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SKILL SHORTAGESIN THE RETAIL MOTOR INDUSTRY
AN INTERIM REPORT

This report has been prepared by the Automotive Working Group led by the
Victorian Automobile Chamber of Commerce (VACC). The report has been
prepared for the consideration of the Commonwealth Minister for Education,
Training and Youth Affairs, Dr David Kemp, to address the serious question
of skill shortages in the retail motor industry.

The task of the Working Group was to:

‘Provide a written report which examines the perceptions and views of
employers within the industry concerning skill shortages. The
employer views are to focus on a range of matters which may be
influential in relation to the decision of employers to employ
apprentices and/or trainees, and the factors which may affect or
influence young people to enter the industry.

The matters to be considered are to include the capacity of schools to
adequately inform and prepare young people for employment in the
industry, the role of TAFE to adequately train apprentices, the nature of
the training relationship between employers and training providers, the
general perception of the status and standing of the industry in the
community and in the minds of young people, and the reasons for the
wastage of both apprentices and skilled tradesmen from the industry.

The written report addressing these matters is to include appropriate
recommendations which may assist in addressing the issues that arise
from the Working Group’s deliberations.’

In the preparation of the report, the VACC engaged in detailed discussion with
employers, TAFE teachers, apprentices and trainees throughout Australia,
and as a consequence we have been able to identify a number of important
matters which are central to resolving skill shortages within the industry.

It is employers and enterprises who know first hand the consequences of sKkill
shortages. Employers’ views are shaped by a number of factors, including
their knowledge of available options, the size of their business, the locations
in which they operate and their own personal experience. This report sets out
the views of employers as consumers of the system which produces their
workforce. By knowing the views of employers, the automotive industry now
has the opportunity to work with them and other key players, including
government, to find ways to improve the system and better explain the options
available to address skill shortages.



It is important to note that we have prepared an interim report which provides
a basis upon which further, more detailed research is required. Whilst we
believe that there is much to be gained from the information contained in this
report, it is apparent that there is a need for more detailed discussions with
all of the key players in the areas of employment, education and training.

To the employers, TAFE teachers, apprentices, trainees and members of the
Working Group who assisted in the process leading to the development of this
report, | would like to offer my thanks. This has been an important first step
in addressing an important issue for the industry, and the participation of
those who took part in the process has been invaluable.

Brian Curmi
Chair
Automotive Working Group
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Executive Summary

The context in which skill development occursis rdatively complex. Audralid s vocationd education
and training system involves arange of players, including employers, employees, training providers,
industry representatives and government authorities. Significant changes to the training system have
taken place in recent years and these changes impact on the ways in which employers access training
for their current and potential workforce.

Employers are the users of the system and, as such, the context in which this report has been put
together is from the perspective of the consumer. It is areport on the perceptions and views of a
range of employers, apprentices and training providers in the retall motor industry concerning skills
shortages. It isavauablefirg ingght into the factors which hinder skill development in an industry
which is predominantly comprised of small businesses. A key observation from the consultations
undertaken isthat the raft of changes to the training system appear either not to have been
understood or not to have not filtered down to the mgority of users. Thisissueis potentidly a
sgnificant hindrance to skills development and needs further investigation.

The report arose from the initiative of Dr Kemp (Minister for Education, Training and Y outh Affairs)
to provide a better and more informed understanding of the reasons why the industry perceives that
the leve of skill shortagesis so acute.

In order to dlicit the views of employers, the Working Group identified a number of key areas for
discussion with focus groups. The key areas included:

school/indugtry relaionships,

the role of Registered Training Organisations, particularly Technica and Further Education
(TAFE);

employer work practices,

reasons for wastage in apprenticeship and for skilled tradespeople;

developments within the industry;

government incentives and subsidies, and

the demands of training.

In the course of the project, it became gpparent that there were a number of issues concerning
school leaver and gpprentice views that required further investigation. Similarly, there were a number
of issues relating to apprenticeship training within TAFE indtitutes that also required further
consideration. Consequently, additiona focus groups were conducted with apprentices, school
leavers and TAFE teachers to provide opportunities to clarify various matters.

Employer views were remarkably consstent across al States, and it was apparent that thereisa

view that the respective secondary school sectors do not adequately inform students of their career
options and prepare them for employment in the industry.
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In terms of improving the capacity of schools to prepare young people for the industry generdly,
amog dl participants identified a need for improved information and promotion of the industry and
the need for career guidance staff in generd, and teaching staff in particular, to have more direct links
with the indudtry.

There was a strong sense that the industry has an ‘image problent’, and that in terms of competing
employment options was unable to attract sufficient interest from school leavers.

There was widespread interest and concern rdating to the likdy future of the industry and its
implications for both employment and training issues. The mgor focus of employers was whet was
referred to as ‘ segmentation of the industry’. This refers to the distinction between mgor vehicle and
component manufacturers and smal retail and repair firms. It dso refersto the increasing
specidisation of businesses which operate in discrete product and service markets which may lead to
anarrowing of the skill base required of employeesin the industry. A particular issue raised was the
extent manufacturers gppear to undertake their own on and off-the-job training as Registered
Training Organisations. The concern expressed by employers was that broad generic training may be
replaced by firm specific training, and that technica information concerning specific vehicles or
components may not be available to the industry generdly.

These matters were implicit in many of the issues raised by employers concerning on and off-the-job
training and employment issues, and clearly warrant more detailed examination.

Generd training issues were identified as a source of concern to employers and TAFE teechers, and
it is gpparent that there are anumber of matters requiring atention in relation to the capacity of
employers, TAFE indtitutes and other Registered Training Organisations to provide qudity training,
consgtent with the needs of the industry.

In consdering the action that may be taken to address the issues that arose during the focus groups,
the report proposes a number of specific recommendations which will provide opportunities to
examine key issues in more detail.

The critica feature of the recommendationsisthat it is the industry that must assume responghility for
addressng the issues. Whilgt it is acknowledged that industry will require the support of government,
it isthe view of the Working Group that industry must undertake a range of initiatives in seeking
answers to the many complex and difficult issues concerning skill shortagesin the industry.

The centra recommendation is to establish a Nationa Retail Motor Industry Taskforce. The
Taskforce will be responsible for co-ordinating and managing arange of initigtives arisng from the
report. It will provide a co-ordinated national approach concerning further, more detalled
assessments of the issuesidentified in this report and identifying appropriate responses.

It should be noted that the Taskforce is not intended to replace existing advisory bodies or agencies.
Rather, as aresponse to the issues identified in this report, it is intended to provide a mechanism by
which the industry and government will undertake a more detailed examination of key issueswithin
the industry and identify appropriate responses.
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The Taskforce will have clearly defined terms of reference and it is anticipated that it will completeits
task within atwo year time-frame. It will be required to consult with dl relevant agencies, advisory
bodies, inditutions, organisations and individuas in mesting its obligations.

The Working Group is of the view that it is essentid that the initiatives arisging from thisreport are
undertaken on a nationd basis. This would ensure a consistent and comprehensive approach across
the country. Whilst the levels of skill shortages may vary between regions, it is clear that many of the
issues confronting the industry are the same in al States.

The Working Group is aware that in terms of the profile of the industry, the mgority of employers
operate within the smdl business sector. This has particular implications for the industry in relation to
many of the issues, such as the capacity of the industry to attract and retain employees, and the
ability of the industry to keep up to date with developments in the training system. The industry
profileis set out in Attachment *A’.

The Working Group bdlieves that the initiatives recommended in this report will provide abass for
further investigating and addressng a number of key issues concerning skill shortages in the indudtry.
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Skill Shortagesin the Retail Motor Industry
Employers Perspectives

I ntroduction

The context in which skill development occursis reaively complex. Audrdia s vocationad education
and training system involves arange of players, including employers, employees, training providers,
industry representatives and government authorities. Sgnificant changes to the training system have
taken placein recent years.

These changes include;

- gregter flexibility in how training is packaged (through Nationa Training Packages) and how it is
delivered;
greater choice in who provides the training, both by enabling awider range of organisationsto
register as atraining organisation and through a* User Choice' policy, enabling employersto
choose the provider of their training; and
greater range of training pathways generaly and increased options for employment-based
training through the introduction of New Apprenticeships.

These changes impact on the ways in which employers access training for their current and potentia
workforce.

Employers are the users of the system and, as such, the context in which this report has been put
together is from the perspective of the consumer. It is areport on the perceptions and views of a
range of employers, apprentices and training providersin the retaill motor industry concerning skills
shortages. It isavauable first ingght into the factors which hinder skill development in an industry
which is predominantly comprised of smal businesses (88% of businessesin the retail motor industry
have fewer than ten employees). A key observation from the consultations undertaken is that the raft
of changesto the training system appear either not to have been understood or not to have filtered
down to the mgority of users. Thisissueis potentiadly a sgnificant hindrance to skills devel opment
and needs further investigation.

Following discussons with the officers from the Department of Education, Training and Y outh Affairs
(DETYA) and the Augtralian Chamber of Commerce and Industry (ACCI) in November 1999, the
VACC s attention was drawn to the fact that the Minister for Education, Training and Y outh Affairs
(Dr David Kemp) was interested in working in partnership with industry to address skill shortagesin
the retaill motor indudtry.

Given the fact that the VACC is currently undertaking a mgjor research study of aspects of the retail

motor industry in Victoriaand Tasmania, it was consdered gppropriate that it undertake some
preliminary work in assessng employer attitudes to skill shortages on anationa bads.
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M ethodology

A series of focus groups was undertaken throughout Audrdiato identify employer atitudesto a
range of issues relating to employment and training generdly, and skill shortagesin particular.

Following the completion of a number of employer based focus groups it became apparent to the
Working Group that there were a number of issues concerning TAFE and apprentices that
warranted further examination. Consequently, it was decided to incorporate additiona focus groups
which would provide opportunities to explore certain matters with TAFE teachers, gpprentices and
trainees. We found that they provided important ingghts concerning arange of issues, and it is clear
that further, more detailed anadlyss of the views of the key playersin the indudtry is essential.

Focus Groups:

On behdf of the Working Group, the VACC established focus groups of employers and employer
representatives from the retaill motor industry throughout Austrdia

A totd of 134 employers and employer representatives were consulted. In addition, focus groups of
TAFE teachers, apprentices and trainees were conducted. A total of 40 and 80 people respectively
were consulted through these forums.

Focus groups of employers and employer representatives were conducted in the following Centres:

Melbourne
Gedong
Traragon
Wangaratta
Bendigo
Launceston
Hobart
Sydney
Brishane
Addade
Perth

Focus groups of TAFE teachers, apprentices and trainees were conducted as follows:

Melbourne — TAFE teachers, apprentices and trainees
Launceston — TAFE teachers and trainees

Detals of the dates of the focus groups and the numbers of participantsin each group are set out in
Attachment ‘B’.

It is noteworthy that of the issues raised within the focus groups there were sgnificant levels of
consensus anongst employers throughout Augtrdia
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Whilst the number of TAFE teachers, gpprentices and trainees consulted was limited, they provided
an important point of reference in relation to many of the issues raised in the employer focus groups.

The information that has been obtained from the focus groups provides a sngpshot of issues across
the country and will provide abassfor Miniser Kemp to make anumber of initid assessments of
key issues which relate to skill shortages within the retail motor industry. These will form the basis by
which government and industry will be able to work together to address the issues raised.
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Outcomes
Thefollowing isasummary of the maiters arisng from the focus groups.

1. School/Industry Relationships

All focus groups expressed concern at deficiencies in the respective secondary school systems as
they related to both the preparation of students for vocationa training generaly, and the provison of
redigtic career advice concerning the indudtry.

Workplace components of Schools/I ndustry initiatives

Participants indicated that programs with work experience operating in secondary schools had
higtoricaly been very effective in providing students with opportunities to develop a grester
awareness of the industry. The generd perception of employers was that forma ‘work experience
initiatives gppear to have diminished in recent years thus limiting opportunities for school studentsto
develop firgt-hand knowledge of the industry.

There was ds0 generd agreement from participants that initiatives involving placement in the
workplace, particularly VET in Schools, provided idedl opportunities for employers to identify
potential gpprentices and trainees. Employers highlighted the significance of these opportunities, as
school results done do not provide sufficient information on academic or technica competencies.

Discussions with both apprentices and trainees indicated that, from the perspective of students, work
experience was an important factor in both understanding the nature of work within the industry and
developing basic skills and knowledge. Whilst the views of the trainees were limited in terms of the
number of sudentsinvolved, it was clear that there was little Sgnificant career guidance and support
for work experience generally which was directed at the automotive industry. The lack of career
guidance in the respective school sectors was identified by employers, TAFE teachers, apprentices
and trainees.

Key Message:

The value of work placements has been identified by both employers and students as a
valuable basic introduction and insight into the automotive industry. These views are
confirmation of the need to improve on and expand opportunities for on-the-job training and
work experience for students. Efforts need to be focused on bringing together employers,
training providers and schools to enable more on-the-job experiences and structured training
opportunities to be taken up by employers and students through increased VET in Schools
programs.
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Quality of VET in Schools programs

‘VET in Schooals, or corresponding programs of a different title, which prepare secondary school
sudents for positionsin the automotive industry were generaly criticised by both employers and
TAFE teachers. Thiswas particularly so where secondary schools were soldly responsible for the
vocationa preparation of students.

It isimportant to note that significant effort is being put into ensuring VET in Schools programs meet
standards required of other nationdly recognised training activity. Some of the issues identified to
date include:

limited numbers of participants undertaking substantia nationally recognised training in the
automotive areawhilst a school;

the dow rate Training Packages have been integrated into school curriculum;

lack of agreed processes to measure the quaity of outcomes achieved by students; and
confusion of employers of options available which provide required levels of quality.

Participants expressed concern thet, in generd, the graduates of VET in Schools programs did not
generdly possess the skills and competencies which were consgstent with the leve of training credits
that schools claimed to have completed. Consequently, it was asserted that employers and/or TAFE
teachers were often required to ‘retrain’ the gpprenticestraineesin order to bring them up to an
appropriate standard.

Participants were adamant that where secondary schools were solely or primarily responsible for the
provison of vocationd studies in the automoative industry, the secondary teachers must have the
knowledge and/or skills necessary to prepare a young person for an gpprenticeship in the industry.
Consequently, it will be necessary to ensure those teachers responsible for VET programs are given
adequate support and opportunities to acquire skills in teaching automotive programs.

This concern was not as acute where a Technica and Further Education (TAFE) indtitution was
involved in the development of skills and knowledge of the secondary school students.

Over the last three years, governments and norn-government education agencies have been working
in partnership with industry to expand pathways and improve outcomes for students by developing
VET in Schools programs and part-time New Apprenticeships for school students.

Key Message:

Thereis il a significant amount of work required to fully implement VET in Schools and
ensurethat it is meeting the needs of employers and students. Consideration needs to be given
to mor e effectively communicating with employers about VET in Schools, including sharing
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case studies of successful programs. The performance of schools as Registered Training
Organisations needs to be closely monitored. For further information see Recommendation 7.

Career information and guidance in schools

Participants (employers, TAFE teachers, gpprentices and trainees) felt that there was a need for
more effective career guidance in schools. The nature of the guidance, in terms of the retail motor
industry, requires that the relevant teaching staff have current knowledge and understanding of the
industry or access to personnd who have such knowledge. Participants were generaly concerned
that teaching staff in secondary schools were too often concerned with encouraging students to
pursue ‘high profile’ career paths, such as those in the hospitality/tourism and business'computing
areas, dong with the traditiond pursuit of Univerdity degrees, in preference to employment optionsin
the trade aress.

There was aview amongst al participants that there was a need for amgjor promotiona and
marketing campaign to improve the status of the industry and to ensure that school leavers were
aware of the available employment and training opportunities.

All groups (employers, TAFE teachers, apprentices and trainees) felt that the automotive industry
was not highly regarded within the community, and that action should be taken to promote its
strengths and the opportunities available to young people.

Various examples were given of the decline in both employment queries and the number of
gpplications for advertised vacancies. Whilst it was acknowledged that this circumstance arises from
anumber of complex issues, it was felt that improvements in the provison of career advicein the
secondary school system, coupled with an effective nationa promotion and marketing campaign,
would result in Sgnificant improvements.

Notwithstanding the expressed concerns of al participants relating to career guidance within schools,
it was notable that apprentices and trainees identified parents as having the most significant influence
on them in relaion to their decisons to seek employment in the industry.

During the course of discussions concerning the low level of interest amongst school leavers for
gpprenticeship training in particular, participants noted arange of views concerning the changing
nature of interests, values and attitudes of young people generdly. Thiswas athread that was raised
conggtently throughout the focus groups and was acknowledged as part of the complex range of
issues that need to be addressed in attracting school leavers and other young people into
gpprenticeship training and traineeships in the industry. This matter o emerged in relaion to the
training of apprentices and is discussed in more detall in section 5, * The demands of training'.

(p.23)

Key Message:

There needs to be a better partnership with industry in developing specific, relevant and
current information on the industry which presentsit as a positive career choice for young
people.
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Female apprentices/trainees

Participants responses to the reasons for the lack of femae gpprentices and traineesin dmost dl
agpects of the industry centred around the following themes:

inadequate career guidance and knowledge of the industry at the secondary school leve;

the perception that there is an inherent gender bias in the development of girls and boys which
directs them to gender pecific roles;

aconcern at the prospect of becoming involved in legd proceedings as aresult of ‘ sexud
discrimination’ action being taken as aresult of the behaviour or actions of a tradesman and/or
male gpprentice;

aconcern at the physica capacity of young women to undertake the heavy physicd activity
required in some aspects of the industry.

Two femde trainees participated in separate focus groups and indicated that their motivation for
employment in the industry was sdlf-directed. They indicated that they did not receive any significant
assistance or guidance from school. Indeed, one of the trainees indicated that on informing her career
teacher that she intended seeking employment as an automotive apprentice she was advised to
reconsder acareer in hairdressing.

Key Message:
Employers are missing out on a potentially valuable workforce. Career information needs to
present the automotive industry as an attractive career, regardless of gender.

Literacy/numeracy

In terms of school reports and results, there was concern amongst employers and TAFE teachers
that they were of little assistance or support in ng astudent’ s educationd capacity. Of
particular concern was the view that literacy and numeracy standards of some school leavers
applying for pogtions and entering the industry is & avery low level.

Many examples were given by employers of ‘job cards completed by some apprentices that
contained incorrect spelling, poor sentence congtruction, an inability to complete relaively smple
mathematical caculations and indecipherable writing. These comments were reinforced by TAFE
teachers, who aso expressed concern that the reading and comprehension skills of some apprentices
were a avery low leve.

Participants were concerned that there should be no *streaming’ of students into those who
demonstrate academic ability and those who are ‘good with their hands'. If this occurs, students who
enter the industry will not have acquired the minimum levels of literacy and numeracy needed. The
perception of this approach isthat a higher proportion of students who enter the industry have
demondtrated difficultiesin literacy and numeracy. It was asserted by employers and TAFE teachers
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that where an individua had problems with literacy or numeracy, this often created subsequent
impediments to the student’ s progress in dedling with the increasingly complex technology in the
industry and effectively meeting the demands of the self- paced learning that forms the basis of the
apprenticeship system.

Key Message:

Problems with literacy and numeracy not only disadvantage the individual concerned but also
impose additional costs for employers. Consideration may need to be given to industry and
the school sector working together to clarify industry’ s needs with respect to reporting on
literacy and numeracy skills. Further investigation of thisissueis required.

2. Developments Within the Industry

There was interest and concern from both employers and TAFE teachers rdlating to the likely future
of the industry and itsimplications for both employment and training issues. The mgor focus of
employers was what was referred to as  segmentation of the industry’. This refersto the distinction
between mgor vehicle and component manufacturers and smdl retail and repair firms. It dso refers
to the increasing specidisation of businesses which operate in discrete product and service markets,
which may lead to a narrowing of the skill base required of employeesin the industry. A particular
issue raised was the extent manufacturers gppear to undertake their own on and off-the-job training
as Regigtered Training Organisations. The concern expressed by employers was that broad generic
traning may be replaced by firm specific training, and that technica information concerning specific
vehicles or components may not be generdly available to the indudtry.

In acknowledging that * ssgmentation’ within the industry was occurring, some employers and TAFE
teachers expressed concern that its continued development could result in the demise of broad based
generic training. Specific concern was expressed at the effect such a development would have on
smdl businesses within the retail motor indudtry.

Participants concerns centred on the potentid loss of information and knowledge to the industry as
manufacturers, who are developing their own training arrangements as Registered Training
Organisations (RTOs), may limit access to technical data to their own accredited and trained
personnel.

Broad industry accessto intellectua property was regarded by participants as a critica issue
requiring atention by the relevant authorities.

Key Message:
The issue of segmentation for thisindustry has implications beyond the training system and
needs to be investigated further.
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3. Technical and Further Education

Adequacy of training provided by TAFE institutions

In the main, employers were concerned that TAFE ingtitutions should build the capacity to provide
the leved of training consdered appropriate for the various requirements of the industry. Whilst the
extent of the criticiam varied from State to State, it was, nevertheless, a matter of obvious concern to
employers across Audrdia. The leve of concern was such that there was awidely held view that
there would be a dgnificant and continuing growth in the number of employers seeking regidration as
training providers undertaking their own on and off-the-job training. In thisregard, the Automotive
industry is adle to take advantage of the ‘User Choice’ policy enabling employers to choose the
training provider of ther publicly funded training and have the choice to become a Registered
Training Organisation themsdvesiif they satidfy the quaity assurance requirements under the
Audtraian Recognition Framework.

A number of automotive manufacturers, dedlerships and franchise organisations indicated that they
had taken steps to undertake their own training on the basis that they were concerned that TAFE's
capacity was not sufficient to provide adequate training. It should be noted that there was a
sgnificant leve of support from smdl businesses within the industry for the incorporation of on and
off-the-job training within individua firms. The attitude of smal business operators to the question of
training isamatter of congderable importance and is dedt with further in section 4 * Employer work
practices . (p.23)

The issue of employers obtaining regigtration as training providers is one agpect of a broader range of
issues concerning significant changes to the industry which need further congideration. These matters
are addressed in more detall in * Devel opmentswithin the industry’.

Concernsin raion to the quality of training across the training syssem more generdly have been
noted and work is currently underway at the national level to address arange of issues, particularly
tightening the registration and audit requirements for RTOs. Thiswork should be seen as a priority
by State and Territory governments.

In generd terms, the criticisms of the respective TAFE systems centred around the following matters:
Knowledge and skills of TAFE teachers

It was the view amongst employers that TAFE teachers within the various training areas relaing to
the industry were unable to keep up-to-date with contemporary developments in knowledge and
skills. Consequently, it was conddered that they were unable to provide the leve of training
considered necessary.

TAFE teachersindicated that they were aware of the criticisms of employers and acknowledged the
difficulty in kegping up-to-date with new developments. Whilst relationships between TAFE
indtitutions and the industry in relation to providing opportunities for teaching staff to return to the
industry for varying periods vary across the country, it is evident that the substance of the
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relaionships are patchy and gppear to rely on individud initiatives rather than any formalised
process.

The importance of close relationships between RTOs and employers should not be underestimated,
and it would gppear that thisis an area requiring attention for the Automotive Retail and Repair
indudtry.

TAFE teachers expressed frudration a the ingbility to implement aformd ‘return to industry’
scheme. They highlighted mgor difficulties with workloads, the increased use of casud/sessond daff
and financid condraints as affecting the implementation of ‘return to industry’ schemes. Options for
implementing more informal programs, whereby teachers return to workplaces for aday & atimeto
keep up to date at abroad level with changes in Retail and Repair workplaces, should be
considered.

In terms of teaching competencies, TAFE teachers aso expressed concern at the lack of formal
teacher training programs which provide the essentid skills to ded with education and training issues,
and the important pedagogica issues that arise from teaching young men (and occasiondly women),
a atime of profound changesin their persond and physicd development.

TAFE teachers expressed the view that in terms of the age profile of existing ongoing teaching staff,
there will be asgnificant exodus of experienced personnd over the next five to seven years. They
indicated that the current policy of many ingtitutions to employ casua/sessond teaching staff, who
have limited teacher training skills, will diminish the qudity of teaching overdl.

Key Message:

Based on the per spectives discussed above, it will be necessary to examine the professional
development opportunities available to TAFE teachers to ensure that they have the skills and
knowledge that enable them to provide effective training.

Content and delivery of training

Employers were critica of the content of training generally within the industry, daiming thet it istoo
often controlled by education and training bureaucrats who do not have a detailed gppreciation of the
requirements of the industry on the shop-floor.

It should be acknowledged that the Automotive Training Package has only recently emerged onto
the training market and that it did involve input from the indudtry in its development. However, there
is no doubt thet the flexibilities enabled by the Training Package and the intention behind them need
to be better communicated to both RTOs and employers. The need to involve employers and
practisng tradesmen in the development of training programs was a congtant theme that was raised in
the focus groups.

A related matter concerned the view that TAFE ingtitutions were able to independently determine
how training programs would be delivered to gpprentices and trainees. This was consdered to be a
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ggnificant deficiency in that there was little coherence or uniformity in the delivery of training, and
consequently could present mgor problems to employers with apprentices or trainees in different
TAFE inditutions within a State.

Whilst employers generaly perceived TAFE to have played amgor role in the development of
curricula, training programs or modules under Training Packages, TAFE teachers expressed the view
that they were amply ddivering course content which was an expresson of the needs of indudry. It
was apparent that thereis asignificant breskdown in communication between TAFE and industry in
terms of their repective respongbilitiesin the development of training programs.

Key Message:

A clear message from these perceptions is that the changes to the training system which
enable employers to have significant influence on the content and delivery of training have
not been communicated effectively to employers. Sgnificant additional work on this issue
needs to be undertaken to ensure that employers become empowered consumers of the
training system. Having a better under standing of available choices and better ways to
communicate their training needs to providers will assist the empower ment of employers as
consumers. In addition, it is essential that mechanisms to continuously improve the Training
Package oper ate effectively to ensure that any problems with content and practical
implementation are resolved quickly.

Communication between TAFE institutions and industry

Concern was expressed by employersin relation to the deficiencies in communication between
TAFE inditutions and industry generdly.

The concerns were based around the following specific issues:
inadequate reporting of gpprentice progress by TAFE indtitutions;

inadequate consultation with employers concerning the rel ationship between off-the-job training
and on-the-job training;

limited information on the offerings available under the new Training Packages and the inherent
flexibilities available to employers, and

lack of consultation with employers when a decision is taken to require an gpprentice to
undertake additiona block training and relevant ‘ User Choice’ options.

Some employers indicated an awareness of the current development of ‘training journds and
indicated that this may overcome some of the frustrations felt by industry. It was, however, made
clear by many employers that, notwithstanding the use of training journds, there is a need for amore
conscious commitment by TAFE ingtitutions to develop more effective communication processes

generdly with employers.
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Conversdly, TAFE teachers expressed a cynicism that many employers will not use the training
journasin away that ensures amore integrated approach to on and off-the-job training.

TAFE resources

Whilgt the question of the resources available within TAFE inditutions for training was not a concern
indl States, it was nevertheless a concern which was raised by many employers and TAFE teachers.
Where this matter was raised, the concern related to the inadequacy of equipment, mechinery and
related resources. Many employers expressed concern that as TAFE ingtitutions do not have access
to ‘cutting edge’ technology and equipment, they are unable to provide training which isrelevant to
the needs of employers. Some options for rewarding employers on collaborative use of their
equipment by TAFEs should be explored.

Whilgt it was gpparent that many TAFE ingtitutions receive sgnificant support from employersin
terms of vehicles and mgor pieces of equipment and technology, a number of anecdotes were
recounted which indicated that, in some cases, employers are providing TAFE inditutions with basc
requisites, such as paint and sand paper, due to claimed deficienciesin training budgets within the
inditutions

During discussions concerning resources, there were often competing perceptionsasto TAFE's
training respongbilities. This was generdly the basis of concerns relating to the availability of
resources. TAFE teachersinvariably took the view that TAFE' s role was to provide a broad generic
training base which did not necessarily require state of the art equipment and resources. On the other
hand, employers often took the view that unless TAFE was provided with state of the art equipment
and technology it would not be able to meet the needs of industry in terms of training apprentices.

The differences in dtitude to TAFE' straining responsbility appears to suggest thet thereisa
ggnificant level of misunderstanding between the two parties. Thisis a matter which is addressed
further in section 4 * Employer work practices . (p.17)

‘Corporatisation’ of TAFE institutions

Both employersin most States and TAFE teachers expressed the view that in recent yearsit had
become apparent that TAFE ingtitutions had become * corporatised’, in that they are much more
reliant upon generating independent income to supplement government funds. This, it was asserted,
has had the effect of diverting funds into marketing and supporting broad based commercia
initiatives, to the disadvantage of traditiond activities such as gpprenticeship training and traineeships.

Various examples of reduced funding were raised in discussons with TAFE teachers. One example
which exemplifies the dilemma of a TAFE automotive department seeking to generate commercia
income whilst improving current skills for teeching staff is demondrated as follows:

The automotive department had accumulated a total of $60,000 to purchase a particular

piece of equipment which was currently used in high standard workshops in industry. The
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department tendered for a commercial contract to utilise the new equipment which would
have enhanced its credibility in the industry, generated commercial income and provided
teaching staff with valuable ‘industry experience’.

Prior to the closure of the tender, senior management within the Institute determined that
the $60,000 would be diverted for other purposes. Because the department was unable to
purchase the new equipment, it was advised that it was unable to compete for the tender.

One of the issues identified here is the need for each TAFE department to compete with others for
vauable resources. This may lead to traditiona trades areas receiving less resources in some
circumstances. Employers were concerned that there is a growing disenchantment with the provison
of training in TAFE inditutions, and that the requirement that the indtitutions compete internaly for
training income is having a detrimenta effect on their ability to ddiver effective training.

Unfortunately, the project did not provide sufficient time to explore in any detail the viewpoints of
Registered Training Organisations (RTOs) other than TAFE. It was noted, however, that there were
indications of tenson between the TAFE indtitutions and other RTOs. Thisis an area that warrants
further examination asiit relates directly to the nature and qudity of training and the reaionship
between on and off-the-job training.
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Key Message:

Employers believe that TAFE institutions need to recognise that they will only remain
competitive and relevant as providers of industry training if they are prepared to make
appropriate investments in staff and infrastructure. The benefits of the User Choice policy
also need to be marketed to employers to enable them to become more knowl edgeable
consumer's of the training system and to encourage TAFE institutes and other providersto be
mor e responsive and innovative in meeting their training needs. Examples of successful and
progressive TAFE institutes which have excelled in a more competitive and flexible training
environment should be promoted throughout the system. It must also be acknowledged that a
significant cultural change is taking place within TAFE institutes in response to the new
environment that they now operate in, and changes required to their operational practices
will take time to fully implement.

4. Employer Work Practicesand Training

There was overwhelming support for the importance of an integrated approach to the provision of
off-the-job and on+the-jab training. It was generaly conceded, however, that the *training
partnership’ that should exist between employers and TAFE indtitutions was not as effective asiit
should be.

Employers views concerning TAFE srolein the ‘training partnership’ are set out above. In terms of
the employers’ role, it was conceded that on-the-job-training was difficult for many employers,
particularly those in the smal business sector. Notwithstanding such difficulties, some examples of
what may be termed ‘best practice’ training arrangements in smal business were gpparent during the
discussons, and it is suggested that they should be the subject of further, more detailed examination
in terms of identifying training arrangements which may be gpplicable across the industry. In addition,
such ‘best practice’ training arrangements should be promoted across the industry to ensure
maximum benefit from successful experiences.

Participants generadly were concerned that the ‘ segmentation’ of the industry was likely to have
sgnificant implications for training, within the industry. The issue of ‘ segmentation’ is addressed in
section 2, ' Developments within the industry’. (p.13)

TAFE teachers expressed concern that some employers tended to expect TAFE ingtitutions to make
up for the lack of on-the-job training and that there was an expectation of TAFE' srole which
suggested some confusion as to the respective responsbilities of employers and TAFE inditutionsin
relaion to traning.

Key Message:
Employers need better information on the respective roles and responsibilities of themselves
and training providersin the training partnership
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5. The Demands of Training

Asindicated earlier, acommon thread that arose throughout the focus groups concerned the
obsarvations that, in terms of training respongbilities, there was arange of issues concerning young
people that are placing added demands on employers.

Participants expressed the view that many of the apprentices and trainees entering the industry
demondtrated such low levels of literacy and numeracy that they were sgnificantly impaired in
relation to developing both on and off-the-job training.

It was aview of both employers and TAFE teachers that the responsbility of training went beyond
the development and acquisition of technica knowledge and skills. They indicated thet they felt a
responsibility to assst apprentices and trainees in their growth and devel opment as young people
deding with awide range of societd and persond difficulties and chalenges.

Given the broad based responsibility of employers and TAFE teechersin relation to
gpprentices/trainees, and the pressures of dealing with educationd, attitudind and training
responghilities, a number of employers expressed concern at the increasing demands being expected
of them.

In some cases, employersindicated that the demands of training, and the related responsibilities that
arise when dedling with young people, has resulted in their decision to no longer employ apprentices
or trainees. Group training activities present another option for employers, particularly those
operating smdl businesses. There are a number of successful operations in the Automotive industry
which cater for these demands.

Employers and TAFE teachers were anxious to ensure that the relevant training authorities and
government agencies were made aware of the demands and respongbilities that exist in terms of the
employment of apprentices and trainees.

Key Message:

In response to the burdens felt by employers, the benefits of group training activitiesin a
small business environment need to be highlighted. The industry needs to find better ways to
support the special needs of small business employers.

6. Wastage/Retention | ssues

Participants were of the view that there are anumber of complex issues associated with wastage and
retention issues concerning gpprentices. They included the following;

school leavers entering the industry tend to have relatively low levels of educationa achievement
and find the demands of the indudtry difficult to dedl with;
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the prevailing attitudes of young people is not conducive to undertaking a period of structured
traning whilst being paid arelatively low wage compared to competitively high growth indudtries;

there is a strong culture of unemployment that encourages young people to accept unemployment
benefits as they are comparable to the wages paid to apprentices in the automotive industry; and

training in the traditiond trade areas is not regarded highly by young people.

In terms of the wastage/retention of qualified tradespeople, it was widdly hdd that many
tradespeople leaving the industry did so to undertake unrelated work for better wages. The generd
perception was that, outsde of the mgor dedlerships, there was little opportunity for career

devel opment within the indudiry.

All participant groups, including employers, TAFE teachers, apprentices and trainees acknowledged
that wage rates in the industry were a ggnificant factor in deciding to say in or leave the industry for
both apprentices and tradespeople. However, it is aso apparent that many other factorsimpact on
ther choiceto leave the indudtry.

It was notable that apprentices and trainees indicated that both wage levels and career paths were
issues taken into account in considering employment in the automotive industry. A sgnificant number
of apprentices surveyed indicated that they had ‘ second jobs' to supplement their income, and that
they would probably leave the industry on completion of their gpprenticeship in pursuit of higher
wages el sawhere,

Key Message:

Thisisa complex and important issue. The retail motor industry needsto exploreits ability to
compete with other industriesin relation to wage levels and career paths. Much more work is
required to clearly establish reasons for wastage and the differences between apprentices and
tradespeopl e across size of firm, location and age.

7. Gover nment I ncentives and Subsidies

Focus group participantsin dl centres expressed views which indicated that they were not fully
informed of the various incentives and subsdies avallable to employers in relation to the employment
of apprentices and trainees.

Whilgt participants indicated thet the avallability of incentives and subsdies was a consderation for
smdl businessin deciding whether or not to employ an apprentice or traineg, it was not asole
determining factor. The key issue in deciding whether or not to employ an gpprentice or trainee was
generdly expressed as being related to the requirements of the business and in the long-term interests
of the indudtry.
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There was agtrongly held view that incentives and subsidies should reflect the financid demands that
are made on industry in relaion to training. This attitude was based on the widespread view that
ggnificantly increased demands are being made on employers to provide effective training.

Key Message:

It was clear from the focus groups that an overwhelming number of employer participants
took the view that the current incentives and subsidies which apply to the employment of
apprentices and trainees are confusing and need to be reconsidered.
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Priority I ssues

All participants were asked to rank the three most important issues in terms of providing advice to
the Minigter for Education, Training and Y outh Affairsin addressng skill shortages in the Automotive
indugtry. The following matters represent the priority issuesidentified by the various groups.

1. Intermsof attempting to ensure that a ready supply of competent applicants for apprenticeships
are avalable to the industry, it was consdered that there needs to be a commitment to jointly
addressing the following matters:

(& Thereisaneed to implement asgnificant nationa promation campaign and other
activitieswhich highlight the redlities of the industry and draws atention to the
technologica developments that have taken place within it in recent years and which will
help to make the industry amore attractive career option.

(b) Ensuring that secondary schools are provided with current up-to-date knowledge and
understanding of the industry so that teachersin genera, and career teachersin
particular, are more fully informed of the nature of the industry.

(c) Ensuring that technicd skills and knowledge relaing to the industry thet are taught in
secondary schools are delivered by teaching staff that are knowledgeable of the industry
and sufficiently experienced to impart practicd skills.

2. Whilgt Priority 1 will assigt in addressing the supply of competent gpplicants for apprenticeships
and trainees there is a need to assess the devel opments that are occurring within the industry. In
this regard, the * segmentation’ of the industry is considered to be an important issue as there are
sgnificant implications for both the nature of future employment in the industry and training.

3. Thethird priority related to the Technicd and Further Education system. In particular, the need

to address the cagpacity and quality of training provided by both TAFE inditutions and RTOsto
ddiver effective traning.
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Conclusions and Recommendations

In proposing the following recommendations the Working Group reiterates its earlier comments that
this report, and the issues raised within it, must be seen in a broader context. The project which led
to the formation of this report was, of necessity, limited in terms of its scope. Consequently, whilst
the report provides vauable ingghts into the views of employers on skills and skills shortagesin the
retall motor indudtry it is nevertheless a sngpshot view and a preiminary step towards finding more
complete answers to what isacomplex and difficult area

Inisin this context that the Working Group has formulated the following recommendations. They
provide a framework within which further, more detailed initiatives can be taken as additiond
information and understanding of key issues becomes clear.

In seeking answers to the question of skill shortages in the retail motor industry, the Working Group
believes strongly that:

(& Therecan beno ‘quick fix' to the complex issues involved in the matters being examined. It is
crucid to the future development of the industry and the employment and training opportunities
for young people, that appropriate steps are taken to fully examine al relevant matters;

(b) Itiscrucid that the retail motor industry is given carriage of the examination of theissues, and is
responsible for finding the ways and means of resolving issues,

(©) Inthe context of the industry accepting the responsihility set out in (b) above, relevant
government support will be absolutely crucid to ensure that al matters are effectively dedt with.

It is on the basis of these three key principles that the Working Group has formulated the following
recommendations.
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1. Industry Ownership: A Framework for the Future

Conggent with the view that there isarange of complex issues to be explored in finding answers to
the issues facing the retall motor indudtry, it is proposed that a National Retail Motor Industry
Taskforce be established. The Taskforce will be responsible for co-ordinating and managing further
research, undertaking specific initiatives and improving communication between the various playersin
the indudtry. It is proposed that the Taskforce be made up of industry-based personne who will be
ableto involve others as required, including existing advisory bodies, relevant government agencies,
schools, TAFE indtitutions, unions and others.

Recommendation 1.1:
That a National Retail Motor Industry Taskforce be established as follows:

Member ship
It is proposed that the membership of the Taskforce be:

VACC

Motor Traders Association of Audtrdia

Motors Traders Association New South Wales
Motors Traders Association Queendand

Automotive Training Audrdia

Department of Education, Training and Y outh Affairs

The adminigrative support for the Taskforce will be provided by the Victorian Automobile Chamber
of Commerce (VACC).

Terms of Reference
The Nationd Retail Motor Industry Taskforce will be required to:

1. Undertake adetalled examination of the matters arising from this report and develop appropriate
recommendations and related initiatives,

2. Liasewith rdevant industry advisory bodies, government agencies, inditutions, organisations and
others as required;

3. Submit recommendations to rlevant industry advisory bodies, government agencies, inditutions
and organisations,

4. Undertake other activities as requested by the Minister for Education, Training and Y outh
Affars.

Funding

It is proposed that the Taskforce will be supported financidly by both the Commonwedth
Government and the industry.
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Period of Operation
The Taskforce will be required to complete the required tasks within atwo year time frame.

2. Promotion and M arketing of the Industry
Participants in focus groups referred to the need to promote and market the industry as a means of:

(a) Better informing the community generaly, and parents in particular, of the industry and the
available employment and training opportunities,

(b) Improving the status of the industry in terms of possible employment and career opportunities for
young people;

(¢) Improving the knowledge and understanding of secondary schools, teachers and career guidance
personnd in particular, of the nature of the industry and the employment and training
opportunities within it;

(d) Encouraging young people to consder employment as an gpprentice or trainee within the
indudtry.

In seeking to meet these objectives, it is proposed that a nationa marketing and promotion strategy
be developed and that it be funded jointly between the industry and governmen.

Recommendation 2.1:

That the Retail Motor Industry Taskforce be requested to prepare a marketing and promotion
strategy consistent with the objectives outlined above (refer (a) — (d)) in conjunction with an
appropriately skilled and experienced marketing/promotional consultant.

Recommendation 2.2:

That the Commonwealth Government enter into a joint initiative with the retail motor
industry to support the proposed marketing/promotional initiative referred to in
Recommendation no. 2.

3. Industry Information to Schools

Schools are crucid links in the provision of information and advice to students concerning the
indugtry. It seems gpparent from the focus groups thet they are currently failing in terms of providing
current and up-to-date information. To overcome this problem, it is proposed that State Motor
Traders Associations (MTAS) and ITABsin each State be requested to liaise in the development of
‘ Automotive Industry Information Centres . The Centres will have the primary respongbility for
providing direct relationships between the industry and schools. An appropriate consultation and
development process involving schools would need to take place in establishing the Centres.
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Recommendation 3.1:

That Sate Motor Traders' Associations and all State I TABs be requested to liaise in the
development of Retail Motor Industry Information Centres. The Centres will have the
responsibility of establishing a direct link between schools and the industry and providing
current and up-to-date information concerning the nature of the industry and the employment
and training opportunities available within it.

Recommendation 3.2:

That in order to ensure a co-ordinated national approach to the role of the Retail Motor
Industry Information Centres, the Retail Motor Industry Taskforce be requested to establish
appropriate terms of reference in conjunction with them and identify the funding and resource
requirements necessary for them to function effectively.

Recommendation 3.3:

That the Commonwealth Government support the proposed Retail Motor Industry
Information Centres following the identification of resource requirementsreferred toin
Recommendation no. 5.

4. Career Guidancein Schools

It isameatter of concern that there appears to be such an inadequate level of career guidance
directed at the trades generdly, and the automotive trades in particular. To assst in addressing this
Stuation, it is proposed that Automotive Industry Information Centres accept the responsbility for
assigting career guidance personnd in schools to develop a more substantia information base and
understanding of the industry than currently exists.

It is proposed that career guidance personnel in schools be invited to make submissionsto the
Centres concerning the most effective means by which the Centres may be able to assist them.

Recommendation 4.1:

That the National Retail Motor Industry Taskforce advise relevant organisations of career
guidance personnel in schools, and secondary schools generally, of the establishment of Retail
Motor Industry Information Centresin each Sate, and request that they make submissions
concer ning the information, advice and support that is required to improve career guidance
concerning the industry.

Recommendation 4.2:

That following the establishment of the Retail Motor Industry Information Centresin each
Sate, meetings of relevant career guidance personnel in schools and other relevant personnel
and organisations be convened to examine the most effective means by which the Centres
may be able to assist.
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Recommendation 4.3:

That the National Retail Motor Industry Taskforce manage and co-ordinate a national
framework for the Retail Motor Industry Information Centres to develop and distribute
careersinformation in a variety of formats, including:

Print;

Videos,

Interactive PC based programmes,

Interactive CD ROM with push/pull technology;

Web sites, to which industry is committed to maintaining;

Material for inclusion in popular television series;

Packages for school consumption, including project materials; and
Curriculum awareness materials, etc.

5. Preparation of Young People for Employment in the Industry

In addition to the need for improvementsin career guidance in secondary schools, there was concern
amongs employers and TAFE teachers within the focus groups relaing to the inadequate
preparation of students for employment and training in the automotive indudtry.

These concerns relate to arange of complex and difficult issues for which it must be acknowledged
thereis no easy or quick solution. It must, however, also be acknowledged that it is essentid thet the
issues be addressed. They are far too important to set aside or be ignored on the basis that they are
‘too hard’ to dedl with.

It is proposed that the Nationa Automotive Industry Taskforce be requested to examine dl relevant
issues and undertake further discussions with relevant school personnel. It should aso be noted that
the respective State TAFE systems, and other Registered Training Organisations (RTOs), have an
important contribution to make to the preparedness of young people for employment and training in
the automotive industry, and it is expected that they will be invited to play a prominent part in
examining dl rdlevant issues.

Recommendation 5.1:

That the National Retail Motor Industry Taskforce be requested to undertake an immediate
examination of issues relating to the preparation of school students for employment in the
automotive industry. It is anticipated that the issues to be examined will include literacy and
numeracy, technical skills, career guidance, the ‘streaming’ of students and other relevant
matters. Smilarly, it is anticipated that the Taskforce will enter into detailed discussion and
dialogue with relevant school and registered training organisation (RTO) personnel in
examining the issues before it.

6. The Segmentation of the Industry
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Without exception, dl focus groups referred in some way to the manner in which the automotive
indugtry is segmenting or developing niche products with their own training arrangements. There were
numerous examples of vehicle and component manufacturers and franchise organisations, which

were perceived to be separating themselves from the industry in such away as to become
independent and speciaised training operations. They were dso perceived to be limiting access to
technical information concerning their respective products.

The *segmentation’ of the indusiry was a matter of serious concern to many employers and TAFE
teachers, and appears to be an issue requiring further, more detailed examination in terms of its
potentia impact on the industry generdly and the consequences for training specificaly.

It is proposed therefore that the National Retail Motor Industry Taskforce be requested to initiate, as
amatter of urgency, an examination of the segmentation of the automative industry. It is anticipated
that the examination will include such matters as the consequences of segmentation relating to its
impact on smdl busness, the availahility of technicd information for al products within the industry
and itsimpact on the provision of broad-based generic training for tradesmen within the industry.

Recommendation 6.1:

That the National Retail Motor Industry Taskforce be requested to undertake, as a matter of
urgency, an examination of the ‘ segmentation’ of the industry and its consequences for the
industry generally and training within the industry specifically.

7. The Training Reationship

The focus groups identified a number of issues concerning the training relationship between
employers and gpprentices/trainees, and between employers and Registered Training Organisations
(RTOs), which reguire further examination in terms of ensuring thet effective training is undertaken.

It is proposed that the National Retail Motor Industry Taskforce be requested to examine the
various training relationships with a view to more clearly identifying those matters requiring action.

It isanticipated that matters such as clarifying the respective roles and respongibilities of on and off-
the-job training, communication between employers and training organisations, consgderation of the
opportunities provided by the Automotive Retall Service and Repair Training Package and other
reforms to the nationd training system will be incdluded in the matters requiring clarification.

In terms of assisting the small business sector of the industry, it is proposed that a number of *best
practice’ employer-based training arrangements be identified and promoted within the industry. This
will enable employers to identify initiatives that are both practica and possible.

It is aso anticipated that in congdering rlevant matters the Taskforce will enter into detailed
consultation with employers within the automotive industry, Registered Training Organisations,
schools undertaking pre-apprenticeship programs which attract credits and other organisations and
individuas.
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It should be noted that the matter of training reationships relates aso to the matter of ‘industry
segmentation’, which is referred to below.

Recommendation 7.1:

That the National Retail Motor Industry Taskforce be requested to examine the nature of the
training relationships that exist within the automotive industry with a view to ensuring the
most effective relationships between the various parties. Thiswill include consideration of the
nature of TAFE/RTO relationships and the implications of this relationship for quality training
outcomes.

Recommendation 7.2:

That State Motor Traders Associations in conjunction with the respective Industry Training
Boards be requested to identify ‘ best practice’ employer-based training arrangementsin order
that they can be promoted on a national basis for the information of employers and
Registered Training Organisations.

It is recommended that the National Retail Motor Industry Taskforce receive the details of the
‘best practice’ arrangements and promote them in a manner which is consistent with other
marketing and promotional initiatives.

8. The Roleof TAFE

Whilgt it is acknowledged that TAFE represents one aspect of the training provided by Registered
Training Organisations throughout the country, it is nevertheless amgor contributor to the training of
personnd within the automotive industry generdly.

Given the respongbility thet the various TAFE systems have in terms of training within the automotive
indudtry, it was therefore amatter of grave concern that there was such ahigh leve of criticism
directed & TAFE ingtitutions.

It is acknowledged that the focus groups represented a smal sample of employer opinion, and for
that reason, we are reluctant to respond directly to the criticisms other than to take the view that the
criticisms were widespread and consigtent in their nature.

It is proposed therefore that the Taskforce convene a national conference of appropriate
representatives of relevant employer organisations and TAFE systems with aview to identifying more
precisdy the concernsthat exist in relaion to TAFE srole as amgor training organisation within the
Automoative indudtry.

Recommendation 8.1:

That the National Retail Motor Industry Taskforce convene a national conference of
Automotive industry employers and TAFE representatives to examine the nature of the
training relationship between the industry and TAFE institutions.
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9. Incentives and Subsidies

It was clear from the focus groups that an overwheming number of employer participants took the
view that the current incentives and subsidies which apply to the employment of apprentices and
trainees are not operating as effectively asthey could be.

It is proposed therefore that the Commonwed th Government undertake areview of the existing
arrangements with a view to developing redigtic incentives and subsidies which are congstent with
the needs of employers.

Recommendation 9.1:

That the Commonwealth Government undertake a detailed review of incentives and subsidies
currently available to employersin relation to the employment of apprentices and trainees. In
the context of the review, it is stressed that there must be extensive consultation with
employers.
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Data Analysis of Skill Shortagesin the Retail
Motor Industry
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DATA ANALYSS

1.0 Introduction

Automoative labour activity covers many and varied fields and occupations. Both the Skill Shortages
In The Retail Motor Industry paper and this document concentrate on the repair, services and retail
sector of the industry, and in particular those occupations classified as automotive trade under
Ausgtrdian Statigtical Counts of Occupations (ASCO) coding.*

The Federal Government has identified four particular automotive ASCO occupations as arees of
nationd skill shortage. These are ASCO occupations 4211 Motor Mechanic, 4212 Auto Electrical,
4213 Panel Beater and 4214 Vehicle Painting. This paper focuses on the Sze and nature of kil
shortages within these occupations. It dso provides, where possible, some anadysis of the Sate of
shortages in additiona automotive occupations.

1.2 Methodology

The tables and other figures in the paper are based on State and Federal Government
documentation, reports and statistics as supplied by DEWRSB, the Nationa Centre for Vocationa
Education and Research (NCVER), the Monash Centre of Policy Studies and the Department of
Employment, Training and Y outh Affairs (DETYA).

2.0 A Retail Automotive Industry Context

2.1 Definition

The largest sector of Audtrdiad s automotive industry is the repair, services and retall (RS&R) sector,
comprising over 49,000 businesses and 306,000 workers in 19987, For the purposes of this paper,
the RS& R sector will be caled the retail sector. The retail sector relates to economic activity
involving vehicles (including motor cycles, trucks, buses and farm machinery) once they leave the
factory gate or container ship. The retail sector is comprised overwhelmingly (88%) of mainly smal
(lessthat ten employees) businesses.

2.2 Recent Key Automotive Developments

a) Over the last decade, the age of the Audraian vehicle flegt has shrunk, and new vehicles
have become comparatively cheaper based on aratio of totalled average weekly
income* (Black and White Data book).

b) The small to micro car has increased market share to a point where now it comprised 43%
of Audraian new vehicle sales at the end of 1998 (Black and White Data book).

! ASCO coding is the basic measure under which the Federal Government collates statistical outcomes
from the Australian Bureau of Statistics (ABS).

2 ABS Business Register, September 1998.
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) Vehicle rdiability and warranty conditions have improved markedly.

d) Automotive component and whole vehicle export vaue has increased rapidly ($3.2bin
1999).

€) There has been a sgnificant rise in vehicle and component specidist technologies based on
computerisation and eectronics.

f) Economies of scde are rising owing to the impact of insurance companies and large
corporations. Thisis beginning to cause a further ssgmentation of industry into corporatised
large players and independent smaler operatives.

0 Vehicle callisons have decreased (Black and White Data book).

h) Regulations governing emissons and safety have been tightened (Black and White Data
book).

i) Brand specific technica information on many newer vehicles/products is becoming more
difficult to access owing to increasing levels of manufacturer copyright protection.

2.3 Recent Key Automotive Staffing Trends

Complex specidisation and brand- specific generdist skilling are perhaps the two most noticegble
changes within the automotive staffing culture. Specidisation has dways been a part of automotive
repair and servicing activity; however, the rate of technological change in the 1990s has introduced
levels of skill complexity requiring educationdly advanced training programs and/or diagnogtic aids.
At the sametime, larger economies of scale across many enterprise fields has al'so seen adiminution
of generd diagnogtic kills for many repair/service gaff, who now smply remove and replace
systems or components previoudy “repaired’. The establishment of manufacturing regime training
programs, now counted as aformalised part of gpprenticeship, aso means many mechanics now
achieve areduced leve of generdist training/working experience on anything other than a specific
vehicle brand.

2.4  Skill Shortage Definition
As defined by DEWRSB, automotive skill shortage is not merely an absence of sufficient trades
people to fulfil automotive industry occupational demand. Skill shortage is dso defined as the

absence of particular types of practica techniques or knowledge with which qualified trades persons
can solve (repair/service) automotive problems.
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3.0 The State of Employment — 1999/2000 to 2005/2006

3.1 Employment Projections

Before any estimates can be made of kill shortage projections, some definition of the potentia
labour requirements must occur. The following figures are 1999 Monash University Centre of Policy
Studies current measurements and estimates of three digit ASCO 421 automotive labour skill needs.
The ASCO 421 Automotive Trades classification is based around work conducted under
“traditiond” trade areas. The counts include people working in such trade areas who have not

atained formalised trade certification.

Nationa Employment Growth, '000 persons, to 2005-6

1999-0 20001 2001-2 2002-3  2003-4 20045 20056
144.2 148.5 150.4 152.8 153.7 15550 159.2  (+10.4% on 144,200)

The above projections indicate that over al desgnated 421 Trades, Audtrdiawill have to find an
additiona 15,000 workers within the treditiond trades aressiif it wishes to maintain skill levelsto
bresk even with natural occupationa wastage rates (ie. retirements, resgnations progression into
higher automotive pogitions).

The ASCO 421 Trades measure can be broken down further into Trade and Services Occupations
using four digit ASCO designation. The following figures are the specific automotive trades spread.

National Employment Growth By Trades Occupation, ' 000 persons, to 205-6

4211 Motor Mechanics
1999-0 2000-1 2001-2 2002-3 20034 2004-5 2005-6
102.0 105-4 107.2 109.4 1105 112.3 1154 (+13.1% on 102,000)

4212 Auto Electrical
1999-0 2000-I 2001-2 2002-3 20034  2004-5 2005-6
6.8 7.1 7.1 1.2 7.2 7.2 7.3 (+7.3% on 6,800)

4213 Pandl Berting
1999-0 2000-1 2001-2 2002-3  2003-4  2004-5 2005-6
178 179 176 174 16.9 165 163  (-8.4% on 17,800)
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4214 Vehicle Painting
1999-0 2000-1 2001-2 2002-3  2003-4  2004-5 2005-6

12.2 131 13.7 144 15.0 15.7 16,5  (+35.2% on 12,200)
4215 Body Making

1999-0 2000-1 2001-2 2002-3 20034 2004-5 2005-6

24 2.3 2.1 19 1.8 16 15 (-37.5%, on 2,400)
4216 Vehide Trimming

1999-0 2000-1 2001-2 2002-3 20034 2004-5 2005-6

29 2.8 2.6 2.5 2.3 2.1 2.0 (-31.0% on 2,900)

In summary, the figures above indicate that skilled labour needs will rise by an estimated 18,200 in
the motor mechanic, automotive dectrica and vehicle painting trades. The Sngle largest risein
projected labour needsis in the motor mechanic area, which includes trades such as heavy and light
vehicle mechanics, engine reconditioning, automatic transmissons, samdl and light engine activity, as
well as Certificate |1 (traineeship) trades like brake and underbody.

In the trades of body making vehicle trim and body repair, there isa projected fal of 3,300 jobsin
skilled labour needs with afall of 1,500 jobs (17,800 to 16,300) between 1999-2000 and 2005-

2006 in the body repair area. The predicted declineis primarily due to structurd and technological
changesin the industry, eg. product improvement and mechanisation.

National Employment Growth By Services Occupation, '000 personsto 2005-6

6212P Motor Vehicle and Related Sales
1999-0 20001 2001-2  2002-3 2003-4 2004-5 20056
18.7 194 19.8 20.3 20.5 20.9 21.6 (+15.5% on 18,700)

7991 Motor Vehicle Parts Fitting
1999-0 20001 2001-2 2002-3 20034 20045 20056
126 13.1 135 139 141 144 149 (+18.2%, on 12,600)

8296 Service Station Operations
1999-0 20001 2001-2 2002-3 20034 20045 20056
12.6 13.2 135 13.9 14.2 14.5 151 (+19.2% on 12,600)

Additiona norttrade automotive occupations (designated as “ services’) are also covered under four
digit ASCO coding. These occupations may be covered under formadised training, mainly at
Cetificate Il level, and at 1999-2000 they were larger in terms of workforce than al but two Trade
Occupations. 43,900 jobs were categorised as Automotive Services Occupationsin 1999-2000,
with their spread asfollows:

A total combined 17.5% rise can be expected across the designated service occupations to 2005
2006.
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3.2 Employment Projection Conclusions

321 A congstent rise can be expected across generd automotive occupationa demand, although
service occupationa need will grow markedly quicker than trade occupationa need.

3.2.2  Within the trades, requirements for Vehicle Painters, Motor Mechanics and Automotive
Electricians will increase.

3.2.3 Thetraditiondly sgnificant employment field of Pandl Begting is expected to experience
steady decline in the number of jobs primarily due to structura and technologica changes.

4.0 Training

The Automoative industry has traditionaly utilised the apprenticeships system as a Sgnificant
contributor to its labour force. Apprentices usualy comprise between 14.5% to 15% of automotive
[abour within the trades area (NCV ER/Automotive Repair and Service Trades 1995
19998/1999/P16).

The Federal Government has identified three occupations of concern where apprenticeship teke up is
not expected to match occupationa replacement demand. These are Motor Mechanics, Automotive
Electricians and Pandl Begters.

4.1 Training Commencement, Numbers, Completion and Age
Table 1° shows that there has been a decline in apprenticeship commencements from 6,166 in 1995

to 5,560 in 1998. The bracketed figuresin table 1 are the number of Certificate Il Brake and
Underbody (4,211), Panel/Paint (4,213) and Accessory Fitting Traineeships (4,212).

Tablel
Auto RS& R trade occupation commencements 1995-1998
1995 1996 1997 1998
ASCO 4211 Motor Mechanic 4,806(10) 4,383(8) 4,052(60) 4,452(89)
ASCO 4212 Auto Electrician 372 326 300 308(1)
ASCO 4213 Panel Beater 988(21) 968(27) 747(34) 800(28)
Totals 6,166 5,677 5,099 5,560

The ASCO figures are not available for 1999; however, if the 1999 Victorian figures® which show a
dight increase (approximately 5%) over 1998 4,211 Certificate 111 commencements, are mirrored
elsawhere adight increase may be expected across Audtralia. The 1999 Certificate 11 take up
numbers will il be less than those of 1995; however, even with adight increase.

¥ Source - NCVER unpublished apprentice and trainee data, please note that in all tables one year
completions (trainees) are bracketed figures.

* Office of Post Compulsory Education, Training and Education - 1999, Data Base of Employment
Contracts. Not a public document.
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If Victorian trends are mirrored across Australia throughout 1999 and 2000, arising proportion of al
commencements will be due to asharp rise in Certificate Il (Traineeship) uptake.

Table2
Auto RS& R trade occupation numbersin training 1995-1998
1995 1996 1997 1998
ASCO04211 Motor Mechanic 14,722(23)  14,900(24)  14,575(74)  14,035(102)
ASCO4212 Auto Electrician 1,019(2) 1,061 1,056 1,020(2)
ASCO 4213 Pandl Beater 2,586(17) 2,775(24) 2,633(31) 2,483(20)
Totals 18,327 18,736 18,264 17,538

From Table 2, the following can be noted:

a) The increase of traineeships since 1996 (the firgt full year of traineeships) coincides with a
gradud dedline in totd numbersin training.

b) Therisgng numbers of trainees in the industry would suggest that the Certificate 111
gpprenticeship take up has falen congderably since 1995.

) Over afour year period, there are dmost static training numbersin the 4212 Auto Electrician
category. This could raise sgnificant problemsin RS& R indudtrid capecity to effectively
handle technologica development and the servicing of the modern vehicle.

d) Pand Beating training appears fairly congtant; however, it will experience a noticegble
participation reduction after 1998 owing to faling 1996/97/98 commencement.

Table3
Auto RS& R trade occupation training completions 1995-1998
1995 1996 1997 1998
ASCO04211 Motor Mechanic 1,811 2,939 3,283 3,632
ASC04212 Auto Electrician 110 199 199 255
ASCO 4213 Panel Beaters 309 452 488 544
Totals 2,230 3,590 3,970 4331

Potential workforce replacement can be further informed by measuring the rate of trade completions
(those who finish their gpprenticeship/traineeship) as highlighted in Table 3.

a) The very low 1995 totd completion taly is due to record low automotive gpprenticeship
uptake over the 1990-91 recesson and the indudtry’ s unfamiliarity with the traineeship
(introduced September 1995).

b) The relative rise of completions between 1996-1998 is based upon increased apprentice
take up over 1993, 1994 and 1995, combined with the creation of one year contracts of
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training (Traineeships) from 1995 onwards. One year completions are undifferentiated from
four year completionsin Table 3.

C) Traineeships began to comprise a Sgnificant portion (30%) of the automative training market
from 1997, and hence much of 1998's completion rate will be Certificate Il trainees, not
Certificate 111 apprentices.

Table4
Training Commencements by Age
1995 1996 1997 1998
15-19yrs 4,908 4,468 3,974 4191
20-24 yrs 1,001 979 893 1,046
25+ 253 230 232 321
Totals 6,212 5,677 5,099 5,558

The Commencements by Age table above showing new signs on patterns emerging, is no doubt
partidly due to New Apprenticeship policies.

a) The 1997-1998 growth in commencements of the 20-24 (17.1%) and 25+ (38.4%) cohorts
is attributable to the rise of traineeships.

b) 1997-98 s dight rise (5.5%) in the 15-19 training cohort is attributable to a combination of:

» anincreasng number of basc auto-skilled school leavers coming through VET in
Schools;

» theahility to employ younger work entrants under traineeship arrangementsin
occupeations previoudy unacknowledged within the formd training agenda; and

» theahility to train younger work entrants under the less-costly nationd training wage.
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4.2 Training Analysis Conclusions

4.2.1 Training commencements and participants in training declined sporadicaly between 1995
and 1998, but in the same period the rate of completions rose.

4.2.2 Training commencements, participantsin training and completions contain risng levels of
Cetificate Il trainees. This means Certificate 111 numbers are declining both as atotal and
proportion of traning.

4.2.3 Pand Beating commencements are decreasing & arate quicker than Mechancs and Auto
Electricians.

4.2.4 Within States, completion, participation and commencement rates vary little from location to
location.

4.25 Thereisadight increasein the proportion of older apprentices (over twenty years of age)
commencing training.

4.2.6 The proportion of gpprentices actudly completing training is increasing, again indicating the
riang levels of Certificate |l trainees.

5.0 Skill Shortage Quantification

Although it is recognised by the Automotive industry and Commonwedlth and State Governments
that skill shortage isincreasing significantly, there is no exact measure that can be made of the sze of
the problem; however, some indicators exist that point to trends in skill shortages. Probably the best
of theseis DEWRSB’ s nationa Skills Vacancy Survey, indituted in 1981.

DEWRSB methodology in monitoring the skill vacancy survey condsts of collating job
advertisements from each capital city’s mgor newspaper and then monitoring (by phone follow up)
whether the advertised job has been filled. The methodology of the survey is not without is problems
and the results can not be viewed as the total measure of automotive labour demand. The use of
other newspapers (both metropolitan and rurd), the Job network, industry word of mouth and even
industry frugtration (leading to afailure or refusa to advertise) are some untapped sources which
might lead towards a more accurate measure of total |abour demand. Nevertheless, the survey isa
ressonably reliable indicator of skill shortage trends.

Recent surveys (refer Appendix ‘A’) show that:

> 45% of automotive job vacanciesin New South Waes were filled within 4 weeksin mid
1999 compared to gpproximately 40% in mid 1998. For Pandl Besaters, the vacancy filling
rate was 60% in 1999 compared with 40% in 1998, a trend which seems linked to structural
change and an above usud leve of business closure within the collison repair industry
(DEWRSB/Kill Shortagesin Automotive trades/1999/P 1)
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> Only 50% of Victorian employers filled Automotive Electrician positions with four week of
advertiang, However, 90% of Victorian employersfilled collison repair postions (Pand
Bedting & Vehicle Panting) within four weeks of advertisng.

> Victoria, Queendand and Western Audraia generaly show much higher rates of kil
demand than New South Wades, South Audtrdia, Tasmania and the Northern Territory. This
may be due to each State' s population size, spread and sampling inconsstencies.

> Skills demand in South Audtrdia, Victoria, Queendand and Tasmania has generdly risen
each year aince 1994. Skills demand in New South Wales, dthough obvious, rises and fdls
to no &t pattern.

6.0 Retention/Wastage of Skilled Automotive L abour

Trades areasin generd lose workers at a greater rate than any other group of occupations, and so
retention of both workers and apprenticesin the Automotive industry becomes a crucia factor in the
reduction of skill shortages. The 1996 ABS Census of Population and Housing (DEWRSB/Skill
Shortages in Automotive Trades/1999) illustrates that with a retention rate of 43%, automotive
occupations have the highest level of skilled labour retention of dl trades. Even o, thisleaves 57%
of workers departing over aperiod of twenty years.

Of those who leave, just under one haf do so within five years of joining and 66% leave within ten
years of commencement. Approximately one third of trade departures working in nor+trade
occupations were working at a higher skilled leve, the remaining two thirds were working at alesser
skilled level. (DEWRSB/Skill Shortages in Automotive Trades/'1999.)

An ABS publication Career Paths of Persons with Qudifications (DEWRSB/Kill Shortagesin
Automotive Trades/999) surveyed automotive trades persons who had |eft the trade asto their
reasons for departure. 24.9% who left did so seeking better pay or career prospects or were
promoted. This rate is 5.6 percentage points higher than the rate of people who |eft other trades for
the same reasons. 21% of automotive workers stated they were laid off and 21% were either
disstisfied with their job or sought change. 15.5% | eft because of family, ill hedth or persond
reasons, and 9.5% wanted more job security or better physical working conditions.

Better pay/lack of career prospects and job security/better conditions are reasons which arise from
the very “smadl business nature’ of automoative retail. The Automotive industry, with 88% of
worksites employing fewer than 10 gtaff, maintains essentially flat workplace structures. Career
progression is therefore generally limited to one or two workplace levels. In addition, the industry’s
intense culture of small business competitiveness resultsin smal profit margins limiting the capita
available for higher wages. A 1999 ABS table of mean weekly earnings (from 1989 to 1992) across
trades and other occupations puts automotive earnings on a parity with those of other trades, but
below those of “dl occupations’, (DEWRSB/SKill Shortages in Automotive Trades/1999/P13.
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In spite of trade departure, the trades of Mechanicd (2.6%), Automotive Electrician (1.7%),
Trimming and Body Making (0% each) maintained extremely low levels of “tradesmen
unemployment rates’, levels well below the nationd “dl trade’ and “occupations’ rate of
unemployment (4 2% and 3.2% respectively). Reflecting structura changes over the last haf decade
in the collison repair area, the unemployment rate for Panel Beaters (4.8%) and Painters (5.9%) is
sgnificantly higher than the other automotive trades and the nationd average (DEWRSB/Annud
Unemployment Rates for Trades personsg/Feb 2000). Given the vagaries of the collision repair
industry, the relative unemployment rates for automotive tradespersons would seem to indicate that
an automoative career path provides consstent employment.

6.1 Skill Shortage Factors

Industry believes that shortage of trade skills presents potentia impediments to economic hedlth.
While acknowledging that cyclica employment in key industriesis afact, cyclicd employment
patterns are widening when one juxtaposes automotive apprentice take-up with job advertisement
trends. In short, employers trim apprenticeship take-up in times of economic tightening and usudly lift
gpprenticeship intake when profits beginto rise.

6.2 Factorsin Skill Shortage Analysis and Conclusions

6.2.1 Economic hedth determines an employer’ s capacity to enlist gpprentices or offer financid
inducements to retain staff.

6.2.2 Themain reason trade qudified people leave most trades was because they were “laid off”
owing to alack of work. Thisis not the case for automotive tradespeople, who leave seeking
better wages/promotion.

6.2.3 Automotive retention of skilled labour is better than most other trades, but worse than non-
trade occupations.

6.2.4 Asthe Automotive industry is comprised predominantly of (88%) small businesses (less than
10 g&ff), career paths are horizontal rather than vertical.
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APPENDIX A — DEWRSB JOB ADSBY STATE — 1981-2000

Job Advertisements - Automotive Trades Total (NSW)
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Job Advertisements - Automotive Trades Total (QLD)
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Job Advertisements - Automotive Trades Total (WA)
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APPENDIX B — Auto Job Ad Breakdown By State, Number And Month Ave.

Automotive Trades Total (NSW)

Date Number Monthly

Average
Oct 81 — Dec 85 2629 51.55
Jan 86 — Dec 87 1,902.5 79.27
Jan 88 — Dec 89 2,076.5 86.52
Jan 90 — Dec 90 520 43.33
Jan 91 — Dec 91 221 18.42
Jan 92 — Dec 92 193 16.08
Jan 93 — Dec 93 252 21.00
Jan 94 — Dec 94 507.5 42.29
Jan 95 — Dec 95 502 41.83
Jan 96 — Dec 96 439 36.58
Jan 97 — Dec 97 379 31.58
Jan 98 — Dec 98 423.5 35.29
Jan 99 — Dec 99 469 39.08
Jan 00 — Feb 00 62 31.00

Automotive Trades Total (VIC)

Date Number Monthly

Average
Oct 81 — Dec 85 4,870 95.49
Jan 86 — Dec 87 3,654 152.25
Jan 88 — Dec 89 4,300 179.17
Jan 90 — Dec 90 778 64.83
Jan 91 — Dec 91 181 15.08
Jan 92 — Dec 92 190 15.83
Jan 93 — Dec 93 397 33.08
Jan 94 — Dec 94 842 70.17
Jan 95 — Dec 95 1,065 88.75
Jan 96 — Dec 96 808 67.33
Jan 97 — Dec 97 853 71.08
Jan 98 — Dec 98 806 67.17
Jan 99 — Dec 99 930 77.50
Jan 00 — Feb 00 159 79.50

Automotive Trades Total (QLD)

Date Number Monthly

Average
Oct 81 — Dec 85 1,720.5 33.74
Jan 86 — Dec 87 995 41.46
Jan 88 — Dec 89 1800 75.00
Jan 90 — Dec 90 501 41.75
Jan 91 — Dec 91 185.5 15.46
Jan 92 — Dec 92 198.5 16.54
Jan 93 — Dec 93 264 22.00
Jan 94 — Dec 94 564 47.00
Jan 95 — Dec 95 569.5 47.46
Jan 96 — Dec 96 505 42.08
Jan 97 — Dec 97 377.5 31.46
Jan 98 — Dec 98 576.5 48.04
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Jan 99 — Dec 99 822 68.50
Jan 00 — Feb 00 158 79.00

Automotive Trades Total (SA)

Date Number Monthly
Average
Oct 81 — Dec 85 1,015.5 19.91
Jan 86 — Dec 87 483 20.13
Jan 88 — Dec 89 790.5 32.94
Jan 90 — Dec 90 325.5 27.13
Jan 91 — Dec 91 72.5 6.04
Jan 92 — Dec 92 60 5.00
Jan 93 — Dec 93 96.5 8.04
Jan 94 — Dec 94 200.5 16.71
Jan 95 — Dec 95 311 25.92
Jan 96 — Dec 96 251 20.92
Jan 97 — Dec 97 288.5 24.04
Jan 98 — Dec 98 354 29.50
Jan 99 — Dec 99 348.5 29.04
Jan 00 — Feb 00 100 50.00

Automotive Trades Total (WA)

Date Number Monthly

Average
Oct 81 — Dec 85 939 18.41
Jan 86 — Dec 87 969.5 40.40
Jan 88 — Dec 89 1610 67.08
Jan 90 — Dec 90 388 32.33
Jan 91 — Dec 91 168.5 14.04
Jan 92 — Dec 92 252 21.00
Jan 93 — Dec 93 497 41.42
Jan 94 — Dec 94 663.5 55.29
Jan 95 — Dec 95 661.5 55.13
Jan 96 — Dec 96 587.5 48.96
Jan 97 — Dec 97 483 40.25
Jan 98 — Dec 98 602.5 50.21
Jan 99 — Dec 99 482 40.17
Jan 00 — Feb 00 98 49.00

Automotive Trades Total (TAS)

Date Number Monthly

Average
Oct 81 — Dec 85 59.5 1.17
Jan 86 — Dec 87 65 2.71
Jan 88 — Dec 89 91.5 3.81
Jan 90 — Dec 90 39 3.25
Jan 91 — Dec 91 2 0.17
Jan 92 — Dec 92 7 0.58
Jan 93 — Dec 93 4 0.33
Jan 94 — Dec 94 30 2.50
Jan 95 — Dec 95 39 3.25
Jan 96 — Dec 96 30 2.50
Jan 97 — Dec 97 9 0.75
Jan 98 — Dec 98 15 1.25
Jan 99 — Dec 99 29.5 2.46
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Jan 00 — Feb 00

Automotive Trades Total (NT)

Date

Oct 81 — Dec 85
Jan 86 — Dec 87
Jan 88 — Dec 89
Jan 90 — Dec 90
Jan 91 — Dec 91
Jan 92 — Dec 92
Jan 93 — Dec 93
Jan 94 — Dec 94
Jan 95 — Dec 95
Jan 96 — Dec 96
Jan 97 — Dec 97
Jan 98 — Dec 98
Jan 99 — Dec 99
Jan 00 — Feb 00
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Number

1255
66
154
41
27
24
24
48
66.5
63.5
63.5
79
88
19

3.50

Monthly
Average
2.46
2.75
6.42
3.42
2.25
2.00
2.00
4.00
5.54
5.29
5.29
6.58
7.33
9.50



Attachment B

Attachment A: Focus Group Attendants

Metropolitan Focus Groups
DATE

Monday 17 January

Tueday 18 January

Wednesday 19 January

Country Focus Groups
Thursday 20 January
Monday 24 January
Tuesday 25 January

Thursday 27 January

Tasmania
Monday 24 January Launceston

Tueday 25 January Hobart

NSW

Monday 31 January

South Australia

Monday 31 January

Western Audtralia
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12

No. of Attendees

15

21

10

16

10

15



Thursday 3 February

TAFE Teachers

Mebourne

Friday 18 February

L aunceston

Thursday 24 February

Apprentices and Pre-Vocational Students

M elbourne

Thursday 17, February
Pre-Vocationd Students

Friday 18, February
Apprentices

L aunceston
Thursday 24 February
Pre-vocationd Students

12

15

25

26

23

31

TOTAL INVOLVED IN FOCUS GROUP DISCUSS ONS 254
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