4Y)

b 4@ Skills and Workforce

Ministerial Council
" "

VET Workforce
Blueprint

October 2024




© Commonwealth of Australia 2024

(CMOm

The material in this document is licensed under a Creative Commons
Attribution 4.0 International license, with the exception of:

+ the Commonwealth Coat of Arms

+ this department’s logo

+ any third-party material

* any material protected by a trade mark, and
+ any images and/or photographs.

More information on this CC BY license is set out at the creative commons
website: www.creativecommons.org.

Enquiries about this license and any use of this document can be sent to:

copyright@dewr.gov.au.

Use of all or part of this document must include the following attribution:
© Commonwealth of Australia 2024

The terms of use for the Commonwealth Coat of Arms are available from
the Department of the Prime Minister and Cabinet’s website:

https:/www.pmc.gov.au/honours-and-symbols/commonwealth-coat-arms.



http://www.creativecommons.org
mailto:copyright%40dewr.gov.au?subject=
https://www.pmc.gov.au/honours-and-symbols/commonwealth-coat-arms
https://www.pmc.gov.au/honours-and-symbols/commonwealth-coat-arms

VET Workforce
Blueprint




Contents

5810 LB TP i
1) (=TT 1
Skills and Workforce Ministerial COUNCIL fOTE@WOT............oouiiuireiririrereiee et eesenes iii
L@ LoTeToF=0 7o) (=) g 0 0 Y= O OO iv
Blueprint opportunities and @CTIOMIS. .........cccu ittt ee et et ee et e e st s s et es et es st en s s s st e s see st es et en st en s senas vi
A blueprint for the VET WOTKIOITE ........ccc.coiiiiriirieiseiieiieiisi sttt st sssssssess s st sssssssessssssssssssnssessessssssnssessessssssssnssones ix
EXECULIVE SUIMMITIATY .....coucvieiciiteiecee et iessst st sssssses st s st es s s s e s s st ae s st s s es e s s s en s st en s s s st en s s s st st st s aen s X
Chapter 1: Context
1010 (0 0 L (o3 o) o OO 1
ESY=Tod (o) Qo)) 7 L= TP 2
BN o L 0 =N 0 =T o OO 5
L3 LB T=] o) g b Ao o= 1 =TT 6
(0700 1] L o) o PR 7
(005 o3 L6 F=3 [ ) o 000 PP PSPPI 7

Chapter 2: The VET workforce

0 0 L (oo ) PP 9
Size, roles and demographic makeup of the WOTKfOTCE ...........coovuoiciocieieieecceceeeeeee ettt 10
Employment context of the WOIKIOICE ..ottt 15
Pathways in and out of the VET teacher, trainer and assessor WOTKfOICE.............cccoceveeecueereeeesiccreeeeeeeeeeeeienias 19
Skills, education and qUALIfICAIONS ............coouieieeece ettt st s s s s seenas s s snaees 22
JaTeTo) o o LIR=YaTo MU= a0} ) (0) 40 T=] o Nl o - Ui (=) g 0 T3 00 PO 25

(00030 Te] 15 1=3 10 ) o VRTINSO 27



4¥)

b @ Skills and Workforce

Ministerial Council
LN

Chapter 3: Opportunities and actions

1010 0T LD T () o OO 29
PN o] L0 1=] 03N 0L A5 (o) g (1= 1 I ed 0 k= o T [P TT 30
(0 0] 000 4 L0 N 1120 OO P T T TP 32
(0T ) 1010 117/ 35
(0 0] 000 4 L8N 120 O STPTTTRP 44
(0] 0 10) 1010 Ly PP 52
OPPOTTUIILY 5.ttt a e st ae st as s e s s ae s s ae s s ae s s s s e s s s st s st s se s as et as st s st es st es et en et esnt s st s s sesas 57
OPPOTTUILY B .....oocvieeeeeiiteeecee ettt ettt s s sae st b st s s s s b s es e e b b s s s s s st en s s s s ssn st ensee et st ansen e s bt en s s s s s s nen 61
(0000 4 L0 L0 T 64
(0 0] 000 4 L8N 172 0P DT P PP 66
(0140 1<) XD TEETN o) 100 0= geTo) aT=3 o [=) - L (o) o U 68
(0703 0 To3 LU F=3 L) o 00O 71

Chapter 4: A blueprint for continuous improvement

L5010 (010 L6 Ce3 1T} o THNRNRR T 73
KIMOW INIOTE ...ttt ettt et s et e et e s e e e eae et ebese e eseae e steseneeeesaasseesese s et ese e eseRese et et ensasesens s besensesese e ssebenensesenssessenenens 74
g = 030 ELo 1A 0 E= LT () 4 € 75
(@70} 0¥ o =Tl (o T4 T L=) g (=Y 05 10 0T 76
Appendix A: VET Workforce Blueprint Steering Group members...........cccococvevecreeeecreeeeeceeeennee. 78
ApPPendix B: Data tables...... ..ottt 79

Appendix C: LiSt Of SUDIMISSIONS..........ccoiurieireeiseieieiseisce sttt sns st ssssnens 83






4¥)

b '@ Skills and Workforce

Ministerial Council
LN

Figures
Figure 1: Growth in job advertisements from February 2014 to February 2024 by occupation............cccec......... 3
Figure 2: JSA VET WOTKfOICE taXOMOMLY.........ccooiueicvieieeeiciit ettt st sttt 1
Figure 3: Proportion of ages in the VET and Australian Workforces, 2021.........cccccocvuveurerrerneeseeseessesnessnssesssssesneens 13
Figure 4: Movements into and out of Vocational Education Teacher, FY2011-12 to 2019—20..........cccccceerrunenee 20
Figure 5: Highest qualification for VET workforce segments and Australian workforce, 2021.............c..c....... 22
Figure 6: Proportion of subject enrolments by delivery mode, 2019 t0 2021...........ccccovererereerriererreeeeersesseeeeessennns 23
Figure 7: Percentage of public and private VET teachers total personal income by range, 2021..................... 25
Figure 8: Proportion of casuals in selected occupations and across workforce, 2014 to 2023 ..............ccc........ 27
Figure 9: Alignment of Blueprint goals and OpPOItUNITIES.........cccocuiueiueeceeiecieceecceee et nen 31
Figure 10: Main reason for undertaking training, Certificate IV TAE (graduates 2016 to 2023)......................... 38

Figure 11: Industry of employment for Certificate IV in Training and
Assessment qualification graduates after training (of those employed), 2022.............ccccooeeerervererreeerereerecreerennn. 39

Tables

Table 1: Demographic breakdown of VET workforce by segment, 2024 ............cocooeoeurreieereeeneesersereeessesessesseseesens K]
Table 2: Average age of VET workforce by segment, 2022 ..........cccocrrrereiieiinineeneiseieeessssssssssssssssssssssssssssssssssssssssssns 14
Table 3: Occupational movements into Vocational Education Teacher, FY2011-12 to 2019-20....................... 20
Table 4: Occupation movements out of Vocational Education Teacher, FY2011-12 to 2019—20....................... 21
Table 5: Vacancy data by selected education occupations, 2021 t0 2023.............cccoeeurrrriererreerrseierseeesiessssessessessesnes 35

Table 6: Completions in VET teacher, trainer and assessor pipeline and related training, 2016 to 2022 ......37

Table 7: Summary of different administrative and compliance elements for the VET sector and examples

(o) A1 o LI 0 1§ 0) =] o] <N 64
Table 8: Actions to ‘know more’ about the VET WOIKOICE ...........oocvimiiicecceee s 74
Table 9: Actions to ‘practise what works’ for the VET WOIKFOICE...........cccovueiriiririeeiecsisesee e 75
Table 10: Actions to ‘connect to wider reforms’ in the VET SECTOT .........ccooreureerieneineercereree et 76



Page ii VET Workforce Blueprint




4¥)

b '@ Skills and Workforce

Ministerial Council
LN

Skills and Workforce Ministerial Council foreword

The vocational education and training (VET) sector
plays an essential role in providing pathways to secure,
well-paid jobs and ensures communities and employers
have the skills they need. VET is critical to ensuring the
Australian labour market has the depth and breadth

of skilled individuals to meet the needs of the

changing economy.

A capable and well-supported VET workforce is key to a
strong and vibrant VET sector. It is the shared ambition
of all Skills Ministers that our VET workforce is dynamic
and inclusive and can help learners gain the skills they
need for the challenges and opportunities that lie ahead.
This includes the move to renewables and net zero
carbon emissions, an ageing population, growth in the
care and support sector, technological transformation
and broader global and economic shifts.

Through the VET Workforce Blueprint, we acknowledge
the excellent work of this unique workforce and

the commitment to ensuring high-quality learner
experiences across a large, diverse and complex sector.
A career in VET is valuable and rewarding, allowing
experienced individuals to pass on their knowledge to
learners. VET professionals display significant passion
and commitment each and every day, changing lives by
opening up learning and career pathways for millions of
Australians. The job isn't easy, but it is worthwhile. This
workforce deserves recognition and acknowledgement,
and to see meaningful action.

TAFEs are at the heart of the VET sector. These

valued and trusted public institutions support local
communities and industries, as well as assist
governments to meet Australia’s social and economic
goals. Our National TAFE Network and TAFE Centres of
Excellence will drive innovation. They will be empowered
to identify and take the lead on solutions for their own
workforce challenges. They will also enhance the focus
on teaching and learning by sharing best practice across
the nation.

Governments and key stakeholders will need to continue
focusing on building the VET workforce over the coming
years to respond to the challenges faced, including

in regional and remote areas. Ongoing collaboration
between governments, industry and the VET sector is
vital to harness opportunities that strengthen the VET
workforce and ensure success.

A spirit of cooperation has underpinned the development
of this Blueprint. Stakeholders have committed their
time to help understand the challenges, opportunities
and actions that affect the VET workforce. We thank
everyone who contributed to this process, including a
range of TAFE and other registered training organisation
(RTO) staff, VET and industry sector peak organisations,
unions and employers. We would also like to thank the
members of the VET Workforce Blueprint Steering Group
for their expertise, engagement and contributions.

This Blueprint is a down payment and a strong
commitment from governments to ensure those
working in the sector are seen, heard and valued. It will
be reviewed regularly so it remains responsive to the
changes in the VET sector and the Australian economy.
It signifies the beginning of further conversations about
how to ensure the VET workforce is strong, the VET
sector is the best it can be and the Australian workforce
has the skilled individuals it needs.

Skills and Workforce Ministerial Council, October 2024
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Glossary of terms

accredited courses

Accredited courses are developed to fill skills and knowledge gaps that are
not covered by Training Packages.

adult and community education
(ACE)

Adult learning programs that are delivered by not-for-profit organisations in
community settings.

ANZSCO

Australian and New Zealand Standard Classification of Occupations

Australian Qualifications
Framework (AQF)

The Australian Qualifications Framework is the national policy for regulated
qualifications in Australian education and training.

ASQA

Australian Skills Quality Authority

Certificate IV TAE

The Certificate IV in Training and Assessment, which is included in the
Training and Education Training Package.

digital literacy skills

Digital literacy refers to the skills and competencies needed to use digital
technologies to achieve personal goals, enhance employability skills and
support education and training.

dual professional

Teachers, trainers and assessors who have relevant qualifications and expertise
in vocational education and training methodology and their industry area.

dual sector provider

An institution that provides VET qualifications in addition to their higher
education qualifications.

EAL English as an additional language
ERTO Enterprise registered training organisation
JSA Jobs and Skills Australia

I Page iv
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Jsc Jobs and Skills Councils

LLND Language, literacy, numeracy and digital literacy
NCVER National Centre for Vocational Education Research
NSA National Skills Agreement

RTO Registered training organisation

Skills Priority List (SPL)

The Skills Priority List is an annual publication produced by JSA.

Standards for RTOs Standards for Registered Training Organisations

Steering Group VET Workforce Blueprint Steering Group. This includes representatives from
the Australian Government, states and territories, unions, VET and employer
peak bodies and VET experts.

TAE Training and Education

TAFE Technical and Further Education

TESOL Teaching English to Speakers of Other Languages

Training Package

Training Packages specify the knowledge and skills required by individuals to
perform effectively in the workplace, expressed in units of competency.

Universal Design for Learning

Universal Design for Learning is a teaching and learning approach that works
to accommodate the needs and abilities of all learners.

VET

Vocational education and training

Page v I



Blueprint opportunities
and actions

The VET Workforce Blueprint identifies 8 opportunities and 14 associated actions to support
and grow a sustainable VET workforce in Australia. These are outlined in the table below.

All stakeholders, including governments, RTOs, industry, The Blueprint will support a continuous improvement
peak organisations, unions and employers, have a role approach that ensures actions remain responsive to
to play in taking action to support meaningful and changes in the VET sector and the Australian economy
long-term change. It is expected that there will be more broadly. This continuous improvement approach
responses to the actions in the Blueprint at the national, will operate as part of a 5-year cycle and be subject to
local, industry or training provider level, in line with local monitoring and evaluation through Skills Ministers.

and regional contexts and priorities.

Opportunities Actions

1. Building a better Action 1: Undertake comprehensive occupational mapping for the VET workforce to
understanding of identify and inform broader actions to strengthen pathways into, and through, the
the VET workforce | VET workforce.

Action 2: Develop a VET workforce data strategy to enable the collection of VET
workforce data to support and enable informed policy and workforce strategies, and
inform ongoing research.

Action 3: Establish an ongoing research program to develop a robust evidence base
for key workforce issues.

Other supporting actions: 7 and 8

2. Attracting Action 4: Develop targeted, coordinated and sequenced promotion strategies and
people into the activities to boost the profile of VET workforce careers and attract more people into
VET workforce, the sector.
particularly
teachers, trainers Action 5: Increase industry involvement in employer and RTO led responses, and
and assessors encourage and facilitate industry led responses, to VET workforce challenges.

Action 6: Develop localised and bespoke First Nations strategies to build the
First Nations VET workforce. These will be developed from the ground up in
partnership with First Nations peoples.

Action 7: Through the development of a 10-year National Foundation Skills Strategy
to identify critical actions to strengthen the foundation skills sector, consider
opportunities to grow and support the foundation skills workforce.

Action 8: Through the development of a National VET for Secondary Students Strategy,
explore opportunities to grow and support the teacher, trainer and assessor workforce
delivering VET.

Other supporting actions: 9, 10 and 11

I Page vi VET Workforce Blueprint



Opportunities

Skills and Workforce
Ministerial Council

Actions

Making it easier
for high-quality
teachers, trainers
and assessors to
enter and stay in
the VET workforce

Supporting
professional
learning, career
progression and
industry currency

Providing more
support for early
career teachers,
trainers and
assessors

Developing and
resourcing staff to
support learners
with diverse and
complex needs

Reducing
administrative and
compliance burden

Supporting TAFEs
at the heart of the
VET sector

Action 9: Invest in innovative VET workforce pathways through scaling up existing
initiatives and/or piloting new models which contribute to an uplift in workforce
capacity or capability.

Action 10: Develop initiatives to attract people into, and support and retain people in,
VET workforce careers.

Other supporting actions: 5 and 12

Action 11: Implement targeted professional learning to address key industry and
pedagogical priorities, including embedding best practice in inclusivity, respect and
gender issues into training delivery and VET workforce culture.

Other supporting actions: 9, 10 and 14
Action 12: Monitor and evaluate the impact of the Training and Education (TAE)
Training Package to ensure it supports teachers, trainers and assessors in the VET

workforce, and promote the undertaking of higher-level qualifications to provide
opportunities for ongoing practitioner development.

Other supporting actions: 9, 10 and 11

This opportunity will be realised through a collection of actions that will support
the VET workforce to better support different learner cohorts through targeted,
context-specific actions.

Supporting actions: 2,6,7,8, 11 and 12
Action 13: Undertake work to map and analyse compliance and administrative

burden and implement strategies to reduce this burden, where appropriate, for the
VET workforce.

Other supporting actions: 1

Action 14: Embed TAFE workforce leadership as a key activity of the
National TAFE Network.

Other supporting actions: 1, 4,9 and 11
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A blueprint for the VET workforce

The Blueprint will support a continuous improvement cycle that

ensures actions remain responsive to changes in the VET sector and the
Australian economy more broadly. It identifies a suite of actions that align
with a range of opportunities to grow and support the VET workforce.

Opportunities KEY

3. Making it easier for high-quality
teachers, trainers and assessors to
enter and stay in the VET workforce

4. Supporting professional learning,
career progression and Al
industry currency

2. Attracting people into the VET
workforce, particularly teachers,
trainers and assessors

1. Building a better understanding

of the VET workforce Primary action to realise

opportunity

5. Providing more support for
early career teachers, trainers
and assessors

Foundational actions

These actions are required to build our
understanding of the VET workforce.

Comprehensive
occupational mapping

90
m A VET workforce data strategy

90

73] Anongoing research program
on key workforce issues

Compliance and administrative
Al13 " "
burden mapping and analysis

Broader actions

These actions support workforce needs
across the VET sector that connect to
wider reforms.

National Foundation
Skills Strategy

JX:Q National VET for Secondary
Students Strategy

YNV TAFE workforce
leadership as part of the
National TAFE Network

o

6. Developing and resourcing staff to
support learners with diverse and
complex needs

compliance burden

'Knowing more' will contribute to our understanding of what works, so we can
continue to develop and scale up what is already happening across the sector.

M7,

~ -
rd N
=

Know more

ececccccccce

Continue to build our
understanding of the VET
workforce as an essential

precondition for more targeted
and effective action.

Connect to

ececccccccce

wider reforms

7. Reducing administrative and

Practise what works

Take a practical,
evidence-based approach
to addressing workforce
challenges and realising
opportunities, informed by
what is already working in
different contexts.

8. Supporting TAFEs at the
heart of the VET sector

Leverage and complement reforms occurring across the
VET sector to understand more about specific parts of the
workforce and respond to those challenges.

o Other opportunity
supported by the action

These are colour-coded
to the opportunities.

Targeted and
tailored actions

These actions can commence at the
national, state, territory and local level to put
into practice what we already know works.

Targeted, coordinated and
sequenced promotion strategies

(8]

Encourage and facilitate
increased industry involvement
to respond to challenges

00

A6 Localised and bespoke
First Nations strategies

o

Scaling up and piloting innovative
VET workforce pathways to support
workforce capacity or capability

0060

Workforce attraction,
support and retention initiatives

006

YT Professional learning for industry

and pedagogical priorities

6000

A12 Consider the impact of the TAE
Training Package and other
relevant qualifications

00
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Executive summary

The VET sector and its workforce is critical
to the future of individual Australians,
industry and the country as a whole.

The VET sector provides millions of Australians with the
skills they need for secure and well-paid jobs. It is also
a doorway to opportunity for people who have faced
barriers to education, training and work. The VET sector
makes a significant national contribution, ensuring
employers have the skilled employees they need -
including in many industries that are a national priority,
as identified in the National Skills Agreement (NSA), or
facing a skills shortage.

The VET sector’s workforce is the foundation upon
which this all rests. There are a variety of roles and
contexts, including different types of RTOs, courses and
qualifications, learner profiles and needs, and aligned to
different industries. TAFEs play an important role within
the sector. They are responsible for delivering high-
quality public training, supporting local communities and
industries, and helping governments meet Australia’s
social and economic objectives. TAFEs do this across
Australia, and often have a key presence in regional,
rural and remote communities.

The VET workforce is under pressure. The number

of positions is growing and will continue to grow, yet

the supply of workers is already not keeping up with
demand. This is especially true for VET teachers, trainers
and assessors. This imbalance between demand for
staff and supply is affected by several challenges facing
the workforce.

Consultation with the sector identified 8 key opportunities
to attract, retain, develop and sustain the workforce.

As part of the process for developing the Blueprint, VET
sector stakeholders identified 8 critical opportunities to
help attract, retain and develop the VET workforce.

Page x

Opportunity 1 — Building a better understanding of

the VET workforce: An improved data collection and a
comprehensive understanding of the roles across the
VET workforce will inform workforce strategy and planning
policy. There are also opportunities for further research
on how to respond to VET workforce challenges.

Opportunity 2 — Attracting people into the VET
workforce, particularly teachers, trainers and
assessors: RTOs are finding it hard to fill vacancies and
the number of staff isn’t increasing sufficiently to meet
current and forecast demand. We have opportunities
to increase the number of people entering the workforce,
encourage those completing a VET teaching qualification
to take up a teaching role and promote a better
understanding of the roles and opportunities available.

Opportunity 3 — Making it easier for high-quality
teachers, trainers and assessors to enter and stay in
the VET workforce: Barriers to entry pose a challenge
to improving the supply of teachers, trainers and
assessors. These include the cost and time needed to
attain required qualifications and a lack of recognition
of other qualifications and experiences. If these are
overcome, more people could be supported into a VET
teaching career.

Opportunity 4 — Supporting professional learning,
career progression and industry currency: This includes
addressing the cost to all staff — but particularly
teachers, trainers and assessors - of accessing
professional learning. It also includes the availability

of courses, the lack of clarity about what is required

to meet industry currency requirements for teachers,
trainers and assessors, and unclear career structures
and progression pathways for the VET workforce

as a whole.

VET Workforce Blueprint



Opportunity 5 — Providing more support for early
career teachers, trainers and assessors: This includes
monitoring and evaluating the impact of the Certificate
IV in Training and Assessment and the Training and
Education (TAE) Training Package to ensure it supports
learners to complete and move into teaching roles. There
are opportunities to strengthen supports for early career
teachers, trainers and assessors through on-the-job
support, mentoring and professional development.

Opportunity 6 — Developing and resourcing staff to
support learners with diverse and complex needs:
While it is important to support a diverse range of
learner needs, staff currently feel under supported and
under resourced to do this well. There is an opportunity
to address this and improve retention by taking action
on issues related to workload, the need for learner
support training and ongoing professional development.

Opportunity 7 — Reducing administrative and
compliance burden: While recognising the need for a
high degree of quality, staff — and especially teachers,
trainers and assessors — feel overwhelmed by the
administrative and compliance requirements of their
roles. A better understanding of compliance and
administration burden, and addressing this where
possible, could help improve job satisfaction and allow
the VET workforce to focus on training delivery.

Opportunity 8 — Supporting TAFEs at the heart of the
VET sector: As large, complex, not-for-profit, publicly
owned educational entities, TAFEs play a critical role
in meeting Australia’s skill needs and face unique
workforce challenges. These challenges will require
targeted and nuanced responses.

Skills and Workforce
Ministerial Council

The VET Workforce Blueprint recognises
the importance of the VET workforce, the
challenges facing it, and the actions needed
to support it.

The Blueprint identifies a series of actions that aim to
address many of the pressing challenges faced by the
VET workforce. The overall goals of the Blueprint and

its actions:

+ Growing the workforce: Increasing the number of
people entering the VET workforce pipeline to ensure
long-term supply of the staff needed.

+ Retaining and developing the workforce: Improving
retention and supporting workforce capability to
ensure a sustainable, highly skilled and quality
VET workforce, both now and into the future.

+ Understanding the workforce: Developing a data
collection on the VET workforce and undertaking
foundational work and research to better understand
the various roles and pathways across all VET contexts.

The actions in the Blueprint aim to support the

VET sector and its workforce, with all stakeholders
needing to play a part in responding to the challenges
and opportunities. The Blueprint will be reviewed as
part of a 5-year cycle to ensure it remains responsive
to challenges affecting the VET workforce. It will be
reviewed and refreshed as further data and research
becomes available to inform further effective actions to
build and support a sustainable VET workforce.

Page xi
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Chapter 1: Context

Introduction

This chapter provides an overview of the VET sector,

its workforce and the complexity of its operating
environment and delivery contexts. With the economy
experiencing skills shortages across key and emerging
industries where VET is critical to delivering a skilled
workforce, the need for a skilled and sustainable

VET workforce continues to grow. This is placing
significant pressure on the sector. Having a better
understanding of these challenges and the opportunities
to grow, retain and develop the VET workforce, will enable
informed responses, both now and into the future.

Chapter 1: Context
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Chapter 1: Context

Sector overview

Vocational education and training is
critical to supporting the skills needs of
individual Australians, as well as industry
and the Australian economy.

The VET sector has long been critical in equipping
Australian workers with the skills they need for secure
and well-paid jobs, including those that have faced
barriers to education, training and work." In doing so,
the VET sector also helps to ensure employers and the
economy have the supply of skilled workers needed for
Australia to prosper and that no one is held back or

left behind.

Current data shows skills shortages are increasing
across many industries in all parts of Australia. In 2023,
36% of occupations in Australia were experiencing

a skills shortage nationally, which was 5 percentage
points higher than in 2022.2 These shortages affect
Australia’s ability to respond to economic opportunities
and challenges, including in the nationally critical

clean energy, care, manufacturing and digital and
technology sectors.

Many of the sectors of the economy experiencing
shortages require skills delivered through the VET
sector. This includes early childhood education, nursing,
aged and disability care, electrotechnology, civil
engineering and different types of trades. These and
other sectors will continue to grow and projections show
that over the next decade around 44% of new jobs will
require a VET qualification.®

JSA, RTO Typology: Methodology Paper, 2024, p 2.

abh wN =

Page 2

The scale of VET delivery is large and
diverse, and growing to meet the needs of
individuals, employers and the economy.

In Australia, there are over 4,000 RTOs delivering
training.* These include TAFEs, private RTOs, dual
sector providers, enterprise RTOs, RTOs with a volunteer
workforce, adult and community education providers,
Aboriginal Community Controlled RTOs, and RTOs
delivering VET to secondary students.

Broadly, these types of RTOs play different roles and
undertake specific training activities within the sector.
Types of RTOs:

+ Generalist providers — these do not have a specific
focus on a subject area or learner type. They instead
offer a wide range of programs to a diverse learner
base. These providers generally have program and
industry specialists on staff.

+ Program-focused providers - these specialise in a
particular subject area or areas and generally have
program or industry specialists on staff.

+ Cohort-specific providers - these focus on a
specific cohort of learner or industry. This includes
associations; enterprise providers; school-based
RTOs and other providers that deliver to secondary
students; international student specialised providers;
adult and community education providers and
First Nations specialist providers.

In 2022, 4.5 million learners were enrolled in nationally
recognised training. Some learners were enrolled in one
or more program, including some in subjects that were
not part of a nationally recognised program and others
in a combination of both.®

Department of Employment and Workplace Relations, National Skills Agreement, Australian Government, 2023, p 3.
Jobs and Skills Australia (JSA), 2023 Skills Priority List Key Findings Report, 2023, p 6.
Treasury, Working Future: The Australian Government’s White Paper on Jobs and Opportunities, Australian Government, 2023, p 119.

National Centre for Vocational Education Research (NCVER), Total VET Students and Courses 2022, 2023.

VET Workforce Blueprint



Given the scale, importance and growth
of VET in Australia, the need for a skilled

and sustainable VET workforce will be
increasingly critical.

Skills and Workforce
Ministerial Council

The NSA identifies that for VET to continue to contribute
to economic and social outcomes for Australians,
including productivity, labour supply, wellbeing and
inclusion and resilience, it requires a skilled workforce.®
As the demand for skills in many sectors of the
economy continues to grow, so too does the demand for
people to join the VET workforce.

Over the 10 years from February 2014 to February 2024,
online job advertisements for VET teachers, trainers and
assessors grew by just over 200% compared to a growth
of around 80% across all occupations (Figure 1). In

fact, all teaching and lecturing roles experienced similar
or higher growth, indicating significant demand for
teachers across all education sectors.”

Figure 1: Growth in job advertisements from February 2014 to February 2024 by occupation

Primary School Teachers

Secondary School Teachers

Early Childhood Teachers

VET Teachers

University Lecturers and Tutors

All occupations 79.3%

d

143.7%

577.8%

511.2%

210.2%

201.4%

Source: Jobs and Skills Australia (JSA), VET Workforce Study, 2024, p 108.

View the data table for Figure 1 at Appendix B, Table A1.

6 Department of Employment and Workplace Relations, National Skills Agreement, Australian Government, 2023, p 5.

7 JSA, VET Workforce Study, 2024, p 130.
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Notably, current growth and future projections of
demand do not factor in the additional 300,000
Fee-Free TAFE and vocational educational courses
being delivered through the Fee-Free TAFE Skills
Agreement (formerly the 12-Month Skills Agreement)
from 2024. This is in addition to the over 355,000 places
the Australian Government, in partnership with state
and territory governments, delivered in 2023. These
additional places contribute to generating further
demand for VET staff and, in particular, VET teachers,
trainers and assessors.

Another significant driver of demand is where there

are emerging industries, critical skills and workforce
shortages. National priorities under the NSA identify
these areas of need as supporting the net zero
transformation, sustaining essential care services,
developing Australia’s sovereign capability and food
security, and ensuring Australia’s digital and technology
capability. With more focus on, and investment in, these
sectors, the demand for skilled individuals continues

to grow, as does the call on the VET sector to support
building these skills for tens of thousands
of Australians.

This Blueprint builds on work undertaken
to date and outlines goals and actions

to support and grow a sustainable,
high-quality and valued VET workforce.

The Blueprint builds on earlier work undertaken to
quantify the size, profile and importance of the

VET workforce, as well as the issues and challenges

it has faced during various policy and funding shifts.
Past reports have tackled the challenges associated
with optimising the VET workforce and the experience
of staff during these periods. This includes the Kangan
and Fleming reports from the 1970s and reports by the
Productivity Commission (2011) and the National Centre
for Vocational Education Research (NCVER) workforce
survey (2020).2

8 Committee on Technical and Further Education, TAFE in Australia: Report on Needs in Technical and Further Education, 1974; Technical and
Further Education Council Staff Development Advisory Committee, Formal Preparation of TAFE Teachers in Australia, 1978; Productivity
Commission, Vocational Education and Training Workforce, 2011; G Knight, | White and P Granfield, Understanding the Australian Vocational

Education and Training Workforce, NCVER, 2020.
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There is also a body of research that has been
undertaken with a focus on VET workforce development,
strengthening educational practice and leadership,
improving provider and practitioner capability, and
linkages between industry and the VET workforce.

More recently, the House of Representatives Standing
Committee on Employment, Education and Training
report (2024) explored how perceptions of the

VET sector influence education choices and employer
views and practices.’

TAFE at the heart

The Blueprint builds on the focus of
governments on strengthening the
TAFE sector.

TAFEs have long played a key role in Australia’s

VET sector and have been a key foundation of the

VET workforce. As the primary public providers of VET,
TAFEs are large educational entities. They range in

size — from delivering to over 400,000 learners each
year across one entity, to regional TAFEs operating as
separate entities delivering to around 10,000 learners
each year. TAFEs offer a comprehensive range of

VET courses and qualifications and have a significant
role in training skilled workers for emerging and key
industries. They are the largest employer of VET staff
and the largest trainers of VET teachers, trainers and
assessors. They are the primary providers of foundation
skills training and vocational education in many key
geographic locations and they deliver higher education.

Skills and Workforce
Ministerial Council

The Jobs and Skills Australia (JSA) VET Workforce Study
was commissioned to support development of the
Blueprint. The study profiles the VET workforce using
existing and new datasets to:

understand the size, composition and characteristics
of the current workforce

+ define the key job roles in the sector
+ analyse the pathways in, out and within the sector.

The Blueprint focuses on key trends from the JSA study
and insights from stakeholder consultations to consolidate
our understanding of the current VET workforce.

Without a strong TAFE system, there cannot be a

strong VET sector. In recognition of this, all Australian
governments have agreed to build a high-performing
and world-class VET sector with TAFE ‘at the heart’.
Governments are putting TAFE at the centre of a diverse,
vibrant, high-quality skills and training system. This
includes through the introduction of Fee-Free TAFE

and investments in TAFE Centres of Excellence and the
National TAFE Network.

TAFEs have a unique responsibility to provide access to
upskilling and training to Australians from all walks of
life to help them share in Australia’s prosperity. They are
a trusted partner driving quality improvements across
the VET sector and supporting innovation to deliver a
skilled workforce for Australian industries, both now and
into the future.

9 House of Representatives Standing Committee on Employment, Education and Training, Shared Vision, Equal Pathways, 2024.

Chapter 1: Context

Page 5



Chapter 1: Context

Blueprint goals

The Blueprint has 3 clear goals. In the context of these goals, the Blueprint includes the
following details:

This first iteration of the Blueprint lays out 3 primary

goals and actions to create momentum in addressing key

opportunities and challenges facing the VET workforce:

+ Profile of the current VET workforce (Chapter 2):
The makeup of the VET workforce, including roles,
demographic makeup, employment context and

+ Growing the workforce: Increasing the number of conditions, pathways in and out of the workforce and
people entering the VET workforce pipeline to ensure the levels of skills and qualifications in the workforce.
the long-term supply of the staff needed. « Opportunities and actions for the VET workforce

+ Retaining and developing the workforce: Improving (Chapter 3): The key pressing challenges facing
retention and supporting workforce capability to the workforce, the opportunities for national, local,
ensure a sustainable, highly skilled and quality VET industry and provider responses, including for regional,
workforce, both now and into the future. remote and rural communities, and actions that all

- Understanding the workforce: Developing a data stakeholders can take to realise these opportunities.
collection on the VET workforce and undertaking * A blueprint for continuous improvement in VET
foundational work and research to better understand the workforce development (Chapter 4): The key aspects
various roles and pathways across all VET contexts. of a continuous improvement approach to developing

actions for the VET workforce.

). 4
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The Australian Government is investing up to $100 million over 5 years through the
NSA to support strengthening the VET workforce. This includes $70 million over

5 years for state and territory initiatives and $30 million to support agreed areas of
national action. The Australian Government'’s financial contributions to states and
territories will be matched by the relevant jurisdictions.

This investment demonstrates the commitment of Skills Ministers to strengthen
and build the VET workforce to ensure Australia’s VET sector is world class and
supports areas of national priority, as outlined in the NSA.

I Page 6 VET Workforce Blueprint



Consultation

The Blueprint has been developed through consultation
with the sector and builds on previous engagement to
better understand challenges and opportunities, now
and into the future.

The development of the Blueprint has been informed

by the perspectives and insights provided by over 300
stakeholders through 25 roundtable consultations.
These stakeholders included RTO staff, peak VET sector
organisations, unions and industry organisations. The
consultation included roundtables in each state and
territory, and roundtables for the focus areas of VET for
secondary students, First Nations peoples, foundation
skills, and regional, rural and remote. Through a public
submissions process, 102 responses were received

Conclusion

VET is vital to Australia’s economic and social fabric,
giving both individuals and industry the skills they need
to thrive. With an already large, diverse and complex
sector experiencing growth, and forecasts of future
growth, the need to grow and support the VET workforce
is critical. Recognising this, the Blueprint provides a
vision and a set of actions that will help to ensure the
VET workforce is attracting new talent, retaining and
developing existing talent, improving the experience of
the workforce and addressing key barriers they face.

Chapter 1: Context
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and 44 people who have recently left the VET workforce
completed a survey to inform the Blueprint.

The VET Workforce Blueprint Steering Group,
appointed by the Hon Brendan O’Connor MP, Minister
for Skills and Training, guided the development of

the Blueprint, drawing on the members’ extensive
experience of the VET sector and its workforce. The
Steering Group included representation from the
Australian Government, states and territories, VET
sector stakeholders, individuals with expertise, unions
representing the VET workforce, and employer peak
bodies. A list of Steering Group members is provided at
Appendix A.

A key element of the Blueprint is acknowledging

and promoting that working as a teacher, trainer and
assessor is a valued and rewarding career. Individuals
make a meaningful impact on the lives of learners and
contribute to the training of a new generation of workers.
The Blueprint builds on work undertaken to date, has
been informed by consultation with the sector and the

VET Workforce Study, and includes perspectives from
arange of VET providers, their staff, industry, unions,
employers, peak bodies and other VET stakeholders.
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Chapter 2: The VET workforce

Introduction

This chapter provides a consolidated view of the modern
VET workforce profile. It builds on previous work and
supplements it with new data from JSA's VET Workforce
Study, which was commissioned to underpin the Blueprint.
It includes insights about understanding the:

size, roles and demographic makeup
of the workforce

+ employment contexts of the workforce

+ pathways in, out and within the VET teacher,
trainer and assessor workforce.

This chapter also presents a contemporary picture of
the skills, education and qualifications profile of the VET
workforce and its income and employment patterns.

Chapter 2: The VET workforce Page 9 I
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Size, roles and demographic makeup of the workforce

Estimates of the total size of the
workforce vary and current data
collections lack precision.

There are different estimates of the total size of the
Australian VET workforce. The 2 most significant
estimates were undertaken by the Productivity
Commission in 2011, which estimated the total VET
workforce was 223,000 people, and by NCVER, which
estimated the total VET workforce was 246,000 people
in 2019, including 71,000 teachers.™ Both estimates
faced limitations. The Productivity Commission’s
findings relied on the synthesis of multiple data sources
that had ranging estimates, and NCVER's report had a
limited survey sample size and limited data collection
on key demographics. This presents ongoing difficulty
in estimating both the overall size of the VET workforce
and the distribution of the workforce across different
RTO types. A comprehensive national data collection
or census on the exact composition and size of the
Australian VET workforce has not been completed and
poses a significant data gap.

The VET Workforce Study provides a contemporary and
more thorough profile. Importantly, it also highlights
ongoing issues with VET workforce data collection and
estimating the overall size of the VET workforce.
These include:

+ areliance on Census data to count the VET workforce,
which had limitations resulting in underestimates

+ challenges identifying all VET teachers, trainers and
assessors, as well as both their industry and teaching
qualifications (for example, a VET trainer who also
works in industry counted as something other than a
VET teacher and only one highest qualification being
recorded in the Census)

+ issues accounting for volunteers, secondary teachers
working in VET and VET teachers, trainers and
assessors working across multiple RTOs

+ Australian Bureau of Statistics (ABS) occupation and
industry reporting codes that do not fully reflect current
VET delivery and the modern Australian workforce."

Despite uncertainty about the overall size
of the workforce, there are estimates of role
types and their relative size.

The VET Workforce Study includes a workforce
taxonomy (Figure 2). This taxonomy categorises the
VET workforce into 6 occupation segments and profiles
example job roles under each segment. The taxonomy'’s
purpose is to provide a framework for government

and the broader VET sector to better understand VET
workforce roles.

10  Productivity Commission, Vocational Education and Training Workforce, 2011, p 37; G Knight, | White and P Granfield, Understanding the
Australian Vocational Education and Training Workforce, NCVER, 2020, p 7.

11 JSA, VET Workforce Study, 2024, pp 6-7.
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Figure 2: JSA VET workforce taxonomy

Teach, Train and Assess (48.5%)

Head Teacher VET Teacher TAFE Lecturer

Senior Trainer and Assessor Assessor LLN Practitioner

Curriculum Development and Quality Assurance and

Learning Support (4.3%) Compliance (0.4%)

Learning Design (3.6%)

Curriculum Developer Librarian RTO Qualit)éﬁgge?ompliance

Instructional Designer Integration Aide Quality Assurance Manager

elLearning Designer Counsellor RTO Compliance Coordinator

LMS Designer Enrolment Officer RTO Risk and Compliance Officer
Administration and Operations (30.3%)
Human Resource Officer Receptionist RTO Operations Manager / CEO

Administrative Officer Security Officer GM Training Services
ICT Officer Accountant Chief People Officer

Marketing Specialist Commercial Cleaner Director — Education Quality

Workforce segments (proportion of overall) Example job titles

Source: JSA, VET Workforce Study, 2024, p 13.
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While the list of job roles in Figure 2 is not exhaustive,
it profiles some of the key areas of work in the
VET workforce.

As an analytical framework for 2021 Census data,
the taxonomy allowed JSA to estimate the relative
proportional size of each VET workforce segment. In
summary, this shows that:

« 48.5% of the workforce are in Teach, Train and Assess

3.6% of the workforce are in Curriculum Development
and Learning Design

+ 4.3% of the workforce are in Learning Support

+ 0.4% of the workforce are in Quality Assurance and
Compliance

« 30.3% of the workforce are in Administration and
Operations

+ 12.8% of the workforce are in Leadership.'?

The VET Workforce Study also includes an initial
occupational framework that sits under the taxonomy.
This framework identifies a spectrum of teaching,
training and assessing roles ranging from working under
supervision to senior roles.

It should be noted that different parts of the VET sector
and their workplace contexts can have implications for
the taxonomy. For example, a larger RTO or TAFE may
have clear and distinct roles as described above, but in
medium-sized or small-sized RTOs, roles may cut across
more than one segment.

There is also a good understanding of the
workforce’s demographic diversity.

The VET Workforce Study also provides a demographic
breakdown of the VET workforce, by segment, and is
compared against the entire Australian workforce

(Table 1). This includes age, gender, First Nations status,
if a person was born overseas, and if a person speaks a
language other than English (LOTE) at home.

12 JSA, VET Workforce Study, 2024, pp 12-15.
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Table 1: Demographic breakdown of VET workforce by segment, 2024

Average age Female First Nations Born overseas LOTE at home
VET workforce 47.3 57.2% 2.1% 33.0% 20.5%
el W 48.1 51.1% 1.8% 31.4% 18.2%
Assess
el Dizvelleigi . 453 61.7% 2.3% 29.9% 16.8%
and Learning Design
Learning Support 41.9 76.4% 6.0% 30.2% 21.7%
e 39.4 70.4% less than 0.1% 35.5% 19.9%
Compliance
OIS o Eme 357 64.6% 2.0% 35.7% 24.5%
Operations
Leadership 46.2 56.6% 1.8% 34.7% 20.4%
Australian workforce 40.1 48.5% 2.2% 32.4% 23.4%

Source: JSA, VET Workforce Study, 2024, p 31.
Note: A small proportion of those in the VET workforce total are not included in taxonomy segments due to missing occupational codes.

The VET workforce is more mature on average than the overall workforce.

The VET workforce has an average age of 47.3 years, with 46.5% aged 50 years or older. In comparison, the
Australian workforce average age is 40.1 years. This average age has been slowly increasing over the past 15 years
and reflects a broader trend across the whole workforce. Figure 3 shows the proportions of the VET workforce by
age group. It identifies the VET workforce has a proportionally older workforce in age brackets that are over 40 years.

Figure 3: Proportion of ages in the VET and Australian workforces, 2021

25.3% 27.3%

23.5% 24.4%

2.3% 1.8%

Under 30 30-39 40-49 50-59 60-69 70 and over

Il VET workforce M Australian workforce

Source: JSA, VET Workforce Study, 2024, p 33.

Note: ‘VET workforce’ includes all ANZSCO 2422 Vocational Education Teachers and all ANZSIC 8101 Technical
and Vocational Education & Training. Proportions do not sum to 100% due to ABS data perturbation.

View the data table for Figure 3 at Appendix B, Table A2.
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Table 2: Average age of VET workforce by segment, 2022

Teach, Train and Assess

Curriculum Development and Learning Design
Learning Support

Quality Assurance and Compliance
Administration and Operations

Leadership

Source: JSA, VET Workforce Study, 2024, p 31.

The teaching, training and assessing segment of the
VET workforce is the oldest (Table 2), which is also true
across Australia for TAFEs. However, it is important

to note there is a substantial difference in age profile
of the workforce depending on the type of RTO. Earlier
research by the Productivity Commission suggests a
substantial difference in average age between TAFE
staff (older) and non-TAFE staff (younger).'®

The training pipeline of future teachers, trainers and
assessors is also becoming more mature. In 2021,
almost 30% of Certificate IV TAE graduates were

over 50 years, which is an increase from 2015.™

Some stakeholders shared that teaching, training and
assessing can be perceived as a ‘retirement job’, with
one trade union representative reflecting that ‘training is
seen as an occupation that workers take up when they
can no longer work on the tools’. During consultations
some stakeholders challenged this perception when

it was raised. They identified that what attracted them
to the profession was the opportunity to skill the new
generation of their occupation or industry workforce,
that they thought they would enjoy the job role and it
provided a ‘change in pace’ from their industry role as
well as new opportunities.

48.1
45.3
41.9
39.4
35.7
46.2

The majority of the VET workforce identify
as female, including in key segments.

People identifying as female comprise a majority of the
overall VET workforce and in each of the VET workforce
segments. This includes the Learning Support (76.4%),
Leadership (56.6%) and Teach, Train and Assess
segments (51.1%). In general, the proportion of people
identifying as female in the total VET workforce has
been steadily increasing over time. It increased by
around 5 percentage points in the decade to 2020—-21."

The VET workforce is slightly less
culturally and linguistically diverse than
the overall workforce.

The VET workforce has largely the same proportion

of workers born overseas as the Australian workforce
overall. The proportion of staff born overseas varies
substantially by VET workforce segment, with Learning
Support, Curriculum Development and Learning Design,
and Quality Assurance and Compliance particularly
underrepresented. The VET workforce across all
segments, except Administration and Operations, is less
likely to speak a language other than English at home
compared to the workforce overall.’®

13 Productivity Commission, Vocational Education and Training Workforce, 2011.

14 JSA, VET Workforce Study, 2024, p 114.
15  JSA, VET Workforce Study, 2024, p 32.
16  JSA, VET Workforce Study, 2024, pp 37-38.
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First Nations peoples are underrepresented
in many segments of the VET workforce
compared to the overall workforce.

Although the VET workforce overall has comparable
First Nations representation compared to the broader
Australian workforce, only the Learning Support and
Curriculum Development and Learning Design workforce
segments have a higher proportion. All other segments
have a lower proportion. Most critically, First Nations
teachers, trainers and assessors are underrepresented

Skills and Workforce
Ministerial Council

in both the current workforce and among graduates of
the key VET teaching credential, the Certificate IV TAE.

This is notable, given the First Nations population aged
between 15 and 64 participates in VET at a rate double
that of the non-First Nations population.’” In addition,
in very remote and on-community delivery contexts,
delivery of VET by First Nations staff (especially
teachers, trainers and assessors) correlates with more
positive learner outcomes.'®

Employment context of the workforce

VET staff work in different RTO types, sizes
and contexts all around Australia.

The professional environment that VET staff work in
varies greatly. They are employed by RTOs of varying
size, complexity and location, and some staff work
in highly specialised delivery contexts. This results in
diverse workforces with differing needs, composition
and employment conditions.

There is significant variation in RTO size,
type and complexity.

There are a range of RTO types:"

TAFEs are typically the largest and most complex
institutions in terms of workforce and learner
populations. All 23 TAFEs comprise less than 1%

of the total number of RTOs but represent a much
larger proportion of the VET workforce. Unlike private
training providers who may specialise, TAFEs offer

a wide range of programs across foundation skills,
vocational education and higher education, as well as
across many industries.?

17  NCVER, Indigenous VET Participation Report, 2017.
18  NCVER, Indigenous VET Participation Report, 2017.
19  NCVER, Total VET Students and Courses 2022, 2023.

+ Private training providers are the most varied
provider type. Some offer a range of training products,
with others focusing on training for a particular
industry or training area. The size of private training
providers can range from very small businesses with
a small number of staff, to very large institutions
delivering training to a high number of learners.

This is the largest subsector in terms of the number
of RTOs (80%).

+ School RTOs are secondary schools offering VET
programs delivered by staff employed at those
schools. If a school is not an RTO, VET programs
can be delivered through a variety of models — for
example, auspicing or partnership arrangements with
an RTO, or learners attending an external RTO. Further
details on these models are provided on page 17.
Schools comprise approximately 10% of all RTOs.

+ Adult and community education (ACE) providers
deliver nationally recognised training across a variety
of educational fields if they are an RTO, as well as
informal and non-vocational programs, which may
provide opportunities for learners to engage in further
education or employment opportunities.

20  Noting William Angliss Institute is a specialist centre for foods, tourism, hospitality and events education and training.
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Informal and non-vocational programs typically
include employability skills and language, literacy,
numeracy and digital literacy (LLND) skills. ACE
providers comprise 5% of all RTOs.

Enterprise registered training organisations (ERTOs)
are companies that deliver nationally recognised
training to their own workers and represent 3.5%

of the sector. Trainers and assessors at these

Page 16

organisations often deliver training concurrently
with their industry roles at that organisation, or for a
limited time before returning to their industry role.

Dual-sector universities offer VET programs in
addition to their higher education qualifications.
These represent the smallest proportion of all RTOs
at approximately 0.5%.

VET Workforce Blueprint



Jobs and Skills Australia has developed a typology for
RTOs based on their broad focus. Within this, each of
the different provider types can be categorised under
generalist, program-focused and cohort-specific. The
description of these categories:

+ Generalist: providers that do not have a focus area
in terms of subject area or learner type. These
providers offer a wide range of programs to a diverse
learner base. This category includes public providers,
community providers, fee-for-service private providers
and mixed-funding private providers. These providers
generally have program and industry specialists on staff.

+ Program-focused: providers that specialise, based
on enrolment patterns, in a particular subject area.
Program-focused providers include targeted program
specialists and industry specialists and generally
have program or industry specialists on staff.

+ Cohort-specific: providers that focus on specific
cohorts of learner or industry. The cohort-specific
providers include associations, enterprise providers,
school-based RTOs and other providers that deliver
to secondary students, providers that specialise
in international students, adult and community
education providers, and First Nations specialists.

There are also some highly specialised
delivery contexts for teachers, trainers
and assessors.

Within the range of RTO types outlined above, there
are staff that work in different and complex contexts.
Some examples:

+ Foundation skills delivery: This delivery includes
both LLND and employability skills. Learners who
need help with these skills are often from diverse
backgrounds and may have different educational
needs, requiring teachers to hold specialised
qualifications. For example, teachers who deliver
English as an additional language (EAL) courses
are required to hold higher-level Teaching English to
Speakers of Other Languages (TESOL) qualifications
or equivalent, in addition to the Certificate IV TAE.

21 JSA, VET Workforce Study, 2024, p 85.
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+ Delivery in a First Nations context: Staff that identify
as First Nations, as well as staff at RTOs that are
First Nations owned or operated, such as Aboriginal
Community Controlled RTOs, deliver in a distinct
context. Delivery by First Nations teachers and
provision of culturally appropriate pastoral care, leads
to higher success rates for First Nations learners.

+ VET delivered to secondary students: As outlined in
the JSA report, there are 5 models of VET delivery to
secondary students. Delivery can occur either on the
school campus or off site at a TAFE or private RTO.
These models include the:

- school or school sector as an RTO delivers
training and issues the qualification

- school has an auspice or partnership
arrangement with an external RTO, where the
school delivers the training and the qualification
is issued by the RTO

- school engages an RTO to deliver training at the
school or at the RTO, where the RTO delivers
training and issues the qualification

- students attend an external RTO — this could be
a TAFE, another school or a private RTO

- students undertake school-based apprenticeships
through the school or an external RTO, and have
an arrangement with an employer.?'

Where teachers are employed by the school, delivery
occurs in a complex intersection of 2 regulatory
environments: the teacher registration framework and
the Standards for RTOs. Compounding this, teacher
registration and school operational requirements differ
significantly across jurisdictions. This can affect both
the administration and compliance requirements, as well
as the day-to-day delivery of VET in the classroom (such as
having different class lengths and location requirements).

Other delivery contexts that have distinct and additional
operating challenges include ERTO staff, volunteer
trainers and assessors, staff in very small private RTOs,
and staff in regional, rural and remote locations.
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The VET sector and its workforce operate in
a complex requlatory environment.

National standards for the VET sector are agreed by
the Australian Government, and all state and territory
governments, and are supported by a framework of
legislation and standards. These include the:

+ National Vocational Education and Training Regulator
Act 2011 (Cth)

« VET Quality Framework, which includes the Standards
for RTOs and the Australian Qualifications Framework

Standards for VET Accredited Courses 2021
+ Standards for VET Regulators 2015

+ Training Package Organising Framework, which
includes the Standards for Training Packages.

There are 3 VET regulators in Australia responsible for
regulating RTOs and approving accredited courses. The
Australian Skills Quality Authority (ASQA) is the national
VET regulator, regulating approximately 90% of RTOs. This
includes all RTOs offering online courses, cross-jurisdiction
courses and courses for overseas learners. The Victorian
Registration and Qualifications Authority and the

I Page 18

Western Australian Training and Accreditation Council
have regulatory responsibilities for RTOs that deliver
only to domestic students within their own jurisdictions.

Providers that deliver training and conduct assessments
need to meet requirements outlined in the Standards for
RTOs. TAFE enterprise agreements and the Educational
Services (Post-Secondary Education) Award 2020 also
apply to VET workforce roles. Combined, these define
the roles, qualification requirements and common
standards for most positions in the sector. The
Standards for RTOs specify that an RTO's training and
assessments can only be delivered by a person who has
and maintains:

+ vocational competencies at least to the level
being delivered and assessed

+ current industry skills relevant to the training
being delivered

« current knowledge and skills in vocational training
and learning to inform their training and assessment.

VET Workforce Blueprint



The Standards for RTOs also describe the requirements
that an organisation must meet to be an RTO. This
includes trainer and assessor requirements and

to ensure that training delivered meets industry
requirements, as set out in Training Packages and
accredited courses. The Standards for RTOs also ensure
RTOs operate ethically and consider the needs of both
learners and industry.

As of March 2024, all teachers, trainers and assessors
must hold one of the following:??

+ the 2022 Certificate IV TAE, 2016 Certificate IV TAE, or
the 2010 Certificate IV TAE plus 2 additional units

+ adiploma or higher-level qualification in adult education

+ a qualification that enables registration as a
secondary school teacher, plus an additional assessor
skill set or the VET delivered to school students
teacher enhancement skill set.

Skills and Workforce
Ministerial Council

A VET teacher, trainer and assessor who does not hold
one of these required qualifications may work under
the supervision of another VET teacher who satisfies
the above criteria. In addition, an individual actively
working towards the Certificate IV TAE or Diploma from
the TAE Training Package can work under supervision.
Further information can be found at the Department of
Employment and Workplace Relations website.?

There may be additional qualification requirements for
teachers, trainers and assessors operating in distinctive
delivery contexts. For example, in a secondary school
context they may need an initial teacher education
qualification and teacher registration as well as their VET
credential and vocational competency. For foundation
skills and EAL contexts, teachers are often required to
have a higher adult education qualification in LLND or
TESOL in addition to holding a Certificate IV TAE.

Pathways in and out of the VET teacher, trainer and

assessor workforce

There are 3 main ‘pathways’ for
professionals to enter into VET teacher,
trainer and assessor careers.

The VET Workforce Study identified that teachers,
trainers and assessors make up 48.5% of VET workforce
roles. It also included analysis of teacher, trainer and
assessor pathways into the VET sector. It showed there
are 3 main pathways for individuals who move into VET
teacher occupations:?

+ educators who previously worked in different
education sector occupations, including in
universities and schools

+ industry professionals who previously worked in a
VET-relevant vocational occupation

+ corporate and administration professionals —
origin roles in this pathway could include office
management or program administration.

Data limitations mean that previous occupations of
almost half of the individuals who move into VET are not
known, which is most often due to income tax returns of
these individuals not being filed. However, this is unlikely
to affect the trends in the existing data. A summary of the
former occupations held by people moving into the VET
teacher, trainer and assessor workforce is at Table 3.

22 Australian Skills Quality Authority (ASQA), Clause 1.13 to 1.16 — Employ skilled trainers and assessors, 2021 Census of Population and

Housing, 2024, accessed April 2024.

23 http://www.dewr.gov.au/skills-reform/quality-reforms/early-changes-current-standards-rtos

24 JSA, VET Workforce Study, 2024, p 124.
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Table 3: Occupational movements into Vocational Education Teacher, FY2011-12 to 2019-20

Proportion of Vocational Education Teachers who were in this

CESIE] occupation in the year before entering the VET workforce
Education 28.3%
Vocational 16.5%
Corporate and administrative 9.2%
Unknown or no income tax return 46.1%

Source: JSA, VET Workforce Study, 2024, p 125.

The VET teacher occupation typically loses  eachyear - thatis, more people leaving than entering
more people each year than it gains and (Figure 4). During this period, a higher proportion of

N L VET teachers left the VET workforce compared to both
g those in other teaching occupations and those across all

compared to similar sectors. professional occupations (in most years).2> The challenges

) and opportunities section of the Blueprint contains
In the 8 years before the COVID-19 pandemic, the VET some insights about why this is the case and whether

teaching profession experienced a net loss of staff this trend is likely to continue following the pandemic.

Figure 4: Movements into and out of Vocational Education Teacher, FY2011-12 to 2019-20
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Source: JSA, VET Workforce Study, 2024, p 122. View the data table for Figure 4 at Appendix B, Table A3.

25  JSA, VET Workforce Study, 2024, pp 121-122.
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A substantially higher proportion of VET teachers move
into other occupations each year compared to teachers
in university or secondary school contexts.? This is a
consistent trend for at least the last decade. Although
the proportion of ‘outflow’ VET teachers dipped in the
2020-21 financial year, this trend was consistent across
all professions and largely due to the impacts of the
COVID-19 pandemic, which reduced how often people
moved between jobs. Regardless, the ‘gap’ during these
years remains, which indicates that VET teachers were
still more likely to move to other occupations compared
to other professions.

There is a widely held view among stakeholders that
many teachers leaving VET are being drawn back

to industry. However, data shows the most likely
destination for a person moving from being a VET
teacher is to other teaching or education roles. This
occurs at a rate almost 4 times more than those moving
to ajob in industry (Table 4). Outflows to managerial
or administrative occupations are also higher than to
vocational occupations, which may represent career
progression within the VET sector.?” However, it is
difficult to know the full picture of specific occupational
transitions in subsequent years, as data is unavailable on
over half of those individuals who leave the sector.

Skills and Workforce
Ministerial Council

Migration as a direct pathway into the VET
teacher, trainer and assessor workforce has
historically been limited.

While the proportion of the VET teachers, trainers
and assessors born overseas closely resembles the
workforce, only 19.2% of VET teachers, trainers and
assessors born overseas have arrived since 2011,
compared to 33.8% of the Australian workforce.?
This may indicate it was not typically their first job
on arrival in Australia.

Analysis of take-up of visas relevant to the VET
workforce (subclasses 408, 489, 482, 187, 494 and
491) further confirms the skilled migration pathway has
not been heavily utilised as a source of VET teachers,
trainers and assessors, with generally under 20 visas
granted per year over the last decade.?

This is unsurprising given the requirements for VET
teachers, trainers and assessors to be qualified in
vocational education and training and their vocational
area, as well as have current industry skills. There

is likely to be a limited number of people able to
immediately start a teacher, trainer and assessor role
with no additional study or experience.

Table 4: Occupation movements out of Vocational Education Teacher, FY2011-12 to 2019-20

Education
Vocational
Corporate and administrative

Unknown or no income tax return

Source: JSA, VET Workforce Study, 2024, p 125.

26 JSA, VET Workforce Study, 2024, p 121.

27  JSA, VET Workforce Study, 2024, pp 125-126.
28  JSA, VET Workforce Study, 2024, p 68.

29  JSA, VET Workforce Study, 2024, p 68 and p 131.
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Proportion of Vocational Education Teachers who were in this

occupation the year after leaving the VET workforce
25.7%
7.2%
9.6%
57.6%
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Skills, education and qualifications

The VET workforce has a relatively high
level of education on average, largely due
to the ‘dual professional’ status of teachers,
trainers and assessors.

Becoming a VET practitioner is an ongoing journey,
not a destination, involving vocational and educational
preparation; a transition to VET; and continuing
practise and updating of skills to maintain the dual
professionalism that is required to train, assess and
respond to the changing needs of industry. *°

In general, the VET workforce has a higher level of
qualification than the wider labour market. VET staff
are almost twice as likely to hold a postgraduate
degree qualification and substantially more likely to
hold a bachelor degree, advanced diploma or diploma
(Figure 5). It is possible this could be attributed to the
requirement for teachers, trainers and assessors - the
largest segment of the VET workforce — to be both
skilled VET practitioners and current in the industry
skills, knowledge and vocational competencies in the
areas they are teaching.®’

Figure 5: Highest qualification for VET workforce segments and Australian workforce, 2021

Postgraduate
degree level

Graduate
diploma and
graduate
certificate level

24.8%
23.9%
28.6%
23.5%
28.7%
25.6%
23.3%
23.2%

Bachelor
degree level

H Total VET workforce
M Curriculum Development and Learning Design

M Leadership

Source: JSA, VET Workforce Study, 2024, p 36.

Note: Due to non-stated responses, not all categories equal 100%.

View the data table for Figure 5 at Appendix B, Table A4.

H Administration and Operations

Advanced
diploma and
diploma level
Certificate
11 &IV level
9.6%
.5%
Secondary g?%
education and 3.6%
below (ind. 7.1%
Certificate | & II) 11.0%
20.1%
29.7%
M Teach, Train and Assess H Learning Support

M Quality Assurance and Compliance M Australian workforce

30 M Tyler & D Dymock, Attracting Industry Experts to Become VET Practitioners: A Journey, Not a Destination, NCVER, 2021, p 7.

31 JSA, VET Workforce Study, 2024, p 35.
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Three-quarters of the VET teacher, trainer and assessor
segment of the VET workforce hold a qualification at
diploma level or above. In 2019, the highest teaching
qualification held by 77.1% of VET teachers, trainers and
assessors was a Certificate IV TAE®2. This suggests
that most diploma qualifications and above held

by teachers, trainers and assessors are likely to be
generalist or industry-specific qualifications rather than
teaching qualifications. More research is required to
better understand the different qualifications the VET
workforce hold.

Skills and Workforce
Ministerial Council

Increasingly, large portions of the VET
workforce require digital skills.

VET is delivered through a variety of different training
modes, including classroom-based, online, workplace-
based or blended models. The COVID-19 pandemic
led to a growth in online and blended delivery and an
associated decline in delivery that includes no online
component (Figure 6).

Figure 6: Proportion of subject enrolments by delivery mode, 2019 to 2021

66.9%

60.1%  57.3%

10.6%

No online delivery

13.9%

No online delivery

22.5%

26.0% 29.2%

13.4%

Online in combination with
another delivery mode

W 2019 2020 M 2021

Source: S Hume, T Griffin and NCVER, Delivery of VET: Emerging Trends in Response to the COVID-19 Pandemic, 2022, p 2.

View the data table for Figure 6 at Appendix B, Table A5.

32 G Knight, | White and P Granfield, Understanding the Australian Vocational Education and Training Workforce, NCVER, 2020, p 16.

Chapter 2: The VET workforce

Page 23



Chapter 2: The VET workforce

During consultations, stakeholders indicated the need
for the workforce — and especially teachers, trainers
and assessors — to have digital skills has been steadily
increasing over the past decade or so. This includes
technology for delivery and assessment, supporting
learners to use technology, and staying current with
increased digitisation and technological use in industry
and as specified in training products.

r £
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33  ASQA, Strategic Review of Online Learning, 2023, p 14.
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The shift towards more VET delivery being wholly or
partially online and the increased demand to understand
and be able to teach digital literacy skills, has implications
for the VET workforce. ASQA's Strategic Review of
Online Learning found the rapid shift to online learning
due to the COVID-19 pandemic necessitated changes
to the pedagogical approaches to teaching.®® The key
implication for the sector broadly is more demand for
VET staff, especially teachers, trainers and assessors,
with digital literacy and digital technology skills, and
experience with planning and delivering online learning.
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Income and employment patterns

The VET workforce overall has a higher
average income than the Australian
workforce generally, but this skews
heavily depending on the role and is lower
compared to other education sectors.

The average annual income for the VET workforce
(about $81,000) is 8% higher than the Australian
workforce in general (about $75,000).3*

For teachers, trainers and assessors, stakeholders
highlighted that some teachers, trainers and assessors
may have lower incomes than their industry peers in
industries such as trades and engineering, or higher
incomes compared to industries such as hairdressing or
care-based industries.

VET teachers at public institutions, including dual sector
universities and TAFEs, generally earn more than those
at private RTOs (Figure 7). TAFE teachers, trainers

and assessors and TAFE staff in general, tend to be
employed under union bargained enterprise agreements,
where pay is set higher than award.

Figure 7: Percentage of public and private VET teachers total personal income by range, 2021
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Source: JSA, VET Workforce Study, 2024, p 52.
Note: Weekly reported income is annualised.
View the data table for Figure 7 at Appendix B, Table A6.

34  JSA, VET Workforce Study, 2024, p 46.
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The average gender pay gap is 16% across the VET
workforce and women earn $14,773 less on average
than their male colleagues.®® This pay gap reduced to
7% for full-time roles in the Teach, Train and Assess
segment, and 9% for full-time roles across the whole
VET workforce. There is some variation across different
VET workforce segments and it is most pronounced in
Administration and Operations at 19%. Learning Support,
which is also the most feminised workforce, has the
lowest pay gap of 9% overall and a -1% pay gap for
full-time workers, meaning women in full-time Learning
Support roles earn 1% more.

The VET workforce has a relatively similar
employment profile compared to the
Australian workforce overall, but teachers,
trainers and assessors have much higher
rates of casualisation.

[One major challenge is] over-reliance on casual and
short-term contracts of employment for trainers and
assessors, which makes it difficult for them to deliver
high quality education and training programs.

(Union representative)

The VET workforce has a similar employment profile
to the Australian workforce overall, with comparable
levels of full and part-time employment, except for
those employed as a teacher, trainer or assessor,

who are more likely to work part-time hours. Staff in
Quality Assurance and Compliance and Leadership
roles are more likely to work full-time hours. Teachers,
trainers and assessors and staff in Learning Support
roles are the least likely to be in full-time employment.
VET teachers are also more likely than the Australian
workforce to be on fixed-term contracts or work in
casual employment.®

Consistent with this data, the VET workforce on average
reports working similar numbers of hours per week

as the workforce overall.®” Staff in the Leadership and
Quality Assurance and Compliance segments work
substantially more hours on average. Staff in the

35  JSA, VET Workforce Study, 2024, p 132.
36  JSA, VET Workforce Study, 2024, p 44.
37  JSA, VET Workforce Study, 2024, pp 41-43.
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Teacher, Trainer and Assess and Learning Support
segments work fewer hours on average, likely because
of the higher rates of part-time and casual employment
in those roles. In addition, stakeholders indicated some
examples where teachers, trainers and assessors may
only be paid for delivery hours and not for hours spent
completing compliance documentation or maintaining
industry currency. For example:

The simple question how does anyone work full time
as a trainer and assessor and manage to stay current,
with relevant practical work in the industry? | have
seen people doing their currency as unpaid work for
many hours ... It is a huge burden on trainers and
great deal of stress too. (Former VET teacher)

The VET Workforce Study data supports feedback from
stakeholders in consultations that teachers, trainers
and assessors have higher rates of casualisation
compared to other sectors in the Australian economy.
In comparison to other education sectors, VET teachers,
trainers and assessors are less casualised than
university lecturers and tutors. However, they have 3
times the rate of casualisation compared to secondary
school teachers (Figure 8).

Noting the limitations of VET workforce data in
identifying VET teachers, trainers and assessors due to
their dual professional status, and that some may work
primarily in industry, there needs to be further research
to identify the drivers of casualisation, and where these
may affect attracting and retaining the VET workforce.
These drivers also appear to differ between RTO types
and individual RTOs.

VET Workforce Blueprint
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Figure 8: Proportion of casuals in selected occupations and across workforce, 2014 to 2023
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Note: Some data points have been omitted due to unreliable estimates.

View the data table for Figure 8 at Appendix B, Table A7.

Conclusion

The VET workforce is complex and affected by
regulatory requirements. Different types of VET staff
work in RTOs of different types, sizes and contexts, and
each of those RTOs have a different focus - although
broadly these can be categorised as generalist providers,

program-specific providers, or cohort-specific providers.

Within the range of providers, the workforce also
exhibits great diversity. While estimates of the size

of the VET workforce vary and lack precision, there

is a reasonable understanding of the proportional
breakdown of different role types. It is also clear the
VET workforce is more mature when compared to

the broader Australian workforce, and with a majority
identifying as female and having less First Nations
representation. In terms of employment conditions and

characteristics, the VET workforce tends to have slightly

Chapter 2: The VET workforce

higher average incomes, higher levels of education and
a similar employment profile when compared to the
Australian workforce. One noteworthy exception is that
VET teacher, trainer and assessor roles tend to be more
casualised than the broader VET workforce and the
Australian workforce generally.

The VET teacher occupation typically loses more people
each year than it gains and the workforce turns over at

a higher rate than other sectors. This is largely because
the main pathways into these roles have challenges. The
next chapter explores ways to address these challenges.
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Chapter 3: Opportunities and actions

Introduction

This chapter examines the current understanding of the
challenges and opportunities facing the modern VET
workforce and the actions that can be taken in response,
in collaboration with all stakeholders. Importantly, this
draws upon key insights from stakeholder consultations,
which explored different perspectives across the range

of roles, RTO types and delivery contexts. Stakeholders
also shared a broad range of examples and case studies of
effective initiatives to support the VET workforce.

Chapter 3: Opportunities and actions Page 29 I



A blueprint for real change

Blueprint goals, challenges and opportunities

Governments and stakeholders share the view that

for the VET sector and its workforce to continue to
successfully meet the demands of learners, industry and
the community, the key goals for the Blueprint should be
growing, retaining and developing, and understanding
the workforce.

Consultations provided stakeholders with an opportunity
to share insights about the challenges that need to

be addressed and the opportunities for action the
Blueprint could include. Stakeholders also provided
examples and case studies of initiatives individual
jurisdictions or RTOs are using on the ground to
overcome these challenges at a local level, and which
may provide opportunity for scaling up or replicating

in other contexts. Figure 9 sets out how each of these
opportunities align with the Blueprint's goals.

These challenges and opportunities are not all new.

As outlined in Chapter 1, various inquiries and reports
have focused on the challenges of optimising the VET
workforce and improving the experience of staff. This
includes the Kangan and Fleming reports from the
1970s and more contemporary work, such as reports
by the Productivity Commission (2011) and the NCVER
workforce survey (2020).3® More recently, the House of
Representatives Standing Committee on Employment,
Education and Training report (2024) explored how
perceptions of the VET sector affect education choices
and employer views and practices.**

38 Committee on Technical and Further Education, TAFE in Australia: Report on Needs in Technical and Further Education, 2024; Technical and
Further Education Council Staff Development Advisory Committee, Formal Preparation of TAFE Teachers in Australia, 1978; Productivity
Commission, Vocational Education and Training Workforce, 2011; G Knight, | White and P Granfield, Understanding the Australian Vocational

Education and Training Workforce, NCVER, 2020.

39  House of Representatives Standing Committee on Employment, Education and Training, Shared Vision, Equal Pathways, 2024.
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Figure 9: Alignment of Blueprint goals and opportunities

@5 Understanding &

S the workforce

Goals

Developing a data collection on the
VET workforce and undertaking
foundational work and research to
better understand the various roles
and pathways across all VET contexts

Building understanding
of the VET workforce

Opportunities

A focus on teachers, trainers and assessors

The challenges and opportunities are focused primarily
on the needs of teachers, trainers and assessors and
reflect what was heard during consultation with the VET
sector. The teacher, trainer and assessor workforce is
made up of people who have a variety of backgrounds
and experiences. Some of these people identify
strongly as being educators or trainers, while others see
themselves more embedded in their industry role.

Consultations revealed some key insights, including that
these roles:

+ make up the segment of the workforce facing the
most attraction and retention issues, and it is the
segment of the VET workforce that stakeholders were
most focused on addressing

40 JSA, VET Workforce Study, 2024, pp 61-102.

Chapter 3: Opportunities and actions

Growing the
workforce

Increasing the number of people
entering the VET workforce pipeline
to ensure the long-term supply of
the staff needed

Attracting people into the VET
workforce, particularly teachers,
trainers and assessors

Making it easier for high-quality
teachers, trainers and assessors to
enter and stay in the VET workforce

Reducing administrative and compliance burden

Supporting TAFEs at the heart of the VET sector

Skills and Workforce
Ministerial Council

Retaining and developing
3] the workforce

Improving retention and supporting
workforce capability to ensure
a sustainable, highly skilled and
quality VET workforce, both now
and into the future

Supporting professional learning,
career progression and industry
currency

I

I

I

I

I

I

I

| Providing more support for
I early career teachers, trainers
: and assessors

I

I

I

I

I

I

|

Developing and resourcing
staff to support learners with
diverse and complex needs

+ are the entry point for many staff who may move to
other segments of the workforce, including leadership
and curriculum development roles. By supporting
attraction and retention at this part of the pipeline, it
opens up supply for other VET workforce roles

+ have very specific entry requirements and working
conditions, as opposed to general support and
administration roles, which have fewer requirements
for entry, and generally look similar to equivalent roles
in different sectors.*°
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In addition, between 2011 and 2021 the:

+ Australian workforce grew by 15.8%
+ overall VET workforce size remained relatively stable
+ number of VET teachers declined by 18.1%.4'

This demonstrates the need for action to support
building and retaining the whole VET sector, with
a particular focus on the Teach, Train and Assess
segment of the VET workforce.

A call to action

Outlining the challenges and opportunities facing
the sector is not enough. Current data indicates the
need to address these challenges, and realise these

Opportunity 1

Building a better understanding
of the VET workforce

A diverse VET workforce is fundamental to support,
grow and sustain the VET workforce. To achieve
this, the problems must be correctly understood and
diagnosed. This will require the federal government
to collect a comprehensive and true data set on
diversity across the workforce. (Union organisation)

Addressing the challenges faced by the VET workforce
and realising opportunities requires quality data to
understand the workforce, identify and priorities issues
and develop solutions. If making new efforts and
investments, it is critical to be able to track progress and
identify what is, and what is not, working.

Despite this, there is currently no regular, national,
fit-for-purpose VET workforce data collection. For the
collections that are available, there are inconsistencies

41 JSA, VET Workforce Study, 2024, p 27.
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opportunities, is becoming more urgent. Alongside the
analysis about challenges and opportunities in this
chapter, the Blueprint sets out a number of practical
actions that all stakeholders can take at either the
national, local, industry or training provider level to
support and grow a sustainable VET workforce, in line
with local contexts and priorities. These actions are
embedded in each of the subsections that follow.

Skills Ministers appreciate the contributions made by
stakeholders - including case studies of their own
practice. They also recognise that success will require
continued collaboration with RTO staff, including
teachers, trainers and assessors, peak organisations,
industry employers and unions, in taking action to
support meaningful and long-term change.

that make it hard to track progress over time. These
limitations, and their impact, are briefly outlined in this
section of the Blueprint. They are explored in more detail
in Chapter 2 and in the JSA VET Workforce Study.

There are vastly different estimates on the
size of the workforce.

Due to the high demand for VET staff in the future, and
particularly teachers, trainers and assessors, accurate
data on the workforce will be more critical. There is
currently no consistent measure of the size of the
workforce, either at a single point in time or as part of a
regular, national data collection. In addition, there needs to

be nationally consistent data on retention and turnover.

VET Workforce Blueprint



There is an incomplete understanding of
roles in the workforce.

While the JSA role taxonomy developed recently is

a good start, there is not currently a comprehensive
and deep understanding of VET workforce roles. This
includes roles for part-time or casual training and/or
assessment, and roles that are primarily in industry.

There is an opportunity to map VET workforce roles and
their associated:

duties and responsibilities, including within specific
VET delivery contexts

+ technical and pedagogical capability requirements
+ relationships with other roles

+ career paths

+ entry and transition points

+ credential requirements

+ professional development requirements

+ industry currency requirements

+ conditions of work.

Mapping roles could also build on:

+ existing frameworks across the VET sector to provide
a more system-level view — for example, some
individual RTOs already have capability frameworks
for different roles

+ the current work of Jobs and Skills Councils (JSCs) in
understanding industry-specific roles

+ analysis of international activity, such as the
development of educator standards.

It is anticipated that any mapping would focus on roles
that are involved in the delivery of nationally recognised
training, and be subject to close consultation within the
sector to scope and undertake the exercise. Further
work from the Australian Government and JSA to
support the mapping could include identifying:

+ opportunities for career progression and
professionalisation for the VET workforce

+ capability gaps, development opportunities and
shortages across VET workforce types

Chapter 3: Opportunities and actions
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+ barriers to attracting people into the VET workforce —
for example, compliance burden or competition with
other sectors, and challenges associated with working
in remote, rural and regional areas of Australia.

Action 1: Undertake comprehensive
occupational mapping for the VET
workforce to identify and inform
broader actions to strengthen
pathways into, and through, the
VET workforce.

The data that exists lacks sophistication
and precision.

Mapping how engagement of skilled industry workers
with the sector takes place ... may also help to raise
awareness of career pathways in the sector and
remove uncertainty that may act as a barrier to entry.
(Industry peak)

Data on the VET workforce can sometimes present the
workforce as a homogenous group and fail to recognise
the distinct profiles across different contexts. In addition
to different RTO types and roles, some of these distinct
profiles include staff who are:

+ First Nations

+ regional and remote

+ working across multiple RTOs or multiple sectors

+ volunteer trainers

+ secondary school teachers delivering VET in schools
+ holding multiple jobs across both VET and industry.
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A national and consistent data collection would seek to
overcome issues with:

identifying VET trainers, their industry and their teaching
qualifications, due to their dual professional status

+ accounting for volunteers, secondary teachers
working in VET, and VET trainers working across
multiple RTOs

+ ABS occupation and industry reporting codes that do
not fully reflect current VET delivery.

A national, regular and fit-for-purpose data collection
for the VET workforce would act as a ‘single source

of truth’. It would provide an up-to-date and accurate
understanding of the composition and profile of

the VET workforce and enable more sophisticated
disaggregation by RTO type and job roles. It would help
governments and the sector to take more targeted
action to address challenges and opportunities relating
to attraction, retention and development. It would also
enable regular data reporting to states and territories
and other key stakeholders.

Action in this area may involve expanding data collection
in a targeted way and creating partnerships and
data-sharing arrangements with other organisations.
Any action would need to be taken in close consultation
with the sector, with staged implementation to minimise
compliance burden.

Action 2: Develop a VET workforce
data strategy to enable the collection
of VET workforce data to support and
enable informed policy and workforce
strategies, and inform ongoing research.
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There are workforce challenges that need
further research.

Even following the consultation and data work that led
to the development of this Blueprint, there are a range of
workforce challenges affecting the VET workforce that
are unable to be fully understood without a program of
comprehensive research.

More research could support better understanding of
the kinds of issues raised during consultations, such as:

+ the effect of casualisation and psychosocial
challenges on attraction and retention

+ teaching practice approaches to support
areas of need

+ the implications of generative Al.

This would assist with the development of initiatives
and strategies that support attraction and retention
in the VET workforce. Research could also provide
opportunities to build the capability of existing highly
capable educators in applied research, which will be
important for a more integrated and aligned tertiary
education sector.

Specific research priorities could be developed through
seeking sector wide input and encouraging a collaborative
approach to the research and its resulting products for
the sector to use. It will be important to map existing
research and identify the key gaps that need to be
addressed. Any research program could be embedded
in the work program for JSA or similar bodies and would
be consistent with broader strategic research.

Action 3: Establish an ongoing
research program to develop a robust
evidence base for key workforce issues.
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Opportunity 2

Attracting people into the VET
workforce, particularly teachers,
trainers and assessors

Beyond understanding the workforce better,
consultations identified that the most significant overall
challenge facing the VET workforce is attracting people

into roles, particularly teacher, trainer and assessor roles.

Data shows that there are not enough people entering
the VET workforce to take up these roles to meet current
demand, let alone the demand forecast in the future.

There is growing demand for teachers,
trainers and assessors, with RTOs finding it
harder to fill vacant teaching positions than
other sectors in Australian education.

Employment projections produced by Victoria University
for JSA indicate that VET teacher, trainer and assessor
employment demand is projected to grow by 12%

(or 3,800 people) in the next 5 years and by 21% (or
6,900 people) over the next decade. This projected
growth exceeds the employment projections for total
occupations (an average of 7% over 5 years and 14%
over 10 years).*?

Skills and Workforce
Ministerial Council

The Skills Priority List (SPL), an annual publication
produced by JSA, shows there was a shortage of
teachers, trainers and assessors in every jurisdiction

in Australia in both 2022 and 2023.# VET workforce
shortages affect training for industries with their

own workforce shortages, particularly those that are
experiencing high learner enrolments into relevant VET
qualifications. In consultations, stakeholders noted
the VET workforce is competing with industry for a
limited supply of vocationally skilled workers. This is
occurring against a background of strong and continued
growth in workforce demand in those industries, with
key skills shortages identified by stakeholders in aged
and disability care, early childhood education and care,
carpentry and electrotechnology trades.

On a like-for-like comparison with other education
sectors, the Survey of Employers who have Recently
Advertised (SERA) shows that from January 2021 to
August 2023, the VET sector is behind every other
education sector on key measures of vacancy fill rate,
applications per vacancy and suitable applications
per vacancy — ranking last or equal last on every
metric (Table 5).

Table 5: Vacancy data by selected education occupations, 2021 to 2023

ANZSCO occupation

Vocational Education Teacher

University Lecturer

Secondary School Teacher

Primary School Teacher

Early Childhood (Pre-primary School) Teacher

Source: JSA, VET Workforce Study, 2024, p 110.

42 JSA, VET Workforce Study, 2024, p 104.
43  JSA, VET Workforce Study, 2024, p 110.
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Vacancy fill |  Applicants Suitable
applicants per
rate per vacancy vacancy
50% 5.09 1.23
81% 14.19 293
/5% 6.17 172
74% 8.49 3.19
50% 5.81 1.42
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While individual employers in the VET sector will
have different experiences, at a sector-wide level this
indicates the challenges include:

+ a national shortage of teachers,
trainers and assessors

+ low inflows into vacant positions

+ alack of suitable applicants applying for each role,
with only half of all advertised roles being filled.

With the number of VET teacher, trainer and assessor
roles forecast to continue to grow, this challenge will
become greater unless efforts are made to increase
the number of people entering the VET workforce into
these roles.

Outside of teaching, training and assessing, the
projected growth for other relevant roles includes
Education Managers (21% over 10 years) and Education
Advisers and Reviewers (17% over 10 years). Similarly,
more education support roles have also shown strong
projected growth across all education sectors.*

The number of teachers, trainers and
assessors is not growing fast enough
to meet forecast demand, and there are
several barriers that constrain growth,
with some unique to the VET sector.

Stakeholder consultation and data show there are
several concerning trends in the supply of those who
might in the future be qualified to work and teach in the
VET sector.

The flow of teachers, trainers and
assessors into the workforce pipeline
has substantially slowed.

The Certificate IV TAE is the minimum qualification
requirement for entry into the VET workforce as a
teacher, trainer and assessor. Completions data for this

qualification provide an indication of the available supply

44 JSA, VET Workforce Study, 2024, p 105.
45  JSA, VET Workforce Study, 2024, p 111.
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of qualified VET teachers, trainers and assessors for the
VET workforce pipeline. NCVER data shows the number
of people completing this course decreased by 28%
between 2016 and 2022 (Table 6), at a time of growing
demand for teachers, trainers and assessors.

While there was a significant increase in completions in
2019, this was driven by the TAE upgrade. This upgrade
required all existing teachers, trainers and assessors
who held the 2010 version of the Certificate IV TAE

to obtain 2 core units to meet the requirements in the
Standards for RTOs (Design and develop assessment
tools and Address adult language, literacy and
numeracy). Undertaking these units resulted in some
teachers, trainers and assessors enrolling into the
Certificate IV TAE qualification.

Consultation feedback identified that the 2019 TAE
Training Package upgrade was a significant impost on
teachers, trainers and assessors, leading to a section
of the workforce close to retirement leaving the sector.
Given this, any future changes or updates to the
Training Package should not be applied wholistically
to the current workforce.

In addition, the delivery of VET by those working

under supervision, combined with completions of
diploma and higher-level qualifications, has not grown
at a rate that offsets the decline in Certificate IV TAE
completions. While skill sets under the Certificate IV
TAE that allow individuals to train and assess under
supervision have grown considerably, overall they are
still low. Compounding this, 85% of 2022 graduates of
the Diploma of VET and Diploma of Training Design and
Development are unlikely to be new entrants to the VET
workforce (Table 6).4
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Table 6: Completions in VET teacher, trainer and assessor pipeline and related training, 2016 to 2022

| Qualifoation | 0162017 20182019 | 2020 | 2021 | 2022 |

Certificate IV TAE 21,635 20,065 9,972 34,235 16,730 16,469 15,609
Diplomas and above in TAE 1,747 | 1,963 803 1213 | 1179 945 917
Training Package

Other VET qualifications in adult 049 300 254 294 594 1155 1603

education at diploma and above?*¢

Specified skill sets that
support delivery of VET under 205 223 658 967 1,124 1,371 1,685
supervision*’

Source: JSA, VET Workforce Study, 2024, p 112.

In 2021, enrolments in university VET teacher education If encouragement and support for higher-level
qualifications were reported to be in the low hundreds.*® qualifications is not prioritised, the number of

Recent information provided by the Australian Council universities offering VET teaching qualifications

of Deans of Education Vocational Education Group will dwindle further, exacerbating the loss of expertise
(ACDEVEG) members from 3 of the 6 universities offering in both VET teacher training and VET research.

VET teacher training qualifications for the VET sector (Peak body)

has identified a steady increase of students, with over
750 in training in 2024.° The JSA VET Workforce Study
identified the need for further work with key stakeholders,
such as ACDEVEG, to understand how higher education
qualifications contribute to VET workforce development,
and how to improve data collection into the future.*®

46  Examples include Graduate Diploma of Management (Learning) — from the BSB Training Package (1,101 completions in 2022); and
Diploma of TESOL (Teaching English to Speakers of Other Languages) — a nationally accredited qualification that was not part of any
Training Package (63 completions in 2022).

47 Includes TAESS0008/TAESS00013 Enterprise Trainer — Mentoring, TAESS00007/TAESS00014 Enterprise Trainer — Presenting,
TAESS000015 Enterprise Trainer and Assessor.

48  JSA, VET Workforce Study, 2024, p 65.

49  Data supplied by members of the Australian Council of Deans of Education Vocational Education Group, July 2024. Data is a ‘to date’ figure
as at 9 July 2024 and captures all students in training.

50  JSA, VET Workforce Study, 2024, p 111 and p 130.
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There are many people who complete key In the National Student Outcomes Survey administered
VET teaching qualifications who do not by NCVER, approximately one in 4 (26.3%) of those who

T completed the Certificate IV TAE in 2022 indicated they
! ’ undertook the qualification to get a job, start their own

business or try for a different job. Around two-thirds
(67.6%) said they were completing the qualification as

a requirement of their job, to get extra skills for their
current job or to get a better job or promotion (Figure
10).5" These trends have been stable since 2016, except
for 2019 and 2020, which could be attributed to the
2019 TAE upgrade. As noted in the previous section, this
required existing teachers, trainers and assessors to
undertake 2 additional units of competency.

Data suggests there are many people who undertake
relevant qualifications for the VET workforce who

never intend to be teachers, trainers and assessors, or
who may intend to but do not make the occupational
transition for a variety of reasons. Data shows that

only 11.1% of Certificate IV TAE graduates in 2022
became new VET teachers (that is, they were not already
practicing VET teachers). This suggests qualification
completions are not always adding new people to the
VET workforce pipeline.

Figure 10: Main reason for undertaking training, Certificate IV TAE (graduates 2016 to 2023)
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Source: NCVER, National Student Outcomes Survey, 2022.
View the data table for Figure 10 at Appendix B, Table A8.

51 NCVER, National Student Outcomes Survey, 2022, unpublished.
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Transitions data also provides evidence to support these
trends. Of those completing the Certificate IV TAE in
2019, less than 5% moved into new teacher, trainer and
assessor roles in 2020 to 2021 from other occupations

Skills and Workforce
Ministerial Council

in 2017 to 2018.52 More broadly, less than 50% of
Certificate IV TAE graduates from 2021 were employed
in education and training jobs in 2022 (Figure 11).

Figure 11: Industry of employment for Certificate IV in Training and
Assessment qualification graduates after training (of those employed), 2022

Source: JSA, VET Workforce Study, 2024, p 119.
View the data table for Figure 11 at Appendix B, Table A9.

52

Education and training

Health care and social assistance

Public administration and safety

Mining

Transport, postal and warehousing
Construction

Professional, scientific and technical services
Other services

Manufacturing

Accommodation and food services
Administrative and support services

Retail trade

Financial and insurance services

Arts and recreational services

Electricity, gas, water and waste services
Information media and telecommunications
Agriculture, forestry and fishing

Rental hiring and real estate services

Wholesale trade

JSA, VET Workforce Study, 2024, p 120.
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42.2%
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Further, data shows that for graduates of diplomas
(delivered in the VET sector) or higher education
qualifications in adult education, there is only a small
increase in the number of people who move into a
VET teacher, trainer and assessor role. For graduates
of diplomas which have a focus on adult education
(delivered in the VET sector), 22.6% were already

VET teachers the year before they graduated. After
graduation, the proportion of people who were VET
teachers increased slightly to 23.6%.% This shows low
movement from other occupations into VET teaching roles.

The VET Workforce Study finds there is very minor
variation in employment pre- and post-graduation
across most relevant occupations, suggesting these
diploma-level, and above, adult education qualifications
are being used to upskill the existing workforce rather
than supply the pipeline for new VET teachers. There is a
poor perception and awareness of VET workforce roles
— particularly teaching, training and assessor roles.

One of the recurring themes raised in consultations was
about challenges related to the perceptions of being a
VET teacher, and of the VET sector more broadly.

The low perception of being a TAFE teacher is a
barrier to attracting people into the workforce. This
is a broader cultural problem. ‘Those who can't do,
teach’is a common cultural phrase that you hear
and symbolises the public perception of teaching.
Students often bring these cultural understandings
into the classroom and this undermines their
relationship with the sector. (RTO manager)

Some stakeholders indicated that this poor perception
of the role impacts consideration of it as a long-term
career goal. One former teacher described that many
view it as ‘something you stumble into... Many [industry
professionals] don't see it as a full-time, permanent career.

Feedback also indicated there is a general lack of
awareness of the range of VET workforce careers
available, and a need to improve awareness and
understanding of opportunities in the VET sector generally.

53 JSA, VET Workforce Study, 2024, p 122.
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In building the perception and awareness of VET sector
roles, stakeholders noted that localised efforts tailored
to specific roles, industries and cohorts are more

likely to be effective, but should form part of an overall
coordinated effort to address the supply challenge. This
helps to build greater public understanding of the VET
workforce’s importance to the economy and the diverse
range of pathways and careers available.

Efforts to build the profile and esteem of VET careers
could include targeted strategies focused on critical
industries and underrepresented cohorts, and could:

« draw on the National Careers Institute’s capacity and
expertise and make use of its Your Career website
make use of existing state or territory campaigns
and promotions

engage TAFE Centres for Excellence, industry, and
JSCs for industry-specific and targeted content,
particularly in national priority areas.

The occupational mapping would inform any promotion
strategies to ensure campaign activities reach key
target audiences.

Action 4: Develop targeted,
coordinated and sequenced promotion
strategies and activities to boost the
profile of VET workforce careers and
attract more people into the sector.

There is a need to involve industry
more actively in the development of
the VET workforce.

Industry’s involvement is integral to the sustainability of
the future VET workforce, and industry is the ultimate
beneficiary of these efforts, as a larger and better

VET workforce can train more workers for Australia’s
industries. Stakeholders agree that ‘bringing all players
to the table', including through a tripartite approach, is a
precondition for success and will ensure localised and
industry-specific actions are effective.
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JSCs are centrally placed to drive industry collaboration,
and support industry in identifying and delivering on
relevant responses to VET workforce issues. Through
their workforce planning, stakeholder engagement

and early activities, JSCs have already identified VET
workforce challenges relevant to the industry sectors
they support that need to be addressed. JSCs are a
central voice for their industry sectors and work closely
with employers, unions and governments to understand
skills and workforce needs, but industry engagement
does not rest with JSCs alone. There needs to be
broader and sustained engagement between relevant
stakeholders, including RTOs, employers and industry.

In addition, to maximise opportunities to attract and
retain staff, RTOs have a role in ensuring they not only
engage with industry on VET workforce solutions, but
are also employers of choice. For example, by offering
competitive wages, job security and a range of flexible
and supportive conditions.

Increasing engagement with industry and involving it in
responding to VET workforce challenges could include:

+ engaging JSCs to work with their industry partners
to develop effective and specific actions to build and
develop the VET workforce, such as:

- promoting, attracting and retaining
under-represented groups

- strategies to encourage VET career pathways
in regional rural and remote areas

- creating succession plans in small and niche
industries with an ageing workforce

- forging industry compacts and opportunities
for practising VET teachers to spend time in
companies to maintain industry currency

using state and territory industry engagement
methods to encourage employers to have ‘skin in the

game’ through industry compacts, where relevant, and

partnerships with RTOs.

Chapter 3: Opportunities and actions
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Closer collaboration with the VET sector may also
provide reciprocal opportunities for industry to support
their own workers and address some of their own
workforce challenges. For example, those moving into
retirement or unable to continue in their industry role
may consider teaching, training and assessing roles as
a way to continue to engage with and contribute their
expertise to industry.

Action 5: Increase industry
involvement in employer and RTO
led responses, and encourage and
facilitate industry led responses, to
VET workforce challenges.
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There is a need for bespoke approaches
for some workforce cohorts and
delivery contexts.

Addressing the challenge of attraction will not be
solved with a one-size-fits-all approach, given the VET
workforce is not homogenous. There is also a need to
take targeted and localised actions to ensure people
are taking up roles working in specialised contexts,
including actions to attract and retain First Nations
peoples, foundation skills practitioners, and those
delivering VET to secondary school students.

Building the First Nations VET workforce

As highlighted in Chapter 2, First Nations peoples are
significantly underrepresented in the VET teaching,
training and assessing workforce. However, they
participate as learners at double the rate of the
non-First Nations population aged between 15 and 64.

Stakeholders indicated the lack of recognition of the
local skills, knowledge and community connection of
First Nations peoples is a source of frustration for some
potential First Nations staff. However, in addressing this
challenge, First Nations stakeholders outlined that, to be
successful, any strategy to build the First Nations VET
workforce should be developed by First Nations peoples,
and this may require local variance to ensure success.
Outcomes of strategies to build and support the

First Nations workforce should also be defined in
partnership with First Nations peoples, and may include
measures such as increased employment and career
progression of First Nations peoples in the VET workforce.

There are opportunities to build on best practice already
in First Nations owned or operated organisations,

ACE providers, and TAFEs to improve the attraction and

retention of First Nations staff. Strategies developed to

build the First Nations VET workforce could include:

+ building cultural competency and responsiveness
within the sector

+ developing targeted First Nations marketing
campaigns, including in remote areas

+ developing culturally appropriate resources to support
those moving into the sector

+ looking at how to better incorporate First Nations
skills, knowledge and community connections into
the delivery of training.

Work in this area could be informed by JSA's research
into the First Nations VET workforce and will seek to
make use of collaboration mechanisms at the state and
territory level.

Action 6: Develop localised and bespoke
First Nations strategies to build the
First Nations VET workforce. These
will be developed from the ground up in
partnership with First Nations peoples.

Foundation skills practitioners and VET workforce
delivering training to secondary school students

Foundation skills practitioners are highly skilled and
specialised members of the VET workforce. Stakeholder
feedback from consultations identified a critical need

to address current and future shortages to support the
delivery of foundation skills training. This is particularly
important as foundation skills — and the practitioners
that deliver them — are critical enablers of the success
of the VET sector and its workforce as a whole, and the
overall success of learners.

The need to strengthen the foundation skills workforce
was also emphasised in the final report from the 2022
House of Representatives inquiry into adult literacy

and its importance.>* The report recommended the
Australian Government work with state and territory
governments to develop and implement a national
strategy to renew the adult language, literacy, numeracy
and digital literacy education workforce.

54  House of Representatives Standing Committee on Employment, Education and Training, Commonwealth of Australia, Don’t Take it as Read

- Inquiry into Adult Literacy and its Importance, March 2022, p 166.
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Chapter 2 of this Blueprint also highlighted there

are a range of specific challenges and barriers for

the VET workforce delivering training to secondary
students. These vary depending on the school and
teacher registration arrangements in each jurisdiction.
Stakeholders were clear that attracting people into these
roles will require bespoke consideration and action.

Some of the Blueprint’s actions aimed at supporting the
attraction and retention of the broader VET workforce
will have a flow-on effect for both the foundation skills
workforce and those delivering training to secondary
school students. In particular, the occupational mapping
and further research enabled by the VET workforce data
strategy will provide insights into the complex nature

of these workforces and provide an evidence base to
inform further action.

Development of strategies for these workforces could
provide the opportunity to work with stakeholders to
consider barriers and potential actions identified through
the Blueprint to ensure responses will have impact,

and to identify if other actions are required to address
specific areas of need.

Action 7: Through the development of
a 10-year National Foundation Skills
Strategy to identify critical actions

to strengthen the foundation skills
sector, consider opportunities to
grow and support the foundation
skills workforce.

Action 8: Through the development
of a National VET for Secondary
Students Strategy, explore
opportunities to grow and support
the teacher, trainer and assessor
workforce delivering VET.

Chapter 3: Opportunities and actions
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Existing strategies being used by RTOs to
attract more people to VET workforce roles.

Stakeholders provided examples of strategies from
RTOs and states and territories to attract more people
to VET workforce roles. These included recruitment
campaigns to build more awareness and understanding
of the roles available and of their value, and financial
incentives to offset the costs of being in the VET
workforce, including the costs of obtaining a required
qualification. The case study included below outlines
an example.

Western Australia’s
Be More Campaign

This campaign positioned TAFE as an employer
of choice and connected personal motivation
and higher purpose drivers to encourage
industry professionals to consider becoming
TAFE teachers. The campaign attempted to
drive behaviour change through testimonials
from real TAFE lecturers teaching in priority
industries and encouraged a diverse mix of
applicants, including Aboriginal and Torres
Strait Islander people, women and young
people. The campaign highlighted the benefits
and opportunities of working in the WA TAFE
sector and emphasised the role training plays in
contributing to WA's economy.
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Opportunity 3

Making it easier for high-quality
teachers, trainers and assessors
to enter and stay in the VET
workforce

In the NT we have a very small population. Few
people hold the [trade] qualification, let alone
experience and a [Certificate IV] TAE qualification ...
[it means that] experienced people have too many
hoops to jump through to become VET teachers.
(RTO manager in the Northern Territory)

In addition to supply and demand challenges associated
with the current and future VET workforce — in particular
with teacher, trainer and assessor roles — data and
feedback from consultations revealed both universal
and cohort-specific barriers to entering the VET workforce.
Stakeholders indicated entering the VET workforce

can be more difficult than other industries, and these
barriers can diminish the interest or ability of people to
take up roles in the VET sector.
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While qualifications are one way of ensuring

those working in the sector are capable and deliver
high-quality training, stakeholder submissions identified
that current requirements are one of the most significant
barriers to entering the VET workforce. In relation to the
Certificate IV TAE, the major concern raised was that

it does not effectively accommodate the varied and
complex mix of skills and knowledge required to support
teachers, trainers and assessors in their role.

While the TAE Training Package was reviewed in

2022, some stakeholders indicated the Certificate

IV TAE is still too compliance focused and does not
adequately prepare individuals for the variety of job
roles in the sector. However, stakeholders indicated

the stackable approach, greater flexibility and elective
options available in the Certificate IV TAE are welcome
improvements. Including a practicum unit as an elective
was also identified as beneficial.

Stakeholders were also clear that any further changes
to the TAE Training Package should not be applied to
already qualified and practising teachers, trainers and
assessors. They indicated the upgrade required in
2019 led to many in the sector leaving the profession,
particularly those close to retirement.

More information about these challenges is outlined
under Opportunity 5, which focuses on the content of
the Certificate IV TAE.

The cost, time and effort needed to gain
required qualifications.

Feedback from roundtable consultations suggested
that many potential VET sector staff cannot afford to
take time off from their current paid employment to
undertake the study needed to move into teacher,
trainer and assessor roles. Some stakeholders also
observed that entry qualifications can be expensive
without a subsidy.

Despite acknowledging there is a baseline expectation
of an individual’'s knowledge and skills to teach, train
and assess through undertaking relevant qualifications,
stakeholders were of the view the Certificate IV TAE
content is difficult for some learners and takes a
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considerable amount of time to complete. Further,
some course offerings are difficult to undertake if a
person is working, due to the location of courses and
mode of delivery.

Stakeholders indicated that some industry professionals
who want to move into a VET workforce teacher,

trainer and assessor role might find completing an
Australian Qualifications Framework (AQF) Level 4
qualification challenging. Although these individuals
may have difficulty completing the Certificate IV TAE,
they bring strong vocational skills and industry expertise,
as well as experience imparting their knowledge to
junior workers, which makes them highly regarded as
potential teachers, trainers and assessors. It was raised
in consultations that RTOs and policymakers need to
continue focusing on providing structure and support
for these skilled individuals to better utilise them in the
workforce, such as teaching in teams.

A lack of recognition of other qualifications
and experiences.

Feedback from consultations indicated that
qualified school teachers found the content of the
Certificate IV TAE to be unnecessary given their
qualifications and experience, and that their past
experience and qualifications should be recognised
as satisfying the requirements of the Standards for
RTOs. Similarly, TESOL and adult LLND teachers
brought extensive experience to teaching, training
and assessing roles, as well as having specialised
teaching qualifications, often including postgraduate
qualifications. For these types of potential teachers,
stakeholders indicated the Certificate IV TAE
qualification does not materially add to their skills.

Stakeholders identified that the local skills, knowledge
and community connection of First Nations peoples
was not adequately recognised. The requirement for
potential First Nations teachers, trainers and assessors
to complete a formal qualification before they can teach
in the VET sector is a source of frustration for them, as well
as for RTOs who would like to employ them in these roles.

Skills and Workforce
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Recent changes to the Standards for RTOs have addressed
some of these concerns. These changes include:

+ enabling individuals who hold an education degree
that allows registration as a secondary school
teacher to be engaged as trainers and/or assessors
under supervision or without supervision if they hold
an additional specified TAE skill set

+ enabling individuals actively working towards the
Certificate IV TAE or diploma from the TAE Training
Package to deliver training and contribute to
assessment under supervision

+ enabling broader use of industry experts in the
delivery of training, providing RTOs can demonstrate
the relevant expertise and skills of these experts.

Further information on these changes are available
on the Department of Employment and Workplace
Relations website.%

Stakeholder submissions identified that current
credential and industry currency requirements were the
most significant barrier to attracting people into the
VET workforce. Stakeholders felt strongly that the most
effective way to assist movement between industry and
the VET workforce would be better recognition of the
skills and experience of industry experts, which could
be achieved through further formal recognition of this
expertise in relevant education credentials.

55  https://www.dewr.gov.au/skills-reform/quality-reforms/early-changes-current-standards-rtos
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More flexible and accessible pathways.

These challenges indicate that there are opportunities
to build more flexible and accessible pathways into
the VET workforce, including tailored approaches

for unrepresented and ‘untapped’ cohorts. For
example, investment could be made in scaling up
and/or piloting innovative workforce pathways across
different jurisdictions to test more flexible, accessible
and supported delivery models for TAE and other
qualifications that improve attraction and retention.
These could include:

+ ‘earn while you learn” models to support
work-integrated pathways, including traineeships
and apprenticeships

+ accelerated pathways that enable participants to
complete full qualifications in an appropriately
condensed period, with appropriate delivery
arrangements to support quality learning outcomes

+ taster pathways, secondments and joint
appointments from industry

+ industry currency models to support and encourage
trainers to be released back into industry, which
supports developing industry skills

+ bespoke arrangements that use recognition of prior
learning and experience to create more accessible
entry points for priority roles.

In addition, there are opportunities for governments to
promote the recent changes to the Standards for RTOs
that support additional flexibility for RTOs to support
expansion of the teacher, trainer and assessor workforce
and clarify the role of industry experts in delivery of training,
including through VET regulator channels.

Difficulty recruiting staff in outer regional
and remote areas.

There are challenges obtaining qualifications in regional
and remote settings due to the availability of the
Certificate IV TAE in these areas. In particular, there are
challenges meeting classroom delivery requirements,
which are often seen as beneficial for learners.

56  JSA, VET Workforce Study, 2024, p 68.
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Recruiting and retaining staff in outer regional and
remote settings can also be difficult because major
regional centres often house large industry ‘players’
who compete for recruits, and can also offer services
and amenities that smaller or outer regional and remote
areas do not.

Stakeholders in regional and remote contexts reflect
that travel time and distances to work are significantly
higher than metropolitan areas. This affects attraction
to these roles, as well contributing to teacher, trainer
and assessor ‘burnout’ or attrition, especially for those
who are required to travel between multiple campuses.
Travel distance challenges are felt even more by VET
workforces in regional and remote contexts, where
stakeholders shared in consultations that teachers,
trainers and assessors may need to travel over 100 km
multiple times a week.

Low inflow into teacher, training and
assessor roles from skilled migration.

There have been several attempts to use the skilled
migration system to increase the supply of VET
teachers, trainers and assessors and other staff, but
uptake has been modest. As mentioned in the previous
chapter, currently the ANZSCO occupation Vocational
Education Teacher is, and has been since 2018, an
eligible skilled occupation on the Regional Occupation
List under 6 different types of visa (subclass 407, 489,
482,187,494, 491). However, over the last decade fewer

than 20 visas have been granted per year.*®
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Existing strategies being used by RTOs During consultations, stakeholders detailed strategies from

to overcome barriers to entry to teacher RTOs and states and territories to overcome barriers to
T ' workforce entry and offer innovative employment-based

or work-integrated pathways into the VET workforce — in
particular for teacher, trainer and assessor roles. These

Improving the flexibility of entry and exposure are included as case studies below.

to the sector is an important step to increasing

the supply of dual professionals that have the
desirable blend of (current) industry experience and
formal qualifications in the delivery of training and
assessment. (Industry peak organisation)

TasTAFE's Associate Teacher Program

The Associate Teacher Program is an introductory program to attract, support and train new teachers,
trainers and assessors. It is an earn and learn model, with 20 weeks of training in which learners complete
the Certificate IV TAE and practical teaching as an Associate Teacher, a role created by TasTAFE to enable
learners to enter the classroom quickly and build their experience. The program includes wrap-around
support and mentoring and ongoing support from another trainer in the same industry. The cost of the
Certificate IV TAE is covered by TasTAFE, supported by the Tasmanian Department of Education and
learners earn an income while beginning their teaching career.

TAFE NSW Paid to Learn Program

Established by TAFE NSW in late 2022, Paid to Learn (PTL) fast tracks the transition of qualified industry
professionals into vocational teacher roles. The full-time, 14-week program combines peer observations,
teaching under supervision, and Certificate IV TAE study.

PTL scholars are supported by a dedicated capability team, head teacher, and a teacher mentor or
‘buddy’, ensuring a smooth transition to the classroom. Scholars receive specialised capability uplift in
contemporary teaching methodologies, digital skills and teaching tools, along with wellbeing support. A
typical week includes 2 days on campus observing teaching practice, one day for capability uplift, and 2
days Certificate IV TAE study. This comprehensive, blended approach ensures scholars have everything
they need to start their teaching career feeling both competent and confident.

Key outcomes as at 2024 include:

+ positive graduate outcomes and success in alleviating actual and perceived barriers to a VET teaching career
143 teachers started the program, with 139 completions (97% completion rate across 3 cohorts)

+ 135 of 139 teachers are currently still employed by TAFE (97% retention rate)

+ a significant decrease in delayed student intake due to additional teaching capacity

+ stabilised teacher workloads due to reduced excess teaching hours.

TAFE NSW credits the success of the PTL Program to wrap-around support, implementing feedback, and
ongoing commitment to communication with all stakeholders.
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Supporting First Nations teachers in WA to become VET teachers

Kimberley Aboriginal Medical Services Council (KAMSC) is an Aboriginal Community Controlled
Organisation (ACCO), which is comprised of other ACCO members delivering health services in the
Kimberley region of Western Australia. KAMSC collaborates with member organisations to identify qualified
people working in industry who have an interest in teaching VET.

KAMSC funds and guides learners through completing the Certificate IV TAE part-time over a 2-year period
in stackable skill sets to effectively build knowledge of VET teaching. Program flexibility and wrap-around
support are key to producing successful results, acknowledging that learners must balance work, travel,
family and care responsibilities and cultural needs. This program recently received funding from the
Australian Government to work with the National Aboriginal Community Controlled Health Organisation to
build a workforce of First Nations teachers who can travel to deliver place-based learning and assessment
and grow the First Nations VET workforce.

Supporting learners to enter the VET workforce in a private RTO setting

EIM Training collaborates with industry to provide expert guest trainers to students. Through this
relationship, EIM collaborates with industry to identify individuals with industry knowledge and who may
be interested in training. Learners are brought into a training role as Class Assistants working under a
supervision model, while undertaking the Certificate IV TAE at the learner’s cost. After completing the
foundation Certificate IV TAE units, learners are then able to work independently with VET students while
still under supervision. Once the Certificate IV TAE is completed and the teacher has completed 12 months
of service at EIM, they are reimbursed the cost of the qualification.

Chisholm Institute’s contextualised TAE course and Earn and Learn Pathway

In Victoria, Chisholm Institute has contextualised a Certificate IV TAE qualification to the construction sector.

Initially, students were able to continue working in their field while also teaching apprentice classes on a
casual basis as subject matter experts, and then use that teaching experience to support their progress in
the qualification. In subsequent programs, teachers have been engaged under full-time teaching contracts
and complete 3 days per week studying their Certificate IV TAE, while spending the remaining 2 days in
the classroom or in workshops with a dedicated mentor teacher. The new teachers move from shadowing
their mentor to teaching under supervision to teaching independently. To support teacher shortages, the
program has also been expanded to support the development of teachers in the English as an additional
language (EAL) space.
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Far West Orana’s Local Jobs Plan growing and supporting new VET workforce in
Broken Hill

The Department of Employment and Workplace Relations Local Jobs Program (LJP) connects employers,
individuals and RTOs under a customised regional Local Jobs Plan and local support team. In 2022, the
Far West Orana LJP team identified that Broken Hill had not had locally delivered training in hairdressing in
almost a decade, affecting both the local industry and local job seekers.

The LJP team facilitated a roundtable meeting with local salon owners and key stakeholders, and through
this event they connected with a young salon owner interested in becoming qualified to teach hairdressing.
The LJP team sourced a private RTO who offered a 12-month part-time online Certificate IV TAE, and
enrolled the learner under the NSW Government’s Smart & Skilled funding. The learner received wrap-
around support from the LJP team during their studies and is now employed part-time at Broken Hill TAFE
to deliver Certificate Il Salon Assistant and Hairdressing Statement of Attainment courses. There are five
local individuals enrolled in the Certificate Il course, and the Hairdressing Statement of Attainment course
was fully subscribed after opening with 12 students. The LJP team are currently working with another two
local hairdressers and a barber to find suitable funded Certificate IV TAE places.

The Victorian Department of Education’s VET Trainer Career Pathway Pilot Program

The Department of Education is leading an innovative employment pathway pilot in partnership with
WorkSafe Victoria (WSV), which aims to build the supply of VET trainers in schools.

Industry professionals who are part of WSV’s Return to Work Program have rich industry skills and
experience but may not be able to return to their pre-injury employment. This program offers a retraining
pathway for these individuals to teach the next generation of learners. The Department of Education
supports participants to:

+ complete the Certificate IV in Training and Assessment

+ engage in supplementary professional learning to support them to step into a classroom
+ access additional support that they may need to return to study

+ undertake a school placement with mentoring

+ identify and apply for VET trainer opportunities.

At the conclusion of the program, participants will be qualified to deliver VET in schools, TAFEs or other
RTOs. Of the 7 participants that commenced the pilot program in 2023, 4 have commenced full-time work
in a VET trainer role and the remaining 3 will be supported to identify VET trainer roles when ready. The
department continues to test the model with a second pilot running in 2024 and will explore expanding the
program in 2025.
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Skills SA's Accelerate Scholarship pilot

Delivered over 2022 and 2023, the Accelerate Scholarship pilot supported 49 VET educators from 22 RTOs
in South Australia to enhance their practice through a diploma-level teaching qualification and engaging in a
Scholars’ Network, which included monthly extension workshops on key teaching topics and opportunities
to share and reflect on practice.

Scholarships were valued at $3,000. For regional educators, an additional $1,000 was available to support
travel and accommodation costs.

Alumni indicated the scholarship program assisted and inspired them to improve their practice in designing
and delivering engaging and effective learning and assessment experiences, and meeting the needs of
diverse students.

Two scholarship alumni were nominated for South Australian Training Awards, with one alumnus winning
in their category. Other alumni have been promoted to leadership or specialist roles, including quality
improvement at course, faculty and RTO level.
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Action 9: Invest in innovative

VET workforce pathways through
scaling up existing initiatives and/or
piloting new models which contribute
to an uplift in workforce capacity

or capability.

Stakeholders also acknowledge that recent changes

to the Standards for RTOs have increased flexibility,
allowing organisations to address some of these
challenges already. One key organisation described
them as having ‘afforded greater flexibility and
transitional arrangements for the [teacher)] trainer and
assessor workforce'. The positive effects of these
changes will continue to contribute to the sector, attracting
a broader pool of people into VET workforce roles.

Examples of initiatives that may be funded could include:

« initiatives to provide financial support for practitioners
in national priority industries to move into the VET
teaching workforce

+ initiatives to share staff between industry and the
local RTO in small regional communities

facilitating collaboration between multiple RTOs
to demonstrate a ‘hub’ approach to providing
professional learning.

Governments and the VET sector can work together to
support more local, bespoke approaches by providing
targeted funding in the right places. For example,
focused and time-limited grants could help to develop
further actions to grow and support a sustainable

VET workforce, particularly where there are opportunities
for an immediate uplift in workforce capacity or capability.

Any grants would need to:

+ be able to be applied for by any stakeholder relevant
to the VET sector including RTOs, peak bodies, unions
and industry bodies

focus on the workforce challenges identified in the
Blueprint or a clearly defined local challenge or context
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* require recipients to provide evidence of outcomes,
including helping address one of the challenges or
improvements in their specific context

+ be assessed against clear objectives and criteria.

In addition, introducing more initiatives and incentives
could help to reduce barriers to entry and provide an
immediate boost to attracting people into a VET career.
It could also help to retain the current workforce to
support sustainable long-term supply. These initiatives
should help to:

+ offset the impacts, including time and effort
associated with supporting people into VET
workforce pathways for priority roles

* incentivise people who hold TAE Training Package
qualifications to either enter or return to the
VET workforce

« incentivise the existing VET workforce to undertake
higher qualifications.

Initiatives to help attract and retain people could also
take a variety of different forms depending on the
context. Initiatives include:

+ scholarships and bursaries

+ employer support to encourage the release of staff to
engage in mentoring

+ industry currency and professional development

+ incentives that target specific priority industry areas and
help support employees to enter the VET workforce,
in turn ensuring a pipeline of qualified workers for
these industry areas

+ initiatives to target specific priority cohorts to support
completing qualifications and moving into VET
workforce roles. This could be extended to
include specialist roles and areas of high need
(NSA areas of skills priority; First Nations; regional
and remote; foundation skills; and women in
underrepresented areas).

Action 10: Develop initiatives to attract
people into, and support and retain
people in, VET workforce careers.
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Opportunity 4

Supporting professional
learning, career progression and
industry currency

Trainers find it is hard to keep up with professional
development and industry currency requirements
... We schedule it in the RTO | work for, but we are
finding that [trainers] are overwhelmed and they
always feel like they are running behind.

(Teacher and RTO manager)

Alongside the challenge of ensuring a supply of

workers are entering the VET workforce pipeline, there
are challenges associated with making high-quality
professional learning and career progression available
to the current VET workforce — particularly teachers,
trainers and assessors. This is an essential provision for
the continued support and ongoing development of the
workforce and to support the retention of staff.

Cost, time commitment and course
availability are the main barriers to uptake
of professional learning.

Feedback from consultations indicated that the cost of
professional learning can be prohibitive if not subsidised
or fully funded by their employer. While some RTOs
deliver and fund professional learning for their staff,
stakeholders identified challenges with providing
professional learning, including costs associated with
time release and backfill requirements.

Stakeholders shared that many VET staff do not have
enough time to complete professional learning in
addition to their existing workload, particularly those
who work part-time or casually, or those teaching VET
in a secondary school context. For teachers who deliver
VET in secondary schools, this can be compounded if
they are required to undertake professional development
to meet both the VET and school regulatory
requirements. This is also an issue for teachers,
trainers and assessors, who are required to complete
professional learning and maintain industry currency
under the Standards for RTOs.
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Stakeholders also indicated that teachers, trainers
and assessors lack access to relevant and high-
quality professional learning for teaching practice and
methodology, for specific industry and course contexts,
and for supporting particular students. Stakeholders
indicated this is particularly acute in regional and
remote settings, where accessing local face-to-face
professional development opportunities is often
difficult. More broadly, people often have difficulties in
finding the right professional learning and connecting
with other professionals in this environment.

Action 11: Implement targeted
professional learning to address key
industry and pedagogical priorities,
including embedding best practice
in inclusivity, respect and gender
issues into training delivery and VET
workforce culture.

There is a lack of clarity about what
1s required to meet industry currency
requirements for teachers, trainers
and assessors.

Industry currency needs more clarification. | am
always searching for ways for the trainers to gain
this without impacting on them delivering training.
(RTO manager)

While industry currency looks different across sectors
and industries, in general stakeholders were of the

view that there is insufficient guidance on learning

and experiences required to ‘stay current’ for teachers,
trainers and assessors. There were calls for clear advice
to be provided to the VET sector to reduce uncertainty
for organisations and staff.

One particular issue experienced by RTOs, and a major
barrier to releasing staff to maintain their industry currency,
is the difficulty in backfilling appropriately qualified
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teachers, trainers and assessors. Stakeholder feedback
indicated the sector-wide skill shortage of teachers,
trainers and assessors was an additional challenge.

There are unclear career structures and
progression pathways in the VET sector.

Consultation revealed that compared to other industry
sectors, including workforces in other education sectors,
there is a perception the VET workforce often has
unclear career structures and progression pathways.
This poses a challenge for both attracting and retaining
high-quality staff.

Given that many people who are, or could be, employed
in the VET sector — especially teachers, trainers

and assessors — are dual-qualified professionals,
clearer progression pathways and better employment
conditions offered in other sectors could entice staff
away from the VET sector. Or this could stop them
considering working in the sector all together.

D

e
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Feedback from consultation also highlighted the
perception that taking on more senior roles leads to
additional compliance and administration work and
reduces teaching time and contact with learners. This
was seen as a disincentive as it takes the teacher, trainer
and assessor away from the work that was the primary
reason they embarked on a career in the VET workforce.

Stakeholders reflected that despite VET being one

of Australia’'s more feminised workforces, there is a
perception that there are fewer opportunities for women
to advance, which may affect how many are attracted to
the VET workforce.

This glass ceiling effect can discourage ambitious
candidates from entering these fields and contribute
to high turnover rates as employees leave in search
of better opportunities. (Advocacy group)
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Existing strategies being used by RTOs to « identifying or delivering professional learning that aligns
streamline professional learning, industry with these capabilities or other priority learning areas
currency, and career structures. + encouraging and supporting higher-level qualifications

+ delivering different types of professional learning,
Consultations highlighted that individual RTOs take a including resources, modules, courses, coaching,
range of approaches to ensure teachers, trainers and mentoring and communities of practice
assessors have access to high-quality professional - recording and tracking professional learning

learning, career progression pathways and opportunities

2T . maintaining industry currency, such as through indust
to maintain industry currency. This includes: 9 1 y g ry

exchanges, release arrangements and secondments.
+ developing frameworks that set out expectations for .

staff capabilities Some of these examples and approaches are included
as case studies in this section.

Charles Darwin University VET Educator Capability Framework

Charles Darwin University's (CDU) VET capability framework was implemented in 2018 and revised in 2020
through extensive internal collaboration between CDU’s capability team and the teams who would be using
the framework and benchmarked nationally. The framework is designed to be flexible so that staff can
self-identify the level at which they currently sit, rather than being aligned to a capability level based on
their job role alone.

There are 3 capability tiers in ascending order: competent, proficient and lead; and 4 domains: professional
practices, educational design skills, teaching and assessment practices, and digital skills (including the
application of digital skills to the other 3 domains). Notably, the framework includes capability areas in
cultural awareness and sensitivity and support for students with diverse needs.

The framework is used by:

- staff to guide their self-reflection and underpin their professional development planning conversation
with their team leader

+ the capability team to conduct a skills inventory within teams and identify areas of strength and areas
for improvement.

CDU pairs the capability framework with a Skills Kiosk, an intranet which breaks down large development
topics further into component parts with resources and training included.
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TAFE SA VET Educator Capability Framework

Professional VET educators underpin quality learning, teaching and assessment at TAFE SA.

The TAFE SA VET Educator Capability Framework is designed to enhance the specialist skills and
knowledge of all educators. It provides a developmental framework of capabilities and acknowledges
educators can have varying degrees of proficiency.

TAFE SA has 5 levels of VET educators: New, Lecturer, Accomplished, Senior and Principal. The framework
outlines the required capabilities for each. These capabilities are grouped into Domains and Skill Areas.

The framework enables educators to benchmark their existing capabilities and plan a pathway for
progression using professional learning programs and activities to build and enhance skills.

This framework is particularly effective in structuring Performance Management and Development
conversations, enabling educators to validate and reflect on their teaching performance. In addition, TAFE
SA’s Centre for Educator Practice has developed skills analysis tools for educators to rate their capability
levels through self-analysis.

The professional learning initiatives provided by the Centre for Educator Practice are aligned with the
capabilities in the framework, ensuring that all activities support the relevant Domains or Skill Areas. This
alignment guarantees that professional development is targeted, fostering continuous improvement.
Training relevant to each domain is offered regularly, with opportunities to build digital skills in greatest
demand as educators seek to enhance their online delivery.

The framework represents best practice by providing a structured, developmental approach to capability
building. It supports educators in planning and delivering effective teaching, validates performance through
structured reflection, and aligns professional development with organisational objectives.

Chisholm Institute’s Educator Passport

Chisholm Institute in Victoria has created an app that easily maps and tracks educators’ professional
learning and maintenance of industry currency.

The app can be both a self-assessment tool for teachers, trainers and assessors to track professional
development, and a workforce planning tool for use by HR that aligns to organisational needs and enables
workforce capability mapping and planning. Training modules included on the platform have been mapped
to regulatory standards and it is Chisholm Institute’s intention to continue enhancing the app, including the
development of a digital Vocational Currency Map for interstate use. This app is in use in 7 Victorian TAFEs
and one dual sector provider.
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TAFE Queensland’s Professional Learning Program

The Professional Learning (PL) Program is based on TAFE Queensland’s educator capability framework
and is guided by a formal capability strategy.

TAFE Queensland’s educator capability development network design an annual program of events to
support and grow the capacity and capability of educators by identifying, prioritising and responding to
professional development needs. The annual Virtual Summit begins each yearly PL cycle, with a range of
sessions delivered by vocational experts, gain exposure to emerging technologies and practices. There was
a total of 27 sessions on offer in 2023, with 2301 educators in attendance. The overall satisfaction with the
Virtual Summit is very high, with a satisfaction score of 88% of attendees surveyed.

Educators can register to attend over 120 professional development webinars or access a curated
catalogue of recorded webinars online throughout each year. Further opportunities include formal
accredited training (including the Diploma of Training and Assessment), non-accredited training modules,
and a directory of external professional development opportunities.

The success of the PL Program is highlighted by the 15,035 educator attendees recorded in 2023, with an
average satisfaction rating of 94%. The Program has an annual budget of approximately $65,000.

WA's TAFE College Lecturer Industry Placement Program

The TAFE College Lecturer Industry Placement (CLIP) Program connects WA TAFE college lecturers

with first-hand experience of industry’s skills and workforce needs through industry placements. The

CLIP Program provides lecturers from across the State with opportunities to immerse themselves in
contemporary industry practice and take these valuable insights back to the TAFE colleges to prepare the
future workforce. The program also includes a Lecturer Currency Framework outlining what is needed to
remain current and approved currency activities and how to access them. This program is supported by the
Western Australian Government.

Charles Darwin University’s Industry Release Program

This program is provisioned in the CDU enterprise bargaining agreement and offers trainers and assessors
paid and unpaid return-to-industry time.

As part of career development planning with their team leader, staff can identify a workplace to help them
retain and advance their workplace-based skills and knowledge. Staff can access 21 days of paid flexible
non-teaching time to complete industry-based practice and learning. In addition, staff who are in their
second or subsequent year of employment can apply for up to 12 months return to industry leave, 8 weeks
of which is paid. The experience trainers bring back to the classroom ensures students are taught the most
up-to-date practices in their industry.
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Opportunity 5

Providing more support for early
career teachers, trainers and
assessors

Many stakeholders indicated that TAE Training Package
qualifications, and in particular the Certificate 1V, do

not adequately prepare people for teacher, trainer and
assessor roles.

I have a big problem with the Certificate IV TAE that
[it] is not fit for purpose. The Cert IV TAE is heavy

on compliance and teaching theory and lacking in
practical preparation for the job ... When | started
teaching, the Cert IV education gave me an idea

how the overall system works. However, in terms of
classroom teaching work, | had to rely on common
sense, existing people skills and professional industry
knowledge. (VET teacher)

There were some instances where it was not always
clear whether stakeholders expressed these views
about the most recent TAE Training Package from 2022
(TAE40122) or the older 2016 version (TAE40116). The
key differences between the 2 versions relate to the
structure and content of the qualifications:%’

+ The total number of units increased from 10 (9 core
and one elective) to 12 (6 core and 6 elective), which
increases the learning requirements of the course and
the total amount of content covered. The increase
in the number of elective units was designed to
allow the Certificate IV TAE to provide more tailored
learning pathways that align with specific industry or
workforce needs.

The new version offers a broader range of elective
units, including on training and assessing in

online environments, recognition of prior learning,
workplace-based learning, and support for learners
with disability.

+ A practicum has been included as a newly created
elective unit. The unit applies to entry-level VET
teachers and trainers to provide them with skills and
knowledge required to implement effective teaching
and training practice.

57  Australian Government, https:/training.gov.au, Qualification details TAE40116 — Certificate IV in Training and Assessment (Release 3,
TAE40122 - Certificate IV in Training and Assessment (Release 1), accessed March 2024.
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The Certificate IV TAE has limitations in
preparing people to be able to teach.

The Certificate IV TAE is the minimum entry-level
qualification for people who would like to enter the

VET workforce and embark on a career as a VET
teacher, trainer and assessor. As such, stakeholder
feedback centred on a need for people undertaking this
qualification to be well supported, trained effectively
and to have the required teaching strategies and skills
to enable their career as a teacher, trainer and assessor.
Some stakeholders had concerns about the content and
delivery of the Certificate IV TAE, expressing the view
that graduates may not always be suitably equipped to
teach upon completion.

A typical trainer and assessor at our RTO requires a
minimum of 6 months before they are competent to
lead an accredited course. (RTO manager)

The content is heavily compliance focused
and some content is lacking.

Stakeholder feedback highlighted that the Certificate IV
TAE is focused on the administrative and compliance
aspects of the VET sector, and should have a greater
focus on teaching methodology and learner support

in the classroom. Digital skills, cultural sensitivity, and
addressing learner wellbeing and diverse needs all
featured in stakeholder feedback as important inclusions
that are not well covered in the Certificate IV TAE.

The Certificate IV TAE does not meet the
diverse range of learner needs, including
for those who have relevant education
expertise or, conversely, those with little or
no previous teaching experience.

| had to constantly retrain in a Certificate IV TAE
upgrade despite having a Master of Education.
(Former VET teacher)

Stakeholders felt the Certificate IV TAE could be

more flexible and tailored to the specific needs of the
person undertaking it. This could include different, and
potentially less, content for those who have a previous
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education background and qualification. It could also
include different, and potentially more, support and
content for those who have industry experience, or those
with little formal education experience.

People enrolled in the Certificate IV TAE
would benefit from more support to
enable completion.

The pivotal role of mentors cannot be overstated

— they are crucial for guiding and nurturing new
trainers, addressing the shortage by creating a
self-sustaining system of expertise and experience.
(VET community of practice)

Stakeholders were of the view that additional support
may be beneficial to help people successfully undertake
the Certificate IV TAE. This could include additional
wrap-around services, such as mentoring and
appropriate learning support for those learners who
require it, especially for those who have not undertaken
a similar AQF level qualification before.

Continuing to improve the TAE Training
Package and promote higher-level
qualifications.

There is a clear need to ensure the TAE Training
Package includes relevant and flexible products that
support a range of entry points, and a diverse range of
teaching, training and assessing roles. This may also
include other relevant workforce roles that ensure
high-quality student learning. There is also a need to
promote higher-level qualifications and professional
development that supports practitioners to continue
building their skills and capabilities.

Continuing to improve the TAE Training Package and
promoting the undertaking of higher-level qualifications
could include:

+ developing and promoting resources to support
implementing and delivering the 2022 Training Package

+ promoting the Certificate IV TAE as a valuable entry-level
qualification, as well as the opportunity and skills that
higher-level qualifications provide, including as an
opportunity for professional development
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+ promoting the benefits of current higher-level

qualifications available, and encouraging individuals
to undertake these as part of professional
development

researching whether new and/or higher-level
qualifications should be developed to fill gaps and
needs identified by the sector, supported by the
development of occupational mapping

considering further opportunities through the
Training Package, the Certificate IV TAE, and
intersections with Qualifications Reform to ensure
improvements are made to support teachers, trainers
and assessors, including those who work in regional,
rural and remote areas.
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Future changes to the Training Package would be
informed by the occupational mapping and identification
of entry points, career progression and transitions
between roles. Given the impact on the sector identified
in consultations regarding the 2019 TAE upgrade, any
future changes or updates to the Training Package
should not be applied to the current workforce.

Action 12: Monitor and evaluate the
impact of the Training and Education
(TAE) Training Package to ensure

it supports teachers, trainers and
assessors in the VET workforce, and
promote the undertaking of higher-level
qualifications to provide opportunities
for ongoing practitioner development.
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There is not enough support offered to early  This is a particular issue for some individuals who may

career teachers. trainers and assessors. previously have been ‘on the tools’ and are undertaking a
' teaching role for the first time.

[TAE learners] can find that they need additional
mentoring to develop confidence and succeed
in their roles. They can find a difference between
industry and classroom training they may not have
been prepared for. This barrier creates additional
recruitment issues for us when newly employed
trainers are not retained. (RTO manager)

Many in the sector feel that wrap-around supports,
mentoring, or a ‘buddy’ system would help retain people
and help early career teachers, trainers and assessors

to deliver training. However, feedback pointed to some
RTOs not having the resources to effectively provide this,
and support would be welcome.

The case studies below provide examples of support

Stakeholders were clear that more support and for learners or early career VET teachers, trainers
mentoring is needed for new teachers, trainers and and assessors.

assessors upon entering the workforce, and that it
should be differentiated based on experience and need.

TAFE Queensland’s Educator Induction Program

This program is designed to support the transition of newly qualified educators into a teaching role. The
program aligns to the TAFE Queensland Educator Induction framework, which is structured in progression
stages over 12 months. Participants have access to online modules to build vocational knowledge and
skills to support their students’ success.

Feedback from the training highlights the importance of offering content that is accessible, can be taken

at the participant’s own pace and is relevant to a point in time in their teaching. In conjunction with online
training, educators are provided with a Starter Kit containing customised information relating to their region
and delivery area. New educators work closely with a designated mentor and the Educator Capability
Members from their region. Once all induction professional learning activities, educators receive a
certificate of completion as evidence of teaching currency.

Qualitative feedback of the program is positive and shows appreciation of the support provided that
enables educators to gain confidence and capability in their teaching role. For example, one participant
said that ‘the educator induction program offered a well-structured and supportive onboarding experience.
It covered essential topics, provided practical insights, and featured a valuable mentorship component'.
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TAFE NSW Aboriginal Advocate role

The Aboriginal Advocate role is a vital support and resource for all Aboriginal TAFE NSW staff. The
advocate role is designed to be fluid to enable advocates to support staff in whatever capacity is needed,
from providing career advice or planning, directing or following up on queries, to acting as a support in
challenging personal or professional circumstances.

TAFE NSW employs 2 advocates for over 350 Aboriginal staff, and continues to innovate in attracting,
retaining and developing Aboriginal staff. Ensuring commitments to Aboriginal staff are delivered has been
an important element to establishing trust and connection. For example, TAFE NSW has been focused on
providing structure and opportunity for Aboriginal staff to receive not just the professional leadership they
need through the established Aboriginal Leadership Group, but also cultural leadership through connection
to Elders within TAFE NSW and inclusion of Elders’ voices in the organisation’s actions.

Opportunity 6

Developing and resourcing staff The VET sector provides an important opportunity to

Australians to access economic and social inclusion.

to Support learners with diverse The sector also supports the participation of learners

and Complex needs from a diverse range of backgrounqs and experiences.
For example, of all learners in 2022:

All educators need to ensure that their delivery is * 17% were from the lowest socio-economic status
meeting universal learning design requirements for areas

inclusion. This ongoing professional development + 28% were from regional and remote areas

would be a small project but is required if there is to 5

3.6% identified they were from First Nations
be a genuineness of inclusion and equity. (Peak body) communities

+ 3.9% identified as having disability
+ 14% spoke a language other than English
+ 5% were international students.%®

58  NCVER, Total VET Students and Courses 2022 [DataBuilder], 2023, accessed 17 November 2023.
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Amid such diversity, stakeholders recognise the
importance of VET teachers and RTOs being equipped
to support learners, with some stakeholders identifying
a recent increase in the numbers of learners needing
support. This includes the development of resources
for teachers, trainers and assessors and wrap-around
support services for learners to be provided by RTOs.

Stakeholder consultation indicated that teachers,
trainers and assessors can feel unprepared to support
learners for a variety of reasons. This includes the
workload involved, a lack of specific training in TAE
Training Package, and insufficient professional
development opportunities in this area.

Many students have complex needs and trainers
are not educated to understand these needs and
not informed about the students. They are expected
to accommodate training and assessment without
guidance or support. (RTO manager)

An example of best practice provided by stakeholders in
relation to First Nations learners was that they thrive when:

+ taught by First Nations peoples

« offered specialised support designed by
First Nations peoples

+ training is delivered in a culturally safe and
appropriate way.

This model of delivery should be more widely available.

Stakeholders also identified that people in regional, rural
and remote contexts can experience more difficulty

in terms of access and equity in regard to educational
opportunities. This includes complex learner needs that
some teachers, trainers and assessors support to ensure
learners can successfully undertake their training journey.

This opportunity will be realised through a
collection of actions that will better equip the
VET workforce to support different learner
cohorts through foundational, targeted and
context-specific actions.

Existing strategies being used by RTOs to
equip staff to engage with a diverse range
of learners.

Feedback from consultation highlighted that some RTOs
are taking a deliberate approach to supporting a diverse
range of learners. Examples included professional
development focussed on embedding Universal Design
for Learning principles, and LLND upskilling for VET
teachers. Case studies of some of these examples are
provided below.

TAFE Queensland’s Inclusive Teaching training and non-accredited

training modules

Included in TAFE Queensland’s PL Program are a selection of self-paced online training modules aimed
to enhance educators’ teaching practices to respect and value the diversity of learners. These include
modules such as supporting students with a disability, First Nations cultural awareness training, and best
practice in designing accessible courses. In addition, TAFE Queensland provides a dedicated training
course that helps educators design and deliver learning experiences that meet the needs and preferences
of all learners. These training modules contribute to teaching quality and currency and provide educators
the opportunity to practise inclusivity by design in the classroom.
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Established in 2005, the VET Development Centre (VDC) is funded by the Victorian Government to provide
professional development to Victorian Skills First providers to raise the professional standing of people
working in the VET sector. VDC also provides fee-for-service professional learning and bespoke customised
professional development to all teaching and non-teaching staff in the VET sector across Australia and
internationally. There are no membership fees to access VDC services.

VDC provides professional development on a range of different topics, and has an extensive list

of professional learning opportunities for VET teachers, trainers and assessors in managing and providing
for diverse cohorts, ranging from one-hour webinars to full day workshops. Topics include, but are not
limited to, teaching and learning strategies, First Nations cultural awareness, delivering trauma-aware
education and teaching students with anxiety and neurodiversity, LLND needs, and supporting students
experiencing family violence. VDC’s programs have very high attendance, with 15,000 attendees at events
and programs in 2023 and a 95% satisfaction rating by attendees surveyed.

VDC also runs a 2-day in-person National VET Teaching & Learning Conference encompassing all areas of
VET practice, including supporting diverse needs, and has done so for almost 2 decades, with online

delivery from 2020 to 2022.

Developing and resourcing staff to support learners with

diverse and complex needs can be achieved through a
combination of different actions:

+ Developing data strategies would enable the collection
of critical workforce data on current workforce
capability and opportunities to better equip staff with
the skills they need to successfully support learners.

+ Wider reforms, including developing localised and
bespoke First Nations strategies to build the First
Nations VET workforce, as well as developing a 10-
year National Foundation Skills Strategy to identify
actions to strengthen the foundation skills sector,
would enable the sector to leverage the skills and
experience of First Nations and foundations skills
staff, respectively, to support a range of learners with
diverse and complex needs.

Chapter 3: Opportunities and actions

+ Supporting learners with diverse and complex needs

could be one of the priorities for more targeted
professional learning. This includes supporting learners
from both a pedagogical perspective but also in the
context of inclusivity, respect and gender issues.

Continuing to improve the TAE Training Package and
promote the undertaking of high-level qualifications
could include a focus on equipping staff with the
skills they need to support all learners.
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Opportunity 7

Reducing administrative and While regulation, and its associated administrative and
R g compliance requirements, is necessary to sustain a
Comphance burden high-quality VET sector, stakeholders indicated current

levels are high and create challenges for RTOs and their
staff. This is particularly acute for teachers, trainers and
assessors. These activities often become a significant
part of their role, taking them away from the primary
reason they joined the VET workforce. Some of these
administrative and compliance elements are outlined

in Table 7.

[The administrative burden] impacts retention more
than attraction, but it still does impact attraction. If
arole is already hard to get into, and [the applicant]
catches wind that [they'll] likely get bogged down

in a pile of paperwork, it impacts attraction.

(RTO manager)

Table 7: Summary of different administrative and compliance elements for the VET sector and examples of
these in practice

Institutional Individual RTOs have policies and procedures to ensure they are complying with
administration various regulatory and program requirements. This includes, for example, data and
reporting, record keeping and administration to ensure learner records are accurate
and up to date.

The administrative burden associated with these activities may vary according
to the size and type of RTO, with teachers, trainers and assessors required to
undertake and support RTO administration requirements.

Standards for RTOs RTOs are required to comply with the Standards for RTOs to ensure training
delivery, assessment, learner enrolment, learner support and administration align
with the intent of the standards.

Training Package Changes to Training Packages require RTOs to ensure training products on their
requirements scope of registration are current and learners are transitioned into updated or new
training products, where appropriate.

Mapping the changes, and updating training and assessment materials and
strategies is also undertaken to ensure staff and training resources and equipment
for delivery are current and meet the Training Package requirements.

Industry currency Undertaking professional development, maintaining industry currency, and

and professional ensuring this is appropriately supported and evidenced, imposes an administrative
development and compliance burden on RTOs and teachers, trainers and assessors.

Program and Different subsidised training contracts and programs have varied compliance, data,
contract obligations reporting and contractual requirements, which are additional to the Standards for
(Commonwealth, state RTOs. This also includes separate audit and evidence requirements.

and territory)
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Stakeholders also indicated administrative and
compliance burden can vary depending on an RTO's
operational settings. For example:

+ complex operations, including mixed funding sources,
delivery in multiple jurisdictions, or multi-sector delivery

+ small providers, who may not have many, or any, staff
dedicated to compliance, with this work falling on
executives, teachers and other non-specialist staff

+ delivery of VET in schools where the additional
workload of introducing new VET programs falls on
the teacher delivering VET, rather than the school’s
administrative staff.

Stakeholders shared that administrative burden is

a particular challenge for training providers with a
volunteer workforce, as it is unreasonable to expect
staff who are not paid to undertake administrative
and compliance activities that are not related, and in
addition, to their agreed role.

Our volunteers are passionate about drowning
prevention and passing on their skills to others. The
paperwork side of things does not interest them, and
this is an ongoing struggle for us to minimise the
burden on them, while maintaining compliance. (RTO)

At the core of stakeholder concerns and dissatisfaction
with the administrative and compliance requirements
of the VET sector is that it acts as a barrier to
workforce attraction, retention, development and delivery.
Stakeholders emphasised that the time spent undertaking
compliance and administration activities is time taken
away from delivery, planning and development.

High administrative and compliance
demands create a perception that the
VET workforce has a high workload and
undermines work satisfaction.

The workload for compliance has gone beyond
onerous to demoralising. You start to wonder what
you became a teacher for, because it wasn't to do
paperwork, it was to teach. (VET teacher)

Chapter 3: Opportunities and actions
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Many VET staff are seeking flexibility and work—

life balance, however, this is undermined by high
administrative workloads that often result in staff
working additional hours. This affects how potential
staff perceive the VET workforce. Stakeholders also said
that workload and compliance burden is a major factor
in lowering employee job satisfaction and a driver for
staff choosing to leave the VET sector.

High administrative and compliance
requirements affect the quality of training
delivery and impacts professional
learning time.

| spent 2 hours each day on compliance paperwork,
not on teaching prep or developing better resources
for the class. (Former VET teacher)

Consultation feedback highlighted concerns about
the administrative load experienced by teachers,
trainers and assessors. Stakeholders detailed that a
large amount of time was spent on administrative and
compliance work, completed at the expense of time
spent on teaching-related tasks.

Beyond immediate classroom planning and delivery,
the sector said that training and professional learning
focuses too much on administration and compliance
at the expense of quality teaching, industry currency,
or other training. This is particularly acute at smaller
private RTOs where there may not be sufficient
administration resources.

Better understanding the administrative and compliance
requirements for the VET workforce would help to
identify opportunities to reduce unnecessary burden.
This could lead to increased staff satisfaction and an
ability for staff to better undertake their roles, leading to
a decrease in workforce attrition.

There could be opportunities for governments to partner
with jurisdictions to undertake pilot projects to map and
analyse compliance requirements to:

+ identify duplicative or unnecessary requirements that
can be reduced or rescinded across all RTOs

+ develop a model for use across other jurisdictions

+ support expanding the model across the other states
and territories.
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In particular, there are likely opportunities for:

+ improving processes and employing specialist
compliance roles at the RTO level to reduce the
burden on VET teachers, trainers and assessors

+ building on existing actions, such as changes to
the Standards for RTO and Qualification Reform, to
further streamline compliance requirements

« driving efficiencies and improvements in the Training
Packages by JSCs

« comparing with other sectors to identify innovative
opportunities to reduce compliance burden, noting
that VET requires a nuanced approach to regulation
to deliver skills for a range of industries.

Opportunity 8

Supporting TAFEs at the heart of
the VET sector

As outlined in previous chapters, TAFEs are large,
complex public education organisations that deliver a
range of education training programs across the spectrum
of foundational skills, vocational education and higher
education. The purpose of TAFE is to be an integral part
of their state or territory government on the delivery of
economic, community and regional outcomes.

The TAFE workforce itself is not homogenous and must
be seen against the backdrop of the significant range
of industries that TAFEs serve. TAFE provides access
to training for Australians from all walks of life, while
supporting government to meet industry needs for a
skilled workforce, both now and into the future. TAFEs
are also expected to drive improvement and innovation
across the VET sector, so that all RTOs can deliver high-
quality training for learners.

For these reasons, TAFEs face unique workforce
challenges that reflect their important role in the VET
sector. They must attract and retain a creative and capable
workforce that can work across a diverse range of roles
and industries and, in particular, in new and emerging
industries that are critical to Australia’s prosperity.
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Action 13: Undertake work to

map and analyse compliance and
administrative burden and implement
strategies to reduce this burden, where
appropriate, for the VET workforce.

Teacher, trainer and assessor shortages are impacting
their ability to service these industries, but there are
also shortages across professional support roles that
may inhibit the ability of TAFEs to support national
reform efforts.

Leveraging the strength of TAFEs at the
heart of the VET sector.

During consultation, stakeholders highlighted the unique
role of TAFEs in supporting government to deliver a suite
of critical reforms in the VET sector, including Fee-Free
TAFE, TAFE Centres of Excellence and the National TAFE
Network. TAFEs are also expected to play an important
role in supporting a more integrated tertiary education
sector under the Universities Accord.

TAFEs will need to:

+ support a workforce that can meet unique industry
needs now and in the future, including new industries

+ prioritise the needs of all learners

+ develop the capabilities needed for a more integrated
tertiary education sector, including through closer ties
with universities.

VET Workforce Blueprint



Existing efforts from within TAFE leadership to drive
more national networking have been elevated through
clear and shared ambitions of all governments and
underpinned by investment through the National Skills
Agreement. This represents an opportunity that can be
harnessed through the actions in the Blueprint so that
TAFE itself is identifying and leading the activities that
will best work to ensure a viable and vibrant workforce,
as well as promoting and embedding these activities to
support long-term leadership development of the TAFE
workforce across Australia.

For example, a National TAFE Network, inclusive of
TAFE stakeholders, could be resourced and empowered
to take an active role in sustaining, developing and
supporting the TAFE workforce and education practice.
This includes:

+ building workforce capability for teachers and
administrators to support entry and career
advancement, including collaboration across
jurisdictions and supporting infrastructure

+ sharing successful workforce recruitment and
retention strategies across TAFEs

+ leveraging the TAFE Centres of Excellence to develop
leadership capability across TAFEs

+ sharing workforce learnings and knowledge from the
TAFE Centres of Excellence and industry with TAFEs
across Australia.

Chapter 3: Opportunities and actions
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There is also an opportunity to facilitate collaboration
across TAFE Centres of Excellence, the National TAFE
Network and JSCs to support industry-led responses to
address VET workforce challenges in areas of critical
need. This includes collaboration with key employers

in critical and emerging industries to support ways to
attract and recruit from industry for the TAFE workforce
in areas of skill shortage.

Action 14: Embed TAFE workforce
leadership as a key activity of the
National TAFE Network.
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Other issues for further consideration

Consultation with the sector explored several issues and
challenges relating to employment conditions, which
can act as a disincentive for people to choose a role

in VET. In some cases, it was noted industry or other
education sectors can offer better conditions.

High rates of casualisation experienced by
the teacher, trainer and assessor workforce.

Casualisation and fixed-term contracts are the
biggest issue. We are dual professionals, but
expected to maintain a mortgage and living costs on
a casual wage. (VET teacher)

While casual employment can be a preferred
arrangement for some people, stakeholders identified
high rates of casual work among the VET teaching
workforce as a barrier to attraction and retention. The
data confirms this, with VET teachers more casualised
(27.3%) than the general workforce (21.1%).% The rate of
casualisation of VET teachers has increased by 12.1%
since 2014, compared to a 0.3% decrease across the
entire labour market.°

As noted earlier, there are VET workforce data
limitations in identifying VET teachers, trainers and
assessors due to their dual professional status and given
that some of the workforce may be employed primarily

in industry. The lack of data limits understanding of the
extent to which casualisation may be impacted by these
factors and by other employment conditions. There
needs to be further research to identify the drivers of
casualisation, and where these may be having impacts

on the attraction and retention of the VET workforce.

59  JSA, VET Workforce Study, 2024, p 44.
60  ABS, Characteristics of Employment, Australia, 2022.
61  JSA, VET Workforce Study, 2024, p 46.
62  JSA, VET Workforce Study, 2024, p 51.
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Inability to compete on teacher, trainer and
assessor pay and conditions compared with
some industries.

An enormous attraction of the energy industry for
apprentices is the good, secure wage many electrical
workers draw. Workers are faced with taking a
significant pay cut when shifting to training roles in
the VET sector. (Union organisation)

The average annual salary for VET teachers in 2021 was
$81,245.5" However, there is a large disparity between
the typical salaries at private RTOs and public TAFEs.
Most entry-level TAFE teachers with a Certificate IV TAE
commence at $85,000 or above, with starting salaries
ranging between $72,000 and $89,000.

Current limitations in data collection make it difficult to
accurately determine average salaries in private RTOs.
However, considering that the typical commencing
TAFE salary is higher than the average salary across
all VET teachers, this suggests that other subsectors
of the workforce, including those in private RTOs,

may earn closer to the Educational Services (Post-
Secondary Education) Modern Award 2020 rate of
$58,363 for entry-level teachers.®? This was confirmed
by stakeholders throughout the consultations.

Employers in some key industries — such as mining,
construction, trades and other education sectors — can
offer more competitive pay and working conditions
compared to the VET sector. This can make it
challenging for VET to attract and retain people from
industry, especially in some geographic areas with high
concentrations of certain industries and/or localised
skills shortages in some fields. Conversely, people in
other sectors — such as aged care and early childhood
education and care — may improve their pay when
moving into the VET workforce.

VET Workforce Blueprint



Chapter 3: Opportunities and actions

Skills and Workforce
Ministerial Council

In other fields of education, graduate teachers in all
states and territories begin on salaries that are near

or above the average annual salary for VET teachers
referenced previously, and can go on to earn much
higher salaries (noting the evidence that TAFE teachers
also earn above this average amount). For example,
Secondary School Teachers and University Lecturers
and Tutors (as classified under ANZSCO) earn

14.8% and 44.9% more than the general Australian
workforce respectively, based on median total weekly
cash earnings. Both earn more than the median VET
workforce earnings, which is 11.1% more than the general
Australian workforce.% This disparity in salary, combined
with the higher rates of casualisation, make attracting
educators from other fields of education very difficult.

Many RTOs, teachers, trainers and assessors said the
challenges with salary not only creates retention issues
in the context of competition with other industries, but
can result in the workforce feeling undervalued. One
former VET teacher said that the reason they left the
workforce was because they did ‘not [feel] recognised
for the amount of work [I did], and my teaching [was] not
being valued as much as it should'.

Competition for staff between different RTOs.

Stakeholders identified that smaller RTOs can find it
more challenging to attract and retain staff compared
to larger RTOs and TAFEs that offer more competitive
wages, conditions and job security. Union bargained
TAFE enterprise agreements in many states and
territories support better paid and more secure jobs by
specifying higher rates of pay and limiting the rates of
casual and fixed-term employment.

In addition to wages, conditions and job security,

there are other factors that influence becoming an
employer of choice. This includes support for personal
development, employee equal opportunity, social
inclusion and fair treatment, and safe and supportive
working conditions. Providing these conditions can
encourage people to apply for roles within an organisation,
and increase job satisfaction and retention.

63  JSA, VET Workforce Study, 2024, p 47.
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Existing strategies being employed by RTOs
to improve employment conditions.

Pay, conditions and the casualisation of the VET
workforce were identified as key concerns for
stakeholders. Stakeholders indicated this affects the
ability of RTOs to recruit and retain staff, particularly
for smaller RTOs. Inability to compete on pay and
conditions with some industries and other education

Conclusion

An increasing number of learners are engaging in the
VET sector, with further participation expected in the
coming years, while the VET sector faces significant
challenges in attracting and retaining qualified
professionals — particularly teachers, trainers, and
assessors. Compounding this is a notable shortage of
individuals entering the workforce pipeline, exacerbated
by various barriers such as perception issues,
qualification requirements, and lack of support for early
career professionals.

Opportunities to address these challenges include
improving recognition of alternative qualifications,
streamlining entry pathways, enhancing professional
learning opportunities, and providing better support

Chapter 3: Opportunities and actions
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sectors was raised as a barrier to the attraction and
retention of the VET workforce. Stakeholders identified
that some RTOs are actively working to improve job
quality by employing staff on a permanent basis, where
possible. An example provided by one RTO was of a
policy that has been implemented requiring hiring staff
on a permanent basis in the first instance, before being
able to consider temporary or casual staff to fill the role.

for diverse learner needs. In addition, reducing
administrative burden and having a better understanding
of the sector, including through the collection of national
data, are crucial for the long-term sustainability and
growth in the VET sector.

There are also other factors that contribute to the
attraction and retention of teachers, trainers and
assessors. These include opportunities for secure work
and support for professional development and career
progression. When employers are competing with other
industries and education sectors, they need to consider
these factors so they are positioned as employers of
choice, and organisations where employees feel valued
and supported.
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Chapter 4: A blueprint for continuous improvement

Introduction

The Blueprint is a collaborative national strategy that
aims to grow and support a sustainable and capable VET
workforce, including in regional Australia. To achieve
this objective, it must include a continuous improvement
approach to support the VET workforce over time and
remain responsive to changes in the VET sector and
Australian economy more broadly.

There are 3 key aspects of continuous improvement under the Blueprint:

+ Know more: Continue to build our understanding of the VET workforce
as an essential precondition for more targeted and effective action.

+ Practise what works: Take a practical, evidence-based approach to
addressing workforce challenges and realising opportunities, informed
by what is already working in different contexts.

+ Connect to wider reforms: Leverage and complement broader reforms

in the VET sector to maximise the impact of the Blueprint on the VET
workforce and sector generally.

This will operate as part of a 5-year cycle and be subject to monitoring
and evaluation through Skills Ministers.

This chapter describes each aspect of continuous improvement in more
detail, and the specific actions that support them.

Chapter 4: A blueprint for continuous improvement
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Know more

As outlined in Chapter 1, the Blueprint combines new
work from JSA with insights from recent stakeholder
consultations to consolidate our understanding of the
modern VET workforce in 2024, including key long-term
trends and challenges and opportunities in the sector.
This builds on earlier work undertaken over a number
of decades to better understand the complexity of the
VET workforce.

The Blueprint acknowledges that continuing to build our
understanding of the VET workforce — particularly during
a time of rapid change for the Australian economy - is
an essential precondition for taking targeted action to
effectively address challenges relating to attracting,

Table 8: Actions to ‘know more’ about the VET workforce

Action

1. Undertake comprehensive occupational mapping
for the VET workforce to identify and inform
broader actions to strengthen pathways into, and
through, the VET workforce.

2. Develop a VET workforce data strategy to enable
the collection of VET workforce data to support
and enable informed policy and workforce
strategies, and inform ongoing research.

3. Establish an ongoing research program to develop
a robust evidence base for key workforce issues.

13. Undertake work to map and analyse compliance
and administrative burden and implement
strategies to reduce this burden, where
appropriate, for the VET workforce.
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retaining and developing the workforce. For example,
we need a deeper understanding of workforce roles and
their pathways and transition points to support more
sustainable workforce pathways in different industries.

Action is needed to develop a national data collection

to lay the foundations for the next significant leap in our
understanding of the modern VET workforce. In addition,
further research is needed, including occupational
mapping, to plan more strategically for the future and
develop local actions that are tailored to specific contexts.

Table 8 summarises actions that will help governments
and the sector to ‘know more’ about the VET workforce.

How this will help us to ‘know more’

Occupational mapping will help us better understand
workforce roles and their associated requirements,
duties, capabilities, pathways, transition points and
relationships with other roles.

A data strategy will help us to fill current information
gaps relating to workforce qualifications; teachers,
trainers and assessors working in alternative settings;
and industry contexts.

Ongoing research will develop deeper understanding in
areas such as casualisation of the VET workforce, the
impact of Al, teaching practice, psychosocial challenges
and other key research gaps. This work will be informed
by mapping existing research.

Compliance and administrative burden mapping will
help us better understand and alleviate the ‘pain points’
on the ground.
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Practise what works

Although we need to continue to build our understanding
of the VET workforce, there is an immediate opportunity
to take a practical, evidence-based approach now to
better address workforce challenges. This includes
recognising what is already occurring in the sector and
seeking to scale up these activities or adapt them to
other contexts.

Skills and Workforce
Ministerial Council

All stakeholders — government, RTOs, industry, peak
organisations, unions and employers — can take action
to practise ‘what works’ at both the national and local
levels. The actions summarised in Table 9 can be
implemented in a variety of VET contexts in a way that
works best for RTOs and their staff. Actions can be
reviewed and revised when our understanding of the
VET workforce and ‘what works’ evolves and sheds new
light on the most effective approaches.

Table 9: Actions to ‘practise what works’ for the VET workforce

Action

4. Develop targeted, coordinated and sequenced
promotion strategies and activities to boost the
profile of VET workforce careers and attract more
people into the sector.

5. Increase industry involvement in employer and RTO
led responses, and encourage and facilitate industry
led responses, to VET workforce challenges.

6. Develop localised and bespoke First Nations
strategies to build the First Nations VET workforce.
These will be developed from the ground up in
partnership with First Nations peoples.

9. Invest in innovative VET workforce pathways through
scaling up existing initiatives and/or piloting new
models which contribute to an uplift in workforce
capacity or capability.

10. Develop initiatives to attract people into, and support

and retain people in, VET workforce careers.

11. Implement targeted professional learning to address
key industry and pedagogical priorities, including
embedding best practice in inclusivity, respect and gender
issues into training delivery and VET workforce culture.

12. Monitor and evaluate the impact of the Training
and Education (TAE) Training Package to ensure it
supports teachers, trainers and assessors in the VET
workforce, and promote the undertaking of higher-
level qualifications to provide opportunities for
ongoing practitioner development.
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How this will help us to ‘practise what works’

Promotion strategies will be tailored locally to specific
roles, industries and contexts. They will also draw on the
occupational mapping and integrate with other actions,
such as initiatives and grants programs.

Industry, and the extensive experience it brings, is critical to
developing the VET workforce, including transitions between
industry and VET and maintaining industry currency.

First Nations stakeholders know what works in attracting,
retaining and supporting First Nations peoples in the
VET workforce. They can also lead the development

of effective approaches to build broader cultural
competency and responsiveness in the sector. Strategies
developed could leverage opportunities, or build upon
existing best practice, occurring across the sector.

Scaling up and piloting initiatives enables governments
and the sector to quickly identify what works and support

these approaches more widely. This includes interventions
with a strong evidence base and local support.

Initiatives can target specific barriers to entry, including
the cost, time and effort of undertaking qualifications
and transitioning from an industry career.

Providing targeted professional learning enables the
VET workforce to build on their foundational
qualifications, support excellence in delivery and
progress in their careers.

Providing opportunities for ongoing practitioner
development through improvement of the TAE Training
Package, informed by the occupational mapping,

will ensure that qualifications remain relevant and
responsive to VET workforce challenges.
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Connect to wider reforms

The Blueprint has been developed in the context of
broader reforms occurring in the VET sector. It is critical
that Blueprint actions connect to — and complement -
these wider reforms.

The Australian Government and states and territories
are working collaboratively on areas of agreed national
priority under the NSA to address Australia’s skills
needs and ensure TAFE is at the centre of the VET
sector. This includes the development of TAFE Centres
of Excellence, which focus on critical and emerging
industries, and the National TAFE Network to strengthen
teaching and learning practice.

The development of a 10-year National Foundation Skills
Strategy to strengthen the quality and sustainability of
the sector is also part of the NSA. The 10-year National
Foundation Skills Strategy will identify critical actions

to strengthen the sector, which may include support for
the foundation skills workforce. Leveraging this process
will ensure that governments have considered the future
supply of teachers to provide essential foundation skills
training for all Australians who need it.
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Governments are also working together to develop a
National VET for Secondary Students Strategy. This
will explore opportunities to grow and support the
teacher, trainer and assessor workforce delivering
high-quality, learner-centred, industry-relevant VET
to secondary students.

The Blueprint's actions will complement changes being
made to the Standards for RTOs that will come into
effect in 2025, which include support for more flexible
and innovative training delivery. It will also leverage
changes being made under Qualification Reform, to
ensure that the VET sector is responsive, fit for purpose
and supports the needs of its diverse users. In March
2024, Skills Ministers agreed to road test a model that
preserves qualifications that are working well, while
enabling new qualification models to serve different
purposes, supporting flexible training, recognition of
prior learning and mobility across industries.

Table 10 summarises the actions in the Blueprint that
will connect to wider reforms in the VET sector.

Table 10: Actions to ‘connect to wider reforms’ in the VET sector

Action

7. Through the development of a 10-year National
Foundation Skills Strategy to identify critical
actions to strengthen the foundation skills sector,
consider opportunities to grow and support the
foundation skills workforce.

8. Through the development of a National VET
for Secondary Students Strategy, explore
opportunities to grow and support the teacher,
trainer and assessor workforce delivering VET.

14. Embed TAFE workforce leadership as a key activity
of the National TAFE Network.
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How this will help us to ‘connect to wider reforms’

Considering a sustainable foundation skills workforce
connects to broader government efforts to support
Australians with low levels of foundation skills, who
have left school, to access the training they need.
These include support for the ACE sector through the
NSA, and the Australian Government'’s redesigned
Skills for Education and Employment program from

1 July 2024.

This strategy will support the reduction of barriers
to entry faced by the workforce delivering VET to
secondary students and consider opportunities to
support attraction and retention.

Leveraging the National TAFE Network connects to
broader government efforts to put TAFE at the centre
of a high-performing and world-class VET sector. This
includes the introduction of Fee-Free TAFE and the
TAFE Centres of Excellence.
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Chair

Ms Renae Houston, First Assistant Secretary, Industry
Engagement and Quality Division, Skills and Training
Group, Department of Employment and Workplace
Relations

State and territory representatives

Ms Bec Curtain, Director, Policy and Strategy, Skills SA,
South Australia

Dr Ross Kelly, Director, Policy Planning and Research,
Department of Training and Workforce Development,
Western Australia

Ms Trish Mullins, Director, Skills Policy, Department of
Education and Training, New South Wales

VET peak bodies

Ms Jenny Dodd, Chief Executive Officer, TAFE Directors
Australia

Ms Evelyn Goodwin, Manager Policy and Projects,
Community Colleges Australia

Ms Jenny Macaffer, Chief Executive Officer, Adult
Learning Australia

Ms Pamela Simon, President, Enterprise Registered
Training Organisation Association

Mr Troy Williams, Chief Executive Officer, Independent
Tertiary Education Council Australia

Unions
Dr Alison Barnes, President, National Tertiary Education
Union

Mr Liam O’Brien, Assistant Secretary, Australian Council
of Trade Unions

Ms Maxine Sharkey, Federal TAFE Secretary, Australian
Education Union
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Industry peak bodies

Ms Pieta Davis, Director of Skills, Business Council of
Australia

Ms Natalie Heazlewood, Director (Steering Group
member until April 2024) - replaced by Dr Jodie
Trembath, Director, Australian Chamber of Commerce
and Industry

Ms Megan Lilly, Executive Director, Australian Industry
Group

Individuals with expertise

Mr John Firth, Education and Schooling Sector Specialist
Ms Robyn O'Brien, Education and Training Specialist

Dr Damian Oliver, Assistant Secretary, Jobs and Skills
Australia

Ms Marie Persson, Education and Training Specialist
Ms Maria Peters, Education and Training Specialist

Mr Andrew Shaw, Education and Training Specialist
(Steering Group member until August 2023)

Professor Erica Smith, Emeritus Professor of Vocational
Education and Training, Federation University
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The tables in this appendix describe the data for each chart in the Blueprint. The data for 8 of these tables was
sourced from the JSA VET Workforce Study. Table A5 was sourced from Delivery of VET: Emerging Trends in
Response to the COVID-19 Pandemic (S Hume, T Griffin and NCVER, 2022).

Table A1 Data table for Figure 1: Growth in job advertisements from February 2014 to February 2024 by occupation
Early

Childhood
Teachers

University
Lecturers and
Tutors

Primary

Secondary
School
Teachers

All

VET Teachers .
occupations

School
Teachers

577.8% 511.2% 79.3%

Back to Figure 1
Table A2 Data table for Figure 3: Proportion of ages in the VET and Australian workforces, 2021

‘ Under 30 ‘ 70 and over
u3] 9.7% 19.4% 24.4% 27.3% 16.9% 2.3%
workforce
Australian o o o o o o
25.3% 23.5% 21.0% 18.7% 9.6% 1.8%
workforce

Back to Figure 3

Table A3 Data table for Figure 4: Movements into and out of Vocational Education Teacher, FY2011-12 to 2079-20

Inflow as a Outflow as a
L zET ercentage of (UL S 72T ercentage of
Financial year previous financial pe 9 ) previous financial pe 9 ,
ear previous year's VET ear previous year's VET
y teacher population y teacher population
FY2011/2012 3,710 13.2% 4,045 14.4%
FY2012/2013 3,830 13.7% 4,190 15.0%
FY2013/2014 3,220 11.7% 4,005 14.6%
FY2014/2015 2,520 9.4% 3,860 14.4%
FY2015/2016 2,435 9.6% 3,160 12.5%
FY2016/2017 2,380 9.8% 2,935 12.1%
FY2017/2018 2,205 9.4% 3,020 12.9%
FY2018/2019 2,830 12.7% 3,210 14.4%
FY2019/2020 3,340 15.5% 2,340 10.9%

Back to Figure 4
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Table A4 Data table for Figure 5: Highest qualification for VET workforce segments and Australian workforce, 2021

Secondary Graduate
. Advanced .
education and . . Bachelor | diploma and
: Certificate diploma Postgraduate
below (incl. . degree graduate
. I &1V level | and diploma . degree level
Certificate | level certificate
level
&) level

Uil vi=y 9.6% 17.9% 19.4% 24.8% 8.6% 17.2%
workforce
UCEGE, I 3.5% 20.0% 21.5% 23.9% 10.6% 18.2%
and Assess
Curriculum
L 6.1% 14.6% 18.5% 28.6% 9.7% 18.7%
and Learning
Design
Quality
Assurance and 3.6% 16.9% 20.5% 23.5% 11.4% 17.3%
Compliance
Leadership 7.1% 9.2% 18.4% 28.7% 10.9% 24.1%
il 11.0% 16.2% 19.0% 25.6% 10.5% 15.4%
Support
Sl S L 20.1% 18.3% 16.3% 23.3% 3.6% 12.3%
and Operations
sl 29.7% 19.5% 11.1% 23.2% 31% 9.1%
workforce

Back to Figure 5

Table A5 Data table for Figure 6: Proportion of subject enrolments by delivery mode, 2079 to 2021

2019 2020 2021
No online delivery 66.9% 60.1% 57.3%
Online only delivery 10.6% 13.9% 13.4%
Online in combination with another delivery mode 22.5% 26.0% 29.2%

Back to Figure 6
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Table A6 Data table for Figure 7: Percentage of public and private VET teachers total personal income by range, 2021

Income Public RTO Private RTO
$0-$51,599 16.2% 17.7%
$52,000-$64,999 10.8% 10.0%
$65,000-$77,999 13.4% 10.4%
$78,000-$90,999 18.2% 8.8%
$91,000-$103,999 22.5% 5.7%
$104,000-$155,999 16.8% 8.5%
$156,000-$181,999 1.1% 1.8%
$182,000 or more 0.6% 1.3%

Back to Figure 7

Table A7 Data table for Figure 8: Proportion of casuals in selected occupations and across workforce, 2074 to 2023

VET Teachers = 23.1% | 17.9% @ 24.4% | 20.9%  16.9% 13.8% 291% | 12.6%  25.9% Data
unavailable

University

Lecturers and 38.3% | 40.9% 26.5% 359% | 38.2% 32.1% 26.1% | 25.6%  31.7% 33.5%

Tutors

Secondary

School 6.4% 9.5% 10.8% 7.9% 11.3% 11.5% 7.7% 7.1% 7.0% 6.9%

Teachers

Early Data

Childhood 9.9% 15.5% 16.4% 10.1% 11.8% . 9.8% 16.8% 8.2% 18.0%

Teachers unavailable

:\(I:Icupations 19.7% 20.0% 20.7% 20.7% 20.4% 20.1% 18.3% 18.7% | 19.8% 18.9%

Back to Figure 8
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Table A8 Data table for Figure 10: Main reason for undertaking training, Certificate IV TAE (graduates 2016 to 2023)

Get a job 9.8% 10.1% 12.3% 8.6% 6.0% 13.2% 13.3% 12.1%
Developorstarbmylown| ) ., 3.1% 3.4% 1.7% 1.7% 2.8% 2.3% 2.2%
business

Try for a different 9.6% 9.0% 9.2% 5.8% 53% 12.4% 13.3% 12.0%
career

Geta better job or 9.1% 9.7% 9.3% 53% 5.0% 9.9% 11.4% 10.9%
promotion

Requirement of job 31.0% 30.8% 31.6% 58.6% 61.9% 34.2% 28.9% 31.7%
Gain extra skills for 30.5% 31.0% 28.5% 16.0% 14.8% 21.5% 24.7% 25.0%
current job

All other reasons 7.6% 6.2% 57% 41% 5.3% 5.9% 5.9% 6.0%

Back to Figure 10

Table A9 Data table for Figure 11: Industry of employment for Certificate IV in Training and Assessment qualification
graduates after training (of those employed), 2022

Industry Percentage of graduates

Education and training 42.2%
Health care and social assistance 17.0%
Public administration and safety 9.1%
Mining 5.5%
Transport, postal and warehousing 4.1%
Construction 3.6%
Professional, scientific and technical services 3.3%
Other services 2.8%
Manufacturing 2.7%
Accommodation and food services 2.1%
Administrative and support services 1.4%
Retail trade 1.3%
Financial and insurance services 1.1%
Arts and recreational services 1.1%
Electricity, gas, water and waste services 1.0%
Information media and telecommunications 0.8%
Agriculture, forestry and fishing 0.4%
Rental hiring and real estate services 0.3%
Wholesale trade 0.2%

Back to Figure 11
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The submission process opened on 26 February 2024 and received a total of 102 submissions. Submissions were
received from individuals, RTOs from a range of contexts, peak bodies, unions, advocacy organisations, government
and other organisations.

Authors who gave permission for their submission to be identified and attributed:

Australian Chamber of Commerce and Industry

Australian Council of Deans of Education Vocational
Education Group

Australian Education Union

Australian Industry Group

Australian Nursing & Midwifery Federation
Australian Retailers Association

Bishop Druitt College

Bricklaying Education Australia

Canberra Institute of Technology

Catholic Schools NSW

Central Queensland University

Charles Colclough

CHM Alliance Pty Ltd

Edmund Rice Education Australia Flexible Schools Ltd
Edutemps Pty Ltd

Electrical Trades Union of Australia
Electrical Training Academy RTO Pty Ltd
Independent Education Union of Australia

Appendix C: List of submissions

Independent Schools Australia

Irrigation Australia Ltd

Manufacturing Skills Queensland

Master Builders Australia

Master Electricians Australia

National Centre for Vocational Education Research
Phillip Bevan

Queensland Tourism Industry Council
Queensland Water

Relationships Australia SA

SA Power Networks

Science in Australia Gender Equity

Surf Life Saving Australia

Surveyors Australia

The Gordon TAFE

VET Communities of Practice, NT

The College at Western Sydney University
Women in Adult and Vocational Education
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