
situations and whiatould be adapted by the ISCs thuoe intervention
failure riskSuch drameworkcouldunderpin and support the assessments
undertakeiy each of the ISCs, and the formal program guideline the
administefor programs such as EBPPP.

The main elements of the check list can be found in apfkhdix

5.3.6 Streamlined engagement

EBPPP streamlisengagement with employers through a single national
program rather thamhe State and Territogdministeredationatraining
system. This benefgmployershatoperatén more than one jurisdictiamd
would namally have to negotiate with each individual jurisdictEross
multipleRTOsto undertake the same breadth of training

5.3.7 Offer solutions to benefit all sizes of firms

EBPPP has been able to service the needs of micro, small and metium size
busines@ particulardue predominantly threereasons:

1 The demandriven model places enterprises in the driving seat of
discussions with RTOs and gives thénmglalevel of negotiating
abilityregardless of business scale

1 The support and independent expedid8Cs haseduced the
transaction coster smalleenterprisewhich are often acutely felt at
this scale and which rarely have thmwuse dedicated expertise to
skills development/ workforce planning

1 Byopti mi sing | SCs 0, ireanumber ¢f instasces, n e
usingindustryassociations as a conduit to access their members, this
program was able to attract significant numbers of enterprises, often in
regional aregthat may nobvtherwisénave had this opportunity
afforded to them.

It is difficult to see how a demaddven, flexiblekills developmeprogram
with high levels dbovernment support could be administered witivelk
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resource@nd independent oversighuch as that provided by the ISCs. The
resources provided by the IS@stheir detailed industry knowledgd
network of industry contactleir technical expertiae well as their capacity
to undertake industiyide workforce development research.

5.3.8 Skills development and workforce planning as a
fundamental business strate gy

Evolving enterprise culture to a point where workforce planning and skills
development is seen as a fundamental business strategytesa long
propositiond and not within th&vindow of EBPPP operationaderanalysis

There are however, promising sgmerging fronthe case studies in

appendix Qwhere enterprises have witnessed immediate productivity returns
and as a consequence, made clearer links to the value and importance of skil
development and workforce plarghConversations with enterprisEs

however, emphasise that for this to be considered an effective and supported
strategyit must not only be solutions focusdmat must also be extremely

timely inapplicationThis is not to be confused with trairtsegng provided at

a O0Otime, pace and placed of the ent
betweennitial negotiationagreement to proceed amtimately, the delivery

of training.

In simple terms, training and workforce development wilberdeen as a
valid business stratdgyenterpriseshencontent andielivery is itselbased
on thefactors critidao6 d oi ng . busi nessd

6 EBPPP statistics

This chapter presents summary statfstié&SBPPPfrom 1Jdy 2010 to 30
June2011. A brief coparison with the VET systebased on the data
available at the time this repsaswritten,is also provided.

These statistics are based on data provided by the ISCs. The data is not
audited, but is predominately the same data that the ISCs submiW&DEE
everysixmonthsas part of their EBPPP reporting obligations.

6.1 Contributions

Both enterprises arfdovernmentave contributed significanityEBPPP.
The average proportions were 32.8 per cent (enterprise) and 67.2 per cent
(Australian ®vernment).
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Theproportion of contributions by enterprises @adernment vaes
considerably acros&lustres,reflectng sectoaldemographics and the sliding
scale of incentigaccording to enterprisee As noted previoushhe
Austr al i an m&ouneanmnbotiemst9@ per cent of the cost of a
training placeof enterprises with less than 100 emplpy8gzer cent for
enterprises with between 100 and 199 employees, and 50 per cent for
enterprises with over 200 employees. In each case, the emplaes threvi
balance.

6.2 Cost per training place

The cost per training place varies asedsrpartly because tiehigh
variation of cost between vocational avdaish isurther impacted by
location, delivery mode and individual learner requirements

Table3 shows the average contributions by enterprisé€sosednmentby
qualification levelProgram policy settingppear tinave enabled the average
costpertraining place to be brought in well undenth&mum price for each
qualification levepfogram cayfor each qualification level

Table 3 Enterprise and Government contribution by qualification
ooty vemeg s Eemise  COREL
e raining place P
Qualification place under EBPPP contribution contribution
on average on average on average

Certificate Il $5,000 $4,391 $1,319 $3,072

Certificate IV $5,000 $4,239 $1,278 $2,961

Diploma $10,000 $6,743 $2,669 $4,074

Advanced Diploma $10,000 $6,218 $2,600 $3,618

Data source: ISCs six monthly reports

6.3  Agreements signed

The total numbeiof agreements signed by 184k Participating
Organisation@POs)and Registered Training OrganisatiBi®s)to
30June2011 were481 and 43respectively

6.4 Gender of learners and social inclusion

6.4.1 Gender

Thetotalnumbes of male and femalearnergarticipating in EBPPi©®
30 June 2011ere9,907 and 3,783 respectivibross ISCshe proportion
of females varied greatly between 2.2 per cent and 87.1 per cent (averaging z
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per cent)which waseflective othe gender mix of employees in industries
represented by each ISC.

6.4.2 Social inclusion

To 30 June 2019.6 per cent &dBPPPleanerswere froma disadvantaged
background. These are categorised according to those witiEaghsim
Speaking Background (NESB), those with a disability and those with an
Indigenous background.

The proportions oEBPPPlearnersvith a NESB, a disabiliyd an
Indigenous background were 6.5 per cent, 1.3 per cent and 1.8 per cent
respectively. According to the Australian Bureau of Statistics (ABS),
Indigenous persons comprised approximately 1.5 per centotdliladour
force in 20009.

6.5 Quialifications sought

The number olearnerseeking a Certificate Ill, Certificate 1V, Diploma,
Advanced Diploma and Vocational Graduate Certificate qualifacaties
ISCs (to 30 June 2011) is showifrigures.

The total numbers across 19@3e5,017 (Certificate Ill), 5,681 (Certificate

V), 2,649 (Diploma), 307 (Advanced Diploma) and 61 (Vocational Graduate
Certificate). The corresponding average proportions for the above
quaificationswere 36.6 per cent, 41.4 per cent, 19.3 per cent, 2.2 per cent and
0.4 per cent.

It should be noted, however, that gualifications sought by industriey var
significantlyand reflect many factossich as the recognised entry level,
evolvingnature of job roles and rate of technological change
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Figure 5 Qualifications undertaken by learner (to 30 June 2011)

307 ~61

2649

5017 m Certlll

H CertlV

1 Diploma

B Advanced Diploma

M Vocational Grad Cer

5681

Data source: ACIL Tasman analysis of data provided by ISCs

6.6 Status of trainees

Figure6 shows the status of trainees as of 30 June 2011. The data clearly
indicatsthat the majority of the trainees had commenced and/or were
continuing but had not yet completed ttrainingat that point

Figure 6 Status of learners (as at 30 June 2011)

4.6%

15.2%

0.3%

B Continuing &
commencements

B Withdrawals &
terminations

[ Completions

H Not yet commenced

Data source: ACIL Tasman analysis of data provided by ISCs
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6.7 Size of participating enterprises

6.7.1 Number of participating enterprises , by size

The number o$mall, medium and large enterppsescipating in EBPPs
at30 Jun01l) is shown irFigure?. The data indicatéhat the vast majority
of participating entprises are small (employing fewer ff@rpersons)
according to the program guideliéswever, the proportion varies across
ISCsandmost likelyargelyreflectssectorenterpriselemographics

Figure 7 Number of small, medium a nd large participating enterprises (as at 30 June 2011)

172
77

M Small
B Medium

[ Large

2,682

Data source: ACIL Tasman analysis of data provided by ISCs

6.7.2 Number of learners, by size of enterprise

The rumber oflearnersn small, medium and large enterprises participating in
EBPPP (as &0June 201)1s shown irFigue 8.

Comparsonwith the previous chashows that, unsurprisinglyarger
enterprises tend to provide mtaarnershan smaller enterpes
Nevertheless, small enterprises still provide the majority of EEBRRPSor
five of the ISCs (ForestWorl&C, Construction and Property ServI&&s
Service Skills Australia, EE Daining Standardsd Community Services
and HealthSQO).
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Figure 8 Number of learners in small, medium and large enterprises participating in EBPPP (as at 30
June 2011)

5,162
B Small employers

6,270 B Medium employers

m Large employers

1,597

Data source: ACIL Tasman analysis of data provided by ISCs

6.8  Location of training *

Figure9 shows the number tdarnerdeing trained in each state/territory
(as at 30 June 2011).

The ISCs have advised that:

A Uptake of training places across the jurisdictions is to a large degree
reflective of industry concentratemd demographics

A In several instances, the national focus of the program has enabled nation.
enterprises to engage in a single, borderless approach to skilling their
workforce Thebroader system, where enterpriseegrered to navigate
eight different interpretations of national policy, continuescitedeas an
on-going disincentive to enterprise workforce development

3 Defined by where training delivered
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Figure 9 Number of learners being trained in each state/territory (as a t 30 June 2011)
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mNT
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3,737

2,530

356

802

2,171
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Data source: ACIL Tasman analysis of data provided by ISCs

6.9 Recognition of Prior Learning

While EBPPRocuse®n existing workers attaining higher level 8kals

distinct from it being a recognition progfamexisting skill8thep r ogr a md
RPL rate of 16.9 per cent is significantly higher than the national @&fage
per centaichieved through the VET systi@n2009.

ISCs have advised that:

A Theup-skillingobjectiveof the progranand focus otthe acquisition of
new knodedgeand skillshas meant a lesser amount of RPL than some
externabbservers would expect of a program focussed on existing workers

A The definition obexisting workérhas beefiexibleon the amount of
time someone had already been employed. This meant some learners hav
beenrelativelynew to the jopwith limited skills relevant RPL

A Where the program is intended to drive a culture change within an
enterprise, learners may undertak&rdireng togethen a team
environmentirrespective of existing skills being present.

6.10 Priority occupations

In addition to responding to tROPPPLthe flexibility of EBPPP has
enabled it to respond to the individual needs of enterpridesgaographic
hot spotswhere skill needs are localissdvell as to the needshwhe
industry segments
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If an enterprise's occupational need was not identified on the POPPPL,
enterprises have been able to apply to have their specific enterprigs prioriti
considered. This flexibility is in keeping with the enterprise focus of the
program, and recognises that skill needs differ between regions, jurisdictions
and industries.

7 Case studies

The third tranche of the analysis conducted for this review wias afsease
studies drawn from threearly 300 enterprises that have applied for and
received funding under EBPPP.

There werd1case studies prepared for this analysis. Nine were enterprises
that put staff througfualificationsinder EBPPP. One casedstuvas of an

RTO and onénvolvedService Skills Australia, an ISC working in the service
industriegsee appendlx53).

The case studies have been chosen &npiaghe enterprises' own words,
particular aspect &BPPP and/or the role of the ISCsoordinatinghe

program. They are presented as a qualitative 'lower bound' demonstration of
the programin that they present a highly successful group oflEEBPP
participants. This means theatenif these case studies andyindicative of

the wider population of successful projects, #leseare likely to be

sufficient to justify the entire program to date.

7.1 Case study approach and methodology

Each of thdSCs vasasked tanominatehree to fouenterprisesrom which

one was chosen by ACIL TasnEme ISCs were given broad criteria to use

to ensure thas a whole, the case studersonstrata range of experiences

of the program and the role of the ISCs. The criteria the ISCs were asked to
consider when making their selections were:

A Size of enterprise (by number of employees)
A Location
A Type of training

Once each of the case stushasselectedhey were contactéy the ISC to
confirm participationVhenthatwas confirmedACIL Tasmarcontacted

each of the participants and arranged a time to ntksetuss the projeover

the phoneACIL Tasmarprovidedeach company withtwo page

introduction to the analysisdea series of topidsased onthe r gani s at i
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approach to training investment, their past experiences and their experience
with EBPPP.

Once a draft of each of the case studies was comipleeesisent to the ISC
to check for accuracy and to proadeopportunity for the ISC sdany
additional relevant material. In almost all dhgesase study draft was also
sent to the enterprise to review, correct and add material as they saw fit.

7.1.1

Case study participants

The case stuayganisationand cotacts from each enterprise are listed in
Table4.

Table 4

Case study participants

Enterprise name

GEON Print and Communication
Solutions

Broome Port Authority

Heritage Building Society

Ausgrid

Raine and Horne

Grampians Wimmera Mallee
Water

Hyne

Seafood Training Tasmania

Energy Resources Australia

NSW Department of Community
Services

Service Skills Australia

Enterprise contact
Martin Cansell: HR Manager

Rob Wilkinson: Operations
Manager

Heather Timbs: Manager
Learning and Development

Neil Roberts: Manager of
Professional Development

Kevin Magee: CEO South
Australia

Jenny Reid: Learning and
Development Manager

Peter Kelly: Learning and
Development Manager

Rory Byrne: Manager

Kelly Morrissey: Learning and
Development Manager

Amanda Mathers and Al
Dawood: Learning and
Development Managers

Bernard Moore: Workforce
Development Manager

Type of business

Printing, communications

General cargo stevedoring

Financial services

Electricity retailing and
transmission

Real estate and property
management

Water regulation and
management

Sawmilling and timber products
Registered training organisation
servicing the Tasmanian

seafood industry

Uranium mining

Community services and child
protection

Industry Skills Council

Responsible ISC

Manufacturing Skills
Australia

Transport and
Logistics ISC

Innovation and
Business Skills
Australia

EE-Oz Training
Standards

Construction and
Property Services ISC

Government Skills
Australia

ForestWorks ISC

AgriFood Skills
Australia
Skills DMC

Community Services
and Health ISC

Service Skills
Australia

7.2

Case study results

The full case study repcen be found in appends B to L

The key themes frothe case studies are:

A The enterprises all reported that EBPPP provided significant enterprise an
employee benefits. The benefits that accrued to the enténpsisgsned

Case studies
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because they cowdthbed the skills and knowledge specific to their
operations witin the training

Employees benefited from the traifwygainng skills that enhanced their
prospects within the enterpri$beyalso obtained nationally recognised
qualificationsvaluedn the wider employment market

In all case studies, the enterprigere able to have the training tailored to
their needs. The dominant enterprise needs from the training were:

I  That itwas based on the enterprises processes, systems and strategy

I Structured to meet timing and location needs of employees and the
enterprie (particularly important for the employees running small
businesses, franchiseshmse irsenior positions in tireenterprise)

Able to ensure thaarticipatinggmployees were able to achieve
nationally recognised qualifications

EBPPP recognisele eyerience and skills (and prior learning) of
participating staff. This enabled staff to build on their skills and experience
in the enterprise or industry and improve their career prospects in the
organisationThis was also important for several case etuelpriseas

it meant the training focussed on skill gafiser than wasting time on

training in areas where skills were aleasadiable

EBPPP also allowed most enterprises to offer relevant tailored training to
all of their staffregardless ofiverse needs and levels of prior learning

Each ISC played an important brokering role between the enterprise and
DEEWR, and oversaw the relationship between the RTO and the
enterprise

In a number of case studies, the ISC provided a diagnostic service to the
enterprise that allowed it to identify skills nedase they wergot

already clear, establish the most appropriate qualification(s), and engage ¢
suitable RTOa deliver the requd training

—_(

The following sections contain the results for each of the specific questions pt
to the case study enterprises.

7.2.1 Key skills and workforce development drivers

The case studies reported a number of key drivers of workforce development
and skillgslemand for the enterprise. They can be summarised as:

T To I T I

Managing occupational health and safety risks

Regulation and compliance such as meeting license coaditirarial
services regulation

Workplaceplanningas part of the introduction of nemploges
Improving labour productivity in tight labour markets
Introducing new technology, equipnmemdprocesses
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7.2.2 Identification of skills and training needs

The case study participants related a number of ways that they identified their
skills and workforogevelopment requiremerttsey can be grouped around:

Enterprisestrategywhere workforce development requirements are
identified apart of the implementation plan of an enterprise's strategy

Employegerformance reviews

Formal learning and developmedanp often developed by dedicated
learning and development staff

Project planning where skills development is included as part oétbfe suit
project planning disciplines

Staff retention, inducting new staff, antpdoyingstaff from within the
organisation

o Do Do Do Do

A Meeting employee expectations and workplace agreement conditions

7.2.3 Prior training and workforce development experience

When considering the case study participants' response to the quality of the
training received isimportant to differentiate between the 'quality’ of the
qualification (its usefulness and relevance to the enterprise and the employee
and the quality of the training provided byRM®.

In most case studjgbe usefulness and relevance of the quisdific@as high

if the training demand was driven by meeting a compliance requirement. That
is, If a recognised qualification was needed to obtain a license (such as a Rea
Estate agent's dirce) or meet OH&S standards, and the training meant that
the quafication was achieved, it met the neetistbithe employer and

employee.

Where training was undertaken to meet compliance requirements, the greater
the level oRPLachievedhe lower the cost of achieving the qualification.
However, by definitigmhigh level oRPLmeans that the employee attending
thetrainingdoes not learn as many new sKiliés was the experience of

GWM Waterwhere Certificate Ill in Water Industry Operatiwasobtained

by staff through neEBPPPtraining but the enterprisand staffvere
dissatisfiethecause there were very high rates oaRého new skills had
beenacquired

However, a key theme of the case studisthat much more valweas

realised from the qualification and training experience where the RTO
deliveredt in the context of the specific enterprise’'s operations, policies and
proceduredn all case studies, the enterprises reported that EBPPP combined
theachievement of nationally recognised qualifications (Certificates, Diplomas
or Advanced Diplomagyith the development of skills relevant tar the

Case studies 30



ACIL Tasman

Economics Policy Strategy

An economic review of the Enterprise Based Productivity Places Program

operationsThis meant that th&killsacquired delivereshmediate value to the
enterprise.

The case study participants' previous experience of the quality of the training
providers was generally gaalthough some felt that some RTi@2&l been

more intent o ensuring employees obtained qualificatiatier than leaimy

any new skills.

7.2.4 The role the ISC plays in the industry

Most of the case study participants did not know a great deal about the broad
industry role of the ISGther tharthelSCs worked with some of their peak
industry bodies or sat on Industry Training Advisory BoardsgITAB

7.2.5 The enterprise s' experience of the role  of the ISC in
delivering EBPPP

In all case studigbe ISCs were refded as playing a brokering role to assist
enterprisgapply for funding anflfilling reporting and accountability
requirement®® DEEWR. Most case studies reported that the relevant ISC
also worked with the enterprise to select and oversee the peréoofithe
RTO.

In many case studies, such as Raine and Hor@enisteuction and Property
Service$SC developed a close working relationship with the entéfpase
enterprise would raiskillneeds andhe ISC would then provide advice on
possibldraining solution®r assist in the selectionRTOs.

In some cases, suchEamergy Resources Austrai ), the ISC provided
comprehensive diagnostervices that allowed the skitjuirements of the
enterprise to be identified, a suitable tranesgpnselesigned and training
services secured.

In the case of the Broome Port Authgribye Transport and Logistics ISC
identified a Melbourne based RTO and negotiated an arrangentecih
the RTOwas willing to provide training on site in Broome.

In most casethe ISC also provided auditing servicab®itraining delivered
and, in doing so, providedsential independent oversight of the program.

7.2.6 What would the enterprise have done if EBPPP was not
available

In almost every case study, the trginimdertakethroughEBPPPwould
have been delayed or reducékifprogrannad not been available. Where
training was driven by compliance requirenentesprises confirmed
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modified version of the training would have been undertaken, but only to meet
minimum compliance requirements.

Seafood Training Tasmam@a,RTO which has participated in EBPPP and
provided qualifications across a consortia of small businesses, confirmed that
the program had enabledesponsapecifically designed to meet thezdse

and structured to fit into the seafood production calendar. There was no
equivalentraining solutiomvailable.
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A  The VET System

A.1  Providers and funding

Historically aupplyside scheme, the VET systeharngelyfunded by

governmer# and student fees, and to a lesser degree through fee for service
activities The VET systens largelyprovided through governmemnivned

TAFESs universities wit TAFE divisiongnd privat&RTOS althougthit also
includes:

agricultural colleges

adult community education providers

secondary schools and colleges

industry and community bodies with an RTO arm

businesses, organisations and government agencies tRathatatus
for trainngtheir own staff.

T To To To I

Australian Government funding is directed to the State and Territory
governments, Australidpprenticeship Centrasdto employer incentives
for Australian Apprenticeships and Registered Training Organ{§afioss.
State and Territory governments provideddiich (68.1 per cent) of the
government funding for VET in 2009, with the Australian Government
providing $1.5 billion.

The majority of VET funds are allocategublicand privat&RTOS based on
theplannedargets and priorities set by State and Territanyiig
Authorities.

A.2 Services

Outputsfrom the VET systenare the wide variety géialificationganging
from a single module binit of Competencgythrough toAdvanced liplomas
Graduate Certidfates and Graduate Diplomas

A.3  Uptake

In 2009 approximately 1.7 million people were reported as participating
VET programs at 14,893 locations across Austraisepreserdd11.2 per

cent of the population aged between 15 andtbdtigearOf these, 1.3

million students (74.7 per cent) were government funded and the remaining
431,400 students (22.5 per cent of &g either domestic studemtsvere
international students (2.8 per cent of total).
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The 1.3 million students who participatecuegmenfunded VET

programs in 2009, undertook 352.1 million hours of VET (on average, 276.3
hours per student). Of these, 75,984 (6 per cent) gained some recognition of
prior learning.

The level of qualifications undertaken in 2009 is shown in theetable

Table 5 Level of qualifications undertaken in the VET system in

2009
Qualifications Proportion of VET students
enrolled

Diploma or above 12.2%

Certificate Il or IV 49.1%

Certificate | or Il 24.8%

Does not lead directly to a 13.9%

qualification

A4 Cost

In 2009 the recurrent expenditure on VET was B#lidn (compared with
$4.4billion in 2008). State and Territories are responsible for allocating funding
for VET services and suppagthe maintenance of public training

infrastructure. They oversee the delivery of puhliaed training and

facilitate the development and training of the VET workforce.

A.5  National Agreement for Skills and Workforce
Development

The National Agreement for Skills and Workforce DevelopmenWWNASs
implemented on 1 January 200€placed the previous agreement,
Commonwealtst at e Agreement for Skilling
(CSASAW)whichran from 1 July 2005 to 31 December 2008.

The objectives of NASWD are:

A All workingage Australians rathe opportunity to develop the skills and
qualifications needed, including through a responsive training system, to
enable them to be effective participan@nd contributors tahe modern
labour market.

A Individuals are assisted to overcome batsieducation, training and
employment, and are motivated to acquire and utilise new skills.

A Australian industry amadividuabusinesses develop, harness and utilise
the skills and abilities of the workforce.
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The targets of NASWD are:

A Halve the proportionf Australians aged-8@ without qualifications at
Certificate 11l levebr abovebetween 2009 and 2020.

A Double the number of higher qualification completions (Diploma and
Advanced Diplomapetween 2009 and 2020.

The performance indicators used to nmegsrogress under the NASWD are
the:

proportion of the working age population at literacysleveland 3;

proportion of 2664 yeanlds who do not have qualifications at or above a
Certificate llI;

proportion of graduates employed after completimingaby previous
employment status;

percentage of graduates with improved employment status after training;
number of hard to fill vacancies; and

proportion of people employed at or above the level of their qualification,
by field of study.

T To I > T I

A.6 Overview of PPP

The primary objective of the Productivity Places Program (PPP) is to provide
targeted training to support the development of skills in Australia to meet
existing and future industry demands.

Under theSkilling Australia for the Furitiggive, the PP aims to provide
access to up to 711,000 qualifications over 5 years, from 2007 to 2012, for
existing workers wanting to gain or upgrade their skills, and for job seekers
wishing to enter the workforce.

The Australian Gover niBePrtadesasofiexistings t r
and future skills needs is increasing the qualifications of Australians and playi
an important role in preparing the workforce for the future. As at

31 December 2010, over 366,000 training commencements had occurred
across alllements of the program.

Traininghas beepffered to eligible existing workers and job seekers under the
Counci l of Australian Governments?®o
Agreement for PRBigned by seven state and territory governments. The
Victorian Gaoernment signed a separate agreement. A number of places are
being delivered directly by the Australian Governthemigh the New

Enterprise Incentive Scheme (NEPPP.
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A.7  State and territory government delivery of PPP

Under theAgreementsStateandTerritory governments will deliver over

70 per cent of the total PPP training pldodsoth existing workers and job
seekers. The N®°PPP commenced on 1 January 2009 and will expire on
30 June 2012.

The program has two outputs: 557,556 course enrolmed32a881
qualificatiorcompletionsThe entitiements to training are divided between
existing workers and job seekers.

For each payment for an existing worker, the Commonwealth will contribute
50 per cent, the State or Territory will contribute 40 peaodrthe
individual/enterprise will contribute a minimum of 10 per cent. The
Commonwealth will contribute 100 per cent of the cost of training places for
job seekers.

In the first year obtateandTerritorygovernment delivery under the National
Partneship, 71,633 total enrolments (including new commencements and
participants continuing in traininggre reported for job seekers and existing
workers. This equates to approximately 70 per cent of the total enrolment
target for 2009.

This total include34,567 enrolments for job seekers (93.5 per cent of the
target for 2009); and 37,066 enrolments for existing workers (56.3 per cent of
the target for 2009). Nationally, approximately 88 per cent of all enrolments
were at the Certificate Il level or above.

Through the delivery of training $tateandTerritorygovernments,
individuals who have besstrenched omade redundant may be eligible for
priority access to a PPP job seeker training place.

COAG agreed witlstateandTerritorygovernments to delivarCompact with
Retrenched Workers on 2 July 2009. Where workers are able to meet eligibilit
requirements, this Compact allows them to access state and territory, delivere
governmensubsidised/ocational Education and Training qualifications, such
as hose available through PPP. Workers ndealvea separation certificate

or notice of redundancy.

A.8  Australian Government delivery of PPP

Under the Australian Government administration of PPP, of 42059

participant commeneents in the program in 208%59 identify as NESB

2,621 as people with a disahilif903 as ATShnd 25,648 dhe participants

are women. This data cannot, however, reflect the true number of participants
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from these groupdue to the element @fnknowrdor dot-statedresponses
in each category.

A.8.1 NEISPPP

From 1 July 2009, the Australian Government began delivering training place:
to New Enterprise Incentive Scheme (NEIS) particighrdasigh the

Productivity Places Program (PPP). NEIS helps support eligible unemployed
people to start up and run new, viabt®all businesses. A minimum of 19,700
training places are being provided to NEIS participants through the PPP over
three years (7,100 places in 2@P@ith 6,300 placeés each of the

subsequent two years).

The traning delivers a qualification in either:
A Certificate 11l in Micro Business Operations (BSB30307)
A Certificate IV in Small Business Management (BSB40407).

The training is providing NEIS participants with small business management
skills, which assists themthe development and execution of a business plan.
Business plans need to be approveddiyEIS provider before the

participant can start operating their business.

A.8.2  Job Seeker and Structural Adjustment Places

Prior to the state and territory governmeiit del i very of j ob
places, from April 2008 to June 2@08 Australian Government directly
administered this element of the program. Furthermore through Structural
Adjustment Places, the Australian Government delivered training places to
groups of retrenched or redundant worlkassvell as funded-tmining
opportunities for individual insulation workers.
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B Case Study 1: Geon Australian Pty

Ltd
Name of enterprise GEON Australia Pty Ltd
Contact Martin Cansell (HR Manager)
Industry Printing and Communications
Type of enterprise Sales and manufacturing
Responsible ISC Manufacturing Skills Australia

B.1  Background

This case study was prepared with the assistance of Martin Cansell, Human
Resources Manager for GEON Australia Pty LddG E (bhiséd) at the
company's Australian head office at Banksmeadow.

GEON is a printing and communications business operating in Australia and
New Zealand. Its services include:

A Printing (digital media, offset and digital print)

A Direct marketing and datmanagement

A Graphic and communications design and development
A Warehousing and logistics management

GEON employs more than 1,250 people across Australia and New Zealand,
and generates annualeraves of over $300m per ann@BON is one of the
largest priting and communications companies in New Zealand and Australia.

Given the mix of manufacturing, management, design and communications
development activities across the firm, GEON has a wide range of skills and
workforce development needs across a largeagbh spread of locations.

Skills and workforce development needs include:
Apprenticeships

Sales force training

Occupational health and safety training

Management and corporate professional development
Adopting new technology

To To To To I

Given the diverse rangestdlls need$&GEON's training and workforce
development drivers are varied. They include:

A Maximising manufacturing and warehouse efficiency
A Reducing labour costs
A The introduction of new technology (printing presses, maghiagry
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A Retention and attraction of staff (staff expect a level of training in
employment contracts threymay not seek employment with GEON)

The major notEBPPP training initiativéisat GEON invests in include

OHS, leadership development, sales force tramihgpprenticeships.

GEON has recently appointed a full time learning and development manager
to focus on leadership and sales development across taay.

B.2  Identification of skills and workforce
development requirements

Two years agGEON decided tamplement a lean manufacturing strategy
across the whole organisation. Lean manufacturing strategies were being
implemented by competitors and a registered training organisation (RTO)
Applied Training Solutions (ATS) had developed a lean manufactusag cour
that with some modificationsould be applied to GEGblbusiness.

The criteria used by GEON igentifythe trainingheededvere
A It had to be a bottorap approach to training (shop floor up)
A Applicable to the whole of the company

A Had to be able to b@anded as a GEON packagih the compansd
Learn Engage Action and Perform (LEAP) continuous improvement
concept

A Had to enable employees to use the training to achieve Certificate 1l and
IV qualifications

A Had to be undertaken on site and delivereddeglicated trainer supplied
by the RTO

The companworked with ATS to modify its lean manufacturing course to
meetits needs, with the overarching objective of embedding in the course
GEON's enterprise training requiremewith the need to ensure steduld
achievenationally recognised Certificate Il and IV qualifications.

B.3  Experience with other skills and training
programs and the wider VET system

GEON's previous experience with other skills and training offered by the
wider VET system is largely tiigh apprenticeships. The company has not
generally engagedgularly or widelin thebroadcer VET systemit has fully
funded and conducted most of its past workforce developnrienise
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B.4  Direct and indirect costs of improving skills and
workforce devel opment

As GEON has a high number of apprenficemy ot he c ostglfdidny 6 s
not qualifedfor government training grants, since many of the apprenticeships
harebeen completed within the last seven years.

Without Government assistanbased on thereict cost of implementirige
training the programwvould have beegprohibitively expensiv&hisdoesnot
take into account the considerable indirect, sosts asemployee
opportunity costs, and management timelved inputting together and
overseeig the training.

Under EBBPPGEON was eligible for governméuandingof 50per cent of
the direct costs of this training.

B.5 The role of the ISC in your industry

GEON is aware of the MSA's role at a strategic level to identify wider skills
and training nesgdpromoting programs such as EBRIRR assisting
enterprises where required.

B.6  The role that the ISC played in assistance with
EBPPP

In this case studilanufacturing Skills Australia, the ISC eotreragén this
industrydid not play a large role ittGN& negotiatioswith the RTO. MSA
did assist GEON with the funding application, development of-freetiri
contractand ongoing administration and program payments to the RTO

B.7  Experience of EBPPP

GEON is one year intatwo-yearmprogramof its EBPPRraining. It has
already seen significant improvements in its printing and warehouse
productivity. This has led to significant and measurable labour savings.

Other benefits observed by GEON include:

A Stronger engagemaiistaff in work practice changesulting in higher
productivity and improvements in occupational health and safety

A A willingnessimongstaffmembergo meet regularly and discuss work
practice improvements
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B.7.1  The number of staff that have participated in EBPPP
placements

Total number bparticipants 62

B.7.2  The types of courses acquired
A Certificate 11l in Competitive manufacturng3 participants
A Certificate IV in Competitive manufactud@participants

B.7.3 The role of the RTO in the EBPPP program

The role of the RTO wakredold:

A Offer off-the-shelf lean manufacturing training package
A Modify the training package to meet the needs of GEON
A Provide dedicated gite trainers

B.8  What the enterprise would have done to meet
training needs in the absence of EBPPP

Without access to EBPRPEON would have delayed the start oftthaing
program, reduced the content (probably removing much of its own branding
and enterprise needs), and delayed its rollout.

B.9 Your intended use of EBPPP in future

GEON is currently rolling the program out to over 886 across four sites
in NSW. The company has recently commenced toatrofl the program

for its Australian workforaross other sites (WA 60 staff and Queensland
100 staff).

B.10 A description of the results of EBPPP for your
enterprise and your emplo  yees

GEON has seen measurable and immediate benefits from the training and
workforce development investment undertaken through EBPPP. These result:
allow a strong case for senior management to make to the GEON board and
shareholders to invest in training avorkforce development in future.
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B.11 Key lessons from this case study

The experience of EBBPP and the implementation of a tailored training
solutionhave created greater incentives for GEON to invest more of its own
capital in training in the future. Tisisikely to be a lasting legacy of EBPPP.

Without the flexibility of EBPRR®hichallowedt to match its enterprise
workforce development needs with nationally recognised qualifications,
GEON would have invested considerably less in training and w@rkfor
development than it did.

The outcomes of the training were immediate and measurable for GEON
which overcomes some of the asymmetry of information often cited as a
constraint on greater investment in training by enterprises.

C Case study 2: Broome Port Authority

Name of enterprise Broome Port Authority

Contact Rob Wilkinson

Industry General cargo stevedoring

Type of enterprise Port Authority

Responsible ISC Transport and Logistics Industry Skills Council

C.1  Background

This case study was prepared thighassistance of Rob Wilkingdperations
Manager.

The Broome Port Authority manages the Broome Port in Western Australia.
The Port caters for the needs of a wide range of industries and social activitie:
in the Kimberly region of Western Australia. ddees of the port include:

Mining companies

Live cattle exporters

General cargoperations

Tourism operators (cruise ships regularly visit the port)

Pearling companies

Social activities on theepincluding sightseeing and recreational fishing

T To To To To I»

The Broane Port Authority employs approximately 75 people and has 9
trainesin EBPPP.
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The Broome Port Authority manages stevedoring, access to the berths on the
pierand community access. @ivwts wide responsibilities and range of
commerciabperations of theqpt, the Authority has similarly broadeed for

skills and workforce development.

Also, due to the remote location of Broome, labour is difficult to attract to the
region. This is particularly so duringciineent regionahining boom. Té

result igsha each member of thee o rwioréferce has to be musikilled in the
operations of the port

BrPA provides its own stevedoring seriibe.port has a highly skilled, experienced
and motivated workforceenowned for their flexibility.

The workforce perfons all manner of duties around the Port including, stevedoring,
mooring and wimooring, and maintenance of port assets

The main occupations at the port are:
Crane driving

Dogman (workers at the bottom of crambs sling loads, hoakp
weights, and aaesthe eyes and ears of the crane driver

Forklift operator
Rigger
Line worlers.

T To I T> I

Port operations also have significant occupational health and safety risks that
need to be constantly managed. This is also a high priority of the highly
unionised workforce #ie port.

Thereforethe main drivers of training and workforce development
investments by the Authority are:

A OccupationaHealthandSafety

A Multi-skilling the existing workforce and any new recruits (who usually join
with only one or two recognised digtions)

A Ensuring that each worker is trained in thetiaaihe Authority conducts
operations at the port (not just standard machinery operations)

In the words of Rob Wilkinsptie primary driver of training ‘is to manage the
unusual risks of runniggeneral cargo port in a remote location'.

4From the BrPA websitgtp://broomeport.wa.gov.au/employmeapportunitiesaccessed
on 24 June 2011.
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C.2 Identification of skills and workforce
development requirements

Thedemandof a general cargo stevedoring operatastitutehe main
drivess of skills and workforce development at the port. The Maritime Union
of Australia, the dominant union at the port, is keen to see all of the
Authority @ack workers obtain nationally recogn&esgtedoring
qualifications.

However, while nationally recagd qualificatiorareof value to the

employees, the Authority runs a general stevedoring operation and is different
to the larger portsvhere employees can specialise in specific activities or
machinery operations.

This means that a workforce with Heyrels okpecialist skillmay not be the
optimumoutcomefor the Authority. It needs a workforce developed to meet
the needs of a diverse parith high levels of flexibility and mdkilling.

Also many of the machineygeraitonsat the port are considered high risk and
specifidraining is required for employ#es operate this equipment.

The Authority also trains employees to become supervisors and managers
requiring leadership and human resource management training (dsscribed
Rob as 'soft skills').

C.3  Experience with other skills and training
programs and the wider VET system

The Authority currentlgarticipates iEBPPP and has 25 trainees registered in
the traineeship program to complete the Certificate 11l T&L Stevedore
qudification.

The Authority has founid difficult in the past to engage in the wider VET
system, due to its remote location anditiisual requirements of the training.

In 2008 DEEWR rejected a training grant application from the Authority
becauséhetraining requirement did not align with nationally recognised
qualifications.

While the Authority recognised the value of obtaining nationally recognised
qualifications for its employees, the standard training awditablémaelid

not provide the emplogewith the appropriate skills to achieve a full
gualificationn Stevedoring. There were n8 Wased RTOs offering the
Certificate 1V for supervisors and no RTOs actively delivering the Certificate
Il Stevedoringourse
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C.4  Direct and indirect costs of impr  oving skills and
workforce development

The Authority found that dealing with the wider VET system was dostly
to the lack of RTOs and funding sources that would suit its requirements.

As the standard qualifications and RTOs did not have suitablenprimgra
the Authority, engaging in the wider VET system held greatdrarsksr
other employerandthe Authoritybelieved itvould not get the benefit it
required from training and workforce development.

C.5 Therole of the ISC in your industry

The Authoriy was not aware of the wider q@ieyed byhe Transport and
Logistics Industry Skills Coung@iL[SC) intheindustry but stated it was of
considerable help in getting EBPPP training approved and started for the
Authority.

C.6  Therole that the ISC played in assistance with
EBPPP

Due to the unusual requirensanitthe Authority and its remote location
finding an RTO to deliver its training was diffidltSC had worked witlan
RTO in Melbourne thatas able ttailor the stevedoring training to achieve
nationally recognised Certificate 11l ancaiMto meet the nesaf the
Authority.

Not only didTLISCfind one RTO for the Authokit &BPPP training, the
funding agreement with DEEW&quiredt to also have a backup RTO
identified in cas¢he first failed to provide sonoe all of the training.

TLISCalso assisted the Authority secure the funding from DEEWR

regularly monitors the program and the relationship between the Authority, the
RTO and DEEWRIt also assisted the Authoritynevigate through the
traineeship system in \W& secure funding and tax relief for the traihees.
preparation for the program, three port employees were put through the
CertficatelV TAA qualification at the local TAF® help support the RTO

in deliveringthe program. As travel costs associated with the program were
significant, these trainers would help offset the cost. They were also better
placed to understand the unique nature of thé& gervices and the

operational equipment used.

TLISCalso verked closely with the Authority to develop a workforce
development plan that was includedsiagplication for funding to DEEWR.
In this cas€erLISCwas able to bring to bear its extensive experience in
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workforce development fport operations from amss the country and its
general transport and logistics expertise.

C.7  Experience of EBPPP

C.7.1  The number of staff that have participated in EBPPP
placements

At presentthe Authority has Participantgnrolled in EBPPP training.

C.7.2  The types of qualifications acq uired
A Certificate 11l and IV Tanspor& LogisticsStevedoring
A Certificate IV Training and Assessment.

C.7.3 The role of the RTO in EBPPP

The National Learning Centre is the RTO delivering EBPPP training for the
Authority. The National Learning Centre has tailtg&diningsolutionand
isdelivering it in conjunction with Challenger TAFE.

The RTO has tailoredsalutionthat covers theide variety of skills required
atthe port.

C.8  What the enterprise would have done to meet
training needs in the absence of EBPPP

It is unlikely the Authority would have gone ahead with the training if EBPPP
funding and the help and advice ffAbiSChadnot beenavailable.

C.9 A description of the results of EBPPHor your
enterprise and your employees

The main benefit of EBPPP for the Authority was that it allowed the training
to beon-siteandembededthe actual operating procedures of the Authority
with natimally recognised qualifications.

C.10 Key lessons from this case study

There are three key lessons from this case study:

A Without the assistanceTfISCand the funding from EBPPtRe
Authority would not have been able to tailor the tragl@lgeryto its
needs, andhere would have been limited value in the investment for the
Authority.

A The Authority could not get this level of assistance elsewhere
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A TLISCbrokered the funding arrangement between the Authority and
DEEWR, which would have been costly for theeh&rity to undertake
itself. The application itself was aislikely to have been successful
without the TLISC interventias DEEWRs not familiar with the
industry or the skills and workforce development requirements of a remote
port Authority

A Additional training through the TAA and throughttianeeship program
would not have occurred.

D  Case study 3: Heritage Building

Society
Name of enterprise Heritage Bank
Contact Heather Timbs
Industry Financial and Insurance Services
Type of enterprise Building Society
Responsible ISC Innovation & Business Skills Australia

D.1  Background

This case study was prepared with the assistance of Heather Timbs. Heather
the Training anBevelopment Manager at the Heritage Building Society. The
Society employ®7 people in south east Queenslaitld a small number of
employees in New South Wales and Victoria.

As a building societiyis a mutualised organisation that works to benefit its
members. The finance sector is highly competitive and subject teeextensi
regulatory controls that create significant compliance requirements. Since the
global financial crisitie sector has been the focus of considerable
government attention and intervention.

The workforce at the Heritage Building Society has an averafjdGdg
yearswith a significant spread around this average. Thaetalfferare
predominately full tim&ith some casual positions. The employment market
for skilled financial services employees is verypagintularly in regional
areas.

Theprevailing skills needs of the organisation are in management and financic
services, with ‘front line' (customer support) skills being particularly important.
Personalised service is an important competitive advantage that a small
regional building socyesuch as Heritage uses to compete with the large

banks.
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The main drivers of skills and workforce development at Heritage are:

A Compliance with changes to credit legislation and process changes that
result fronrevisedegislation

A Retention okxisting stéimembers and expanding their skills

A Providing employees that are technically competent as accountants and
finance managewsith leadership and human resource management skills

A Inducting and wskilling new staff

The cost of compliance with finance sa@gulation is higlior example for

a regulation change that requires prescrénathty at a qualification leitel

will generally cost industry around $2,000 per trained staff member. Based on

staff head count at Heritage, this equates to betw&sddH68nd $700,000

across the entire organisation each time a compliance change is made that

requires additional training.

In response to the constant and highly specialised training needs of the
organisation, Heritage became an enterprise Registeried Oajanisation
(RTO). This means thalthoughalmost all the training is done internstbff
memberschieve nationally recognised qualifications.

Heritage believes that being an enterprise RTO réldedesct and indirect
trainingcoststhat wouldotherwisée incurredn finding and negotiating with
scarce financial services RTOs.

Another reason for establishing itself as an enterprise RTO, was that it allowe
the Training and Development Department to better align its accredited
trainirg to the organisational business strategy. The Training and Developmer
Department has 17 staff all dedicated to developing, supporting and delivering
training activities against nationally recognised qualifications within Heritage.

D.2 Identification of skill s and workforce
development requirements

Skills and workforce development needs are identified as a matter of course &
senior managers when they:

A Have to respond to new compliance requirements

A Introduce new systems and processes (some driven by coraptiance
some by improving productivity)

A Receive feedback on delivered training

As an enterprise RT@eritage is able to constantly monitor the results and
modify its training in response to staff and management feedback. Heritage
also conducts regular camevelopment surveys with its staffnaintain a
constant record of the staff demand for training.
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Most importantly, Heritage identifies its workforce development requirements
by comparing the skill demands of its business strategy with its existing
workforce skill levels. In this regdtéritage makes sure its strategy drives
demand fotraining it does not fit the strategy to the existing skills of its
workforce.

D.3  Experience with other skills and training
programs and the wider VET system

Heritagenasconducedvery little training with external RTOs since becoming
an enterprise RTO. However, prior to becoming an RTQHtedlthge found

that the financial services training offered by external providers was generic,
and targeted at achieving qualiiins rather than delivering skills of value to
Heritage.

Heritage also suggested that the market in financial sector RTOs is limited an
it is difficult to get the specific skilling the business requires.

D.4  Direct and indirect costs of improving skills an d
workforce development

Heritage Building Society waduded 50 per cerdt $5,116 per
qualification for 35 places. The total government contribution was $172,930,
which is the adjusted amount for 32 out of the 35 completions.

As discussethe directosts of improving skills and workforce development
is substantial for Heritage. It has attempted to reduce the cost by becoming at
enterprise RTO.

D.5 The role of the ISC in your industry

Innovation & Business Skills Australia works with Ab¥acstsalian Mtuals
and the financial services industry more widely, to identify finance sector
training and workforce development requirementshandevelop
qualifications to meet these needs. Abagsialian Mutuals is the peak
industry body representing the thaisan mutual sector, comprising credit
unions, mutual building societies and friendly societies.

IBSA is responsible for the development and maintenance of the Financial
Services Training Package (FNSH® Training Package is recognised by
industrytraining and financial regulators as providing the national standards
for vocational education and traini
The Package is maintained through continuous improvement processes to
meet ongoing and emerging skidlsds in the industry.
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FNS10 contains national skills standards that apply to enterprises and
individuals working across all financial services sectors. There are
51qualifications in the Training Package, from Certifitaedvanced
Diploma,andwhichcover skilling in all financial sectors.

Through its annual environment scan and strategic industry relationships
IBSA reports timely and up to the minute advice to governments and the
industry on workforce development and skilling priorities.

Those indstry relationships also underpin the work IBSA does with individual
enterprisegestablishing workforce development plans and workforce
development strategies for specific sectors.

D.6  The role that the ISC played in assistance with
EBPPP

Increasing governmemgulation has also heightened the need for relevant,
high quality training and skill development.

| BSA8s initial work with Heritage \
and the Department of Education, Employment and Workplace Relations
(DEEWR). h this casdBSA did not assist in identifying the relevant
qualifications nan identification and selection of the RTO, as other ISCs

have done in other case studies prepared for this analysis; Heritage has an
established internal capacity throughwtsenterprise RTO.

Having IBSA operating as a partheth in development of the projeatd

broking the relationship between Heritage and DEEWR, allowed Heritage to
focus on tailoring the training to increase its value to the organisation. The
Skills Cancil used its knowledge of both the skills and workforce
development needs of the industry, and its familiarity with the EBPPP
Guidelines and application requirementgldvalueto the broleling role

The effect was to significantly reduce and stneatiné time and cost of
applying for the funding. Heritage was then able to focus on the early staff
engagement and assessment processes.

At the time of application for EBPPP fundiHgritage had identified that the
leadership and supervision skills aintéeaders and branch managers were
fundamental in maximising the effectiveness of those roles across the busines
along with recognising the functional link between staff development and gooc
business performance. The Building Society intended tolsitbahe

Certificate 1V in Frontline Management and the Diploma of Management
through the businegs build these capabillities.
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Following approval of the project, the business reviewed its priority level and
areas of nedad supervision and leadershiplskand decided to gkill the
35patrticipants to the Diploma level.

Heritage summarises the key advantage of EBPPP, in association with the ro
of IBSA, as flexibility and timeliness of program developmet¢laraty of
specific skills to theusiness.

D.7  Experience of EBPPP

D.7.1  The number of staff that have participated in EBPPP
placements

Heritage Building Society was successful in receiving funding for 35 staff. As
result of the successful applicatiteritage was able to offer 42 staff the
opportunity to participate in the training prograith the additional seven

places being funded by Heritage.

The training program put together by Heritage under EBPPP was 'aggressive'
planning to have participants complete within 12 months; the result was
successful completibiy 32 of 35staff participantsan excellent 91 peent.

At the point of establishment and commencement of training, Heritage was
emerging from the global financial downtasnvere most other financial
institutions This resulteth a number of resignations from the business and a
somewhat higher than usual+tompletiorrate howeverthe Building

Society was satisfied that thegproomade a substantial contribution to the
up-skillingprogramin the supervision and leadershpabdity of the business.

D.7.2  The types of qualifications delivered

Thequalificationgenerally delivered by Heritage are Advanced Diplomas in
banking, credit and customer managememt meet t he or gani
strategy, including related compliaagairementdieritage, wherever

possible, aligns internal learning arskilling with the nationally recognised
qualificationsso that staffnemberschieve both outcoméskills to meet
business needs and a nationally portable qualification.

In addition to delivering formal qualifications that develop technical financial
services capabilities, Heritage's main goal from training under EBPPP was to
increase the froiine customer, leadership and management skills of its
employeesThis waso ensue they are able to implement new processes and
procedures and effectively manage change across the business; the Building
Society used a Business Services Training Package qualification, the Diplome
of Managemento achieve these outcomes.
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D.7.3 The role of th e RTO in EBPPP

As discussed, Heritage Building Society is an enterprise based RTO. While
managed internallyre role of the RTO is consistent with that expected of an
external RTQ to provide training and skilling that support development of
staff capality, in the most effective learning format, to deliver to the Building
Societyds business and producti vit)

However Heritage was able to take advantagentérnal RTO wheit used
maximum flexibility to respond to the varied personal circusstrataff,

and the Building Societyds wider cc
floods in early 2011. It is a creditht®business that the completion rate of 91
percent was achieved in these circumstances.

D.8  What the enterprise would have done to m eet
training needs in the absence of EBPPP

Heritage would not have had the resources to undertake the training to the
same extenobr in the timethat it did if EBPPP fundingadnot been

available. Heritage estimates that completion of the Diplomas of
ManagemenB3of which have now been completed, would have been delayed
for two years if the EBPPP applicatiaclinot beensuccessful.

The EBPPP funding also allowed delivery of tkskilljmgprogramto be
specifically al i gnepmoduetvityplarifFhe trainihga g e ¢
would otherwise have been done to the minimum requiretoenéeset

compliance and qualification standards that have shifted in response to
legislative change.

D.9 A description of the results of EBPPP for the
enterprise and e mployees

Access to EBPPP funding has allowed Heritage to tailor and roll out, more
quickly than it otherwise would have been able, a business targkitédgup
program. One of the key results of the training id tied allowed a greater
number of Hatage staffnembergo achieve higher levels of management and
leadership capability thaould otherwise have been possible.

This means that Heritage is much better placed to fill supervisor, managemen
and senior customer relations positions from whkiorganisation than
wouldotherwiséhave been the case. This has a couple of specific and
important impacts; the first is to address the challenge of attracting suitably
qualified people to a small financial institution that operates mostly in regional
AustraliaSecondly, in that same context, reterdimstaffis improvegwith

the increased capacity facilitating internal career progression opportunities.
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D.10 Key lessons from this case study

The key findings of this case study are:

A Under EBPPPHeritage Bilding Society has been able to align its business
and productivity strategy with delivering nationally recognised financial anc
business services qualificatitmensure its stafiemberfhiave both the
technical skills to meet financial regulationthandadership capacity to
implement change effectively across the business.

A Alarger number of stafiemberschieved advanced management and
leadership skills and qualifications sooner than would have been possible
had the organisation not had acceEB#®PP funding.

A Flexibility and timeliness of program development and delivery, along with
negotiating adjustments to the qualifications against which to train, were
the key attributes of IBSA's role in EBPPP for the Heritage Building
Society.

A Having a priessional and mature enterprise/RTO relationahdpved for
maximum effectiveness between the enterprise and IBSA, in
communication, customisation and flexipititgddress critical enterprise
and participant needs during the course of the project.

E Case study 4: Ausgrid

Name of enterprise Ausgrid

Contact Neil Roberts

Industry Electricity retailing and transmission
Type of enterprise Electricity Distributor

Responsible ISC EE-Oz Training Standards

E.1  Background

This case study was prepared with the assistance of Neil Roberts, Manager o
professional development at Ausgrid Australia.

Ausgrid, formerly Energy Australia, is one of the largest energy suppliers in
Australia. It distribeselectricity to over 3 milligpeople in Sydney, the

Central Coast and the Hunter region of NSW, and also manages some
transmission assets.

Augrid is a NSW state owned corporation. It has approximately 5,900
employees and manages electricity transmission and distribution askets value
at more than $1illion.

The primary drivers of skills and workforce development at Aarsginiel
management of occupational health and safety risks, and efficient delivery of
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outcomes defined litg licence conditions as an electricity distributor. T
manage occupational health and safety risks, Ausgrid provides a mixture of
competency based training and assessment and other learning activities or
programs.

As many of the national electricity grid companies face similar risk
management issues, theyeh@ooperated in developing an indusased
qualification to address specific competency areas.

Ausgrid has an aging workforce profile, particularly in thprptessional
grades. A significant number of t he
appoaching retirement and have substantial amounts of experience.

Ausgrid runs a substantial apprenticeship program in powerline and electrical
fitter trades. It also runs a traineeship program to develgpgassional
electrical engineering skills. gkicshas identified an opportunity to use the
ElectricaRupplylndustry Trainingfackage to develop stafémbergrom

trade qualification® paraprofessional qualificatigsd meet the expected
shortfall in the parprofessional workforce.

The intraluction of new technology, such as Smart Grid systems, is likely to
play an increasing role in workforce development in Ausdpath the short
and mediurterm.

E.2 Identification of skills and workforce
development requirements

Identification of skillsral workforce development requirements are driven
largely by:

A Compliance and nationally agreed levels of competency among network
operators

A A need to manage an aging workforce and skills mix
A The induction and development of new employees

E.3  Experience with ot her skills and training
programs and the wider VET system

At the pargrofessional level, much of the employee traioweyds
gualifications asdelivered by TAFE colleges. Beyond basic mathematics,
report writing, and electrical engineering calculatensAFE delivery

model did not address desired industry competencies.
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E.4  Direct and indirect costs of improving skills and
workforce development

Ausgrid has cooperated with Endeavour Energy to develop consistency in
training deliverpased omoth TAFE andenterprise assessmeatsjto
reduce costs in delivering the program.

E.5 The role of the ISC in your industry

EE-Oz Training Standards is the Industry Skills Council for the Australian
ElectroComms and EnergyUltilities IndustriesCizEs the custodian &ur
National Training Packagg&EEQO7, UET09, UEG06 and UEPO6.

The UETQ9 Training Package contains units of competency, qualifications an
skill sets for the Electricity Supply Indéstrgnsmission, Distribution and
Rail Traction (ESTDR) Sectors.

EE-Oz Training Standards works in consultation and cooperation with ESI
TDR industry organisations, representative bodies, regulatory authorities and
RTOs to ensure the UETO09 Training Package maintains pace with changing
industry work practices and technaleg

EE-Oz Training Standards also asistsdustryto address its workforce
development and training needs. Utilisation of EBPPP to address the defined
and immediate need for electrical engineers is an example of this work.

E.6  The role that the ISC playe d in assistance with
EBPPP

EE-Oz broughtEBPPPto Ausgrid's attention and assistéo apply for
funding. EEOz also plays an ongoing monitoring role as the program
progresses.

E.7  Experience of EBPPP

E.7.1  The number of staff members that have participated in EBP PP
placements and the types of courses acquired

At present Ausgrid has 19 employees participating in EB®P&Ifed in an
Advancediploma. The qualification is thED60109 Advanced Diploma
ESI Electricity Supply Industry). The major categories of specialisation
covered in thAdvanced Diplomare:

A Design of overhead, underground substations and/or public lighting
systems
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A Electrical testing of network protection systems, control systems and
powersystems, communications equipment

A Operation of LV and HV distribution systems, transmission systems and
sub transmission netweark

E.7.2 The role of the RTO in EBPPP

Under EBPPP, the South West Sydney Institute of TAFE (SWSI) has taken a
lead institutional rola delivering and administering gualification

Most of the core units are delivered by the TAEEthey do not have the
expertise to run the whole program. Where they do not have expedise
party registered trainers or the enterprise RT@Qdprtraining and assessment
activities to address the other units. SWSI, as the lead iisstitatessuing
RTO for the qualification.

E.8  What the enterprise would have done to meet
training needs in the absence of EBPPP

Ausgrid believes that the alteneato EBPPP would be to apply for State
funding. The potential to access funding exists via the registration of
traineeships under a Vocational Training Order (VTO) and formal training
contract/ indenturedowever, this would not be a perfect alternagivteisa

only available for new entrants to the workforce.

Ausgrid decidkto participate in EBPPP in preference to the alternative
funding modelto maintain greater flexibility in the programemdeiveloping
some of the procedures for assessaraidelvery.

E.O Your intended use of EBPPHRN future

Subject to review, Ausgrid is likely to use the program in ifutinemains
available and Ausgrid's future applications are successful.

E.10 A description of the results of EBPPPdr your
enterprise and your emplo  yees

At this stage Ausgrid believes that it is getting the training and workforce
development outcomes it requires.

E.11 Key lessons from this case study

The key lessdior the program from this case study is that EBPPP provides
Ausgridwith the opportunity talevelop its trade employees thraanghstry
relevant competencigmt are contextualised in its own business processes.
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F Case study 5: Raine and Horne

Name of enterprise Raine and Horne

Contact Kevin Magee

Industry Real Estate and Property Management
Type of enterprise Real Estate Agency

Construction and Property Services Industry Skills

Responsible ISC Council

F.1 Background

This case study was prepared with the assistance of KevirO#&pee
Raine and Horne (SA).

Raineand Horne SA is the South Australian branch of a national real estate
and property management compahg. company runs a predominately
franchise business model and prefers to offer efiaticyiseemployees the
opportunity to establish new franchighen they become available.

There are 40 Raine and Horne offices across SA. As most of these are
franchisegheir training needs are essentially those of small bldargsare
located in regional aremsichoften maksaccess to metropolitan training
facilities difficult.

The company's real estate services include industrial, rural, commercial and
residential property sales. The company also provides property management
services. In SAealestate agents are required to be licensed and the
Governments alsoforeshadowinthe introduction oficensing requirements

for propertymanagment At present in SA a real estate tee@aquires a
minimumof Certificate IV qualification.

According to Raine and Hormeal estate companies have a high level of staff
turnover. Anecdotal information about the industrygests that 50 to 80 per

cent of real estate employees leave in the first year. Raine and Horne also
estimate thatup to 70 per cent of those employethe sector achieve only
minimum wage rates. The high levels of turnover and minimum wage rates ar
due to the remuneration structwvéich is often commissidrasedand the

high levels of competition amongst real estate agents.

Raine and Horne claints staff turnover is less than 20 per cent.

Raine and Horne pihehighrateof turnover in the industry down to low
levels of staff support and trainfightacross the industry.
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