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Summary 
 
Increasing the skills and productivity of Australia’s workforce is a priority for the NSW and 
Federal Governments.  While funds to the vocational education and training (VET) system have 
been substantially increased, attention should also be given to improving the workplace 
conditions of those undertaking training as a way to improve VET outcomes. 
 
This report focuses on how the completion rate of apprentices and trainees can be improved, as 
well as considering other factors that may be associated with improved VET outcomes. 
 
Studies using data from the VET administrative systems have identified a range of factors 
associated with non-completion, including age, gender, qualification level and history of 
unemployment.  Apprentices are more likely to complete their training than trainees and 
completion rates also vary significantly by industry and training package. 
 
Such studies have also shown that completing apprentices and trainees are more likely to be 
employed in the public sector or work for a group training company.  Apprentices in the 
traditional trades are more likely to complete than other apprentices and trainees. 
 
Surveys of non-completers have provided more insight into the reasons why many apprentices 
and trainees do not complete their training.   Every study has found that the most common 

reasons for non-completion are workplace related, primarily the low level of wages for 

apprentices and trainees.   
 
Other important workplace related reasons include: 

• Inadequate support for training-related costs, including course fees, books and tools 
• Not being provided with time off to attend off-the-job training  
• Not being paid to complete all training and assessment requirements 
• Irregular working hours, being required to work unreasonably long hours, and not being 

paid overtime 
• Being exposed to unacceptable health and safety risks 
• Workplace bullying and sexual harassment. 

 
Reasons related to training were also commonly provided by non-completing trainees and 
apprentices: 

• poor quality of on-the-job training, including lack of appropriate supervision, insufficient 
time allocated to on-the-job training, and workplace supervisors lacking the skills to 
provide effective training 

• poor quality of training assessment, undermining confidence in the quality of training 
system overall 

• costs and time associated with travel to off-the-job training. 
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Workers who are not apprentices or trainees but who also face barriers accessing work-related 
training cite many of the same reasons, namely: 

• lack of employer support 
• too much work 
• costs of undertaking training. 

 
An analysis of a sample of twelve NSW state awards reveals many provisions that directly 
address the reasons why many apprentices and trainees do not complete training and that would 
provide the workplace conditions necessary to support quality VET outcomes.  Such provisions 
include: 

• Higher wage rates for adult apprentices 
• Allowances paid to apprentices 
• Reimbursement of course costs 
• Paid and unpaid leave to attend training and examinations 
• Reimbursement for excessive travel costs to attend off-the-job training 
• Restrictions on overtime for apprentices 
• Requirement for apprentices to be supervised by qualified tradespeople 
• Caps on the number of trainees and apprentices that can be supervised by qualified 

tradesperson 
• A higher duties allowance for suitably qualified workplace trainers 
• Prohibitions on using apprentices to perform unskilled work. 

 
In contrast, Australian Workplace Agreements and Employee Collective Agreements are much 
less likely to contain training-related provisions that give rise to enforceable rights for apprentices, 
trainees or general employees.  Case studies of the manufacturing, child care and hospitality 
industries revealed that few employee collective agreements contain provisions entitling 
apprentices and trainees to reimbursements for course and other study costs.  While some 
collective agreements do provide some employer support for employee training costs, employers 
typically retain considerable discretion over whether to provide that support.  A significant 
number of workplace agreements make no mention of either apprentices and trainees or general 
training, a potential barrier to increasing workforce participation in training.  In any case, data 
from the NSW Department of Education and Training shows that apprentices and trainees are 
much more likely to be employed under awards than other forms of workplace agreement. 
 
The weight of existing evidence into completion rates strongly suggests that training-related 
provisions in awards can be the foundation of an effective skills formation regime.  The 
modernisation of awards is an opportunity to refresh and strengthen training-related provisions 
to improve the quality of VET outcomes.  All stakeholders should be careful that a preoccupation 
with process issues (ie flexibility and administrative elegance) could result in a neglect of 
substantive outcomes (ie wages and conditions that help overcome poor completion rates).   
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For these reasons, the report recommends that the NSW Office of Industrial Relations submissions 
to the Award Modernisation process adopt the following principle in relation to training: 
 
Industry-based awards should contain a comprehensive range of provisions relating to the 

employment of apprentices and trainees, dealing with wages, allowances, reimbursements, 

hours, and the quality of on-the-job training.   
 
More detailed recommendations are contained in the final section.   
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Section 1: Context 
This project was commissioned by the NSW Office of Industrial Relations (OIR) and undertaken 
as the Federal Government implements its new industrial relations system ‘Forward with 
Fairness’.  The report may inform OIR in its submissions to the award modernisation process 
currently being conducted by the Australian Industrial Relations Commission (AIRC). 
 
Investment in vocational education and training (VET) has been recognised as an urgent economic 
and social priority at the state and national level.  Particularly at the federal level, the policy 
response has been focused on measures to increase the number of people commencing and 
completing vocational education and training by increasing funding and incentives for training 
providers, individuals and employers.  For example, the Federal Government has announced 
more than 700,000 new VET places over the next four years, including 85,000 for apprenticeship or 
traineeship places and 392,000 training places for existing employees (Budget, 2008: 129).  
However, there has to date not been an equivalent focus on the workplace conditions needed to 

support sustainable skills development, or the potential role to be played by industrial 

arrangements in supporting this. 
 
Increasing skills development cannot just be achieved by focusing on improving training 
processes. Improving completion rates, for example, will not benefit the economy if the quality of 
the skills is undermined in the process.   As Schofield (2001: 239) argues, ‘workplaces culture, 
personal values and beliefs and working relationships’ also play a part in building a quality 
skilled workforce.   
 
In New South Wales, workers can combine work and structured training through an 
apprenticeship or a traineeship.1  Apprenticeships nominally last four years and cover traditional 
trade areas such as building and construction, hairdressing, cooking, the automotive industry, 
engineering and manufacturing.  Traineeships usually last between one and three years.  There 
are over 600 traineeship vocations that provide employment and training opportunities in a range 
of areas, including multimedia, information technology, sport and recreation, hospitality, retail 
and primary industries.  Subject to vocational training orders issued by the Commissioner for 
Vocational Training and the underpinning industrial arrangements, apprenticeships and 
traineeships may be full-time, part-time or school-based.   
 
An apprenticeship or traineeship comprises two separate contracts:  a contract of employment and 
a contract of training.  In law, the latter is subservient to the former (Mitchell et al 1999, in Cully & 

                                                      
1 The federal government currently uses the term “Australian Apprenticeship” to refer to its scheme of 
incentives and benefits available to apprentices and trainees.  For the purpose of clarity, this report will 
distinguish between apprenticeships and traineeships wherever appropriate and otherwise refer to 
‘apprenticeships and traineeships’. 
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Curtain 2001a: 1).  There is a compelling legal basis for examining the role of industrial 
arrangements in improving VET outcomes. 
 
There is also an historical basis for urging policymakers to consider the role of industrial 
arrangements in improving VET outcomes.  During the late 1980s, it was the process of award 
restructuring that drove improvements in workforce flexibility and productivity.  The award 
modernisation process being undertaken by the Australian Industrial Relations Commission 
(AIRC) is a similar opportunity to use the award system to promote training and skills 
development to meet economic needs. 
 
With that in mind the aim of this report is to answer the following questions 

 

1. What does existing literature identify as the working conditions that may encourage 
take-up and completion of apprenticeships and lead to viable career paths? 

2. To what extent are these working conditions addressed in various industrial 
arrangements? 

3. In light of the award modernisation process, how can industrial arrangements be 
structured to support positive VET outcomes? 

 
The remainder of this report is structured as follows: 
 
Section Two summarises the reasons why apprentices and trainees do not complete their training, 
focusing on the role of working conditions. 
 
Section Three examines how many of the workplace factors that can improve VET outcomes can 
be most effectively addressed in awards. 
 
Section Four considers how provisions currently contained in NSW awards/NAPSAs may fall 
within the matters that may be dealt with by federal modern awards. 
 
Section Five analyses the interaction between provisions relating to training contained in awards 
and provisions in other instruments; principally relevant NSW legislation, vocational training 
orders, training contracts, training plans, and collective agreements. 
 
Section Six outlines the advantages of an award-based approach to setting standards for the 
employment of apprentices and trainees. 
 
In the Conclusion, the report recommends how arrangements for apprenticeships, traineeships 
and workplace training could be dealt with as part of the award modernisation process. 
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Section 2:  Existing research on VET outcomes 
 

Research on completions using administrative data 

While there are many studies that have sought to identify the factors that improve completion 
rates among apprentices and trainees, often statistical studies rely on administrative data collected 
by the state government training departments which, due to data collection methods, have some 
limitations. 
 
However, using this data, researchers have established relationships between completion rates 
and a range of demographic characteristics, such as age, gender, schooling, industry, and location, 
and information such as the type of training provider (Ball & John, 2005; Grey et al 1999; Bender, 
2003; Snell & Hart, 2007).  The results of these studies are summarised in Appendix 1, but the 
consistent findings are: 

• The youngest (under 18) and oldest (45 and above) are more likely to complete their 
training, especially among apprentices 

• Indigenous trainees and apprentices, and trainees and apprentices with a disability are less 
likely to complete their training 

• Among trainees and apprentices of the same age, those who did not complete Year 12 are 
less likely to complete their training 

• Trainees at Australian Qualifications Framework (AQF) level II or below are less likely to 
complete their training than trainees and apprentices at AQF level III 

• Trainees are less likely to complete their training than apprentices 
• Apprentices in the traditional trades are more likely to complete their training 
• Trainees and apprentices employed in the government sector are more likely to complete 

their training 
• Trainees and apprentices with a history of unemployment are less likely to complete their 

training 
• Trainees and apprentices in some industries are more likely to complete their training than 

in others. (For example, manufacturing and aerospace engineering have higher completion 
rates, while hospitality has a lower completion rate). 

 
It is important to understand the limitations of these studies.  There is considerable debate as to 
the accuracy of how completion rates are calculated, taking into account potential problems 
caused by events such as transferring employer, having multiple training contracts, and not filing 
completion paperwork.  There are also alternative viewpoints about which is the best measure to 
use:  completion, non-completion, retention, and attrition.  These studies are also limited by the 
data that the agencies are able to collect. 
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Therefore, to fully explore the reasons why young people do not complete ‘requires surveys of the 
non-complete themselves … which attempt to establish factors behind decisions to abandon 
study’ (Lamb 2005: 14).   This report will now consider studies that have used such surveys, as 
well as other quantitative and qualitative research methods. 
 

Reasons why some complete and others do not 

To organise the findings of previous studies and to highlight the importance of working 
conditions relative to other factors, this report uses the framework suggested by Harris et al (2001: 
223).  Harris et al have two categories of factors: person-oriented factors and context-oriented 
factors.  Person-oriented factors include the demographic factors familiar from existing 
quantitative studies (gender, age, higher level of previous education) and psycho-social factors 
such as motivation, persistence, and interpersonal relationships with employer.  Employment 
conditions fit within context oriented factors, as do social networks, type and quality of training 
and the nature of employers (i.e. whether an individual enterprise or group training organisation).     
 
Studies, both quantitative and qualitative, have consistently shown that problems with the 

workplace or the working conditions are the most common reasons for not completing an 

apprenticeship or a traineeship.  In their survey of people who did not complete an 
apprenticeship or a traineeship, Cully and Curtain (2001a: 22) found the top five reasons for 
stopping among apprentices were: 

• No longer wanted to work in that job (14%) 
• Bad management/boss (13%) 
• Dismissed by the employer (10%) 
• Made redundant (10%) 
• To transfer to another apprenticeship (8%). 

 
There was considerable similarity to the top five reasons given by former trainees who did not 
complete their course: 

• Got a better job (20%) 
• No longer wanted to work in that job (11%) 
• Bad management/boss (10%) 
• Dismissed by the employer (9%) 
• Other poor working conditions (6%). 

 
Cully and Curtain (2001a) use similar categories to those suggested by Harris et al.  Taking all 
reasons into consideration, 48 per cent of former apprentices and 58 per cent of former trainees 
left for what Cully and Curtain termed ‘job-related’ reasons.  Trainees were more likely to leave 
for job-related reasons than apprentices, and younger trainees and apprentices more likely to 
leave than older trainees and apprentices because of job-related reasons.   
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As Table 1 shows, another 16 per cent of former apprentices and trainees did not complete 
because of training-related reasons.  Most often, this was because they were unhappy with the 
quality of the training that the employer was providing, or unhappy that no training was being 
provided (Cully & Curtain, 2001a, p. 22).  In the focus group interviews, Cully and Curtain note 
that, in reality, job-related and training-related reasons often overlap.  Nearly half of all non-

completers felt that they were ‘being treated as cheap labour’.  One in five former apprentices 
and trainees did not complete for employer-initiated reasons (namely, dismissal or redundancy). 
Only one in nine non-completers (one in eleven non-completing apprentices) left the 
apprenticeship or traineeship for personal reasons.   
 
 
Table 1: Reasons for non-completion, by whether apprentice or trainee and age group (% 

of new apprentices) 

 Job-related Training-related Personal or other 

reasons 

Employer-initiated 

Apprentices 48 19 8 25 
-Less than 18 57 11 7 25 
-18 to 20 46 25 8 21 
-21 to 24 29 21 16 34 
-25 or more 38 17 2 43 
Trainees 58 13 12 18 
-Less than 18 59 8 18 15 
-18-20 58 12 12 19 
-21 to 24 76 7 4 14 
-25 or more 50 18 13 20 
Total 54 16 11 20 
Source: Taken from Table 4.1, Cully & Curtain, 2001a, p. 23 

 
 
Other surveys of non-completing trainees and apprentices have also demonstrated the importance 
of job-related factors in apprentices and trainees deciding not to complete their training.  Grey et 
al’s (1999) survey of trainees found that only 6 per cent of non-completing trainees gave poor 
training and support as their main reason.  As Table 2 shows, the most concerning finding is that a 
third of non-completing trainees were either laid off or dismissed when the business failed or 
changed hands.   
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Table 2:  Main reason for not completing traineeship 

Reason % 

Job-related  
Personality clash/harassment 14% 
Pay was too low 11% 
Job offer 8% 
Mismatch 8% 
Poor conditions 4% 
Did unspecified duties 3% 

  
Poor training/support 6% 
  
Personal or other  

Personal reasons 11% 
Other 3% 

  
Employer-initiated  

Laid off 17% 
Business broke/changed over 16% 

Source: Grey et al, 1999 
 
 
In 2001, Callan conducted a survey of former apprentices and trainees in Queensland and arrived 
at a similar conclusion: work related factors dominate the reasons why apprentices and trainees 
do not complete.  Foremost is the low level of wages compared to other jobs available to the 
apprentices and trainees.  Some of the other work-related factors are related to personal 
preferences (such as no longer wanting to work in that industry) but most, such as bullying, and 
relationships with the boss, relate to the workplace conditions. 
 
Compared to other surveys, Callan also found high levels of dissatisfaction with the quality of 
training.  Table 3 shows that over half of all non-completers mentioned the poor quality of on-the-
job training as a reason for not completing their training. 
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Table 3: Reasons for not completing training (multiple responses) 

Reason Apprentices Trainees Total 

Work-related    
Low wages compared to other jobs I could do 37% 36% 36% 
Did not get along with the boss 29% 40% 34% 
Another employer offered superior wages and/or conditions 31% 33% 32% 
Bullying at work 21% 28% 24% 
Did not want to continue working in that industry 25% 23% 24% 
Not able to work to the standard expected 22% 24% 23% 
Unsure of what job really wanted to do 19% 21% 20% 

Training-related    
Poor quality training at work 48% 59% 53% 
Supervisor not skilled enough to provide the required training 35% 38% 36% 
Training had not been fully explained before starting 28% 31% 29% 
Poor quality of training at TAFE or college 24% 17% 21% 
Did not expect to be spending so much time working and studying 14% 14% 14% 
Experienced problems in learning the new skills 7% 14% 10% 
Did not get along with people providing the off-site training 6% 7% 6% 

Personal and other related    
Experiencing emotional problems 21% 25% 23% 
Health reasons 10% 14% 12% 
Move to other form of higher education 8% 9% 8% 
Moved to another town or city 5% 4% 5% 
Change in family status 4% 3% 3% 

Employer-initiated    
Employer ended training agreement 32% 31% 32% 
Employer closed down 4% 6% 5% 

Source: Callan, 2001 
 
Finally, a more recent study of former trainees and apprentices in the Gippsland region of Victoria 
(Snell & Hart, 2007) confirms the findings of the earlier studies.  Nearly half (46 %) of the 
respondents reported problems with the workplace were the main reason for not completing their 
training.  A further 12 per cent said that low wages were the main reason. (See Table 4)   
 
Table 4: Main reason for not completing traineeship or apprenticeship 

Reason %* 

Job-related reasons  
Problems with the workplace 46% 
Low wages 12% 
only ever a temporary job 3% 

Training-related reasons  
Problems with the training 17% 
Issues with travel 6% 

Incidental/personal reasons 4% 
Employer-initiated reasons  

Laid off 7% 
Fired 4% 

Total 100% 

*% agreeing that it was the main reason for not completing traineeship or apprenticeship 
Column may not add to 100% because of rounding 
Source: Snell & Hart 2007 
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In the following sections, the reasons why some apprentices and trainees do not complete their 
training are explored in more detail.  In addition, reasons why other workers do not complete or 
do not start work-related training are considered. 
 

Wages and other benefits 

Wage rates 

The rationale for apprentices and trainees receiving a lower rate of pay compared to other 
employees is that they are not as productive as other employees, especially where apprentices and 
trainees are taking time out of ordinary duties to undergo on-the-job or off-the-job training.   
Apprentices’ and trainees’ dissatisfaction with their wages can originate from three separate 
grounds.  First, apprentices and trainees may feel that their wages are too low, compared with 
what they could earn in a job not requiring a qualification.  This relates most strongly to the 
general labour market conditions and is largely external to the workplace environment (Misko 
Nguyen and Saunders, 2007).  Second, apprentices and trainees may feel that their wages are too 
low for the work that is being done (Snell & Hart, 2007: 68).  One situation where this may arise is 
where existing employees are pressured by their employer to enter a traineeship without their 
duties substantially changing (Cully & Curtain, 2001a).  The third ground arises where 
apprentices and trainees accept the bargain that they receive lower wages in exchange for 
training, but they feel that the quality of the training they are receiving is inadequate (Snell & 
Hart, 2007: 79-82).  
 
Apprenticeship and traineeship wages are widely known to be low and this is acting as a barrier 
to attracting new entrants into training. In a survey of apprentices, nearly half (49%) said that they 
would not recommend an apprenticeship to friends or relatives because of the low level of pay.  
Nearly one in ten students reported that their key reason for not planning to pursue an 
apprenticeship was the inadequate pay (Misko et al, 2007: 54, 45). 
 
The currently low employment rate means that many better paying opportunities are available to 
young people without having to be in training or having completed a qualification, especially if 
they have a few years’ working experience behind them.  This undoubtedly makes it harder to 
attract young people to apprentice or trainee wages. 
 
Bittman et al (2007) undertook an in-depth analysis of the wage rates and living standards of 
apprentices.  They found that first and second year apprentices receive less than school leavers 
receiving junior rates and that the living standards of first year apprentices are barely above that 
of the unemployed.  They recommend that wage rates for first and second year apprentices 
should be dramatically increased to make apprenticeships more attractive to school leavers. 
 
Support for increasing apprentice and trainee wages is widespread.  Toner (2005) found no 
support amongst employers for reducing the current level of apprentice wages. Rather, increasing 
apprentice wages, as a means of improving the quality of applicants and to provide a more 
adequate income, was the most common suggestion of employers to improve apprenticeships 



The link between industrial arrangements and skill reform, final report, November 2008 

Workplace Research Centre, University of Sydney             16 

(Toner, 2005: 30).  Snell and Hart (2007: 92): also recommend that wages, especially for first year 
apprentices and trainees, be increased, as this is the stage where apprentices and trainees are most 
likely to withdraw from or cancel their training.   In addition to increasing wage rates, Snell and 
Hart (2007: 92) also recommend increasing the scope and amount of allowances paid to 
apprentices and trainees, including financial support for accommodation, travel, and course fees.  
Qualitative research found that when employers paid apprentice and trainee rates in excess of the 
minimum award rate, completion rates increased (Snell & Hart, 2007: 37).    
 
The Federal Government has introduced a number of incentive programs in recognition of the 
low rate of pay received by apprentices and trainees.  However, this assistance has been heavily 
targeted toward apprentices and trainees undertaking training in areas of identified skill 
shortages.  Apprentices and trainees who are aged under 30 and who are undertaking a 
Certificate III or IV-level apprenticeship or traineeship in a trade experiencing a skills shortage are 
eligible for up to $2000 worth of tax-free payments in their first two years of the apprenticeship or 
traineeship. 
 
In addition to the various incentive payments, any full-time apprentice or trainee may also be 
eligible for financial assistance from Centrelink through the Youth Allowance, Austudy, or 
Abstudy programs.  Eligibility for assistance from Centrelink depends on the apprentice or 
trainee’s income and assets and, in certain circumstances, the income and assets of their parents.  
Apprentices and trainees who live out of home but who do not qualify for any of these payments 
may be eligible for a living away from home allowance. 
 
Pay rates for adult apprentices 

Low wage rates are a particular barrier to attracting and retaining older apprentices and trainees.  
The pay rates for adult apprentices have been of concern since at least the introduction of skills-
based classifications into awards but the issue has become more urgent as the number of 
apprentices and trainees aged 25 and over has increased markedly over the last ten years.  Driven 
by diverse factors such as labour market restructuring, increasing labour market participation 
rates, and an increasing desire of workers to change careers, nearly four in ten (39.7%) apprentices 
and trainees are aged 25 and over (NCVER, 2007).  However, older entrants are more likely to be 
undertaking a traineeship and older entrants are starkly under-represented in apprenticeships in 
the traditional trades (Cully & Curtain, 2001a: 38).  Low wage rates make it much more difficult to 
attract target categories of disadvantaged workers, such as sole parents, into training.  In Snell and 
Hart’s (2007: 58) focus groups, one single mother explained why she had not completed her 
carpentry apprenticeship: 
 

I could not survive on the apprenticeship wage, I couldn’t, and that is what stopped me.  I would be 
gung ho, I would be there tomorrow if they could give me the wage that I am on now. (female, 
construction apprentice, non-completer, aged 38). 
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In mid 2007, the Federal Government acknowledged the importance of adult rates for apprentices 
when it introduced a payment for mid-career apprentices.  Not all adult apprentices are eligible 
for the payment.  To be eligible, apprentices or trainees must be aged 30 and over and 
undertaking a Certificate III or IV level apprenticeship or traineeship in a trade experiencing a 
skills shortage.  The payments amount to $150 per week in the first year and $100 per week in the 
second year.  Payments are made to the apprentice or trainee if their industrial arrangement does 
not include separate rates for adult apprentices or trainees.  If the employee receives a higher 
adult apprentice rate of pay, the incentive payment is made to the employer. 
 
Allowances, overtime rates and penalty rates 

Any increases in apprenticeship and trainee wage rates are most likely to occur as a result of the 
Australian Fair Pay Commission or the Australian Industrial Relations Commission or in the 
future, Fair Work Australia, issuing a decision changing the basis upon which apprentice wage 
rates are set relative to the tradesperson’s rates.  It is outside the scope of this report to assess the 
merits or otherwise of adjusting or altering how apprentice wage differentials are set.  However, 
allowances are an important supplement to apprentices’ and trainees’ low wages.  In the 
Melbourne construction industry, allowances increase the first year apprentice income by up to 50 
per cent (Bittman et al, 2007).  Although the mandatory allowance amounts for most other awards 
are not nearly as high, they nonetheless help apprentices to meet non-optional costs such as 
course fees and tools.  However, even taking into account allowances, apprentices employed 
under 40 of the 42 award categories studied would have disposable incomes below the poverty 
line (Bittman et al, 2007: 2).  
 
The low level of pay, made worse by unpaid overtime, had a particularly negative impact on 
retention among apprentices and trainees in aircraft maintenance, agriculture and horticulture, 
cooks, metal fabrication, hairdressing, office management, and retail (Harris et al, 2001: 225).   
 
Reimbursement of training costs 

An added strain on already low wage rates is course fees.  Often, employers assist by paying or 
reimbursing training fees.  The study of Gippsland apprentices and trainees found that other 
payments by employers, ‘such as living away from home allowances and tool subsidies, were seen 
as important but largely insufficient to prevent apprentices/trainees from leaving for financial 
reasons’ (Snell & Hart, 2007: 37).  The costs associated with the training component certainly 
makes it more difficult for many on apprentice and trainee wages.  One focus group participant in 
Snell and Hart’s (2007: 58) study explained: 

 
I had to pay for all [my books] myself and in the end I couldn’t afford to go to trade school and my 
boss wasn’t going to pay for it and I wasn’t earning enough to go to trade school so I dropped out.  
… There is only one spot in Victoria to do trade school [in the City].   I couldn’t afford the travel, I 
couldn’t afford the fees, I couldn’t afford the accommodation. (male, construction apprentice, 
non-completer, aged 20) 
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This may be an area where existing arrangements are adequate but more needs to be done to 
promote awareness and compliance.  Snell and Hart observed a real difference where employers 
did contribute to the cost of off-the-job training.  They noted ‘apprentices working for larger 
companies with union representation and collective agreements rarely complained about their 
pay or conditions and provided the following quote from an engineering apprentice: 

We get looked after pretty well – our schooling gets paid for and our books get paid for and all that. 
(male, aged 19) 

 
State and federal governments have also established various incentives and direct payments to 
apprentices and trainees to assist them with the cost of training, and these must also be taken into 
consideration.  From 1 July 2007, the Federal Government provides an Apprenticeship Training 
(Fee) voucher to eligible first and second year apprentices or trainees undertaking an Australian 
Apprenticeship at a Certificate II or IV level in a skills shortage area.  The voucher is worth up to 
$500.  The Federal Government also makes available to first-year apprentices and trainees in 
recognised skill shortage areas up to $800 for the purchase of a toolkit.  
 
Current state government incentives include long distance travel concessions through the 
Vocational Training Assistance Scheme (discussed in further detail below), TAFE fee exemptions 
for Aboriginal and Torres Strait Islander students and students with a disability and TAFE fee 
concessions for students who receive a Commonwealth benefit.  TAFE fees for apprentices in New 
South Wales are capped at $480 a year for apprentices eligible for the Federal Government’s 
Apprentice Training voucher and $394 for those apprentices who are not eligible for the voucher.  
As of 2005, new entrant trainees also pay a capped fee of $394 for their traineeship course.  School-
based apprentices, school-based trainees and existing worker trainees do not pay TAFE fees.  As 
of 1 January 2008, the state government has also provided a $200 payment to commencing 
apprentices, to purchase appropriate clothing including uniforms and protective equipment. 
 

Other working conditions 

In explaining why apprentices and trainees do not complete their training, the working 
environment for apprentices is just as important as the training environment.  Four in ten non-
completing apprentices and trainees had a negative assessment of their working environment 
(Cully & Curtain: 2001a).  Although most non-completers find new employment that offers them 
equivalent or superior wages and conditions, less than a quarter of non-completers resume 
training (Cully & Curtain, 2001a: 27).  This represents a lost opportunity to provide these workers 
with a qualification as well as a lost investment of scarce training funds. 
 
Reports have consistently recommended that in order to improve outcomes in VET by increasing 
completion rates, the wages and working conditions of apprentices and trainees need to be 
improved across the board.  (Cully & Curtain 2001a: p. x) recommend “improving the in-work 
experience by… requiring employers to observe a fair employment standard”.  Like Cully and 
Curtain, Snell and Hart (2007: 92) also call for employers to comply with employment standards 
and suggest that Federal Government incentive payments be tied to compliance with employment 
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standards.  Harris et al (2001: 234) recommend that industry-wide standards be introduced for 
apprentices and trainees, addressing the particular industrial relations issues of breaks, hours and 
wage rates. 
 
Time off for training 

When they start their training, apprentices and trainees usually have an expectation that they will 
be able to attend off-the-job training, but numerous factors can intervene to prevent their 
attendance.  Employers may be unwilling to release apprentices and trainees during busy periods 
or for long blocks of time.  Moreover, apprentices and trainees may easily be intimidated by the 
unequal power relationship, even though their training contract clearly establishes a right to 
attend off-the-job training. 
 

They want you to stay at work.  They’re not interested in TAFE.  … I missed out on 5 weeks of 
TAFE on account of my boss. (Apprentice cabinetmaker, 17 years) (Schofield, 2001: 245). 

 
TAFE teachers reported regular absences in off-the-job training of up to 50 per cent of students 
undertaking baking apprenticeships in Victoria.  When they followed up it became clear that the 
young people were being prevented from attending by employers claiming there was too much 
work to do (Buchanan, Evesson & Briggs, 2002). Trainees and apprentices who were not provided 
with time off for off-the-job training were more likely to feel exploited, as this apprentice/trainee 
explained: 
 

I was expected to make up for the time I missed when I went to TAFE (Harris et al, 2001: 228). 
 
In Callan’s (2001) survey of completers and non-completers, the relationship between access to 
time off to attend off-the-job training and completion rates appear quite strong, as Table 5 shows.  
Those who had completed an apprenticeship or a traineeship were twice as likely as non-
completers to say that they had been given time off from work to attend training (Callan, 2001: 
22). 
 
Table 5: % agreeing that they were given time off to attend training 

 Non-completers Completers 

Total 44.6 89.9 

Apprentices 49.0 96.4 
Trainees 39.1 86.5 
Source: Callan 2001, Table 7, p. 22 

 
Time off to attend training is also an important signal to employers that the purpose of 
apprenticeships and traineeships is to provide skills development, not to subsidise cheap 
unskilled labour.  Snell and Hart (2007: 69) suggest that employers motivated by cost 
considerations are less likely to support both on-the-job and off-the-job training.   
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They quote one focus group participant, a female retail trainee: 
 

A lot of them weren’t going to their training and there wasn’t a lot of communication between [the 
trainers and employer] as to whether they were going or not and it looked like the management … 
didn’t really care whether they were going to the schooling or not because they weren’t paid to go to 
the schooling, they were only paying a low wage – a lot lower than anybody else would get, so they 
would rather not upset the apple cart, they would rather just have the cheap labour. (female, retail 
trainee, non-completer, aged 22).   

 
A similar comment also reflects the ‘you value what you pay for’ mentality toward training held 
by some employers (Snell & Hart 2007: 81): 

 
We had a book we had to fill out, … you weren’t to do it while you were working, I had to do it after 
I finished work.  They didn’t really care what you wrote – they didn’t read it, they would just sign it 
… They didn’t hold the schooling in any high regard at all (female, retail trainee, non-
completer, aged 16). 

 
Regulation of hours 

Previous studies have shown that apprentices and trainees face a range of problems with their 
working hours, including long hours, irregular hours, inadequate notice of shift changes, 
performing long periods of shift work, and not being paid overtime for additional hours.  For 
example, Snell and Hart (2007: 78-79) describe apprentices and trainees being denied leave,  and 
being rostered on to long hours without breaks.  Harris et al (2001) found that problems with 
hours particularly affected retention among agriculture and horticulture, hospitality, and 
hairdressing apprentices and trainees.  Even among a sample of Gippsland apprentices and 
trainees who had completed their training, half cited problems with their working conditions, 
such as ‘call-in at short notice (and) pressure to work extra shifts’ (Snell & Hart, 2007: 55).  This 
trainee’s experience was similar to that of other trainees and school-based apprentices who were 
often asked to work unreasonable hours. 
 

Even if you have got school work and everything they will still make you work until 11 o’clock at 
night and they ring you during school hours and ask you to skip school to work.  (female, retail 
operations trainee, in-training, aged 16). 2 

                                                      
2 In NSW, as a consequence of the Industrial Relations (Child Employment) Act 2006, relevant employers of 
workers under 18 years must have regard to limits on working late at night or early in the morning or late 
transportation arrangements where they are provided for in the comparable State award. 
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Other job related conditions 

As apprentices and trainees are predominantly younger workers, they also have less workplace 
experience than most employees, leaving them vulnerable to abuse by some unscrupulous 
employers in relation to general workplace conditions and entitlements.  Improving working 
conditions would also increase the attractiveness of apprenticeships and traineeships.  In a survey 
of secondary students not intending to pursue an apprenticeship, 8.5 per cent gave the poor and 
unsuitable working conditions as a reason; nearly as many as nominated the inadequate pay 
levels for apprentices (Misko, Nguyen & Saunders, 2007: 45).  A similar proportion of apprentices 
would not recommend an apprenticeship to friends and relatives for the same reason (Misko, 
Nguyen & Saunders, 2007: 54). 
 
Not all job-related factors can be so easily addressed through award provisions or indeed any 
form of regulation.   Poor management, a poor relationship with a manager, and bullying by other 
employees were common reasons given for leaving an apprenticeship or traineeship (Cully & 
Curtain, 2001a: 23).  Where trainees and apprentices do experience these problems, they benefit 
from clear and explicit support mechanisms and complaint processes, such as anti-discrimination 
provisions and grievance procedures. 
 
Separate studies have also identified a common list of negative workplace experiences for 
apprentices and trainees, involving:  

• unacceptable occupational health and safety risks 
• workplace bullying by supervisors and co-workers  
• sexual harassment (Snell & Hart 2007: 76-79; Schofield, 2001: 245-246). 

 
Survey respondents also left because of ‘poor, unsafe or dangerous workplace practices’, as well 
as ‘hours being cut/too long’ and ‘lack of appropriate supervision’ (Snell & Hart, 2007: 53).  
Apprentices and trainees who were at risk of withdrawing from their training mentioned similar 
reasons, as well as employers not paying wages regularly.   
 
These are issues that can occur in any workplace and to any category of employee, and it is 
therefore appropriate that the matters are dealt with through general protections.  However, the 
frequency of these problems for apprentices and trainees indicates that they are a special class of 
employee at risk in the workplace and worthy of special measures, where appropriate, to promote 
awareness of entitlements and to provide support to pursue claims (McDonald et al, 2007). 
 
In contrast, apprentices and trainees with positive workplace experiences talk about undergoing a 
thorough induction program (Harris et al, 2001; Schofield, 2001).  Snell and Hart (2007: 54) 
conclude that apprentices who were most satisfied with their training were most likely to be 
‘employed on a large industrial site where there was peer support and optimism’.  
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Training-related factors 

Positive outcomes for apprentices and trainees also depend on the quality of training provided 
on-the-job and off-the-job, where applicable.   Ensuring a quality training environment is not an 
issue that can be addressed by the industrial relations system alone and requires coordination of 
efforts between those responsible for monitoring employers and those with oversight of 
Registered Training Organisations (RTOs).  What research has shown is that the best quality 
training outcomes occur where there is a combination of on-the-job and off-the-job training 
(Schofield, 2001; Strickland et al, 2001; Harris et al, 2003; Snell & Hart, 2007). 
 
Access to off-the-job training 

Any measures which can support trainees and apprentices’ access to off-the job training, 
including through paid time off, are very important.  Completion rates for apprentices and 
trainees were highest when apprentices and trainees participated in off-the-job and on-the-job 
training (Cully & Curtain, 2001a: 17).  Access to off-the-job training responds to concerns that 
apprentices and trainees are not developing enough general and transferable skills; only 
providing on-the-job training may result in a narrow focus on skills specific to one workplace 
(Schofield, 2000).  Access to regular off-the-job training can also be especially important as a 
source of peer support for apprentices and trainees; this would be of particular benefit to those in 
smaller workplaces, who are more likely to be the only apprentice or trainee employed and who 
are at greater risk of not completing (Snell & Hart, 2007: 75).  In the absence of off-the-job training, 
traineeships in particular are less likely to achieve their skill formation objectives, even though 
they may continue to be successful as a labour market entry program (Cully & Curtain, 2001b).   
 
Quality of on-the-job training 

Apprentices and trainees attach considerable importance to their on-the-job learning, seeing it as 
their best opportunity to develop practical and transferable skills (McDonnell-Phillips, 2000).  In 
Callan’s (2001: 20) study, three quarters of apprentices and trainees who completed their training 
were satisfied with the training provided on-the-job.  In their review of training in Victorian 
apprenticeships and traineeships, Mc-Donnell-Phillips (2000: 7) singled out the high quality of on-
the-job training provided to apprentice hairdressers and chefs and to health trainees.  However, 
the quality of on-the-job training is a common reason cited by apprentices and trainees who do 
not complete their training.  Many respondents in Callan’s (2001: 24) study of Queensland non-
completers reported that their reasons for leaving included their work supervisor not being 
sufficiently skilled to provide them with the training they expected. 
 
In a study of Gippsland trainees and apprentices, some participants reported that they were 
expected to work without the supervision of qualified trainers, often for extended periods of time 
(Snell & Hart, 2007: 80).   
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This comment from a female who had left a chef apprenticeship was typical: 
 

We were just left there, when my understanding was that I would have that since I wasn’t qualified, 
that I should have a qualified person with me – that never happened … I trained people … in my 
first, second year. (aged 19) 

 
As well as the availability of qualified supervision, apprentices and trainees expect on-the job 
training to include structured and planned opportunities for development, not just ‘incidental and 
accidental’ on-the-job learning (Schofield, 2001: 242).  The quality of on-the-job training is not just 
related to completion rates but suggests a deeper problem with the quality of VET outcomes.  
Many current apprentices and trainees report being dissatisfied with the quality of their on-the job 
training (McDonnell-Phillips, 2000: 24).   
 
There are several possible responses to improve the quality of on-the-job supervision of 
apprentices and trainees.  First, employers could be required to ensure that a suitably qualified 
person is rostered on to supervise apprentices and trainees.  A further suggestion is that 
supervisors undergo some kind of training themselves or accreditation.  One recently completed 
apprentice replied when asked what changes were needed: 

 
The employers have to be there to make time.  I think that employers going to a tutorial class at 
regular intervals would be a good idea.  (Callan 2001: 49) 

 
While providing ‘training for the trainers’ was frequently suggested by focus group participants 
in Snell and Hart’s (2007: 96) study, the reality is that many employers, when left to their own 
devices, will continue to see training and development as a ‘third-order issue’ (Schofield, 2001: 
250).   
 
These responses coincide with the characteristics of workplaces identified by Schofield (2001: 248-
249) as capable of supporting quality training, which could be developed into benchmarks or 
standards: 
 

• The workplace supervisor/mentor/coach has the skills to provide day-to-day support to each 
apprentice-trainee, has the skills to undertake fair, valid and reliable assessment of workplace 
competence; 

• The company ensures that the apprentice/trainee is given adequate time to reflect on their on-the-job 
learning and participate in off-the-job training, notwithstanding operational pressures. 

 
Quality of training assessment   

A widespread concern about the current training system, especially in traineeships, is the 
prevalence of ‘tick and flick’ training (Snell & Hart 2007: 48).  This is a frequently mentioned 
reason for leaving, especially among trainees whose main reason for starting a traineeship was to 
gain a qualification (see Cully & Curtain, 2001a).  



The link between industrial arrangements and skill reform, final report, November 2008 

Workplace Research Centre, University of Sydney             24 

 This focus group participant in a Victorian study of apprentices and trainees felt that the 
workplace assessments lacked any value and credibility: 

It’s just like nothing.  You just get your boss to tick things off when you do them.  The workbooks 
are simplistic.  (Office Administration Trainee).  (Schofield, 2001: 243) 

 
Evidence that older employees in particular were diverted onto traineeships by their employer in 
order to access a wage subsidy also undermines the credibility of the training provided by 
traineeships.  The result is that older trainees who did not complete ‘appeared to have seen 
relatively little value in undertaking formal, in-work training’ (Cully & Curtain, 2001a: 30).   
 
This is not just an issue raised by former trainees.  ‘Tick and flick’ training also undermines the 
confidence of other employers in the traineeship system.  An employer focus group participant 
told Snell and Hart (2007: 49): 

They come out with that certificate II or III but they are useless to the next employer… they say I 
have got certificate whatever, well big deal what can you do and what sort of equipment have you 
used, so they are thinking they are selling you something and they have got nothing. 

 
Trainees and apprentices saw their off-the-job training as being of most benefit when it was 
challenging, useful and relevant to their jobs.  Trainees and apprentices valued qualified, 
knowledgeable and helpful teaching staff and instructors (Schofield 2007: 242-243).  In Snell and 
Hart’s study of training in the Gippsland region of Victoria, some apprentices and trainees who 
did not complete their training identified ‘tick and flick’ training as a problem among some 
private training providers, while other participants in the study noted that the local TAFE 
institutes had a problem retaining experienced instructors during the skills shortage (Snell & Hart, 
2007: 80-81).   
 
Travel to off-the-job training 

Many apprentices, especially in regional areas, may have to travel considerable distances to attend 
off-the-job training (Snell & Hart, 2007: 56-57; see also Harris et al, 2001: 230).    The ‘double shift’ 
of following work with off-the-job training is also a strain, especially for those needing to travel or 
working shifts (such as in hospitality) (Harris et al, 2001: 230).  Those who need to travel long 
distances to attend training also incur significant costs (Snell & Hart, 2007: 57). 

 
It was a bit much for them to expect apprentices that they are paying $250 a week to spend half their 
wage on petrol getting [to off-the job training]. (male, engineering apprentice, aged 19) 

 
The New South Wales Government provides some support to assist apprentices and trainees to 
attend off-the-job training.  Apprentices and trainees who travel more than 120 kilometres, in a 
round trip, to attend off-the-job training qualify for the Vocational Training Assistance Scheme 
(VTAS).  Apprentices and trainees may also be eligible for concessions for travel on public 
transport.  Apprentices in their first and second year are also eligible for a concession on their car 
registration.   
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Supporting training among non-apprentice/trainee employees 

As a final point, it is not just employees who were undertaking an apprenticeship or a traineeship 
who nominate lack of time off to attend off-the-job training as a reason for not completing a 
course.  Only one in five people in Australia undertaking nationally recognised vocational 
education and training are doing so as part of an apprenticeship or traineeship (NCVER, 2007).  
Most VET students are doing so of their own initiative, combining study with work (NCVER, 
2007).  A survey of VET students who leave their course with no recorded achievement found that 
one in five would have completed the course if they received more support from their employer 
(Callan, 2005: 21).  Lack of employer support was the most common reason that did not relate to 
the course content or delivery. 
 
Further support for the idea that employer initiatives could improve the amount of vocational 
education and training undertaken by the workforce comes from the Survey of Education and 
Training (SET) conducted by the Australian Bureau of Statistics in 2005.  The survey showed that 
922,000 New South Wales residents aged between 15 and 64 (or one fifth of the population aged 
15-64 and not in school) wanted to undertake work-related training but were prevented from 
doing so.  As Table 6 shows, work-related pressures were the most common reasons given for not 
undertaking training.  The most common main reason, given by more than one in six, was too 
much work.  As these totals include people not currently in the workforce, this figure would be 
higher if only residents currently in work were counted.  Similarly, one in seven said that a lack of 
employer support prevented them from undertaking training.  Cost pressures have led many 
employers to reduce their commitment to providing on-the-job and off-the-job training for 
existing workers (ACIRRT, 2002).   
 
Table 6 : Main reason did not do any work-related training although wanted to, by age group 

(NSW only)(%) 

Reason 15-24 25-34 35-44 45-54 55-69 Total 

       
Work-related reasons 39 39 34 43 36 38 

 Too much work 16 15 16 26 22 18 
 Lack of employer support 16 19 15 11 9 15 
 Other work-related reasons 6 4 3 6 4 5 
        
Course-related reasons 17 12 11 10 15 12 

        
Personal or family reasons 11 14 16 10 12 13 

        
Other reasons 33 35 39 37 37 37 

 No time 12 16 20 18 13 17 
 Financial reasons 11 14 10 13 11 12 
 Other 9 5 9 7 13 8 
        
Total 100 100 100 100 100 100 

Source: ABS (2005) Education and Training Experience, Cat 6278 
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One method that employers can take to support employees who complete work-related training is 
to pay workers more on the basis of qualifications.  Employees are reluctant to undertake training 
if they know that it will not result in a pay rise from their employers (CSHISC 2008, WRC 2008).  
This highlights the importance of AQF qualifications being embedded in skills-based classification 
structures in awards.  The SET data also shows that an employer contribution to the cost of course 
fees for relevant vocational training would also increase the numbers of New South Wales 
workers participating in training.  One in nine workers said that financial reasons were the main 
barrier to undertaking training.  For some employees, these barriers could be overcome if course 
costs were reimbursed by the employer.   
 
Employers can consider a range of initiatives to encourage employees to pursue vocational 
education and training, including reimbursement of relevant course costs, time off for study 
purposes, and a career path that recognises the attainment of nationally recognised qualifications 
relevant to the employee’s job. 
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Section 3: Existing award arrangements that support 
quality VET outcomes 
This section is based on an analysis of the provisions related to training in 12 New South Wales 
state awards.  The following state awards were selected for analysis as they provide a cross 
section of key industries in which apprentices and trainees are most commonly employed and also 
provide a comprehensive list of award conditions: 
 

• Shop Employees (State) Award  
• Clerical and Administrative Employees (State) Award  
• Building and Construction industry (State) Award  
• Restaurants, &c., Employees (State) Award  
• Hairdressers’ &c. (State) Award  
• Transport Industry (State) Award  
• Metal, Engineering and Associated Industries (State) Award  
• Miscellaneous Workers’ – Kindergartens and Child Care Centres, &c. (State) Award  
• Commercial Travellers, &c., (State) Award 
• Cleaning and Building Services Contractors (State) Award. 

 
In addition, the following Training Wage state awards were analysed: 

• Training Wage (State) Award  
• Miscellaneous Workers’ – Kindergarten and Child Care Centres, &c. (State) Training Wage 

Award. 
 
To take into account the effectiveness of the award provisions in operation, interviews were 
conducted with stakeholders including employer associations, unions and group training 
organisations with a focus on the metal and engineering, child care and hospitality industries.  
Where appropriate, their insights have been incorporated into the analysis. 
 

Provisions relating to wages and allowances 

There is considerable debate in labour economics about the effect of minimum wage levels on 
demand for employment.  Since its inception, the Australian Fair Pay Commission has been 
required to take into account the likely effect on unemployment when considering adjustments to 
the federal minimum wage.  This context is likely to shape the yet-to-occur debate over how to 
harmonise multiple award rates of pay as part of the award modernisation process. 
 
While acknowledging that debate, it is contended that there are several reasons to consider that 
higher apprenticeship and traineeship wages will not necessarily reduce the number of 
apprentices and trainees.  The first reason is that at a time when there is strong need for 
apprentices and trainees, the current level of apprentice and trainee pay is acting as a disincentive 
to commence a traineeship or apprenticeship.  Surveys discussed in the previous section made it 
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clear that more young people would start an apprenticeship if the levels of pay were increased 
and numerous reports have recommended increases to apprenticeship pay, especially for first and 
second year apprentices.  The second reason, also discussed in the previous section, is that many 
employers do not consider that the current wage rates for apprentices are too high, and a sizeable 
minority of employers actually support increasing the level of pay for apprentices and trainees.   
 
Given this evidence, there is no convincing argument for harmonising apprenticeship and wage 
rates at the lowest level.  Rather, there is every indication that harmonising wage rates to the 
highest current level would improve retention of current apprentices and trainees, encourage 
more people to commence apprenticeships and traineeships, and would not significantly deter 
employers from engaging apprentices and trainees. 
 
A brief analysis of three areas with traditional apprentices as well as the pay rates for trainees 
reveals some significant variations in rates between the state and federal jurisdictions.  There is no 
consistent pattern across industries.  Apprentice carpenters receive generally higher rates under 
the state award, while apprentices in the metals and engineering trades generally receive higher 
rates under the federal award.  Apprentice cooks receive higher rates under the federal award. 
 
Adult rates 

The low level of apprentice and trainee pay acts as a particular disincentive for older people to 
commit to training.  Therefore, the inclusion of separate adult rates of apprentice pay is well 
justified.  There was strong support from all stakeholder groups for the inclusion of adult rates for 
apprentices in awards.  As the examples in Table 7 make clear, there are a number of state and 
federal awards that already provide for separate wage rates for adult apprentices. 
 
Table 7: State awards with apprenticeship provisions with separate wage rates for adult 

apprentices 

 State Federal 

Building and Construction Yes No* 
Metal and Engineering Yes Yes 
Hospitality (Cooks) No No 
* There is an adult rate in the federal award for trainee quarry workers in NSW 

 
Competency-based progression through wage levels 

 
In recent years, there has been a concerted effort to move towards competency-based progression 
through apprenticeships in place of the former time-served principle.  While broad support 
among training providers, employer groups, employers and unions has been achieved in some 
industries, the move toward competency-based progression has been contested by some parties in 
some industries for a variety of reasons.  The Metals and Engineering sector has achieved the most 
progress toward implementing competency-based progression.   
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Progression in relation to apprentices is most clearly spelt out in the federal Metal Engineering 
and Associated Industries Award 1998: 
 

4.2.6 Apprentices 

4.2.6(j) The wage rates mentioned in clause 5.3 may be varied with the approval of the relevant 
parties to this Award according to the apprentice affected, and the relevant apprenticeship authority 
to allow for progression between wage levels based on the gaining of agreed competencies and/or 
modules instead of the year of the apprenticeships.  For example the appropriate proportion of the 
minimum training requirements associated with the year of the apprenticeship could only be used to 
identify progression from one percentage rate to the next. 

 
Among the stakeholders involved in the metals and engineering sector interviewed as part of the 
project, there was broad support for competency-based progression.  After some initial confusion, 
it was clarified, through an amendment to the relevant Vocational Training Order (see Section 5), 
that the employer, apprentice and RTO are all required to agree before progression can be 
achieved ahead of time.  Stakeholders acknowledged that not all industry groups in other sectors 
were as supportive of competency-based progression, largely because of concerns that training 
standards would be weakened.  A secondary concern, often mentioned by individual employers, 
is the additional wages cost incurred by apprentices moving more quickly through the wage 
scales.  Industry groups saw competency-based progression in a more positive light, interpreting 
it as a method where the pay for an individual apprentice can increase more quickly at the same 
time as increasing the productivity of the apprentice for the employer. 
 
Allowances, overtime rates and penalty rates 

Given the findings of Bittman et al (2007), there is a strong case to maintain and expand the 
payment of allowances to apprentices and trainees in order to maximise their income.  In addition 
to the special allowances rolled into the hourly rate, travel allowances and special fares 
allowances for apprentices are paid to apprentices under the Building and Construction Industry 
(State) Award (cl.  38.11, 38.12).   
 
The Metal, Engineering and Associated Industries (State) Award provides for the tradesperson’s 
tool allowance to be paid to apprentices using the same percentage basis as the wage differentials 
(cl 5.9.1 (d) (ii)). 
 
General allowances paid to all employees are also an important component of apprentices’ and 
trainees’ total income under some awards.  For example, under the Restaurants, &c., Employees 
(State) Award, all employees may be eligible for a laundry allowance.  This is paid at the same 
rate to apprentices as non-apprentice employees.  If this allowance were rolled into the average 
wage rate for normal employees, apprentices would receive proportionately less despite having 
the same expense. 
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Reimbursement of course costs 

A number of state awards currently contain provisions entitling apprentices to a reimbursement 
of course fees and other costs incurred in relation to training.  For example, the Building and 
Construction Industry (State) Award provides: 
 

39.5 TAFE and Other Approved Training Provider Fees — The fees for attending such school or 
correspondence class shall be paid by the employer by whom the apprentice is employed. Such fees shall be 
paid at the beginning of each school year. 

 
The Clerical and Administrative Employees (State) Award contains a broader provision that 
applies to non-trainees undertaking recognised training:3 
 

25.5 Any costs associated with standard fees for prescribed courses and prescribed textbooks (excluding those 
textbooks which are available in the employer's library) incurred in connection with the undertaking of training 
shall be reimbursed by the employer upon production of evidence of such expenditure. Provided that 
reimbursement shall also be on an annual basis subject to the presentation of reports of satisfactory progress. 

 
Provisions in the Miscellaneous Workers’ – Kindergartens and Child Care Centres, &c. (State) 
Award entitle trainees required to undertake an Associate Diploma Level to have their course 
costs paid by the employer and to have paid time off to attend off-the-job training:  
 

9 Wages 
(vii) (c) The employer shall, in respect of each trainee Advanced Child Care Worker, pay all fees and charges 
necessary to attend and complete the said course and shall, if necessary, allow the employee time off duty 
without deduction of pay to attend the said course. 

 
 
Stakeholders held a range of views about how reimbursement of course costs worked in practice.  
Generally, it was felt that employers taking on apprentices (and to a lesser extent, trainees) 
recognised the value of training and were prepared to assist with reimbursements.  The funding 
arrangements for apprentices were a relevant consideration.  As funding from state and federal 
governments meets the course costs of apprentice training through TAFE, employers were only 
liable for the administration fee, amounting to a few hundred dollars each year.  Further, as was 
identified in Section 2, apprentices and trainees in recognised skill shortage areas may be eligible 
to receive a $500 training voucher to assist with course costs.  Stakeholders did not perceive that 
the entitlement for reimbursement of other costs, such as text books, was widely used and did not 
represent a major impost on the employer. 
 

                                                      
3 Clerical Trainees are covered by the Training Wage (State) Award, not the Clerical and Administrative 
Employees Award 
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Provisions related to workplace conditions 

Leave to attend training 

In the small sample of state awards investigated, all awards required employers to release trainees 
and apprentices to attend off-the-job training in accordance with their training plan.  For example, 
the Restaurants, &c., Employees (State) Award provides for trainees: 
 

28.4.7 The employer shall ensure that the trainee is permitted to attend prescribed off the-job training and is 
provided with on-the-job training approved by the Relevant State Training Authority. 

 
Trainees employed under the Miscellaneous Workers’ – Kindergarten and Child Care Centres, &c. 
(State) Training Wage Award are protected by a similar provision: 
 

5. Training Conditions 
(c) The employer shall ensure that the Trainee is permitted to attend the training course or program provided 
for in the Training Contract and shall ensure that the Trainee receives the appropriate on-the-job training. 

 
In the interviews, all stakeholders agreed that apprentices and trainees being given time off to 
attend off-the-job training was not usually a problem.  Stakeholders conceded denial of time off 
may happen on occasion, especially among smaller employers, but this can often be excused 
under the ‘unforeseen emergency’ category.  A more common problem raised by a number of 
stakeholders is employers not giving trainees time on-the-job to complete training requirements 
and leaving it for ‘homework’.  It was felt that this is more common in traineeships than 
apprenticeships.  In particular, confusion is likely to occur where the mode of delivery of the 
training is not classroom-based.  While the award and the training contract requires the trainee to 
be released on pay to ‘attend’ training or undertake assessment, employers may interpret this as 
not applying to time spent by the trainee completing training materials online or by 
correspondence. 
 
 
Hours 

Unreasonable hours and being required to work unpaid hours were common frustrations for 
apprentices and trainees.  The Training Wage (State) Award contains general provisions to protect 
trainees from being required to work overtime where it would interfere with the training 
program.  However, the provision is general and, as it currently stands, any specific exclusions or 
limits would need to be incorporated into individuals’ training contracts or modern awards.   
 

6. Employment Conditions 

(g) 
(i) The Training Contract may restrict the circumstances under which the Trainee may work overtime and 
shiftwork in order to ensure the training program is successfully completed. 
(ii) No Trainee shall work overtime or shiftwork on their own unless consistent with the provisions of the 
Parent Award. 
(iii) No Trainee shall work shiftwork unless the relevant parties to this award agree that such shiftwork makes 
satisfactory provision for Structured Training. Such training may be applied over a cycle in excess of a week 
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but must average over the relevant period no less than the amount of training required for non-shiftwork 
Trainees. 

 
However, as training contracts are based on a standard template, in practice no such restrictions 
are in place. 
 
The Building and Construction Industry (State) Award contains a much stronger prohibition on 
overtime for apprentices: 
 

39.1 Limitation of Overtime — 
(i) No apprentice under the age of 18 years shall be required to work overtime unless he/she so desires. 
(ii) No apprentice shall, except in an emergency, work or be required to work overtime at times which would 
prevent his/her attendance at technical school as required by any statute, award or regulation applicable to 
him/her. 
(iii) An apprentice shall not work overtime except under the direction of a tradesperson. 

 
The final version of the National Employment Standards (NES) released on 16 June 2008 provide a 
minimum standard for working hours, including the circumstances under which a request to 
work additional hours is unreasonable (the NES become effective 1 January 2010).  The employer 
must consider a range of factors including the employee’s family responsibilities, health and 
safety risks, and period of notice given in assessing whether the request to work additional hours 
is unreasonable (s 12 (4) of the NES).  Consideration could be given in any future amendments to 
the NES to including work-related training or study commitments as a ground for refusing to 
work additional hours.   
 
Stakeholders did not feel that the working of additional hours was a particularly important issue 
in practice, in part because apprentices today are older and on average have access to better 
transport arrangements than before. 
 
Supporting training among non-apprentice/trainee employees 

Apprentices and trainees make up only a minority of people engaged in vocational education and 
training.  Approximately 80 per cent of VET students are not trainees or apprentices.  In the 
previous section, it was identified that the most common reason for students dropping out of VET, 
other than course-related reasons, is lack of support from work.  Employees have also cited time 
pressures from work and lack of support from work as one of the reasons why they have not 
undertaken training (ABS, 2005; WRC, 2008; CSHISC, 2008).   
 
Therefore, any provisions that provide employer support to encourage workers to pursue VET 
studies would improve course completion rates.  The Metal, Engineering and Associated 
Industries (State) Award includes the following such provision: 

5.2.3 (b) Any costs associated with standard fees for prescribed courses and prescribed textbooks (excluding 
those textbooks which are available in the employer's technical library) incurred in connection with the 
undertaking of training shall be reimbursed by the employer upon production of evidence of such expenditure. 
Provided that reimbursement may be on an annual basis subject to the presentation of reports of satisfactory 
progress. 
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Under the Clerical and Administrative Employees (State) Award, time in training, where it is 
required by the employer, is paid, and available for all employees: 
 

25.4 If training is undertaken at the employer's request during ordinary working hours the employee concerned 
shall not suffer any loss of ordinary pay. 

 
Paid leave for training is also made available under the Metal, Engineering and Associated 
Industries (State) Award: 
 

5.2.3 (a) Where as a result of the consultation referred to at subclause 5.2.1, including with the employee 
concerned, it is agreed that additional training should be undertaken by an employee, that training may be 
undertaken either on or off the job. If the training is undertaken during ordinary working hours, the employee 
concerned shall not suffer any loss of pay. The employer shall not unreasonably withhold such paid training 
leave. This shall not prevent the employer and employee(s) agreeing to paid leave for other relevant training. 

 
The Miscellaneous Workers’ – Kindergartens and Child Care Centres, &c. (State) Award contains 
two provisions relating to leave for study and training purposes.  The first effectively guarantees 
that any time spent in training by a full-time employee is paid time by entitling the employee to 
time in lieu: 
 

30 Professional Development, Training and Planning 
(b) The employer may request an employee to attend any courses in non-term time or after hours relating to 
professional development, training and planning. The employee cannot unreasonably refuse to attend such 
courses, provided that a full-time employee who receives no more than four weeks' annual leave in a calendar 
year shall receive time in lieu for time spent at any courses outlined in this clause. 

 
A second, more specific provision in the award, inserted as a result of the 2006 pay equity decision 
([2006] NSWIRComm 64), provides that, an employee undertaking a Certificate III or a Diploma in 
Children’s Services, whether as a trainee or not, is entitled to paid study leave for the purpose of 
attending an examination: 
 

31. Examination and Study Leave 
An employee who for the purpose of obtaining the Certificate III in Children’s Services or the Diploma in 
Children’s Services enrols at a College of Technical and Further Education shall be granted leave with pay on 
the day of any examination required in the course. Provided that such leave of absence shall only be approved 
where a month's prior notice is given to enable alternate staffing arrangements to be effected. 

 

Stakeholders recognised time off to attend training as an important part of the training experience.  
In child care, staff shortages often prevented trainees and others from being released to attend 
training.  This phenomenon has been widely noted in other health and community services 
industries (WRC, 2008).  The Liquor Hospitality and Miscellaneous Union (LHMU) is working 
with the Federal Government on ways to address this as part of the National Early Years 
Workforce Strategy.  This is part of the $533 million program to have teacher-led care for 4 year 
olds (Gillard 2008).  To achieve this, there will need to be considerable upskilling of existing 
employees, because otherwise those willing to be 4-year university trained will seek out the better 
pay and conditions available in primary school teaching.   
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Provisions related to training 

Supervision by qualified tradespeople 

The Training Wage (State) Award contains a general provision requiring appropriate supervision, 
with the specific terms to be covered in individual trainees’ training contracts: 
 

5. Training Conditions 
(d) The employer shall provide a level of supervision in accordance with the Training Contract during the 
Traineeship period. 

 
Stronger provisions, such as the following clause from the Building and Construction Industry 
(State) Award, place appropriate limits on the number of apprentices to the number of qualified 
tradespeople, to ensure quality supervision is available: 
 

39.3 Proportion — 
(i) Proportion of apprentices to tradesperson shall not exceed one apprentice to two tradesperson or fraction 
thereof. Such proportion is to be calculated on the average number of tradesperson employed for the preceding 
six calendar months. 
(ii) If through lack of work the services of a tradesperson must be dispensed with the foregoing proportion 
shall, as far as possible, be maintained by lessening the number of trainee apprentices employed. 
(iii) Should the services of a trainee apprentice be dispensed with by an employer through lack of work, such 
trainee shall have preference of employment with such employer when work is available should the trainee be 
still unemployed. 
(iv) This clause shall not affect the proportion of apprentices to tradesperson for whom approval has been 
granted prior to the operation of this award. 

 
In practice, apprenticeship centres and group training companies were mindful of the need for 
apprentices and trainees to be supervised by appropriately qualified tradespeople but some 
believed that ratios were unnecessarily restrictive.  As an example, such a ratio does not take 
account of apprentices’ increasing skill levels as they progress.  In practice, a third-year apprentice 
may require little supervision. 
 
For trainees working in child care, the Miscellaneous Workers’ – Kindergarten and Child Care 
Centres, &c. (State) Training Wage Award provides for trainees to be supervised by a suitably 
qualified worker (namely, someone with a higher qualification than the one being undertaken by 
the trainee) as well as providing the supervisor with time to devote to providing quality 
instruction and assessment of the trainee:   
 

5. Training Conditions 

(d) The employer shall provide supervision of the Trainee by a designated qualified member of staff (the 
workplace supervisor), who is required to have an early childhood qualification of Diploma of Social Science 
(Child Studies) or equivalent or higher. The workplace supervisor shall be provided with appropriate non-
contact time during working hours each week to allow the workplace supervisor to undertake evaluation of the 
Trainee and to do record keeping. The role of the workplace supervisor is to supervise the conduct of the 
Trainee in the workplace, to coach the Trainee so that they maximise their learning opportunities and assist in 
assessing the Trainee’s skills. 
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A separate provision in the Miscellaneous Workers’ – Kindergarten and Child Care Centres, &c. 
(State) Training Wage Award places limits on the number of trainees each centre can employ, 
based on the number of places the Centre has.  This effectively creates a ratio of trainees to 
qualified staff. 
 

6. Employment Conditions 

(j) The maximum number of approved Trainees in any centre will be based on the registered number of child 
care places as shown below: 
centres up to 25 places - 1 trainee 
centres up to 26-44 places - up to 2 trainees 
centres up to 45-60 places - up to 3 trainees 
centres up to 60 places - up to 4 trainees. 

 
The appropriate supervision arrangements for trainees and apprentices are clearly dependent on 
the nature of the role and the industry and should be determined on an industry by industry 
basis.  It would therefore be difficult to harmonise supervision arrangements across awards 
without undermining the purpose of the provision. 
 
 
Quality of supervision 

One approach to improve the quality of supervision given to trainees and apprentices is to 
provide incentives for employees to acquire skills and qualifications in training.  For example, the 
Metal, Engineering and Associated Industries (State) Award provides for qualified trainers to 
receive a higher duties allowance: 
 

5.9.1(e) Trainer/Supervisor/Co-ordinator — Technical — A Trainer/Supervisor/Co-ordinator — Technical is 
an employee who is responsible primarily for the exercise of skills in technical fields as defined, up to the level 
of his/her skill and competence and who is additionally involved in the supervision/training of other technical 
employees. Such an employee shall receive not less than 107% of the rate of pay applicable to the employee's 
technical classification. 

 
However, stakeholders observed that this allowance was often absorbed into higher shop rates 
and was not widely followed in practice. 
 
 
Travel to off-the-job training 

As was reported in the previous chapter, the cost of travel to off-the job training is a difficulty 
encountered by many apprentices and trainees, especially in regional areas.  In recognition of this, 
a number of awards require employers to reimburse excessive costs incurred by the apprentice or 
trainee in attending off-the-job training.  For example, in the Metal, Engineering and Associated 
Industries (State) Award: 
 

5.2.3 (c) Travel costs incurred by an employee undertaking training in accordance with this subclause which 
exceed those normally incurred in travelling to and from work shall be reimbursed by the employer. 
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The Clerical and Administrative Employees (State) Award contains an identical provision: 
 

25.6 Travel costs incurred by an employee undertaking training in accordance with this clause which exceed 
those normally incurred in travelling to and from work shall be reimbursed by the employer. 

 
Other quality of training provisions 

A very common complaint recorded in all of the quantitative and qualitative studies was that 
apprentices and trainees strongly resent not being provided with quality training and instead 
being used as cheap labour.  One provision that may reduce this from happening is found in the 
Building and Construction Industry (State) Award: 
 

39.2 Prohibition of Labouring Work, Etc. 
(i) An apprentice shall be deemed to be working at the trade when he/she is working in association with a 
tradesperson upon the material and with the tools of trade usually used by a tradesperson. 
(ii) An apprentice shall not perform any other work than with the materials and tools of trade usually used by a 
tradesperson. 
(iii) An apprentice with less than two years' experience shall not use a swing scaffold or bosun's chair. 

 
This however is a matter where extensive award provisions may be unnecessary.  During 
interviews, it was clear that the provisions of the Apprenticeship and Traineeship Act 2001 do give 
DET inspectors reasonable power to pursue employers the Department believes are not providing 
on-the-job training to trainees consistent with their obligations under training contracts. 
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Section 4:  Training provisions and allowable award 
matters 
 
Since 1996, the former Federal Government pursued a policy of limiting the scope of matters 
contained in awards.  In 1997, the former Government commenced a process of award 
simplification, limiting the number of allowable award matters to 20 as well as stating a policy to 
reduce the number of awards.  This process was accelerated in 2006 with the commencement of 
the Work Choices amendments, which further reduced the number of allowable award matters to 
16, as well as changing the relationship of workplace agreements to awards.  The pre-Work Choices 
no disadvantage test, which ensured that employees moving from awards to a collective 
agreement or Australian Workplace Agreement (AWA) could not be made worse off, was 
abolished.  Workplace Agreements would only need to meet a new safety net, the Australian Fair 
Pay and Conditions Standard (AFPCS), comprising a minimum wage for the relevant 
classification, and a national standard for annual leave, unpaid parental leave, weekly ordinary 
hours, sick leave and family leave.   The Federal Government will abolish the AFPCS and replace 
it with ten National Employment Standards (NES), applicable to every federal employee from 1 
January 2010.  Under Labor’s Forward with Fairness industrial relations policy, employees will be 
protected by the NES and any applicable modern award.   
 
After the passage of Work Choices, state awards that had applied to constitutional corporations 
were drawn into the federal system.  This section considers the status of training-related 
provisions in New South Wales awards as they are affected by Work Choices and the Forward with 
Fairness proposals. 
 
 

Work Choices 

Following the commencement of the Work Choices amendments to the Workplace Relations Act in 
March 2006, New South Wales award coverage no longer applied to constitutional corporations.  
Constitutional corporations and their employees that were previously bound by state awards 
were now covered in the federal system by notional agreements preserving a state award 
(NAPSAs), or in the case of enterprise awards, preserved state agreements (PSA).  Provisions from 
the state award were transferred into the new agreement types and continued to apply, provided 
that they were not prohibited content as defined. 
 
The NAPSA could be replaced by a workplace agreement (whether a collective union agreement, 
a collective employee agreement, or an Australian Workplace Agreement).  Until March 2007, to 
be valid, the workplace agreement only needed to meet the five minimum standards in the 
Australian Fair Pay and Conditions Standard (AFPCS).  After March 2007, a fairness test applied 
which required workplace agreements to leave employees no worse off against a number of 
conditions in the NAPSA or federal award it was to replace.  However, the list of award 
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conditions which had to be retained or compensated for did not include training-related 
provisions. 
 
The available data suggests that workplace agreements made after the commencement of Work 
Choices (especially before the introduction of the fairness test) removed many employee 
entitlements that had previously been contained in awards.  In a study of 339 non-union employee 
workplace agreements in the hospitality and retail industries, only 14 per cent of agreements 
made any mention of apprentices or trainees apart from providing for trainee wage rates (Evesson 
et al, 2007: 22).  Access to AWA data is much more difficult, but data from the Office of the 
Employment Advocate in April 2007 showed that most AWAs made after the commencement of 
Work Choices reduced pay and conditions such as overtime, penalty rates, shift loadings, and 
allowances (Davis, 2007). 
 
In relation to awards, Work Choices restricted award content to 16 allowable award matters.  
Provisions for apprentices and trainees were not included among the 16 allowable matters.  Work 
Choices also removed skill-based classification structures from awards and placed them into 
separate Australian Pay and Classification Scales (APCS), as part of the reforms that transferred 
responsibility for setting wage rates from the Australian Industrial Relations Commission (AIRC) 
to the Australian Fair Pay Commission (AFPC). 
 

Forward with Fairness 

To replace the Work Choices regime, the Labor Federal Government has proposed a two-tier safety 
net.  First, the National Employment Standards (NES) will replace the AFPCS.  There are ten 
National Employment Standards (Parliament of Australia, 2008): 

• hours of work; 
• parental leave; 
• flexible work for parents; 
• annual leave; 
• personal, carers and compassionate leave; 
• community service leave; 
• public holidays; 
• information in the workplace; 
• notice of termination and redundancy; and 
• long service leave. 

 
As is clear from the list, the NES does not include any employment standard relating to training. 
 
The second tier of employment standards under Labor’s Forward with Fairness system is to be a 
system of ‘modern awards’ determined by the AIRC.  Under the Federal Government’s policy, 
workplace agreements will not be able to disadvantage an employee compared to what they 
would receive under the relevant award.  Employees not covered by an agreement will be 
covered by the relevant award, if any, as well as the NES.  Modern awards will therefore be 
central to establishing minimum standards in their industry or occupation.   



The link between industrial arrangements and skill reform, final report, November 2008 

Workplace Research Centre, University of Sydney             39 

Modern awards may deal with the following matters:4 
 

(a) minimum wages (including wage rates for junior employees, employees with a disability and employees to 
whom training arrangements apply), and: 

(i) skill-based classifications and career structures; and 
(ii) incentive-based payments, piece rates and bonuses; 

 (b) type of employment, such as full-time employment, casual employment, regular part-time employment and 
shift work, and the facilitation of flexible working arrangements, particularly for employees with family 
responsibilities; 

(c) arrangements for when work is performed, including hours of work, rostering, notice periods, rest breaks 
and variations to working hours; 

(d) overtime rates; 
(e) penalty rates, including for any of the following: 

(i) employees working unsocial, irregular or unpredictable hours; 
(ii) employees working on weekends or public holidays; 
(iii) shift workers; 

(f) annualised wage or salary arrangements that: 
(i) have regard to the patterns of work in an occupation, industry or enterprise; and 
(ii) provide an alternative to the separate payment of wages, or salaries, and other monetary 
entitlements; and 
(iii) include appropriate safeguards to ensure that individual employees are not disadvantaged; 

(g) allowances, including for any of the following: 
(i) expenses incurred in the course of employment; 
(ii) responsibilities or skills that are not taken into account in rates of pay; 
(iii) disabilities associated with the performance of particular tasks or work in particular conditions or 
locations; 

(h) leave, leave loadings and arrangements for taking leave; 
(i) superannuation; 
(j) procedures for consultation, representation and dispute settlement. 

 
Modern awards may also include terms that are incidental to a term that is required or 
permissible in the award or essential for the purpose of making a particular term operate in a 
practical way (s576M).  Finally, a modern award may contain a term dealing with any matter 
specified in an award modernisation request (s576J2).  Modern awards may not contain terms that 
breach freedom of association provisions (s576Q), terms that deal with right of entry (s576R), 
terms that are discriminatory (s576S), or terms that deal with state-based differences (s576T) (a 5 
year phasing in period applies to this provision from the date the modern award commences). 
 
In the first instance, training-related provisions could be argued to be incidental to the effective 
operation of skills-based classifications, and therefore an allowable matter under the heading for 
wages.  Nationally recognised vocational education and training provides the benchmark for 
determining whether skills based criteria have been met.  The advantage of this approach is that 
training-related provisions can be bundled together and do not become so easily fragmented 

                                                      
4 Workplace Relations Act 1996, s 576J(1)) 
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across awards.  In the alternative, certain particular provisions relating to training could be argued 
to fall under other allowable award matters.  
 
Table 8 summarises the types of provisions relating to training found in New South Wales awards 
that support quality VET outcomes and which allowable modern award matter they fit under.  On 
the basis of the evidence presented in this report, we would contend that there are strong policy 
grounds for including a range of training-related matters in awards.  It is also desirable to keep 
training-related matters as one coherent set of conditions, rather than dispersing them through an 
award. 
 
Table 8: Applicability of training-related provisions to modern award matters 

Type of provision Allowable modern award matter  

Separate adult apprentice wages (a) minimum wages  

Allowances (e.g. tool allowance) (g) allowances  

Reimbursement of course costs (g) allowances* 1 

Leave to attend training/exams (h) leave, leave loading, and arrangements for taking leave  

Restrictions on overtime (c) arrangements for when work is performed, including 
hours of work, rostering, notice periods, rest breaks and 
variations to working hours 

2 

Supervision by qualified 
tradespeople 

Incidental to (a) – effective operation of skill-based classifications-  

Ratio of apprentices/trainees to 
qualified tradespeople  

Incidental to (a) – effective operation of skill-based classifications-  

Incentive for trainers to be 
qualified 

(g) allowances** 3 

Reimbursement of costs for 
travel to off-the-job training 

(g) allowances* 1 

Restrictions on unskilled work  Incidental to (a) – effective operation of skill-based classifications-  

Notes: 
1  Act includes, under subsection (g) allowances, “including for ..(i) expenses incurred in the course 
of employment”. 
2  The NES includes a right to refuse unreasonable request to work overtime; however, this does not 
make reference to training or study commitments.   
3  Act includes, under subsection (g) allowances, “including for ..(ii) responsibilities or skills that are 
not taken into account in rates of pay”. 

 
In summary, existing training-related provisions fall within the scope of the allowable award 
matters.   
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Section 5:  Interaction of Awards with other Instruments 
 
The relationship between awards and training outcomes cannot be considered in isolation.  There 
are a variety of training and employment instruments that interact with awards to establish 
enforceable rights and obligations on all the parties involved in the training and employment 
relationship. 
 
This section considers these instruments in two parts.  In the first part, the enforceable rights and 
obligations created by the hierarchy of training instruments, starting with the Apprenticeship and 
Traineeship Act 2001 (NSW) and including Vocational Training Orders (VTOs), the training 
contract, and the training plan, are detailed.  The hierarchy of training instruments creates general 
obligations that need not be replicated in awards but which lack specificity.  In the second part, 
the training provisions found in a sample of union and employee collective agreements are 
compared with the training provisions identified in awards in Section 3.  The analysis of Work 
Choices collective agreements shows that training provisions are not widely taken up in 
agreements at the enterprise level. 
 

Training legislation 

Apprenticeships and Traineeships Act 

The Apprenticeship and Traineeship Act 2001 empowers the Commissioner for Vocational Training 
to create trade and traineeship vocations and to issue vocational training orders for those 
vocations.  The Act also details the process for creating an apprenticeship or traineeship.  This is 
achieved through the apprentice or trainee and the employer entering into a training contract.  
The Act describes the process for varying, terminating, transferring, and completing an 
apprenticeship or traineeship.  Disputes about apprenticeships and traineeships may be taken to 
the Vocational Training Tribunal (with the right of appeal to the Appeals Tribunal and ultimately 
the Industrial Relations Commission of NSW), which can resolve the dispute by issuing a 
vocational training direction. 
 
Sections 13 and 14 of the Act also directly detail the general duties of employers and apprentices 
and trainees: 
 

13 Duties of employers under apprenticeships and traineeships 

(1) The employer of an apprentice or trainee must, in accordance with the relevant training 
plan, take all reasonable steps:  

(a)  to enable the apprentice or trainee to receive the work-based component of the required 
training, in particular by providing all necessary facilities and opportunities to acquire the 
competencies of the vocation concerned, and 

(b)  to enable the apprentice or trainee to obtain an appropriate qualification for that vocation, 
in particular:  
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(i)  by releasing the apprentice or trainee as required for attendance at the relevant 
registered training organisation, and 

(ii)  by liaising with the relevant registered training organisation in relation to the 
apprentice’s or trainee’s attendance and participation in the training provided by the relevant 
registered training organisation. 
(2) The employer of an apprentice or trainee must discharge his or her obligations under the 
apprenticeship or traineeship as an employer of the apprentice or trainee. 
 
16 Duties of apprentices and trainees under apprenticeships and traineeships 

(1) An apprentice or trainee must, in accordance with the relevant training plan, make all 
reasonable efforts:  

(a)  to acquire the competencies of the vocation concerned, and 
(b)  to obtain an appropriate qualification or qualifications for that vocation. 

(2) An apprentice or trainee must discharge his or her obligations under the apprenticeship or 
traineeship as an employee of the employer. 
 

 
More specific provisions relating to the conduct of apprenticeships and traineeships are left to 
vocational training orders, training contracts, and training plans. 
 
Vocational Training Orders 

 
Vocational Training Orders (VTOs) establish the requirements for an apprenticeship or 
traineeship in a particular trade or calling, including the term of the apprenticeship or traineeship, 
the qualification that must be completed as part of the apprenticeship, and any other training that 
must be undertaken by the apprentice or trainee as part of the apprenticeship or traineeship.  The 
Act also empowers the Commissioner to add such other items as he or she considers appropriate 
(s 6). 
 
VTOs are prepared by the Commissioner for Vocational Training in consultation with 
stakeholders, including industry skills councils, employer groups, unions and registered training 
organisations.  The legislation5  requires that apprentices for a particular trade or calling be 
covered by a relevant award or agreement before a vocational training order can be made.  In 
practice, this means that the processes are combined and negotiating a new vocational training 
order will also require agreement between the parties to vary the terms of the relevant award.  For 
example, before VTOs governing part-time and school-based apprenticeships and traineeships 

                                                      
5 s17 Conditions of training and employment for persons employed as apprentices and trainees 

An employer that employs a person as an apprentice or trainee in a recognised trade vocation or recognised traineeship 
vocation:  
(a)  must provide work-based training in accordance with the relevant vocational training order for that vocation, and 
(b)  must employ the person under conditions no less favourable than those set by the provisions of the relevant 
industrial award or agreement, 
whether or not an apprenticeship or traineeship has been established for the apprentice or trainee. 
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could be made, relevant state awards needed to be varied to make provisions for these types of 
apprenticeships and traineeships.  Where the existing coverage is predominantly in the federal 
jurisdiction, liaison may take place between the Commissioner for Vocational Training and federal 
award parties.   
 
Training Contracts 

 
The agreement between employer and apprentice or trainee is formalised through a training 
contract.  A training contract has effect as if it were a deed duly executed by the employer and the 
apprentice or trainee.  Training contracts are based on an agreed national framework.  They are 
template agreements that record the term, qualification, employer and training provider for a 
particular apprenticeship or traineeship.  The Federal Government funds Australian 
Apprenticeship Centres (AACs) to assist employers and apprentices and trainees to complete the 
contracts. 
 
In the training contract, the employer agrees to release the apprentice or trainee to attend training 
and pay the appropriate wages to attend training.  The employer also agrees to provide 
appropriate facilities and experienced supervision to support on-the-job training.  The training 
contract does not specify what constitutes appropriate supervision or on-the-job training facilities.  
The training contract also does not address reimbursements by the employer of course fees or 
other costs incurred by the apprentice or trainee in the course of their training.  A full excerpt of 
the employer and apprentice/trainee obligations under the training contract is in Appendix 2.   
 
New South Wales legislation requires that the training contract specify the award or other 
industrial instrument under which the apprentice or trainee will be employed.6 
 
Training Plans 

 
Whereas the training contract is executed between the apprentice or trainee and the employer, the 
training plan is primarily the responsibility of the registered training organisation (RTO) and is 
signed by the RTO, employer and apprentice or trainee.  In the training plan, the parties agree on 
the qualification that the apprentice or trainee will undertake, the competencies that will be 
undertaken to achieve that qualification (subject to the VTO), and the competencies for which 
credit has been granted.  Otherwise, the training plan sets dates for assessment and monitoring of 
the apprentice or trainee’s progress with the training component.  The training plan does not alter 
or address any conditions of employment. 
 

                                                      
6 Apprenticeship and Traineeship Act 2001, s 7 (3) (b) 
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Industrial Instruments 

 
National Employment Standards 

 
As already detailed in the previous section, the National Employment Standards (NES) will be 
universal standards applying to all employees covered by the federal jurisdiction, irrespective of 
the type of agreement they are employed under.  The NES contains ten basic standards and makes 
no mention of training conditions or entitlements. 
 
Industrial Relations (Child Employment Act) 2006 – NSW 

 
In response to the former Federal Government’s Work Choices legislation, the NSW Government 
introduced the Industrial Relations (Child Employment) Act 2006.  This Act has the effect of ensuring 
that any child (i.e. under 18 years old) who is employed in New South Wales by a constitutional 
corporation is no worse off (suffers no net detriment) than if he or she were employed on the 
relevant state award.  Employers are required to keep records relating to any child employee and 
make them available to state inspectors upon request.  The Act also provides protection from 
unfair dismissal to child employees (excluding apprentices and trainees) of constitutional 
corporations who would otherwise be employed on a state award.   
 
In the interviews with stakeholders as part of the research for this project, this legislation was 
viewed as complicating an already complex landscape of instruments relating to apprentices and 
trainees.  Much of the perceived complexity stemmed from confusion concerning the effect and 
application of the law as well as the effort involved in compliance.  Stakeholders did not perceive 
it greatly changed the cost of employing an apprentice or trainee.  This is to be expected, given 
that even after the commencement of Work Choices, most apprentices and trainees continued to be 
employed on either state awards or NAPSAs.  Differences in the timing and amount of wage 
increases arising from State Wage Case decisions and AFPC decisions were the main source of 
confusion. 
 
Collective Agreements and Australian Workplace Agreements 

 
As awards are not the only form of employment instrument, it is also necessary to consider how 
awards interact with other forms of workplace agreements, namely collective agreements and 
individual AWAs. 
 
Unfortunately, it is not possible to provide an analysis of training-related provisions in AWAs 
because the federal Department of Education, Employment and Workplace Relations (DEEWR) 
does not make the agreements publicly available.  A study in 2000 of 450 AWAs, together with 88 
Western Australian Workplace Agreements and 122 Queensland Workplace Agreements, found 
that individual agreements were less likely to include training provisions than union collective 
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agreements (Pickersgill & Arsovska, 2000).  We also know that 72 per cent of AWAs in 2006 were 
comprehensive, replacing the award completely.  Of those AWAs that covered employees under 
18 years of age, only 21 per cent had provisions for entry-level training; 14 per cent described how 
training was conducted; and 4 per cent gave an entitlement to training leave (DEWR 2007: 98).  
The department did not release information about apprentice- or trainee-specific provisions, 
although this data was collected according to the coding frame, suggesting that numbers were so 
low they were not reported.  In any case, the Federal Government has legislated to prevent further 
AWAs being made, though existing AWAs may continue to operate until their expiry.   
 
Consequently, we focus on the interaction of award provisions relating to apprentices and 
trainees with collective agreements.  In light of the current award modernisation process, we have 
focused on analysing a sample of collective workplace agreements, both union agreements and 
non-union agreements (‘employee collective agreements’), from the federal jurisdiction.   
 
The DEWR report referred to above also recorded the instance of training provisions in federal 
collective agreements registered between 2002 and 2006.  Most agreements (79% in 2002-2003, 78% 
in 2004-2006) contained a general training arrangement.  General training arrangements included 
either an employer’s obligation to provide training or an employee’s obligation to participate in 
training.  Almost two thirds of agreements (62% in 2002-2003 and 63% in 2004-2006) included 
arrangements for entry-level training, which usually referred to apprentice or trainee rates of pay 
(DEWR 2007: 61).  Table 9 also shows that the proportion of collective agreements covering 
recognition of prior learning, the proportion detailing how training is to be provided, and the 
proportion offering training leave declined from 2002-2003 to 2004-2006. 
 
Table 9: Training provisions in federal collective agreements, 2002 to 2003 and 2004 to 2006 

% of agreements Provision 

2002-2003 2004-2006 

General training arrangements 79 78 
Entry-level training 62 63 
Recognition of prior learning 30 19 
How training is provided 50 45 
Training leave 26 18 
Source: DEWR Workplace Agreements Database, taken from DEWR 2007, 61. 

 
However, tabulations of the incidence of certain types of provisions do not indicate the nature of 
any enforceable right concerning training, if any, is created by the agreement.  Furthermore, the 
spread of collective bargaining coverage and the nature of training vary markedly between 
industries.  We therefore conducted an analysis of the types of provisions related to training 
found in federal collective agreements.  We draw the agreements from three case study industries:  
Child Care; Hospitality; and Metals and Engineering.  The agreements were sourced from the 
Workplace Research Centre’s (WRC’s) Agreements Database and directly from the Workplace 
Authority’s website.   
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A list of the agreements used in the analysis is included in Appendix 3.  The remainder of the 
chapter considers the following issues: how agreements deal with apprentices and trainees; the 
types of provisions found in agreements that relate to apprentices and trainees; and the types of 
provisions found in agreements that relate to training for the general workforce. 
 
 
Provisions relating to Apprentices and Trainees 

 
In relation to provisions relating to apprentices and trainees, we identify four types of provisions.  
Particularly since the 2006 Work Choices amendments to the Workplace Relations Act 1996, it has 
been common for collective agreements to exclude the operation of the relevant award.  In 
relation to how agreements deal with apprentice wages and conditions in general, four patterns 
were identified: 
 

• Agreements that apply to all employees, and that incorporate the terms of the award to the 
extent they are allowable 

• Agreements that apply to all employees, exclude the award but include their own 
classifications, including apprentices and/or trainees 

• Agreements that exclude the award, do not include apprentices and/or trainees within 
their classifications, and which only apply to employees listed in the classifications 

• Agreements that apply to all employees, exclude the award, but do not include apprentices 
and/or trainees within their classifications. 

 
 
Agreements that apply to all employees, and that incorporate the terms of the award to the 

extent they are allowable 

 
As part of the Work Choices changes, numerous provisions in the federal Metal, Engineering and 
Associated Industries Award 1998 (and many others) were deemed non-allowable matters.  The 
content of collective agreements was not restricted to the same extent.  Therefore, a number of 
collective agreements, particularly in manufacturing, were created to preserve the conditions of 
the (federal) award.   
 
Although such agreements may not make explicit reference to apprentices or trainees, the 
reference to the award ensures that they can be employed under the collective agreement.  In 
practice, the terms and conditions for apprentices and trainees remain substantially the same as if 
they were employed on the award. 
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The following clause illustrating this pattern is taken from the National Engineering (Workshop) 
Agreement: 
 

B. Parties and Persons Bound. 

(i) The Company in respect to all of its employees engaged in any of the occupations, industries or 
callings specified in the Metal and Engineering & Associated Industries Award, 1998. 
(i)(ii) Employees of the Company, who are engaged in any of the occupations callings or industries 
specified in the Parent Award. 
… 
D. Relationship to Parent Award. 

(i) The terms and conditions of this agreement shall prevail over the provisions contained in the 
Parent Award which apply to the relevant employees, to the extent of any inconsistency. The Parent 
Award will apply to matters not contained in this Agreement, unless contrary to law. 
(ii) This agreement is to be interpreted wholly in conjunction with the relevant Parent Award with 
the exception of Parts 2 and 3 and clauses 1.9.2 and 4.2.3. 
… 
10. Wage Rates and Remuneration. 

(i) The minimum pay rates applicable to this Agreement shall be those as prescribed in the Parent 
Award and as updated from time to time. 
 
Source: National Engineering Pty Limited (Workshop) Employee Collective Agreement 2006, CAEN0671461 

 
Agreements that apply to all employees, exclude the award but include their own 

classifications, including apprentices and/or trainees 

 
This type of arrangement for apprentices and trainees is more common in union agreements.  
However, interviews with stakeholders revealed that even in the more heavily unionised metals 
and engineering sector, it is quite common for collective agreements not to incorporate apprentice 
rates and classifications, leaving them outside the agreement and based on the award.  The 
AMWU indicated that they will usually include as part of their claim for apprentices to receive 
their differential based on the shop rate, but are not always successful. 
 
In this circumstance, the award does not operate in respect of apprentices and trainees.  Wage 
rates for apprentices and trainees will be calculated relative to the shop rate, which is usually 
higher than the award rate.  Apprentices and trainees may also be eligible for allowances and 
entitlements paid to employees under the enterprise agreement. 
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This following clause from the Agi Engineering union collective agreement illustrates this pattern: 
 

13. APPRENTICES 

13.1 The terms of the Agreement will apply to apprentices, including adult apprentices, except 
where it is otherwise stated or where special provisions are stated to apply. Apprentices may be 
engaged in trades or occupations provided for in this clause where declared or recognised by an 
Apprentice Authority. 
13.2 The minimum weekly wage and hourly rate for apprentices will be as follows: … 
 
Source:  Agi Engineering Wollongong Pty Limited Workplace Agreement 2006, CAUN061230346 

 
Agreements that exclude the award, do not include apprentices and/or trainees within their 

classifications, and which only apply to employees listed in the classifications 

 
Under this scenario, the agreement appears closed.  However, as it does not apply to all 
employees of the workplace, only those covered by the classifications listed in the agreement, 
there is scope for apprentices and trainees to be employed under the relevant award.   
 
In this situation, apprentices’ wages are calculated relative to the award rate, not the shop rate.  
Apprentices and trainees may also not receive allowances or other entitlements paid to other 
employees under the enterprise agreement. 
 
The Eaton Electric Systems employee collective agreement is an example of this approach: 
 

Application of this Agreement 

This Workplace Agreement is made between Eaton Electric Systems Pty Ltd (Eaton) and all Full 
time, Part-time and Casual Stores and Manufacturing Employees for work performed in any of the 
classifications set out at Annexure 1 at the 10 Kent Road Mascot site. 
… 
Annexure 1 Classifications and Rates of Pay 

Classification 
Electrical Tester 
Toolmaker 
Tradesperson 
Machinist 
Process Worker 

 
Source: Eaton Electric Systems Pty Ltd Employee Collective Agreement, CAEN06254137 

 



The link between industrial arrangements and skill reform, final report, November 2008 

Workplace Research Centre, University of Sydney             49 

Agreements that apply to all employees, exclude the award, but do not include apprentices 

and/or trainees within their classifications 

 
In this pattern of agreements, there is no reference to apprenticeships or traineeships at all and the 
agreements do not refer to any award that may provide for apprenticeships or traineeships.  Many 
Work Choices agreements, especially employee collective agreements, seek to operate to the 
complete exclusion of any relevant award.  These agreements contain their own wage rates and 
classifications.  Agreements may include a classification structure that reflects the particular 
circumstances of the business.  The classification structure may or may not make reference to 
particular trades, apprenticeships or qualifications.   
 
In this pattern, the instrument regulating the employment of any apprentice or trainee who may 
be employed at that workplace is unclear.  Any apprentice employed in that workplace is not 
employed on the award.  It is also unclear if apprentices and trainees could be employed under 
the workplace agreement.  Until the commencement of Forward with Fairness, it is likely that the 
terms and conditions for the apprentice or trainee need only satisfy the relevant Australian Fair 
Pay and Conditions Standard, including the relevant APCS. 
 

The Norris agreement in manufacturing is an employee collective agreement applying to all 
employees and operating to the exclusion of all awards. 
 

1.2 Parties 

The parties to this agreement are the company and the employees. 
1.3 Area of operation  

This agreement applies to the operations of the company at the sites and replaces all other 
agreements, awards and understandings pertaining to employment of the employees by the 
company. 
 
Source:  Norris Industries Pty Ltd Collective Agreement 2006, CAEN06710645 

 
The Norris agreement lists five grades.  Only Grade 5 makes a reference to being a tradesperson 
and having qualifications.  It may be that workplaces covered by such agreements do not 
currently employ apprentices and trainees.  However, they may wish to do so in the future and 
their agreement structure could act as a barrier to investing in training. 
 
In summary, even where workplaces are covered by a federal collective agreement, it is still 
possible for an award to regulate the terms and conditions of apprentices and trainees.  This may 
be because the agreement makes reference to the award or because the agreement does not apply 
to apprentices and trainees.  Furthermore, even where the agreement does replace the award and 
provide for apprentices and trainees, the return of a no-disadvantage test means that awards will 
continue to set the standards for apprentices and trainees’ employment conditions in collective 
agreements. 
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Specific Provisions relating to Apprentices and Trainees 

There were a few instances of agreements containing more specific provisions relating to 
apprentices and trainees.  In one instance, there was a general commitment that did not give rise 
to any particular enforceable right or claim: 
 

19.6 APPRENTICES 

The terms of this Agreement will apply to apprentices. The Company maintains its commitment to 
apprentice training and an annual review will occur on the Company's needs and where possible a 
yearly intake will be maintained. 
 
Source:  Electrolux Home Products Pty Ltd - Orange Workplace Agreement 2006- 2009, CAUN 
06318877 

 
In some instance, the agreements specified the training process in some manner.  For example, the 
FORGACS Engineering Group Enterprise Agreement provides for apprentices to be rotated 
between sites and roles: 
 

7.10 Apprentices 

... 
Rotation amongst sites in the Newcastle area, and amongst facets of the operation at other sites, will 
be part of the process of building experience during the apprenticeships.  These rotations will be 
typically in the order of 6 monthly cycles, with January and July being the new start dates for 
rotations. 
 
Source:  FORCGACS Engineering Group Enterprise Agreement 2006-2009, CAUN061210768 

 
Parties may also specify in the collective agreement which training providers will be used by 
apprentices, as in the Continental ACE agreement: 
 

16. Training and development 

Apprentices: The company is committed to maintaining the required level of fully trained 
skilled trades persons necessary for it to maintain its position as one of the premier 
suppliers of conveyors in the world.  Accordingly the Company will continue to recruit 
apprentices in line with maintaining such a skill base.  Such apprentices shall be trained in 
line with national standards.  The Company shall use local TAFE resources to ensure 
adequate control is exercised throughout the apprenticeships. 
 
Source:  Continental ACE (Somersby) Pty Ltd Agreement 2006, CAEN061345214 

 
However, these provisions are the exception and not the norm; the vast majority of agreements 
examined do not contain any provision for apprentices and trainees beyond wage rates. 
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Provisions relating to general workforce training 

Section 3 considered provisions in awards that are intended to promote participation in VET by 
the general workforce.  In the early stages of enterprise bargaining in Australia, workplace 
training featured strongly in workplace agreement making, which was intended to implement the 
structural efficiency principle.  Evidence suggests that in more recent times, especially since the 
introduction of Work Choices, training has been much less of a priority in workplace bargaining.  In 
the WRC’s recent study of collective agreements in the retail and hospitality industries, less than 
half of all agreements had a provision relating to training for the general workforce (Evesson et al, 
2007: 23).  This part examines the types of clauses relating to general workforce training that were 
found within the sample of collective agreements. 
 
Classification structure based on APCS 

Agreements that had adopted the relevant award classification structure were more likely to 
include a section providing for a competency-based structure to provide improved career 
opportunities for employees.  Reference to the classification structure and competency standards 
limits employer discretion to refuse to support claims for employees’ training costs. 
 
For example, the following section from the Pandrol union collective agreement commits the 
parties to develop a training plan based on the competency standards set by the relevant Training 
Board: 
 

COMPETENCY BASED TRAINING  

Pandrol plant employees have established a training system based on the Competency Standards as 
set by the former National Metal and Engineering Training Board. Pending any subsequent more 
favourable determination by the Australian Fair Pay Commission relating to Australian Pay and 
Classification Scales in respect to these classifications, this system has been a valuable outcome from 
the previous agreement and will provide a steady increase in all skills within the plant to achieve a 
more highly skilled and flexible work force. 
With the system now operational, Pandrol will encourage the development of all employees and 
base rewards on the attainment of appropriate skills. All employees are committed to continually 
improving their skills through the Competency Based system which will now lead to improved 
career opportunities. 
Parties agree to further advance the competency based training system through regular planned 
meetings and to develop a plan for such advancement within six (6) months of the date of this 
agreement. The implementation of the plan has to be fully implemented within the life of this 
agreement. 
Pandrol will continue to support employees wishing to study further to obtain formal qualifications 
related to their current roles or future careers within the Company. 
 
Source:  Pandrol Australia Pty Ltd Workplace Agreement 2006-2009, CAUN061196338 
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Employer support for individual training 

Some metals and engineering union collective agreements included a section on training, 
establishing a right for employees to paid training time and reimbursements for study expenses.  
These arrangements were usually scaffolded by the classification structure and in essence 
reproduce the training provisions contained in the state and federal Metals Awards. 
 
The following clause is an example of this from the Essilor union collective agreement: 
 

13. TRAINING 

The parties to this agreement recognise that in order to increase the efficiency, productivity and 
international competitiveness of the optical industry, a greater commitment to training and skill 
development is required. Accordingly, the parties commit themselves to: 
a. Developing a more highly skilled and flexible workforce; 
b. Providing employees with career opportunities through appropriate training to acquire additional 
skills compatible with and portable within the industry 
c. no loss of pay as a result of training 
d. text book & excess travel reimbursement and general costs of training course. 
 
Source:  AMWU and Essilor Australia Pty Ltd Collective Agreement 2006-2008  

 
Employer support at employer discretion 

There was some evidence that agreements in the child care sector are moving in a similar 
direction.  The 2006 multiple business agreement between the ABC Development Learning 
Centres and the LHMU represented a considerable shift in industrial relations in the child care 
sector.  ABC franchises account for a quarter of the child care market nationally.  The Agreement 
secured provisions requiring employees and employers to share the costs of training; however, 
the employer retains discretion over whether to fund training: 
 

40 Study support 

The employer will arrange, free of charge, for the provision of training from a training provider 
nominated by the employer to allow approved employees to obtain the qualifications of Certificate 3, 
Diploma in Children’s Services and Advanced Diploma in Children’s Services.  The eligibility 
criteria and conditions of this training will be in accordance with a policy developed by the 
employer, which may be subsequently varied by the employer during the life of this agreement. 
 
Source:  ABC Developmental Learning Centres LHMU Multiple Business Agreement, 
CAUN071444391 

 

The ABC agreement also provides for the employer to meet the cost of training ‘where there is a 
legislative or employer requirement for an employee’ to have a current licence, clearance or 
certificate, such as first aid, basic cookery, or use of an epi-pen (s 16.1, ABC Developmental 
Learning Centres LHMU Multiple Business Agreement).  An employer will only have to pay for 
time spent in training where it occurs during normal working hours; otherwise it is at the 
employee’s expense.   
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In a similar vein, the following clause from a hospitality employee collective agreement reduces 
employers’ obligation to pay for time spent at training: 
 

9.3 TRAINING 

The Company is committed to providing training and development opportunities to increase the 
professionalism and effectiveness of all employees and the organisation. 
The Company may, at its discretion, provide external training courses. Attendance to such training 
will be voluntary. Employees will not be paid during attendance of such training. 
All required company training will be conducted at the Company's expense and in paid time. Where 
practical, such training will be conducted during an employee's normal hours. 
 
Source:  Customs House Café Pty Ltd (trading as Café Sydney) Collective Agreement 2006-2009, 
CAEN0652553 

 
In-house training 

The licensing and accreditation requirements for child care centres were also addressed in other 
collective agreements analysed.  The usual pattern was for these clauses to establish that training 
would take place in-house, would occur during ordinary working hours, and otherwise limit the 
employer’s obligation to support training. 
 
The following clause is an example from the Cubbyhouse Childcare employee collective 
agreement: 
 

13. TRAINING AND ABILITY TO PERFORM WORK 

13.1 The Employer will provide in-house training to employees throughout the year. Training will be 
provided during working hours and employees who are required to attend will be paid for the time. 
13.2 Supervisors are required to attend a weekly training session on Friday each week. The session 
will cover accreditation, programming and evaluation, roll marking and other training as required. 
This session will be held during the span of ordinary hours and employees will be paid for 
attendance. 
13.3 Employees are expected to positively participate in training and to apply skills acquired in the 
course of their duties throughout the year. 
 
Source:  Cubbyhouse Childcare Australia Workplace Agreement 2006, CAEN0666638 
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General commitment to training 

The final type of training clause concerns a general commitment to training, often including 
recognition of competency standards.  These provisions do not give rise to any enforceable rights 
and are often based on similar clauses found in the Metals Award or other award. 
 
For example, this clause is taken from the MCM Manufacturing Collective Agreement: 
 

12.0 Training 

The parties to this agreement recognise that in order to increase efficiency, productivity and 
international competitiveness of Engineering, a commitment to training and skills development must 
be maintained. 
Accordingly, the parties commit themselves to: 
a. develop a more highly skilled and flexible workforce 
b. providing employee with career opportunities through appropriate training to acquire additional 
skills 
c. remove barriers to the utilisation of skills acquired (i.e. Demarcation) 
d. The company will provide appropriate training to employees in accordance with capabilities of 
the individual and the needs of the business 
e. Employees will be encouraged to actively participate in the training of other employees if special 
skills or knowledge is held 
f. In anticipation of the implementation of the competency standards, employees will be assessed on 
a combination of skills accrued and the skills required for the job.  Employees may be reclassified in 
accordance with national competency standards and implementation procedures. 
 
Source: MCM Manufacturing Pty Ltd Collective Agreement, CAEN06996944 

 

No mention of training 

Given the option of determining appropriate arrangements for training at the workplace level, 
most employers make no reference to training in their collective agreements.  In fact, 37 of 47 
hospitality workplace agreements from New South Wales included in the WRC’s agreements 
database and 3 of the 4 child care employee collective agreements analysed in this section make 
no mention of training.  Training was more frequently included in metals and engineering 
agreements, with approximately a third of such agreements mentioning some form of general 
training matter. 
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Conclusion 

 
In the federal jurisdiction, the commencement of Work Choices made it much easier to make 
collective agreements that do not follow the standards set by the relevant award, with the 
following consequences: 
 

• It is very common for collective agreements to include rates for apprentices and trainees, 
but no other provisions regulating their employment or training 

• It may be unclear what employment arrangements, if any, apply to apprentices and 
trainees employed in workplaces that exclude all relevant awards but do not make 
provision for apprentices and trainees in their collective agreement 

• Agreements that do contain provisions for apprentices and trainees are likely to have 
adopted the standards and frameworks contained in the relevant award 

• Most agreements do not make any provision for the general workforce to participate in 
training 

• Of those few agreements that do, the provision more often than not makes no reference to 
the Australian Qualifications Framework (AQF) or other external standards, undermining 
quality assurance and skill transferability within industries. 

 
 
Among the metals and engineering collective agreements analysed, there was a range of 
approaches to apprentices and trainees and training in general.  Most agreements provided for 
apprentices and trainees, either directly or through reference to the federal Metal, Engineering 
and Associated Industries Award 1998.  Approximately half of these agreements included 
apprentice rates expressed as a differential of the shop rate.  It was very rare, however, for 
agreements to contain any other provisions relating to apprentices and trainees or general 
workforce training.   
 
Separate to this, there were agreements that were clearly not based on the federal Metal, 
Engineering and Associated Industries Award 1998.  These agreements, in the main, did not 
include any reference to apprentices or trainees or use the Metals Award Classification Structure 
but many featured extensive sections on training and skill development for the existing 
workforce. 
 
In hospitality, it was common for agreements to be closed agreements, excluding the terms of all 
relevant awards.  Nearly all of the New South Wales hospitality agreements analysed by WRC as 
part of the Enforceable Rights Project included rates for apprentices and/or trainees but no other 
arrangements to support apprentices and trainees.  Very few hospitality employee collective 
agreements included any reference to training for the general workforce.  Both these observations 
can be explained by the high incidence of pattern agreements observed in the hospitality sector, 
which was described in the Enforceable Rights report (Evesson et al, 2007: 27-30).   
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In child care, only a small number of collective agreements have been made, suggesting a high 
reliance on the state award/NAPSA, especially among community-based centres.  Trainee rates of 
pay were included in the small number of agreements that were available to be analysed.  In 
relation to general workforce training, provisions largely responded to the licensing conditions for 
child care centres requiring workers to be qualified in areas such as first aid.  The employee 
collective agreements restricted paid training time to ordinary work hours.  Some agreements, 
including the ABC multi-employer agreement, provided some support for existing employees 
undertaking further training (particularly toward the Diploma qualification), albeit with 
restrictions.  This is further evidence that employer investment in training is stimulated by 
industry-level standards more than enterprise-level initiatives. 
 

Of those collective agreements that do provide for some form of employee training, a limitation is 
that most do not refer to nationally recognised qualifications and instead are based around 
responding to employer needs as they arise.  Such training is not subject to quality assurances 
under the AQF and undermines skill transferability within industries. 
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Section 6:  Advantages of an award-led approach  
 
Award modernisation is an opportunity to develop a flexible, contemporary standard for 
employers and employees in relation to training.  The inclusion in awards of appropriate 
provisions that promote quality VET outcomes has five principal advantages: 

1. Awards are the dominant form of instrument covering apprentices and trainees in 
New South Wales. 

2. Awards establish a strong standard of employment and training conditions for 
apprentices and trainees, who would otherwise be severely disadvantaged by 
individual bargaining. 

3. Awards provide the foundation for an obvious and effective enforcement regime that 
is integrated into the main system of employment regulation and not separate to it. 

4. Awards provides for flexibility at the industry level, promoting mobility of skills and 
viable career paths. 

5. Employee entitlements in awards are less susceptible to abuse than alternative 
approaches to monetary incentives designed to improve VET outcomes. 

 
 

Recognising employer preferences 

Awards still play a dominant role in determining the wages and conditions for many workers, 
notwithstanding the operation of Work Choices.  This is equally so for apprentices and trainees.  In 
2006, the Workplace Research Centre conducted the Eastern Seaboard Industrial Relations Survey 
(ESWIRS), a representative survey of workplaces in New South Wales, Queensland and Victoria 
(see Considine & Buchanan, 2007).  Unpublished data from ESWIRS shows that awards were the 
dominant form of industrial instrument in a majority of New South Wales workplaces where 
apprentices were employed.  Table 10 shows that, as at March 2006, state awards were the 
dominant industrial instrument in four in ten New South Wales workplaces where apprentices 
were employed.  Federal awards were the main form of coverage in a further one in five 
workplaces. 
 
Table 10: Dominant form of industrial coverage by whether workplace has apprentices (%) 

(weighted by workplaces) 

Dominant form of coverage Does not employee 

 apprentices* 

Employs  

apprentices** 

All workplaces*** 

State EBA 9.2 8.0 8.8 
Federal EBA 3.1 4.5 3.6 
State Award 47.2 41.8 45.4 
Federal Award 13.1 22.4 16.2 
AWA 0.5 0.7 0.6 
Informal individual 26.9 22.5 25.4 
Total 100 100 100 
Source:  ESWIRS, WRC   Note: * N=42383; ** N=21179; *** N=63562 
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Even after Work Choices commenced, the majority of apprentices and trainees in New South Wales 
continued to be employed under state awards (as NAPSA’s).  The Department of Education and 
Training collects information on the employment arrangements of apprentices and trainees.  The 
information is collected from the training contracts.  Of those signing a training contract in 2007, 
73 per cent of apprentices and 55 per cent of trainees commencing in 2007 were employed under 
the state award (presumably, this also includes those apprentices and trainees actually employed 
under a NAPSA).  A further 17 per cent of apprentices and 13 per cent of trainees were employed 
under a federal award.  Less than one in fifteen apprentices were employed on an AWA, whereas 
one in five trainees were employed on an AWA.  Communications and mining were the only 
industries where there were more trainees covered by AWAs than state or federal awards.  A full 
breakdown by industry is provided in Table 11. 
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Table 11: NSW Apprenticeships and Traineeships commenced in 2007, by type of 

employment arrangement 

INDUSTRY Australian 

Workplace 

Agreement 

Certified 

Agreement 

Federal 

Award 

State 

Award 

State 

Workplace 

Agreement 

Grand 

Total 

Apprentices       
Automotive 3% 1% 57% 39% 1% 3514 
Building and Construction 7% 1% 4% 89% 1% 5159 
Communications 5% 6% 54% 34% 1% 129 
Food Industry 5% 6% 15% 74% 0% 2609 
Forest Industry 5% 0% 45% 35% 15% 20 
Furnishing, Light  
Manufacturing, Textile 

3% 1% 7% 89% 1% 434 

Manufacturing Engineering 14% 1% 25% 57% 2% 2275 
Primary Industry 4% 0% 1% 94% 1% 580 
Process Manufacturing 14% 0% 29% 57% 0% 14 
Retail and Wholesale 1% 0% 0% 99% 0% 1844 
Utilities and  
ElectroTechnology 

9% 2% 6% 77% 5% 3375 

Apprenticeship Total 6% 2% 17% 73% 1% 19953 

       
Trainees       
Arts and Entertainment 13% 0% 21% 60% 6% 67 
Automotive 4% 1% 63% 31% 0% 914 
Building and Construction 21% 2% 18% 58% 0% 606 
Communications 46% 5% 6% 38% 4% 4632 
Community Services  
and Health 

4% 1% 4% 90% 0% 5755 

Finance, Insurance 
and Business Services 

18% 3% 13% 61% 4% 11438 

Food Industry 29% 27% 19% 19% 6% 2141 
Forest Industry 9% 0% 35% 27% 28% 158 
Furnishing, Light  
Manufacturing, Textile 

21% 7% 13% 54% 4% 313 

Manufacturing Engineering 35% 2% 29% 25% 9% 2789 
Mining 58% 7% 13% 18% 3% 701 
Primary Industry 13% 5% 23% 56% 3% 1548 
Process Manufacturing 23% 11% 23% 36% 6% 1566 
Property Services 10% 0% 1% 87% 1% 3309 
Public Sector Industry 2% 0% 1% 93% 3% 1568 
Retail and Wholesale 21% 16% 7% 53% 3% 10831 
Sport and Recreation 10% 2% 24% 63% 0% 406 
Tourism 15% 4% 29% 51% 0% 5826 
Transport and Distribution 21% 5% 9% 48% 17% 7174 
Utilities and  
ElectroTechnology 

5% 4% 3% 37% 51% 323 

Traineeship Total 20% 7% 13% 55% 5% 62065 

Source: NSW Department of Education and Training 
Note: Columns do not add to 100% because of rounding and because an ‘other’ category, comprising 0.2 % of all 

agreements, has been included in the totals. 
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Maintaining a strong standard 

Existing evidence demonstrates that maintaining a strong standard of employment conditions in 
awards is particularly important for young apprentices and trainees, who are disadvantaged by 
individual bargaining.  Young people are intimidated by the prospect of negotiating their own 
wages and conditions (Denniss, 2005).  Furthermore, within the youth labour market, apprentices 
and trainees are more likely than ordinary full-time, part-time and casual workers to report 
problems with their employment conditions and apprentices are more likely to report problems 
with their pay than other employment types (McDonald et al, 2007).   
 
Evidence from Snell and Hart’s (2007: 92) study of apprenticeships and traineeships in the 
Gippsland region ‘suggests [that] AWAs have contributed to some people’s decisions to not 
complete their training’.  One participant in their study explained: 
 

… now all this employer does is use the apprentices for a cheap wage. We were working over Christmas 
and Easter up to 12 hours a day on the basic rate of pay that included Saturdays, Sundays, public 
holidays the whole lot.  I had to sign an AWA at $7.50 an hour, no overtime, no holiday pay, no extras, 
no nothing.  (male, bakery apprentice, non-completer, aged 59) 

 
The commencement of Work Choices caused such a shift in workplace power that employers did 
not need to introduce AWAs to reduce employees’ training-related conditions.  Removing the 
award standard as the floor for agreement-making emboldened employers to unilaterally reduce 
employment conditions, including access to training, and encouraged profit seeking at the 
expense of investment in skills.  A study investigating the effects of Work Choices on women in 
low-paid industries found evidence that employers were exploiting the insecurity of new laws to 
place existing employees onto lower-paying traineeships.  In one case, a woman was offered a 
traineeship contract under which she ‘would not receive an overtime loading until after 50 hours 
per week’, which left her between $13,000 and $17,000 worse off per year (Elton et al, 2007: 73).  In 
other instances, the removal of award protections such as skills-based classifications led to 
workers being redeployed without being offered appropriate training (Elton et al, 2007: 70).   
 
Another reason to ensure that apprentices are protected with strong award provisions is that they 
are less likely than ordinary employees to benefit from above-award payments or receive shop 
rates contained in collective agreements.  Bittman et al (2007) estimate that the average above-
award payment for an apprentice is 9 per cent, a third of the 29.1 per cent above award margin 
received by the typical tradesperson (ABS, 2006).  Removing allowances from awards or rolling 
them into the base rates would disadvantage apprentices and trainees and reduce their overall 
income.   
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Developing an effective enforcement and support regime 

An award-based standard for training lays the basis for an effective enforcement regime.  Regimes 
designed to protect apprentices and trainees and to preserve the quality of VET require strong 
enforcement powers.  On the basis of their findings, Cully and Curtain (2001a: 35) recommended 
expanding the role of state-based Apprenticeship and Traineeship Ombudsman offices (in NSW, 
this function is currently met by the Commissioner for Vocational Training), which currently focus 
on training issues7, to include working conditions as well.  This is precisely the expansion of the 
States’ training power to oversee employment matters which is expressly prohibited by the Work 
Choices regulations.8 However, NSW Office of Industrial Relations inspectors conduct targeted 
industry campaigns to ensure compliance with NSW industrial relations laws which includes joint 
compliance campaigns with NSW Department of Education and Training inspectors. 
 
Trainees and apprentices and their employers hold the existing support arrangements established 
by the previous Federal Government in poor regard.  A central problem is that support 
mechanisms that are not explicitly empowered to deal with the employment contract are of 
limited use to apprentices and trainees in need of support. 
 
Australian Apprenticeship Centres (AACs) are organisations contracted by the federal 
government to ‘provide assistance to employers, Australian Apprentices and training providers 
throughout the duration of the Australian Apprenticeship’ (DEWR/ Snell & Hart, 2007: 116).  They 
are also required to administer incentive payments to employers.  There is a substantial blurring 
of roles, as most organisations contracted to run Australian Apprenticeship Centres are registered 
training organisations, group training organisations or employer groups.  In the course of Snell 
and Hart’s research (2007: 73), it became clear to them that:  
 

Most trainees/apprentices interviewed did not have a clear understanding of what the AAC’s role 
was beyond the sign-up stage, as indeed was also the case with both AACs and Government 
authorities, many of whom gave contradictory information about the extent of the AAC support 
role. 

 
In contrast to the ‘carrot and stick’ approach of withholding incentive payments if employment 
standards are not maintained, any provision contained in an award that related to training is 
capable of being enforced through the relevant Industrial Relations Commission. 
 

                                                      
7 Scope of issues includes ‘adequacy of facilities, range of work and supervision provided by the employer, 
the circumstances in which a training contract was signed, amended or cancelled, failure by the employer to 
register the training contract or failure of the apprentice or trainee to make progress under the training plan’. 
8 Workplace Relations Regulations 2006 – 2.1.5 
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A clear set of standards for apprentices and trainees in a given industry would also improve 
apprentices’ and trainees’ knowledge of their workplace and training entitlements.  McDonnell-
Phillips (2000: 15) found that apprentices and trainees were given only limited information about 
their working conditions, occupational health and safety issues, and pay entitlements.   
 

Limitations of alternative approaches 

Recent Federal Government responses designed to address skills problems have relied on direct 
payments to employers or those undertaking training, rather than making improvements to the 
conditions of trainees and apprentices through the award system.  Current research points to the 
dangers of this approach for the credibility of the training system.  Focusing on individual 
payments without addressing quality of training and workplace issues changes the effect of the 
policy from being a skills development program to a labour market program only intended to 
provide a wage subsidy (Cully & Curtain, 2001b; Callan, 2001: 13; Snell & Hart 2007: 8).  
Apprentices and trainees are also sceptical of the benefits of such an approach (Snell & Hart, 2007: 
60): 

They give you the $500 grant but by the time you have got to pay the school fees you have already 
spent it anyway (male, chef apprentice, in-training, aged 19). 
 

Relying on incentive payments to cover particular costs such as course fees, tools and uniforms 
still requires apprentices and trainees to bear costs upfront and does not address the lack of 
income for apprentices and trainees to meet day-to-day expenses. 
 
Focusing solely on payments-based incentives also sends mixed messages to employers (Snell & 
Hart, 2007: 67-68): 
 

They get $3000 for each long term unemployed they sign up [through Centrelink] … we said to the 
manager one day they aren’t attending the training, why don’t you ring Centrelink and report 
them, … and [management] said, in an off the record manner, if we rang Centrelink and said they 
weren’t coming, then they would take the $3000 for each student off them. (female, retail trainee, 
non-completer, aged 20)   
 
Looking at it and seeing how the whole mechanics of it works, it’s a joke, all it is, is a washing 
machine for them guys to get funds off the government, that is all it is.  (father of male plumbing 
apprentice, non-completer, aged 16) 
 

Industry-based flexibility 

An increasingly important reason to maintain common industry standards for training is to 
maintain quality when apprentices and trainees move between employers either during their 
training or after completion.  While efforts are made to protect the employment of apprentices and 
trainees to ensure they are able to complete their training, data presented in Section Two showed 
that as many as a quarter of non-completing apprentices leave their training because they are laid 
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off by their employer.  Industry-wide standards would also reduce the churn among apprentices 
and trainees, many of whom transfer their training because better pay and conditions were on 
offer elsewhere.  As Cully and Curtain detail (2001a: 28), nearly half (44 %) of all apprentices who 
leave an apprenticeship recommence their training with another employer, although the figure is 
much lower (11 %) for trainees.   
 
Common industry standards also support collaborative approaches to investment in skills, such as 
group training initiatives.  Case study research has revealed group training organisations that are 
working hard to ‘maintain, nurture and enhance labour market standards for areas of work 
traditionally known for not honouring such standards’ (Buchanan & Evesson, 2004: 69).  This kind 
of innovation by group training companies can best be sustained by government pursuing ‘a 
modernised “trade” outlook based on a commitment to structuring jobs on the basis of coherent 
definitions and development of skill’ (Buchanan & Evesson, 2004: 69).  Buchanan and Evesson 
(2004: 70) found that the group training companies studied were able to offer decent work, even in 
undesirable fields, by observing award standards for pay rates, working hours and other 
conditions, while paying above-award rates wherever possible.  Removing these conditions from 
awards would undermine the economic viability of such organisations. 
 
A more mature international debate has also acknowledged that the evidence on bargaining 
arrangements and economic performance shows that industry-level approaches do not lead to 
inferior economic outcomes.  Briggs, Buchanan and Watson (2006: 8 - 15) have drawn on this 
literature to note the benefits of coordinated flexibility as a basis for wages and industrial relations 
policy in the future in Australia. Comparative research has also shown the advantages of a ‘social 
partnership’ approach to vocational training (Lansbury & Pickersgill: 2002).  In a number of recent 
studies the OECD has examined this literature at length and concluded that both single and multi-
employer bargaining arrangements are compatible with economic efficiency (e.g.  OECD 2004, 
2006, 2007).   
 
For these reasons, the report concludes that arrangements for apprentices and trainees should be 
located in industry awards, and not a separate stand alone award.  To maintain their relevance, 
award provisions must be responsive to evolving particular industry standards.  A good example 
is the changing regulations governing child care centres, which have consequent effects for the 
number of trainees that can be employed in each centre.  Integrating apprentices and trainees into 
the same award as other employees would also strengthen classification structures, and thereby 
promote the advantages to existing employees of participating in lifelong learning.  This adopts a 
more expansive approach, linking the apprenticeship to a post-apprenticeship career structure 
(Evans et al, 2006). It would also strengthen articulation from traineeships into apprenticeships.   
On a further practical note, it is also consistent with minimising the number of awards that apply 
to a single workplace.  The desirability of minimising the number of awards that operate in the 
workplace relations system is one of the factors the AIRC must have regard to during the award 
modernisation process.9 

                                                      
9 J. Gillard, Consolidated Award Modernisation Request, 16 June 2008,  3 (d). 
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Conclusion 
 
 
A persuasive body of evidence demonstrates that major problems in the vocational education and 
training (VET) system arise from the quality of the work and training experience.  Job-related 
conditions such as low wages, insufficient time off for off-the-job training, long and irregular 
hours, and workplace bullying and harassment are more likely to contribute to non-completion 
among trainees and apprentices than training-related reasons or personal reasons.  The report 
concludes that improving the working conditions of apprentices and trainees, as well as other 
workers interested in undertaking work-related training, would contribute to improved VET 
outcomes in New South Wales and Australia. 
 
Awards should be the focal point of improvements to the wages and conditions of apprentices 
and trainees and other workers interested in undertaking work-related training.  Awards continue 
to be the dominant form of coverage in a majority of New South Wales workplaces employing 
apprentices and trainees.  Furthermore, many collective agreements do not make adequate 
provision for apprentices and trainees.  In such workplaces, apprentices and trainees will be 
covered by the award rather than the agreement.   
 
Awards are also more likely to contain training-related provisions than most other forms of 
instruments, such as non-union collective agreements and individual workplace agreements.  This 
was demonstrated in the analysis of collective agreements from the metals and engineering, child 
care and hospitality industries made under Work Choices legislation.  Many of these agreements 
were made without reference to the relevant awards.  Employee collective agreements in the 
hospitality industry as well as the employee collective agreements in child care usually included 
rates for apprentices and trainees but no other training conditions.  Many of the same agreements 
also removed all so-called ‘protected award conditions’, including allowances.  In practical terms, 
this means reduced income for apprentices and trainees and less support with the cost of training. 
 
Of the few collective agreements that did contain employer support for training, most gave 
employers considerable discretion and the training was not based on the AQF.  As a result, while 
some employers are investing in training, employees are not being rewarded with qualifications 
that were recognised industry-wide.  This is a lost opportunity, especially as the Federal 
Government continues to focus on upgrading the skills of existing workers as part of its response 
to meeting skills needs. 
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The award modernisation process is a rare opportunity to develop industry-based training 
standards that can maintain the quality of VET outcomes while also providing for enterprise 
flexibility.  Many of the state awards analysed for this report contain such a standard.  In 
particular, the Metals, Engineering and Associated Industries (State) Award, the Miscellaneous 
Workers’ - Kindergartens and Child Care Centres, &c. (State) Award and the Building and 
Construction Industry (State) Award address the barrier commonly raised by apprentices and 
trainees and existing employees who are unable to undertake work-related training: inadequate 
employer support for off-the-job training.  There are a number of possible approaches to include a 
robust industry-based training standard in awards that are consistent with the modern awards 
framework. 
 
Any approach to improving outcomes for apprenticeships and traineeships, and vocational 
education and training more generally, will need to provide effective incentives for employers 
and employees.  An award-based framework provides the foundation for an enforcement regime 
to ensure that standards are observed and incentives are not abused.   
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Recommendations: 

Based on the findings presented in this report, this section outlines an appropriate framework for 
how arrangements relating to apprenticeships, traineeships and workplace training could best be 
dealt with as part of the award modernisation process. 
 
It is recommended that: 
 
Wages, allowances and reimbursements: 

 
• Separate wage rates for adult apprentices be inserted into every award permitting 

apprentices 
• Consideration be given for competency-based progression through apprentice wage rates 

to be inserted into every relevant award 
• Allowances remain separate in awards rather than rolled into base wage rates   
• Awards clearly state which allowances apprentices and trainees are entitled to   
• Apprentices and trainees receive the full allowance rather than a proportion based on the 

wages differential 
• Awards provide for employers to provide reimbursement of course costs, text books and 

other costs incidental to training for apprentices and trainees, as well as other employees 
undertaking approved work-related training.  Where this overlaps with government 
incentive payments, it may be appropriate for the payments to be re-routed through 
employers. However the effectiveness of incentives is an area that could be more broadly 
reviewed.  

 
Hours 

 
• Awards include a clear formula for calculating the amount of paid time to be spent by full-

time, part-time, and school-based apprentices and trainees in training on-the-job and off-
the-job 

• Where appropriate, awards and legislation make clear that apprentices and trainees are to 
be paid for all activities associated with training and assessment, irrespective of mode of 
delivery. 

 
Quality of on-the-job training 

 
• Awards include industry-appropriate ratios to ensure that apprentices and trainees receive 

appropriate supervision on-the-job from qualified employees.  These ratios will vary 
according to circumstance and regulation.  Ideally, these ratios will be flexible enough to 
reflect the reduced need for supervision as apprentices advance through their 
competencies 
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• Award classification scales recognise the work and skills of supervisors involved in on-the-
job training, especially where they have an AQF recognised qualification in training or 
workplace coaching. 

 
Arrangement of awards 

 
• Provisions for apprentices and trainees be inserted into the main industry award and not 

in separate stand-alone awards. 
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Appendix 1 
 
Table A1: Previous Studies of Factors associated with apprenticeship and traineeship 

 completion rates 

Factor Direction  Source 

Demographic    
Age    

Under 25 Less Likely  Ball & John (2005) 
20-24 (cf 18-19) More likely 1. Grey et al (1999) 
12-19, 45+ (Trainees) More Likely  Snell & Hart (2007) 
12-19, 20-24 (Apprentices) More Likely  Snell & Hart (2007) 
Older More Likely  Ray et al (2000) 

Education    
Did not complete Year 12 Less Likely  Ball & John (2005) 
Less than year 10 (cf Year 12) Less Likely 2 Grey et al (1999) 
Year 10/11 (cf Year 12) Less Likely 3. Grey et al (1999) 
Less than year 12 Less Likely  Ray et al (2000) 

Indigenous    
Indigenous Less Likely  Ball & John (2005) 
Indigenous Less Likely  Bender (2003) 

Disability    
With a disability Less Likely 4. Ball (2004) 
With a disability Less Likely  Bender (2003) 

Gender    
Females (cf males) More Likely  Ball (2004)  
Females (cf males) Less Likely  Ray et al (2000) 

Location    
Metropolitan and regional (cf rural) Less Likely  Ball & John (2005) 
Gippsland (cf Victoria) More Likely  Snell & Hart (2007) 
    

Employment    
Industry    

Food (v Engineering) Less Likely 5.  Ball & John (2005) 
Mechanical and Fabrication Engineering More Likely  Ball & John (2005) 

Occupation    
Clerical sales and service workers Less Likely  Ball & John (2005) 
Engineering and construction (apps only) More Likely  Snell & Hart (2007) 
Meat and cookery (apps only) Less Likely  Snell & Hart (2007) 
Hospitality, meat (trainees only) Less Likely  Snell & Hart (2007) 
Business admin, retail (trainees only) More Likely  Snell & Hart (2007) 
Food and Miscellaneous Less Likely  Ray et al (2000) 

Employment mode    
Part-time Less Likely 6.  Ball & John (2005) 
Part-time Less Likely 7. Bender (2003) 

Labour market experience    
Unemployed more than a week Less Likely  Grey et al (1999) 
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Factor Direction  Source 

Employer Type    
Group training vs Private More Likely  Snell & Hart (2007) 
Group Training vs Private More likely 8. Ball (2004) 
Public sector vs Private More Likely 9. Ball (2004 
Government More Likely 10. Bender (2003) 
    

Time Period    
1999 commencements vs 1995 commencements Less Likely 11. Ball & John (2005) 
1997 commencements vs 1995 commencements Less Likely  Bender (2003) 
2000 commencements vs 1998 commencements More Likely  Bender (2003) 

    
Training    

Training Provider    
TAFE Less Likely  Snell & Hart (2007) 

Qualification Level    
AQF level II or below Less Likely  Ball & John (2005) 
AQF Level III (CF AQF II) More Likely 12. Bender (2003) 

Training Type    
Trainee (cf Apprentice) Less Likely  Ball & John (2005) 
Traditional trades More Likely 13. Ball & John (2005) 
Traditional trades More Likely 14. Bender (2003) 

Traineeship Package    
Traineeship package - small business, hospitality/tourism Less Likely 15. Grey et al (1999) 

Duration of training    
1 to 3 yrs duration More Likely  Bender (2003) 

Training Provider    
Training provider Group Training Less Likely  Snell & Hart (2007) 
Training provider (Group training) Less Likely  Ray et al (2000) 
1. About 10% more likely 
2. More than twice as likely 
3. 70% more likely 
4. 15% less likely 
5. Half as likely 
6. 9.2% less likely 
7. Up to 20 percentage points less likely 
8. About 20% more likely 
9. About twice as likely 
10. About 12 percentage points more likely  
11. 10% less likely 
12. About 12 percentage points more likely 
13. Twice as likely 
14. About 7 percentage points more likely 
15. 30% less likely, 40% less likely 
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Appendix 2 
Excerpt from the Training Contract 

 
 
For the employer: 
I agree that I will: 
 

a) employ and train the apprentice/trainee as agreed in the Training Plan and ensure the 
apprentice/trainee understands the choices that he/she has regarding the training 

b) provide the appropriate facilities and experienced people to facilitate the training and 
supervise the apprentice/trainee while at work, in accordance with the training plan 

c) make sure the apprentice/trainee receives on-the-job training and assessment in 
accordance with the training plan 

d) provide work that is relevant and appropriate to the vocation and also to the 
achievement of the qualification referred to in this contract 

e) release the apprentice/trainee from work and pay the appropriate wages to attend any 
training and assessment specified in our training plan 

f) meet all legal requirements regarding the apprentice/trainee, including occupational 
health and safety requirements and payment of wages and conditions under the 
relevant employment arrangements 

g) repay any repayment I receive that I am not entitled to 
h) work with our RTO and the apprentice/trainee to make sure we follow our Training 

Plan, keep training records up-to-date, and monitor and support the 
apprentice/trainee’s progress; and 

i) let the relevant State/Territory Training Authority know within five working days (or 
when the local State/Territory legislation requires, if this is different) if our Training 
Contract has become jeopardised. 

 
I acknowledge that it is an offence to use information in the Contract to discriminate against any 
person, including the apprentice/trainee. 
 
For the apprentice/trainee 
 
I agree that I will: 
a) attend work, do my job, and follow my employer’s instructions, as long as they are lawful 
b) work towards achieving the qualification stated in our Training Contract 
c) undertake any training and assessment in our Training Plan 
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Appendix 3 

 
Hospitality Agreements 

CAEN061008345 ALLONVILLE MOTEL EMPLOYEE COLLECTIVE AGREEMENT 2006     

CAEGN06397826 
BAVARIAN BIER CAFE (O’CONNELL ST FRONT OF HOUSE) WORKPLACE 
AGREEMENT     

CAEGN061079351   BAY 36 PTY LIMITED GREENFIELD AGREEMENT 2006 
CAEN06327938  BLUE APPLE CATERING (NSW) COLLECTIVE AGREEMENT 2006   
CAEN06998751  BLUE SYDNEY, A TA J HOTEL, BLUE, SYDNEY,   COLLECTIVE AGREEMENT. 
CAEN06881088  BOGEYE PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 
CAEN061283542 BO-JEAN PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN06637481  BOYDTOWN PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN061265849 BURVOST PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006   
CAEN06625287  BURWOOD RSL CLUB CERTIFIED AGREEMENT JULY 2006 
CAEGN06188799  C & M MAYER PTY LTD EMPLOYER GREENFIELDS AGREEMENT 2006 
CAEGN06153426  CAFÉ CIOCCOLATO PTY LIMITED EMPLOYER GREENFIELDS AGREEMENT 2006 
CAEGN06390546 CLUB BURWOOD CERTIFIED AGREEMENT JULY 2006 
CAEN06247143  CROSS KING AT KING’S CROSS EMPLOYEES’ COLLECTIVE AGREEMENT 2006   
CAEN06660296  CROWN HOTEL MOTEL PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006.   

CAEN06525538  
CUSTOMS HOUSE CAFE PTY LTD (TRADING AS CAFE SYDNEY) COLLECTIVE 
AGREEMENT 2006-2009       

CAEN06727857  GAMONE PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN061011868 GRAVANIS NOMINEES PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 

CAEGN06319059 
HOOTERS RESTAURANTS AUSTRALIA WINGS-AUS PARRAMATTA PTY LTD 
‘GREENFIELDS AGREEMENT’   

CAEN06901953  INLAND CAFE COLLECTIVE WORKPLACE AGREEMENT, THE    
CAEN06226408  ISEAX PTY LTD AGREEMENT 
CAEN06308061  LAKESEA PARK PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006   
CAEN061121367 LAUNDY (EXHIBITION) PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006     

CAEGN06527748 
MAMACINO ( ROSE BAY ) PTY LIMITED - EMPLOYER GREENFIELDS 
AGREEMENT 2006-2007 

CAEN06832689  MANSIONS SERVICES PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN061094275 MARCO’S RESTAURANT EMPLOYEE COLLECTIVE AGREEMENT     
CAEN06950937  NISSI HOLDINGS PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN06246753  NOMADS MAZE BACKPACKERS EMPLOYEES’ COLLECTIVE AGREEMENT 2006 

CAEN061149772 
OCEAN BEACH HOTEL SHELLHARBOUR EMPLOYEE COLLECTIVE 
AGREEMENT 2006 

CAEN06284843  OXFORD HOTEL SERVICES PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN06241657  PEAKCOVE PTY LIMITED EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN061239368  ROMER AND ROMER PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN06284986  ROYAL HOTEL SERVICES PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006     

CAEN06646360  
SCRATCHLEYS RESTAURANT EMPLOYEE COLLECTIVE WORKPLACE 
AGREEMENT 

CAEN061255956 SWISSOTEL SYDNEY EMPLOYEE COLLECTIVE AGREEMENT 2006-2011       
CAEGN06808457 TGB AUSTRALIA PTY LIMITED - EMPLOYER GREENFIELDS AGREEMENT 2006-
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2007 
CAEN061110863 TINLAUN PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 
CAEN06842920  TPT HOLDINGS PTY LTD EMPLOYEE COLLECTIVE AGREEMENT 2006 

CAEN06200265  
TRINITY HOTEL (MANAGEMENT) PTY LIMITED EMPLOYEE COLLECTIVE 
AGREEMENT 2006 

CAEGN06620555 
TRUSTEE FOR THE BALLARAT PUB TRUST EMPLOYER GREENFIELDS 
AGREEMENT 2006  , THE 

CAEN06949013  
WENTWORTHVILLE LEAGUES CLUB GROUP EMPLOYEES LEAVE REDEMPTION 
AGREEMENT 2006 

 
Metals and Machinery Manufacturing (Employee Collective Agreements 

CAEN0626767 ABB AUST PTY LIMITED AT DIVISION INSTRUMENTATION NSW ENTERPRISE 
AGREEMENT 2005-2008 

CAEN06449046 ACTIVE STEEL PTY LTD COLLECTIVE AGREEMENT 2006-2009 
CAEN071750099 Adua Engineering (Aust.) Pty Ltd Collective Agreement 2007 
CAEN072225132 Ajax Foundry Pty Ltd Collective Agreement 2007 
CAEN06146055 Boart Longyear Pty Ltd (Cardiff manufacturing) Agreement 2006 – 2009 
CAEN072463760 C10 First Class Welder 
CAEN071860677 Charles Heath Industries Employee Collective Agreement 2007 
CAEN071632423 Commercial and Mechanical Switchboards Pty Ltd Collective Agreement 2007-2012 
CAEN061345214 Continental ACE (Somersby) Pty Ltd Agreement 2006 
CAEN061090440 Croydon Industries Pty Ltd Collective Agreement 2006 
CAEN061334489 Donhad Pty All Sites EBA Employee Collective 2006 
CAEN06254137 EATON ELECTRIC SYSTEMS PTY LTD - EMPLOYEE COLLECTIVE AGREEMENT 
CAEN06909805 H W Frost Equipment Pty Ltd Catering manufacturing and installation Collective 

Agreement 2006 
CAEN06909883 H W Frost Equipment Pty Ltd Security Locksmiths Collective Agreement 2006 
CAEN071877980 Ingal Civil Products - Manufacturing Collective Agreement 2007-2008 
CAEN071838538 JLG Industries (Australia) Workplace Agreement 2006 
CAEN072235454 Joy Mining Machinery Illawarra Facility Workplace Agreement 2007 
CAEN072310087 KIRFIELD LIMITED HUNTER CENTRAL NORTH NSW REGIONS COLLECTIVE 

AGREEMENT 2007 
CAEN06996944 MCM Manufacturing Pty Ltd Collective Agreement 2006 -2009 
CAEN0671461 National Engineering Pty Limited (Workshop) Employee Collective Agreement 2006 
CAEN06710645 NORRIS INDUSTRIES COLLECTIVE AGREEMENT 2006 
CAEN071513161 Peregrine Semiconductor Australia Pty Ltd Workplace Agreement 2006 
CAEN071576978 Power Projects International Pty Ltd Employee Collective Agreement 2007 
CAEN06155922 Preformed Line Products (Australia) Pty. Ltd. Collective Agreement 2006-2008 
CAEN061362101 Prochem Pipeline Products Pty Ltd Collective Agreement 2006 
CAEN061274338 Roblan Agreement Pty Ltd 2006 
CAEN06164801 SOLECTRON EMPLOYMENT PARTNERSHIP AGREEMENT 2006-2007 
CAEN071886443 Southwell Workshop CWA Feb07 
CAEN06592787 Stores, Manufacturing, Service 25.08.06-09 
CAEN072745080 The Scobie and Glover Engineering Agreement of 2007-2008 
CAEN061385878 Tyree Agreement 2006 
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Metals and Machinery Manufacturing (Union Collective Agreements) 

CAUN061210768 Forgacs Engineering Group Enterprise Agreement 2006-2008 
CAUN061334515 Smithfield Agreement (Capral Aluminium) 2006 
CAUN06209261 Metpol Pty Ltd Villawood Enterprise Agreement 2006-2009 
CAUN073208257 Heatcraft Australia Pty Ltd Refrigeration Products Group Milperra Workplace 

Agreement 2007 
CAUN06534079 Sara Lee Australia Kingsgrove AMWU enterprise agreement 
CAUN06982592 Caltex/Kurnell Maintenance Agreement 2006 (Mechanical Trades) 
CAUN06807066 BOC Ltd Customer Engineering Services National Collective Agreement 2006 
CAUN061230346 AGI Engineering (Wollongong) Pty Ltd 
CAUN06318877 Electrolux Home Products Pty Ltd - Orange Workplace Agreement 2006- 2009 
CAUN061196338 Pandrol Australia Pty Ltd Workplace Agreement 2006-2009 
CAUN071700413 AMWU and Essilor Australia Pty Ltd Collective Agreement 2006-2008 
 
Child Care Agreements 

CAEN0666638 Cubbyhouse Childcare Australia Workplace Agreement 2006 
CAEN071820234 Kate’s Kindy Enterprise Agreement 2007-2010 
CAEN06269568 Jigsaw Corporate Childcare Australia Pty Ltd 
CAEN06669461 Kinda Kapers Long Day Care Centre Employee Collective Agreement 01/09/2006 
CAUN071444391 ABC Developmental Learning Centres LHMU Multiple Business Agreement 2006 
 
 


