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RE:  Report on Barriers to Implementation of BCP03 
 
Mike Quade: 
 
We are pleased to present the second and final report in the project dealing 
with the national implementation of New Apprenticeships vested in the 
endorsed qualifications contained in the BCP03 Plumbing and Services 
Training package. This report follows the initial report presented to you on 28th 
of February describing the Implementation Status of the Training Package. 
 
As you are aware, we have been contracted by the National Plumbing 
Services Training Advisory Group (NPSTAG) to manage this project in 
conjunction with Fred Baltetsch, Chairman of NPSTAG. 
 
The aim of this report is to review the barriers to implementation as identified 
through forums, surveys, research and interviews with various stakeholders 
throughout the plumbing industry. 
 
We would like to thank the CPSISC, the Steering Committee members and 
NPSTAG delegates for their direction, input and availability.  The Steering 
Committee and NPSTAG delegates were extremely helpful in assisting us 
with identifying and gaining access to the various stakeholders involved in the 
plumbing industry.   
 
Sincerely, 
 
 
 
 
Jude Walker    Tim Powers 
Project Manager   Project Manager 
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Executive Summary 
 
This report aims to review the national implementation of New 
Apprenticeships as vested in the endorsed qualifications contained in the 
BCP03 Plumbing and Other Services Training Package in order to identify 
barriers and possible solutions. 
 
This review of implementation comes at the invitation of the Construction and 
Property Services Industry Skills Council (CPSISC) through funding from the 
Department of Education, Science and Training (DEST).  CPSISC involved 
the National Plumbing and Services Training Advisory Group (NPSTAG) to 
manage this project. 
 
Forums, interviews and surveys collected viewpoints from a variety of 
stakeholders, including educators, industry groups, unions, regulators and 
apprentices.  Whilst the issues are those identified by the stakeholders, the 
recommendations are those of the project managers, and do not necessarily 
represent the thoughts of all parties involved in the plumbing industry. 
 
The barriers and issues were grouped under three categories; structure, 
processes and groups/culture. 
 
1. Structure 
 
Resources barriers included: 
 

• Nominal hours - Significant variances between states in funding 
through nominal hours.  These differences are evident in hours per 
competency and hours allocated to certificate III levels.   

• Equipment, Material and Facilities – BCP03 has incorporated new skills 
and a larger number of skills creating a resource shortage on two 
levels.  One, the equipment and material required to effectively deliver 
the training package and two, the resources to changeover the facility 
setup.   

• Development Time – There has been no development time funded for 
the new Training Package at RTOs.  This has created a significant 
barrier in developing appropriate teaching resources. 

• NPSTAG Funding - NPSTAG has played a valuable role in developing 
teaching resources for BCP03.  However, this group is not without its 
challenges.  It is the view of this report that this group is at risk for lack 
of funding and support. 

 
Qualification structure barriers include: 
 

• Recognition of various qualifications – There is disagreement or 
uncertainty in some states on recognition of various qualifications and 
whether they impact the delivery of BCP03. 
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• Delivered streams – There are six streams delivered within BCP03.  
Some streams are not delivered in certain states. 

• Delivered competency - There are varying levels of training for the 
same competency within the generalist stream when compared to the 
specialist stream under BCP03. 

• Number of competencies - There is an excessive number of 
competencies. 

• Licensing outcome - The previous training package delivered a 
licensed outcome under a Certificate III in some states.  This is not the 
case with BCP03 and is seen as a barrier by apprentices. 

• AQTF Requirements - The AQTF requirement under the competency 
based format is seen as excessive in its audit and compliance 
requirements. 

 
2. Processes 
 
The fact that the plumbing industry has not implemented a training package in 
over a decade, in most states, represents a barrier to implementations 
including: 
 

• Competency Based Training – Many 
teachers did not understand how to 
develop teaching resources within a 
competency based framework.  

• Lack of Flexible Learning Resources – 
There is a lack of flexible learning 
resources that highlighted the need for 
better teaching methods for the student 
demographic to enable a tailored 
learning pace.  In addition, on-site 
assessment and industry engagement 
has not been adequately researched or 
addressed. 

 
Barriers surrounding timetabling issues 
included: 
 

• Inflexible TAFE – Employers and apprentices are forced to fit into an 
inflexible timetable that is set by TAFE colleges. 

• RCC Process – The RCC process is not always made available or 
appropriately utilised. 

 
Communication barriers were in evidence between the following groups: 
 

• Private and public RTOs 
• Between TAFEs 
• Between educators and industry 
• Between educators and regulators 
• Between industry associations 
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3.   Groups/culture 
 
The feedback about the following groups highlights barriers as perceived by 
those within each group and from outside stakeholders.   
 
Teachers: 
 

• Teachers were somewhat cynical and resistant to the introduction of 
the training package.  With very little experience over the last decade 
regarding new packages, they felt there was a lack of professional 
development and development time.  The public RTOs were critical of 
the support received from TAFE management that were perceived as 
bottom-line driven and without an appreciation of the plumbing industry 
training needs. The private RTOs feel somewhat disenfranchised after 
being left out of NPSTAG.   
 

Industry: 
 

• Employers were critical of the training sector but lacked the time and/or 
willingness to become involved in the training and assessment process.  
They were perceived to lack awareness and understanding of the 
Training Package. 

 
Regulators: 
 

• Regulators had a lack of trust regarding the quality and consistency of 
the training and assessment outcomes.  As a result, regulators are 
reluctant to rely on these outcomes for the purpose of issuing 
registration. 

 
Recommendations 
 
The recommendations from this report are as follows: 
 

1. Research needs to be conducted on the equipment and facilities 
 needed for the effective delivery of the various streams of the training 
 package. 
 
2. An audit should be carried out of present equipment and facility 
 capabilities for RTOs delivering BCP03 in order to address funding 
 gaps where they may exist. 
 
3. A nationally agreed process to access specialist streams between 
 RTO’s. 
 
4. A Category Two review should be instigated by the CPSISC with 
 representation from RTO’s and industry.  In light of the current 
 concerns learned over the last year, it would be appropriate to review 
 competencies to be delivered in year 2 and 3 of the package.  Such 
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 a review would ensure that improvements are incorporated and 
 future resource funding and development would be better targeted 
 and useful over the longer term. 
 
5. There needs to be national agreement on nominal hours that is 
 linked to the practical delivery of the Training Package.  Whilst we 
 acknowledge the State based funding structure, we see the need for 
 matching delivery requirements to training outcomes, rather than 
 simply agreeing to the lowest or highest state numbers.  As the issue 
 of national portability of trade qualifications is an issue currently 
 being examined by COAG, it is suggested that State Premiers could 
 require their relevant Ministers to come to a national agreement on a 
 standard number of streams and adequate standard nominal hours 
 to deliver those streams.  It would seem prudent to involve NPSTAG 
 in discussions with State providers on this issue. 
 
6. Continuing professional development for plumbing teachers that 
 deals with implementation of a Training Package.  Identified skills, 
 knowledge and abilities needed include: 
 
  Unpacking a Training Package 
  Delivering competency based training 
  Developing assessments that are compliant with competency 
  based training 
  Change management processes to deal with teacher   
  resistance. 
 
7. Project to develop flexible training delivery and assessment 
 processes that are relevant to the needs of apprentices and 
 employers.  Issues highlighted in this project are: 
 
  Time tabling and tracking capabilities 
  On-line resources 
  Distance delivery 
  Generation learning preferences of current apprentices 
  Establishment of a national best practice sharing model. 
 
8. Professionalise NPSTAG – Funded support from DEST to CPSISC 
 to fund and manage support for: 
 
  State/Territory representation for NPSTAG 
  National training projects for NPSTAG. 
 
9. Recommend that avenues be explored for funding to create a 
 national coordinator role to support NPSTAG’s activities. 
 
10. NPSTAG to include all RTOs (public and private) providing plumbing 
 training across Australia on the proviso that everyone shares 
 resources. 
 



 

11. NPSTAG accomplishments to be promoted by CPSISC and DEST to 
 the Australian TAFE Directors Association so that time release can 
 be given to the State Representative of NPSTAG.  Currently two 
 State Representatives of NPSTAG have to take annual leave to 
 attend the NPSTAG meetings. 
 
12. Centrally coordinated and funded development of teaching resources 
 for BCP03 for delivery, assessment and RCC processes.  This could 
 quite easily sit within the auspices of NPSTAG but would require 
 dedicated professional curriculum support. 
 
13. Support development of a national pre-screening testing process for 
 apprentices seeking entry to BCP03, with the intent of raising the 
 completion rate by identifying aptitude and support requirements. 
 
14. Research to be undertaken into a new funding model whereby 
 funding is for apprentice placements in the BCP03 Training Package 
 instead of funding by competency. 
 
15. National project to explore and test: 
 
  industry involvement in training and assessment possibilities 
  ways to improve industry awareness of the Training Package. 
 
16. Introduction of a Continuing Professional Development program to 
 improve trade currency of teachers. This would have the added 
 advantage of engaging teachers with employers. 
 
17. Assessment tests set nationally and performed by an assessor from 
 outside the RTO delivering the plumbing training. 
 This process would meet the assessment requirements for the RTO 
 delivering plumbing training. National assessments would save a 
 great deal of duplication and provide moderated assessment tools 
 that meet industry and regulatory concerns. The testing of practical 
 skills and underpinning knowledge could very well be performed by 
 seconded teachers from another RTO and/or regulatory body.  The 
 testing of underpinning knowledge could feasibly be done wholly or 
 in part on-line.   
 
18. The CPSISC review the composition of the Construction Industry 
 Advisory Committee to ensure that it truly represents the interests of 
 all sectors of the plumbing industry. The CPSISC implement a 
 strategy to promote the existence of the Construction Industry 
 Advisory Committee to all stakeholders to ensure that relevant views 
 can be represented. 

 
 
See Appendix 10 - Recommendations to Overcome Implementation Barriers 
for BCP03. 
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Introduction 
 
The new Training Package now being delivered in every State and Territory, 
represents the first nationally endorsed Training Package for plumbers.  The 
road to a national qualification has been long and challenging.  It could not 
have been reached without a great deal of cooperation between industry 
groups, unions, regulators and educators.   
 
Despite the achievements thus far, it is appropriate to review the 
implementation of this Training Package during its initial stages.  It is 
important to explore areas for improvement for the benefit of all stakeholders 
and as a possible model for the implementation of future Training Packages. 
 
This review of implementation comes at the invitation of the Construction and 
Property Services Industry Skills Council (CPSISC) through funding from the 
Department of Education, Science and Training (DEST).  CPSISC involved 
NPSTAG to manage this project. 
 
This report aims to identify barriers that are presently hindering the national 
implementation of New Apprenticeships vested in the endorsed qualifications 
contained in the BCP03 Plumbing and Other Services Training Package.  The 
report will help to facilitate nationally recognised, portable training 
arrangements for the Plumbing and Other Services sectors. 
 
This report follows, and should be read in conjunction with, the initial report in 
this project, entitled “National Implementation Status Report”.  The first report 
outlines the present status of implementation of BCP03 and the scope of 
review for this report. 
 
The implementation of the new Training Package represents a great deal of 
change for apprentices and Registered Training Organisations (RTOs). Whilst 
the new Training Package boasts updated skills and knowledge, it also 
represents a transition from curriculum based training to competency based 
training.  Despite initial successes through industry cooperation, it is 
acknowledged that there are barriers to a consistent national implementation.   
 

Page 1 of 58 



 

Report Methodology 
 
Information for this report was largely qualitative.  To discover and 
understand the barriers to implementation, it was necessary to survey a 
broad cross section of the industry.  While the main focus was on the 
education groups and support structures, it was also necessary to survey 
industry groups and regulators to more fully understand the broad needs of 
an implemented Training Package. 
 
A great deal of primary data was sourced through various data collection 
methods.  These included: 
 

• Forums in three states with twenty to thirty representatives from 
educators, industry groups, union and regulators.  These three forums 
were held in: 

- Adelaide 
- Brisbane 
- Sydney 

• The utilisation of NPSTAG State Representatives 
• Consultation with apprentices in three states 
• Consultation in Perth with a private RTO in the plumbing industry 
• Interviews with plumbing employers 
• Interviews with plumbing industry representatives 
• Interviews with regulators 
• Interviews with educators 
• Three surveys with educators dealing with 

- Perceptions on Implementation of BCP03 
- Demographics on apprentices and teachers 
- Feedback on identified barriers to implementation 

• Survey with state regulators 
 
While this report attempts to accurately reflect the various views of 
stakeholders within the industry, there are limitations to the results.  
Accessing national statistics has been somewhat problematic.  This is not 
surprising since the Training Package has been managed from the State level 
until recently and continues to be funded by the States.  Whilst this is not a 
problem in itself, it does pose discrepancies on the timing, format and access 
of the information released.  
 
It must also be said that, whilst the issues are those identified by the 
stakeholders, the recommendations are those of the project managers, and 
do not necessarily represent the thoughts of all parties involved in the 
plumbing industry. 
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The Global Situation 
 
The Plumbing and Other Services Training Package (BCP03) represents an 
important milestone in Australia.  It represents the first time in Australian 
history that a national Training Package has been implemented in the 
plumbing industry.   
 
The move to a nationally endorsed Training Package and its implementation 
is better understood when viewed within the context of the national and 
international environment.  This provides a framework within which the scope 
and ultimate goals of this Training Package reside. 
 
Many countries are grappling 
with attracting people into 
apprenticeships, while others 
are trying to handle 
increasing demand for 
apprenticeships in a cost 
effective manner that still 
provides appropriate training 
outcomes.  This is particularly 
important in the licensed 
plumbing trade which is so 
closely linked to public health. 
 
In responding to regional needs and an increasingly mobile society, portability 
across international and state boundaries has become the focus.  This 
demands a stronger ability to recognise current competencies (i.e. RCC and 
RPL processes) and reduce training barriers. 
 
Never has it been so critical to review implementation of Training Packages 
than during a skills shortage.  Whilst we are acutely aware of the shortage of 
skilled trades in Australia, it is a global problem1.  It is vitally important that 
skills training programs (including apprenticeships) are continually developed 
to meet the changing skills requirements in the workplace if Australia is to 
remain competitive on the global stage.2  The Plumbing and Other Services 
Training Package (BCP03) lies at the heart of this issue. 
 
Causes of this world wide shortage that directly impact plumbing training are:   
  

• dwindling teaching resources as long term teachers reach retirement3 
• the changing values of young people to whom the idea of a low paid 

four year apprenticeship is unattractive. 
 

Anecdotally, these same issues were raised at the forums and interviews 
within this project. 
                                                 
1 Toner 2003, Priest 2003 
2 DEST 2002 
3 OCC 2003, Toner 2003 
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UK 
 
Plumbing apprenticeships are in high demand within the UK and the present 
training system is challenged to meet present needs.  As discussed in the 
Implementation Report, the UK is also experiencing similar problems to those 
being experienced in Australia. 
 

“The recent increased interest in apprenticeships has led to most 
training providers and colleges being oversubscribed, particularly 
in carpentry and joinery, and plumbing. The main constraints on 
meeting the demand are the lack of workshop capacity in 
colleges, the difficulties in recruiting skilled craft teachers and the 
scarcity of employers prepared to take on apprentices or provide 
work placements”4. 
 

There are, however, some significant differences between how plumbing 
work is managed in the UK.  There are many qualified plumbers emigrating 
to countries such as Australia and New Zealand, where they can earn higher 
wages.  There is also a belief by some that standards are dropping in the UK.  
Assessment is also very costly.  As an example, the first assessment in gas 
costs UK£2,000, followed by UK£400 for each different gas assessment after 
the first test.   
 
In an attempt to address the skills shortage in the UK, the Government has 
embarked upon various campaigns such as attracting young women into the 
construction trades (refer Appendix 1).  There is also a recognition that the 
quality of applicants is having an impact on the successful completion of 
training in the plumbing industry (refer Appendix 2). 
 
USA 
 
While apprenticeships may not represent the only route to a trade job in the 
US, they still represent 50% of construction training for craft workers5.  The 
US Department of Labor reported 490,000 active registered apprenticeships 
at the end of 20036.   
 
There is little government funding involved in US apprenticeships – each 
state sets this level.  Apprentices usually partake in training on an unpaid 
basis.  Most often this takes place during the evenings at a local college.  The 
classes are typically taught by advanced journey-level workers or supervisors 
who work during the day7. 
 
Like Australia, the US plumbing industry is trying to improve portability of 
trades across state lines.  The Plumbing and Pipefitting Industry was the first 
to establish an International Training Fund (i.e. US and Canada).  This 

                                                 
4 Full report available at http://docs.ali.gov.uk/surveys/construction_may05/report/1/sub1/1.htm 
5 Glover & Bilginsoy, 2005, p. 339 
6 Bennici, 2004 
7 Glover & Bilginsoy, 2005, p. 340 
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training fund was financed by a levy on the hours worked within certain 
collective agreements in order to develop and improve national training. 
 

“The overarching mission of national training funds is to 
improve the quality and uniformity of training.  They aim to 
achieve this through developing common curricular materials, 
initiating instructor training, monitoring the quality of local 
apprenticeship programs, and providing special training 
assistance or equipment where it is needed …  
 
“The rationale for all of these efforts is to help assure that a 
craft worker trained in one locality is prepared to work 
elsewhere in the country.  These efforts to standardize and 
upgrade quality enhance the portability of training.”8

 
New Zealand 
 
Like Australia, New Zealand has also been analysing the outcomes of 
plumbing training (see Appendix 3).  As a result, New Zealand has been 
reviewing the structure of their plumbing training.  Many would argue that 
presently in that country, the training does not adequately meet industry 
needs and the training package is too broadly described.  It is argued that this 
has led to inconsistencies between training deliverers. 
 
At present, New Zealand is reviewing the possibility of taking on the BCP03 in 
its entirety under the ANZRA agreement.  While widely supported by 
educators, it is presently under review within the NZ government. 
 
Australia  
 
Within many of the trades, there has been a decline in training rates and 
apprenticeships.9  This appears not to be the case in plumbing and related 
services.  Anecdotally, many RTOs have experienced increasing applications 
and enrolments.  The challenge in the past has been tracking various state-
based training packages that differed in content and labelling.   
 
The following table from NCVER is a case in point.  Whilst the first table 
reveals a declining number of apprenticeships, it is only as accurate as the 
information provided.  Two states have responded to these numbers with 
corrections that reveal a very different picture in the second table – a 19% 
increase in apprenticeships over four years.  
 
 
 
 
 
 

                                                 
8 Glover & Bilginsoy, 2005, p. 343 
9 DSF 2003, Toner 2003 
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Table 1:  NCVER Enrolment Data 
 
National Centre for Vocational Education Research               25/05/2006
      
Vocational course enrolments in course occupation code 443 - 
Plumbers by state/territory 2000-2004 
      
  2000 2001 2002 2003 2004
NSW 4,648 4,448 4,262 4,319 4,624
VIC 3,040 2,228 1,682 1,642 1,196
QLD 1,661 1,769 1,451 1,551 2,136
SA 492 534 647 653 799
WA 839 917 896 842 1,067
TAS 104 116 142 132 160
NT 85 59 53 36 37
ACT 163 241 199 202 284
Australia 11,032 10,312 9,332 9,377 10,303

 
 
Table 2:  Updated Enrolment Data 
  2000 2001 2002 2003 2004
NSW 4,648 4,448 4,262 4,319 4,624
VIC*  2,547 2,642 2,892 3,021 3,658
QLD 1,661 1,769 1,451 1,551 2,136
SA 492 534 647 653 799
WA 839 917 896 842 1,067
TAS* ?** 59 62 74 102
NT 85 59 53 36 37
ACT 163 241 199 202 284
Australia  ?** 10,669 10,462 10,698 12,707

*  Updated figures from state RTOs 
** Unknown at time of publication 
 
A national training package should help to provide a much clearer picture of 
actual apprenticeship numbers nationwide since each state will be identifying 
enrolments in a consistent manner. 
 
Quite often within our consultations, there was reference to the need for 
improving the image of the industry and how apprenticeship training should 
play a role in that process.  Often the trades are viewed as “dirty, lacking 
career opportunities and pay poor wages”10.  This view is aggravated by 
parental and media bias, poor career advice and the prevalent view that the 
trades are taken up by low academic achievers11.  In recognition of this, 
governments at all levels have reflected the need to promote the trades as a 
career of choice, rather than a ‘second choice’ for students who are not 
academically inclined. 
 
                                                 
10 Priest 2003, DEWRS 1999 
11 DSF 2003, DEST 2003 
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Other supply side issues identified as having an impact on the plumbing 
industry include: 
 

• inadequate uptake of training 
• insufficient upgrading of skills 
• training incompletion 
• poor occupational retention rates 
• failure of training to remain flexible and relevant to needs of 

employers12.   
 

The Training Package touches on many of these identified issues.  Whilst the 
Training Package may not be a cure-all for all of these challenges, there is no 
denying that it plays a central role.   
 
Research and anecdotal evidence has described a reduced employer 
capacity or willingness to invest in apprenticeships and firm specific 
training13.  This has been largely attributed to a trend of: 
 

• smaller firm size, especially in the commercial employers 
• inadequate incentives to take on apprentices 
• growth in casual types of employment 
• increased trends toward outsourcing14 

 
Government initiatives impacting BCP03  
 
A great deal of research has been, and continues to be, done on the trade 
system. This has led to many government initiatives that will have an impact 
on national training packages, such as BCP03. 
 
The Council of Australian Governments (COAG) has developed an action 
plan with regard to changes needed to encourage a national response to 
improving the trade system (refer Appendix 4).  The action plan speaks of a 
national approach to apprenticeship training.   
 

“COAG has agreed to new measures to enable people with 
trade qualifications to move more freely around Australia without 
undergoing additional testing and registration processes.  
COAG has agreed that governments will work with employers 
and unions to put in place more effective mutual recognition 
arrangements across States and Territories for electricians, 
plumbers, motor mechanics, refrigeration and air-conditioning 
mechanics, carpenters and joiners and bricklayers (skills 
shortage trades) by June 2007 and by December 2008 for all 
licensed occupations where people normally receive certificates 
and diplomas.”15

                                                 
12 Toner 2003; Borthwick 2000; ACIL 1998 
13 Bain & Mortimer 2004 
14 DSF 2003; Borthwick et al. 2000; Toner 2003 
15 Except taken from Council of Australian Governments’ Meeting on 10 February 2006 The 
full report can be accessed at: 
http://www.coag.gov.au/meetings/100206/index.htm#apprenticeships
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In the same report, COAG has also set action plans that may directly impact 
‘Recognition of Current Competency’ (RCC) processes within BCP03.   
 

“COAG has agreed that a better process to recognise the 
existing skills of all people entering training will be introduced by 
January 2007, so that workers do not have to repeat or 
undertake training for skills they have already acquired on the 
job.” 

 
This underlies the importance of a national training package that is supported 
and maintained on a national level of collaboration.   
 
Various State Governments are also identifying issues of concern on 
apprenticeships (refer Appendices 5 and 6).  Concerns have been raised that 
include: 
 

• A firm view that the trend to fast-track apprenticeships should not 
impact on the quality of training and the integrity of the trades 

• Better implementation of competency-based training was widely 
preferred over shortened apprenticeship durations 

• Employers raised a variety of concerns about current training 
arrangements including inflexibility, programs not meeting specific 
requirements, insufficient training vacancies, training delays, difficulties 
organising workflows around ‘block release’ periods, out-of-date 
training infrastructure and teachers who have not worked in the 
industry for some years 

 
Within the plumbing sector, 
one way to address skills 
shortages is to ensure that 
consistent training and 
assessment processes occur 
throughout Australia.  By 
necessity, this involves the 
implementation of a national 
training structure.  This has 
been done through the 
development of the BCP03 
Plumbing and Other Services 
Training Package.   
 
However, the introduction of 
such as a package is not 
likely to occur without some 
difficulties.  This project has 
been undertaken to identify 
those difficulties and, where 
appropriate, to offer some 
recommendations for 
solutions. 

 
 
Sebastian works for a plumbing contractor who is 
involved mainly in domestic and commercial 
plumbing maintenance in the Brisbane area.  
Sebastian attends Gateway TAFE in Brisbane as 
part of his plumbing apprenticeship, and is 
considering starting his own business sometime in 
the future.  When asked why he had chosen 
plumbing as a career, Sebastian said that the work 
is really interesting, with something different 
happening all the time. 
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Issues  
 
Through the various discussions held with groups and individuals, as well as 
through the data gathered via the surveys, a range of issues impacting on the 
successful implementation of the BCP03 Training Package were identified.  In 
order to examine these issues, three categories were developed.  These 
included: 
 

1. Structural issues; 
2. Process issues; and 
3. Group/Cultural issues. 

 
A number of issues were also identified which sit outside the specific scope of 
this project.  It is important, however, to acknowledge these issues as 
needing further investigation as they do have an impact on the ongoing 
success of the Training Package. 
 
1. Structure 
 
Funding and nominal hours 
 
There was a great deal of discussion by a wide range of contributors about 
the current model being used by the various State Governments to fund 
plumbing apprentice placements.  The existing system funds an amount per 
Student Contact Hour as estimated by the nominal hours allocated per 
competency.  The number of hours allocated varies significantly between 
States in two distinct areas: 
 

• nominal hours per competency; 
• nominal hours per certificate. 
 

The table below shows the number of streams and nominal hours currently 
allocated in each State for the delivery of the Certificate III in Plumbing. 
 
Table 3 - Total Number of Streams and Nominal Hours per State for 
Delivery of the Certificate III in Plumbing.   
 

 Qld NSW ACT Vic Tas SA WA NT 

Streams 4* 6 5 5 5 5 4 5 

Nominal 
hours 960* 864 864 1078 1070 1148 880 1078 

* Qld includes 4 full streams with competencies from three other streams including Fire 
 
We believe there are also discrepancies with the number of competencies 
between states and received varying accounts regarding imbalances in this 
area.  Further research in this area would be beneficial. 
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Table 4: BCP03 National Training Package Allocated Hours - Common 
Units 
 

  Q
LD

 

N
S

W
 

A
C

T 

V
IC

 

TAS 

SA 

W
A

 

N
T 

Unit Number Unit Descriptor         

BCPCM2001A 
Work effectively in 
plumbing and service 
sector 

16 6 4 12 12 4 16 12 

BCPCM2002A 
Carry out interactive 
workplace 
communication 

20 8 8 13 12 20 12 12 

BCPCM2003A Carry out OH&S 
requirements 40 8 8 36 36 20 32 36 

BCPCM2004A 
Read plans and 
calculate plumbing 
quantities 

40 8 12 8 8 16 12 8 

BCPCM2005A Handle and store 
plumbing materials 20 6 6 6 6 12 12 6 

BCPCM2006A  Use plumbing hand 
and power tools 40 8 40 40 40 20 16 40 

BCPCM2007A Carry out levelling 12 7 6 6 6 20 12 6 

BCPCM2008A Cut and join sheet 
metal 16 16 8 8 8 32 16 8 

BCPCM2009A Cut with oxy-
LPG/acetylene 8 8 8 8 8 8 8 8 

BCPCM2010A Mark out materials 8 16 20 20 20 20 16 20 

BCPCM2011A Apply first aid in the 
workplace 24 8 8 8 8 20 24 8 

BCPCM2012A Weld using oxy-
acetylene equipment 20 16 16 16 16 16 8 16 

BCPCM2013A Weld using arc 
welding equipment 20 40 16 16 16 16 8 16 

BCPCM3001A 
Flash penetrations 
through roofs and 
walls 

20 7 16 18 18 20 34 18 

BCPCM3002A Weld PE pipe using 
fusion methods 8 4 4 8 8 8 8 8 

BCPCM3003A 
Fabricate & install 
nonferrous pressure 
piping 

24 16 12 12 12 4 8 12 

 TOTAL HOURS 336 182 192 235 234 256 242 234 
 
The inconsistencies apparent in these figures mean that delivery cannot be 
consistent across States due to the significant variations in nominal hours. 
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Equipment 
 
A number of contributors to the project identified the lack of necessary 
equipment as a major barrier to successful implementation of the Training 
Package.  The new BCP03 Training Package incorporates more skills than 
were required under the curriculum model.  This has meant that there is also 
an increase in the equipment needed to teach the various competencies.  In 
some cases, this involves the need for greater 
numbers of particular types of equipment and, in 
other cases, the need to purchase different 
equipment altogether.  Whilst contributors 
identified the need for new equipment, it is 
possible, in some cases, to simulate some of that 
equipment, such as for those competencies 
requiring gas to be fitted to boats and caravans.   
 
In order to obtain the necessary equipment and 
materials, plumbing training departments are also 
having to be creative about ‘selling’ the program to 
industry in order to encourage them to supply the 
necessary equipment/materials.  Whilst this 
relationship building is a useful process, it also 
takes time which might otherwise be used for the development and delivery of 
the program.  Whilst industry has been proactive in donating some 
equipment, there is also a need for additional funding to be made available as 
part of the implementation of the Training Package to address the new 
equipment requirements.  It is hoped that, with the review of the number and 
content of competencies, some of these equipment issues will be addressed. 
 
Materials  
 
There is an ongoing need for the consumable materials needed to deliver the 
program.  This shortage is present in two areas.  The first deals with the 
shortage of consumable materials needed by apprentices to learn practical 
skills.  While this was evident in various States, it should also be noted that 
this need varied between States.  The second shortage of materials deals 
with the urgent need for updated theory training resources such as videos, 
texts and handouts.  Often the texts and/or handouts are very lengthy and 
repetitive as they reflect the notes for the competency rather than a more 
appropriate in-class delivery mode.  This represents a barrier to the present 
day student demographics which prefer succinct and logically sequenced 
delivery of the topic delivered.   
 
Facilities 
 

‘Because there isn’t enough room, we have to just about 
climb over each other to get to the equipment’ 

Comment from Student 
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Due to the additional practical work required under the new Training 
Package, and due to the numbers of apprentices enrolled in plumbing 
courses, some TAFE Colleges need to expand their facilities.  This would 
require a large capital expenditure on behalf of those Colleges. 
 
Development time 
 
One of the greatest barriers impeding the successful implementation of the 
Training Package has been the lack of time allowed for teachers to undertake 
development of training resource materials.  Although Registered Training 
Organisations were aware of the prescribed implementation date of the 
Training Package, it appears that little thought was given to organisational 
planning.  As a result, teaching staff were required to undertake development 
of material whilst still maintaining their regular teaching load.  Many teachers 
took on this additional workload in their own time. 
 
Qualification structure 
 
A number of issues relating to the qualifications embedded within the Training 
Package were identified.  These include: 
 

• Disagreement or uncertainty in some States on recognition of various 
qualifications, eg. roof plumbing, mechanical services and gas services 
qualifications, AQF 2 qualifications, pathway qualifications; 

• Problems with some streams not being delivered in certain States.  For 
example, mechanical services and gas are not delivered in 
Queensland and there is no funding available for delivery of 
mechanical services in Victoria; 

• A recognition that problems can occur when the same competency is 
delivered as part of a generalist or specialist stream.  For example, an 
apprentice undertaking a Certificate III in Plumbing will undertake 
some roofing competencies.  However, the hours spent on these 
competencies within the generalist qualification are likely to be much 
lower than if these same competencies were being delivered through a 
specialist roofing qualification.  Should the apprentice decide to 
change over to the specialist roofing course, the competency model 
requires that s/he must gain automatic recognition of those roofing 
competencies already completed within the generalist course, despite 
the fact that less depth has been taught; 

• Diversity of streams required by different States for both education 
outcomes and registrations; 

• Lack of understanding of competency based training and how to 
structure courses by those designing the training programs, resulting in 
some training which does not flow well; 
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‘[There is a] critical problem with RTO’s and the support 
they need for professional development of their teaching 
staff in understanding the package itself, but also in 
understanding the training/assessment process for 
competency based packages.  Students will be 
disadvantaged if they … are still being put through a 
variation of the curriculum.  ’ 
 Comment from Industry Association 

 
 
• Each competency includes an 

Evidence Guide which describes 
the types and levels of evidence 
required by assessors for them to 
make an assessment decision 
against that competency.  The 
Evidence Guides within many of the 
plumbing competencies are very 
prescriptive about what evidence 
must be provided.  This 
‘reductionist’ nature of the 
competency structure has meant 
that many teachers are under the 
impression that competencies need 
to be taught individually;  

• The excessive number of 
competencies; and  

• The variations in block release 
systems across and within States. 

 
Issues with regard to the various 
qualifications are slowly being addressed.  
For example, the 19 ‘orphaned’ units are 
in the process of being endorsed as a 
Certificate IV qualification and work is 
being done on the AQF 4-6 level 
qualifications.  There still needs to be 
agreement reached, however, on the 
status of the Certificate II qualifications at 
a national level and the status of the 
roofing qualification in Victoria.  Some of 
the issues regarding the number and 
structure of competencies should be 
addressed as part of the upcoming review 
of the Training Package as required by the industry skills council in 2007. 

 
 
James’ father is a plumber, so 
James has been around the 
industry all his life.  James works 
for an employer who operates 
mainly in domestic and commercial 
plumbing maintenance in Sydney.  
James is doing his first year 
plumbing studies through the new 
BCP03 Plumbing and Other 
Services Training Package at North 
Sydney TAFE.  He believes that the 
new Training Package covers more 
than the old curriculum and that it 
requires more work to be done by 
the apprentices.  James said that 
this makes the course more 
interesting.  He is also enjoying the 
fact that it covers up to date 
practices. 
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AQTF requirements 
 
Educators from all RTOs discussed the excessive audit/compliance 
requirements of the Competency Based Training system.  With the large 
number of competencies within the Training Package, this is putting an 
enormous burden on teachers to maintain record keeping, as well as to 
conduct moderation and validation meetings.  There appears to have been no 
training made available to teachers in AQTF requirements.  This should ease 
somewhat if the upcoming review of the Training Package reduces the 
number of competencies, as is widely expected. 
 
2. Processes 
 
Training and assessment 
 

‘I'm not against proven effective models, but for 
goodness sake provide all that is necessary to make it 
work and not use the next three intakes of apprentices 
as an experiment before you get it right.’   
       Concerned Parent 

 
A number of issues were identified with regard to inadequate processes.  
These included: 
 

• Lack of support for teachers in development of training resources.  
This included both lack of time provided for teachers to undertake this 
work, as well as lack of professional development for teachers in how 
to prepare competency based training material and how to work in a 
competency based framework; 

• Lack of a real understanding by many teachers of assessment 
standards required and correct assessment processes.  This has 
resulted in inconsistency of assessment processes between RTOs, 
with a resulting lack of confidence by regulators involved in 
registrations and licensing.  This uncertainty on behalf of regulators 
has meant that many Institutes wish to retain or introduce ‘capstone’ 
assessments, with the possibility of external examinations, such as 
those conducted in Victoria. 

• Lack of on-line and other flexible learning resources to cater for the 
different learning styles of students, as well as for the needs of rural or 
remote students; 

• Teaching methods are often not appropriate for the student 
demographic.  Appendices 7 - 9 contain research into the learning 
needs of Generation Y students, and of boys in particular, and this 
should be taken into account when designing learning programs within 
the plumbing qualifications. 

• Under the curriculum model, those students who progressed faster 
were rewarded by being able to spend time gaining additional 
knowledge and skills.  The funding structure of the Training Package 
means that there is no reward for students to progress more quickly as 
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they cannot gain recognition for any additional competencies 
completed. 

 
‘I’m ddisappointed that the good apprentices can’t work 
ahead.  The RTO’s keep everyone at the same speed. 
My present apprentice wants to get licensed in as 
many fields as possible but is not able to go at an 
accelerated pace.  In the end, he will have to do night 
classes and pay his own way.’   
                        Plumber 

 
• Throughout the course of the project, there was extensive discussion 

about the use of on-site assessments.  Despite the fact that this is a 
valid strategy within a competency based training system, many 
difficulties were identified in trying to establish such a process within 
the plumbing package.  These difficulties included: 

 lack of time and money to pay for teachers to travel to various 
locations to conduct assessments; 

 the fact that many employers concentrate on specialist areas, 
meaning that apprentices cannot be assessed on the job for tasks 
that they are not completing in the work environment; 

 the unwillingness of many employers to become involved in on-site 
training and/or assessment, believing that this is the province of 
the training organisations. 

• There are concerns that a number of the competencies are 
unachievable in the nominal hours due to the restrictive nature of the 
evidence guide.  There needs to be a review of these to support RTOs 
in delivering to the AQTF. 

 
Timetabling 
 
A number of industry representatives expressed concern over the inflexible 
nature of TAFE training, with employers and apprentices having to fit in with 
schedules established by the Colleges.  This is combined with major 
problems with the Recognition of Current Competency (RCC) process.  Some 
schools only offer RCC at the beginning of the program.  In some cases, 
mature age students are offered RCC, but younger students are not 
considered to have the necessary ‘life’ experience to be eligible.   
 
Whilst other schools offer ongoing RCC, this simply means that the student 
‘sits out’ that particular block of training.  It does not allow for any shortening 
of the time for training.  This is exacerbated by the funding model which pays 
a reduced amount for RCC when compared with face to face delivery, thus 
providing a further disincentive for RTOs to truly offer this pathway. 
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Communication 
 

‘Some questions need to be asked.  Why weren’t all 
these resources put in place prior to the 
commencement of the new package?  Why weren’t 
head teachers from all colleges briefed prior to the 
implementation of the package?  Why weren’t parents 
informed of the new process?  Why weren't employers 
informed of the new process?’  
         Concerned parent 

 
Poor communication processes were identified by all parties as contributing 
to the barriers to successful implementation of the Training Package.  These 
were between: 
 

• NPSTAG and the private RTOs - Whilst in some States individual 
groups of teachers in the TAFE and private sector have a good 
relationship, this is only on an informal basis, with no formal 
recognition of the benefits that both parties could obtain by better 
relationships.  NPSTAG are currently discussing the issue of allowing 
private RTOs access to their network.   

• Within and across States between TAFE’s - There are some rivalries 
and misconceptions between Institutes, which prevents better 
communication. 

• Between educators and industry - There is a significant gap between 
these two groups, with both blaming the other for problems in the 
effective training of apprentices. 

• Between educators and regulators - There is some cynicism on the 
part of teachers as to the role of the regulators, whilst the regulators 
distrust the quality of assessments being conducted by the educators. 

• There appears to also be division within the plumbing industry sector, 
with the various industry associations at odds with each other over a 
range of issues.  As long as the industry itself is unable to agree on 
those issues, it will be very difficult to ensure that the Training Package 
is meeting nationally recognised and required needs. 

 
3. Group/culture 

 
Teachers 
 

‘Teachers seem to be running to catch up to write 
course material before the tests come. As I understand 
it I’m not sure the end of module assessment has even 
been written’.   
     Concerned parent 

 
The following issues were identified with regard to the teaching staff: 

 
• Lack of support for professional development; 
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• Some difficulty in coping with change, with many teachers unwilling to 
accept the Training Package and unrealistic about the requirement to 
adapt to new practices; 

• Difficulty in managing time with regard to training development and 
delivery, assessment development and conduct, administrative 
functions, compliance and employer contact; 

• Issues of the aging demographic of teachers and the corresponding 
lack of younger people coming into plumbing teaching.  This is made 
more difficult by the high hourly rate that plumbers are able to 
command at the moment compared to the hourly rate for full-time and 
sessional teaching staff; 

• Exclusion of teachers from the private RTO sector to moderation and 
sharing of resources. 

 
These issues have resulted in a degree of cynicism 
and resistance by educators to the introduction of 
the new Training Package.  Teacher surveys 
revealed that 40% of plumbing teachers and 
department managers were dissatisfied with the 
implementation process experienced in their RTO.  
TAFE management need to develop strategies to 
deal with this resistance.  At the same time, it has to 
be acknowledged that many teachers have taken 
on this additional workload with a good deal of 
enthusiasm, and with a willingness to contribute in 
their own time, which is a credit to their profession. 
 
TAFE management 
 
Many of the teachers were critical of the support given to them by TAFE 
management.  This included: 
 

• A lack of understanding of the industry sector in those instances where 
managers come from a background other than plumbing; 

• A lack of communication with teachers about problems and strategies 
for improvement; 

• A perception by teachers that management was purely bottom line 
driven to the exclusion of quality, with a resulting unwillingness to 
invest in development of quality training resources. 

• An unwillingness by management to allow teachers to attend 
moderation meetings between Institutes, thus impeding the 
development of consistent teaching and assessment material. 

 
Industry 
 
Many industry representatives, particularly small business owners, have a 
lack of understanding of the Training Package and the changes it has brought 
to the way training and assessment are delivered.  Whilst they are happy to 
criticise the training sector, they either lack the time, or are unwilling to 
become involved in the training and assessment process.  When asked about 
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the possibility of on-site assessments, they stated that they preferred this to 
occur within the training institute. 
 
Regulators 
 
As stated earlier, there is a lack of trust on the part of regulators with regard 
to the quality and consistency of training and assessment outcomes.  As a 
result, regulators are reluctant to rely on these outcomes for the purpose of 
issuing registrations. 
 
4. Issues outside scope of this project 
 
Various stakeholders raised a number of important issues which fall outside 
the specific scope of this project but that, nonetheless, need to be raised if 
the Training Package is to be truly effective in meeting the needs of the 
plumbing industry, and to ensure that the best possible training programs are 
developed for apprentices. 
 
Program entry standards 
 
Feedback from teachers is that a significant number of students have 
problems in coping with the new Training Package.  This is due to the 
following reasons: 
 

• A reduction in entry level skills.  During the era of technical schools, 
apprentices arrived with good hand skills and graphic drawing 
capabilities.  This is no longer the case; 

• literacy/numeracy difficulties; 
• no ability on the part of the College to pre-select for pre-apprenticeship 

programs in Victorian TAFE’s; 
• there appears to be a disconnect between programs such as VET in 

Schools or VCAL with apprenticeship training programs.   
 
In a Training Package which requires learning a lot of theory, the standard of 
students entering the program is an issue.  Those students enrolling with 
private RTOs and Group Training Schemes are required to undertake pre-
course testing to ensure their ability to cope with the training.  However, the 
TAFE Colleges are required to accept any apprentice who has been signed 
up by a NAC.   Often young people who are identified as unable to cope with 
the schooling system are pushed into an apprenticeship with little regard for 
their capacity to cope with the learning levels required for a complex trade 
such as plumbing. 
 

‘We have kids in the course who can’t read and who 
need lots of extra attention.  Teachers are already 
hammered for time.  It’s a free-for-all from the NAC’s 
who’ll sign up anyone, even though they have poor 
LL&N.  NAC’s are profit driven.’   
     Plumbing Teacher 
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With its emphasis on theory and the requirements for students to take on a 
great deal of responsibility for managing their own learning, it is anticipated 
that failure rates are likely to rise. 
 
NAC’s 
 
There was some criticism of the role played by NAC’s.  Many stakeholders 
felt that NAC staff were only interested in ‘selling’ the apprenticeship to 
potential employers and apprentices, with no interest in ensuring that quality 
apprentices are signed up.  As a result, many unsuitable apprentices enter 
the training program, resulting in a significant additional workload on teaching 
staff in trying to ‘nurse’ these students through the program, at the expense of 
other, more capable, students.   
 
Many teachers also felt that NAC staff had little or no understanding of the 
Training Package they were selling.  Most teaching staff said that no NAC 
staff ever visited the training institutes to familiarise themselves with the 
program. 
 
Registrations and licensing 
 
There was across the board concern that the Training Package offers less 
than the old curriculum in the form of registration outcomes.   This is due to 
the fact that the Training Package involves the delivery of more complex 
content with no corresponding increase in the nominal hours available.  This 
means that students are expected to pay additional fees at the end of their 
course to gain the additional registrations.  
 

‘The lack of a licensing outcome is a major issue.  [In 
our state] parents are asking why there is no licensing 
outcome anymore.  Apprentices now have to pay for 
the extra training required.  Industry is not even aware 
of the problem.’    
 Union Representative 

 
There is also a variation between responsible regulatory authorities across 
States about how many registrations and licenses are required.  With the 
current intention of COAG to attain national portability of plumbing 
qualifications throughout Australia and, possibly New Zealand, by June 2007, 
this will shortly become a critical issue. 
 
Role of group training companies 
 
There was conflicting opinion as to the value of group training companies in 
ensuring that quality apprentices are recruited and trained.  As a large 
employer demographic, this stakeholder group needs to be actively involved 
in reviewing the future of plumbing training, and in determining its ongoing 
role. 
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Standards for employers 
 
Anecdotal evidence collected during the course of the project has highlighted 
a serious issue with a lack of business professionalism on the part of many 
employers.  This results in many small employers treating apprentices as 
cheap labour undertaking repetitive tasks on a day by day basis.  These 
employers have little understanding of, or interest in, the importance of 
appropriate training for apprentices. 
 
Throughout the course of the project, contributors 
have emphasised the importance of plumbing as 
not only a trade, but an important contributor to 
the public health of Australians.  The lack of 
requirement for continuing professional 
development for qualified plumbers should 
therefore be a matter of concern.   
 
As part of the training process, a student attains 
registrations and perhaps licences for the various 
plumbing streams.  That plumber may then work 
in a business which specialises in a certain 
aspect of plumbing for many years.  Despite the 
fact that the plumber may not have used the skills 
or knowledge necessary for a particular stream 
for a period of years, providing that fees are paid annually for registrations 
and licences, that plumber is still deemed proficient in that stream.   
 
This results in plumbers with current licences for skills they may not have 
used for many years.  Given the public health nature of the industry, there 
should be concern that these people could then decide to take up working 
again in those areas, despite the fact that they are no longer competent.   
 
This raises the need for Governments to consider introducing a system 
whereby plumbers are required to maintain their professional competence 
through compulsory ongoing professional development as happens in other 
parts of the construction industry and in other professions. 
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Recommendations 
 
Based upon the identified issues that resulted from the forums, surveys, and 
interviews, the following section presents the recommendations for this 
project.  These recommendations will address implementation barriers 
surrounding the Training Package and help facilitate nationally recognised, 
portable training arrangements. 
 
Equipment and facilities 
 
A barrier to the implementation of BCP03 is the lack of targeted funding for 
equipment, materials and facilities required for the new package.  There are 
two aspects to this.   
 

• the present equipment and facility needs to adequately deliver BCP03; 
• the changeover cost to setup the equipment and facilities for the new 

package. 
 
There is increasing evidence of a disconnection between the funding of the 
Training Package and the expected outcomes required.   
 
Furthermore, some RTO’s have discontinued specialist streams due to 
equipment needs.  This also leads to a requirement for a more formal 
structure to allow apprentices to access specialist streams at other RTO’s.   
 
Recommendation: 
 

1. Research needs to be conducted on the equipment and facilities 
needed for the effective delivery of the various streams of the training 
package. 

 
2. An audit should be carried out of present equipment and facility 

capabilities for RTOs delivering BCP03 in order to address funding 
gaps where they may exist. 

 
3. A nationally agreed process to access specialist streams between 

RTO’s. 
 
Structure of qualifications and nominal hours 
 
It has been acknowledged that the new training package has been long 
overdue and is a welcome addition to existing training packages.  While the 
content of the package sits outside the terms of reference for this project, it 
has been stated by multiple stakeholders that the content of many 
competencies included at Certificate III level in this training package would 
previously have been delivered in higher qualifications in the curriculum 
model.   
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Further to this, many of the 96 competencies in BCP03 are very prescriptive 
in their evidence requirements.  This is both an advantage and a 
disadvantage.  Whilst improving consistency, it also sets up a comprehensive 
need for equipment and facilities.  Some of these needs could be mitigated 
through ‘simulated’ settings without impacting learning outcomes.  The 
prescriptive nature of the evidence guide can also militate against the ability 
of RTOs to undertake integrated assessments, thus further exacerbating the 
time and paperwork constraints of the AQTF requirements.   
 
The nominal hours for each competency of the BCP03 training package are 
set by the State/Territory funding bodies.  The nominal hours represent the 
funding currency for state funded education.  This funding is different within 
each state in two areas: 
 

• States/Territories offer varying number of streams (there are six in 
total).  While some states offer all six, others offer as little as four.  This 
is often linked to registration and licensing requirements but also 
represents a barrier to portability of the plumbing qualifications; 

• Even when comparing the common stream within the training package, 
there are substantial differences in nominal hours (i.e. funding). 

 
Figure 1:  Nominal Hours for Common Units 
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The substantial difference in nominal hours is a strong barrier to consistent 
and equal outcomes for the Training Package across Australia.   
 
For some States, the previous curriculum model delivered a licensed 
outcome.  For those States, this is no longer the case. It has been identified 
by apprentices and parents of apprentices in various states that there is 
strong disappointment that the new Training Package does not deliver a 
licensed outcome.  Whilst the reasons for this change are beyond the terms 
of reference in this project, we do identify that this has been a loudly voiced 
barrier to potential and current apprentices entering BCP03. 
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Recommendation: 
 

4. A Category Two review should be instigated by the CPSISC with 
representation from RTO’s and industry.  In light of the current 
concerns learned over the last year, it would be appropriate to review 
competencies to be delivered in year 2 and 3 of the package.  Such a 
review would ensure that improvements are incorporated and future 
resource funding and development would be better targeted and useful 
over the longer term. 

 
5. There needs to be national agreement on nominal hours that is linked 

to the practical delivery of the Training Package.  Whilst we 
acknowledge the State based funding structure, we see the need for 
matching delivery requirements to training outcomes, rather than simply 
agreeing to the lowest or highest state numbers.  As the issue of 
national portability of trade qualifications is an issue currently being 
examined by COAG, it is suggested that State Premiers could require 
their relevant Ministers to come to a national agreement on a standard 
number of streams and adequate standard nominal hours to deliver 
those streams.  It would seem prudent to involve NPSTAG in 
discussions with State providers on this issue. 

 
Teaching resources 
 
Prior to BCP03, the development of new teaching resources was typically 
done centrally, piloted, reviewed and sent out to RTOs in a completed format.  
Whilst this is not the present reality, it is acknowledged that the plumbing 
industry has not implemented new training for over a decade.   
 
Apart from updating the plumbing training, BCP03 represents two relatively 
dramatic changes for the RTOs involved.   
 

• Number of Competencies - At 96 competencies, it is widely 
acknowledged that this is far too many.  There is the expectation that 
there will be a rationalisation in the review of the package due next 
year; 

• Competency Based Training - This new paradigm of training has been 
challenging.  In the hectic pace of developing new teaching resources 
on top of unadjusted present workloads, it is evident that many 
teachers have not fully understood the implications.   

  
When BCP03 was nationally endorsed, the RTOs were given 12 months to 
develop teaching resources and begin using BCP03.  They were not 
prepared for this change and have struggled.  Development of teaching 
resources takes time and a level of experience.  There were varying degrees 
of support from State based education departments with varying degrees of 
utilisation by RTOs.  The smaller States/Territories were particularly 
challenged in developing teaching resources (e.g. Tasmania only has three 
full-time plumbing teachers). 
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‘The new package forced teachers to develop resources 
for the first time in many years’   
       Plumbing Teacher 

 
Out of this crisis developed a group of plumbing teachers from various States 
who came together to develop the needed teaching resources.  The National 
Plumbing and Services Training Advisory Group (NPSTAG) was formed in 
March 2004 and, with funding from ANTA, quickly began developing 
resources for BCP03.  Each State adopted certain competencies and 
developed the relevant training resources.  At present, virtually all 96 
competencies have training resources developed.  Despite these 
accomplishments, the group also acknowledges that there is much work to be 
done: 
 

• Many of the teaching resources need improvement; 
• The teaching resources need to be reorganised.  The funding received 

for development of the teaching resources required an individual 
resource for each competency.  This is not the best way to deliver the 
Training Package as there is a great deal of overlap in competencies.  
This requires a rearrangement of the training resources to reflect 
actual delivery.  However, a number of RTOs are delivering the 
Training Package 
competency by 
competency.  By this 
design, they are 
struggling to fit the 
training into the 
nominal hours; 

• There needs to be a 
consistent approach 
to developing and 
using assessment 
tools as there are 
varying views within 
the plumbing schools 
on how best to 
approach this under 
a competency based 
Training Package; 

• The development of 
flexible delivery 
methods. 

 
Much of NPSTAG’s 
accomplishments have 
been achieved through 
passion and personal 
sacrifice.  The group has 
received some funding to support travel expenses and limited development 
costs.  However, by and large, most members have supported the group 

 
 
Carl teaches plumbing apprentices on a part time 
basis at Gymea TAFE, and works in his own plumbing 
contracting business for the rest of the week.  He 
delivers the first year competencies from the BCP03 
Plumbing and Other Services Training Package and 
says that the new package provides a wider range of 
subjects, giving first year apprentices an introduction 
to the various aspects of the plumbing trade.  Carl 
believes that the requirement for students to complete 
assignments and additional work in their own time is a 
useful strategy to assist them in developing the 
maturity needed to take on more responsibility for 
their learning. 
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through goodwill.  Some members must take personal leave to attend the 
national meetings due to lack of local support at their representative RTO.   
 
Whilst NPSTAG has much to be proud of, it is the opinion of this report that 
the group is at risk.  The group was formed out of a crisis and has been 
largely motivated by the urgent necessity to develop teaching resources.  As 
the immediacy of this crisis subsides, there is a danger of burnout.  Funding 
is required to bring balance to an important communication and collaboration 
mechanism for plumbing teachers across the country.  Without such funding, 
it will be difficult to maintain and attract new members. 
 
At present NPSTAG represents virtually all TAFEs delivering BCP03 across 
Australia.  It is noteworthy that private RTOs have not been invited to take 
part.  While the teaching resources that have been developed by NPSTAG 
are available to private RTOs at a cost (i.e. there is no cost for NPSTAG 
members), it is unfortunate that NPSTAG does not utilise the input of private 
RTOs for the added benefit of all plumbing teachers. 
 
Recommendation: 
 

6. Continuing professional development for plumbing teachers that deals 
with implementation of a Training Package.  Identified skills, knowledge 
and abilities needed include: 

 
  Unpacking a Training Package 
  Delivering competency based training 
  Developing assessments that are compliant with competency based 

 training 
  Change management processes to deal with teacher resistance. 
 
7. Project to develop flexible training delivery and assessment processes 

that are relevant to the needs of apprentices and employers.  Issues 
highlighted in this project are: 

 
  Time tabling and tracking capabilities 
  On-line resources 
  Distance delivery 
  Generation learning preferences of current apprentices 
  Establishment of a national best practice sharing model. 
 
8. Professionalise NPSTAG – Funded support from DEST to CPSISIC to 

fund and manage support for: 
 
  State/Territory representation for NPSTAG 
  National training projects for NPSTAG. 
 
9. Recommend that avenues be explored for funding to create a national 

coordinator role to support NPSTAG’s activities. 
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10. NPSTAG to include all RTOs (public and private) providing plumbing 
training across Australia on the proviso that everyone shares 
resources. 

 
11. NPSTAG accomplishments to be promoted by CPSISC and DEST to 

the Australian TAFE Directors Association so that time release can be 
given to the State Representatives of NPSTAG.  Currently two State 
Representatives have to take annual leave to attend the NPSTAG 
meetings. 

 
12. Centrally coordinated and funded development of teaching resources 

for BCP03 for delivery, assessment and RCC processes.  This could 
quite easily sit within the auspices of NPSTAG but would require 
dedicated professional curriculum support. 

 
Incentives for apprentice outcomes  
 
There need to be appropriate incentives for the best applicants to apply for an 
apprenticeship.  There is no advantage in forcing inappropriate applicants into 
a training program.  This provides inadequate outcomes for the apprentice, 
the RTO and the industry.  The drop out rate is exceedingly high in plumbing 
training.  This will have an impact on the implementation of BCP03 and 
continues to be a drain on limited resources.  Many RTOs commented on the 
high numbers of apprenticeship applicants.  The choice of who enters a TAFE 
for plumbing training is usually made by an employer and through NACs.  For 
those private RTOs that are able to screen applicants, the completion rate is 
much higher. 
 
A time-based apprenticeship with no flexibility to reward the performance of 
apprentices can represent a barrier to implementation of BCP03.  In many 
instances, prevocational courses offered no advance placement in BCP03.  
Further to this, most RTOs did not provide any advantage for advanced 
apprentices to proceed at their own pace or take on additional competencies.   
 

‘There’s no way for those who can work faster to take 
on more.  If you finish things quickly, you just go home 
because everyone has to move along at the same 
pace.’   

       1st Year Plumbing Apprentice 
 
Whilst we recognise the need to adequately learn the underpinning 
knowledge, practical skills and experience to build proficiency, a lock-step 
process built around the median capability is not an incentive for apprentices.  
Competency based training allows for flexibility. However, there are multiple 
funding problems that create barriers to flexible training.  These include: 
 

• Inadequate funding for employers that require a 4 year apprenticeship 
before there is an equitable outcome for the employer.  It is largely 
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acknowledged that an employer runs at a loss for the first two years of 
an apprenticeship and earns that money back in the last two years;   

• Present funding for RTOs are based on student contact hours for each 
of the 96 competencies delivered in the state. 

 
Whilst respecting the need 
for accountability, there is a 
growing divergence 
between nominal hours and 
their connection to training 
outcomes.  We suggest the 
total nominal hours simply 
represent the State based 
funding allotment based 
more on historical, political 
and budgetary funding 
parameters.   
 
One option may be simply 
funding a flat rate for each 
individual placement in 
BCP03 (rather than a per 
competency funding model) 
with a specified minimum 
outcome which must be 
achieved over the period of 
the apprenticeship.  This 
minimum outcome would 
represent the agreed 
number of streams from the 
current qualification.  The flat rate could be based on the existing total amount 
paid for nominal hours as agreed by the relevant Ministers (refer 
Recommendation 5).  The payments could be based on nationally negotiated 
milestones.  By unbinding the funding from individual competencies this can 
provide incentives, such as: 

 
 
Chris works in Busselton, Western Australia, and 
operates mainly in domestic and commercial 
plumbing, and gasfitting.  When asked why he had 
chosen plumbing as a career, Chris stated that he 
had done some plumbing work experience in his last 
year of school and absolutely loved it.  Chris has 
aspirations to become a licensed plumbing contractor, 
and is doing his first year plumbing studies through 
the new BCP03 Plumbing and Other Services 
Training Package at MPA Skills in Bunbury, Western 
Australia. 

 
• Flexibility for advanced apprentices to fit in more training during their 

four year apprenticeship.  This may include courses in other streams or 
even modules towards their licensing qualification. 

• The development of flexible delivery at RTOs to acknowledge 
apprentices who learn at a different pace. 

• The development of more comprehensive RPL and RCC processes to 
adequately address apprentices on-site experience and capabilities 
(as stated earlier, the current funding model pays less for RCC and is, 
therefore, a disincentive for RTOs to fully make use of this process). 

 
An added benefit of funding the placement of an apprentice in BCP03 is the 
reduction of paperwork required for funding instalments.   
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Recommendation: 
 

13. Support development of a national pre-screening testing process for 
apprentices seeking entry to BCP03, with the intent of raising the 
completion rate by identifying aptitude and support requirements. 

 
14. Research to be undertaken into a new funding model whereby funding 

is for apprentice placements in the BCP03 Training Package instead of 
funding by competency. 

 
Engagement between industry and educators 
 
At present there is little formal or informal engagement between employers of 
apprentices and the teachers of BCP03.  Employers are perceived as too 
busy to be involved in what they see as the RTO’s job of training.  RTOs see 
employers as disinterested in training outcomes when the RTO has the 
apprentice for only a short period of time.  Both parties do have an interest in 
the eventual outcome – a knowledgeable, skilled and proficient tradesperson. 
 
At present there is little structure or process for employers and educators to 
interact to improve the training process.  This represents barriers to 
implementation for BCP03 including: 
 

• Missed opportunity for on-site training and assessment; 
• Improved currency of industrial knowledge and skills for teachers as 

required by AQTF; 
• The sharing of knowledge and skills regarding new technology, 

techniques and processes presently used in the plumbing industry. 
 
Recommendation: 
 

15. National project to explore and test: 
 
  industry involvement in training and assessment possibilities 
  ways to improve industry awareness of the Training Package. 
 
16. Introduction of a Continuing Professional Development program to 

improve trade currency of teachers. This would have the added 
advantage of engaging teachers with employers. 

 
National testing 
 
From a purest point of view, competency based training should not require 
any third party testing.  However, it is acknowledged by various stakeholders 
that there is a gap between various RTO outcomes and industry/registration 
expectations on training outcomes.  This is further evidenced in Victoria 
where there is presently a substantial failure rate on the Plumbing Industry 
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Commission Registration test (30 - 35% annually over the last 10 years).  
This gap represents a barrier to effective implementation of the BCP03 
Training Package.   
 
Recommendation: 
 

17. Assessment tests set nationally and performed by an assessor from 
outside the RTO delivering the plumbing training. 

 This process would meet the assessment requirements for the RTO 
delivering plumbing training. 

 National assessments would save a great deal of duplication and 
provide moderated assessment tools that meet industry and regulatory 
concerns. 

 The testing of practical skills and underpinning knowledge could very 
well be performed by seconded teachers from another RTO and/or 
regulatory body.  The testing of underpinning knowledge could feasibly 
be done wholly or in part on-line. 

 
This testing could be retained or phased out as the assessment process 
becomes more reliable.  If phased out, it would require an auditing process of 
RTOs to ensure that assessment processes meet the required standards.  
This would require the establishment of a national registrar or licensing body 
to audit each RTO every two to three years. 
 
National co-ordination  
 
For national consistency of plumbing training and assessment, there needs to 
be a national approach to the industry as a whole.  This would require 
national representation of the plumbing field to governments at all levels.  
Presently, representations of all facets of plumbing are State-based due to 
the historical nature of State based training, registration and licensing.  The 
various groups include: 
 

• Plumbing educators - There is little structure or process to discuss 
national concerns on plumbing training. This represents a barrier to 
efficient management and use of the Training Package.  Even 
NPSTAG has yet to broaden its reach beyond State representatives to 
the greater plumbing teacher community and, as stated earlier, at 
present this group is at risk; 

• Industry representation - Industry representation is largely State 
based.  While passionate and industrious, these organisations interact 
sporadically on the national stage.  This creates barriers to the 
implementation and updating of a national Training Package for 
plumbing; 

• Regulators and Licensing Bodies - Regulators and licensing bodies are 
State based with varying registration requirements and nomenclature 
surrounding the plumbing field creating barriers to national portability 
as an outcome of the nationally endorsed training package. 
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With the move to a national Training Package and emphasis on portability of 
trades, there is a strong argument for a national advisory committee 
dedicated to the plumbing trade.   
 
Whilst we are aware that such an advisory committee already exists within 
the CPSISC in the form of the Construction Industry Advisory Committee, few 
people are aware of its existence and some parties believe that they do not 
have adequate input. 
 
Recommendation: 
 

18. The CPSISC review the composition of the Construction Industry 
Advisory Committee to ensure that it truly represents the interests of all 
sectors of the plumbing industry. 

 The CPSISC implement a strategy to promote the existence of the 
Construction Industry Advisory Committee to all stakeholders to ensure 
that relevant views can be represented. 

 
For a list of recommendations see Appendix 10.   
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Conclusion  
 
The implementation of the BCP03 Plumbing and Services Training Package 
has been a major milestone in the advancement of the plumbing industry 
towards national portability of plumbing qualifications. 
 
It has taken many years and much negotiation by a range of stakeholders to 
reach this stage.  Despite many achievements, the journey is not yet 
completed. In order for the implementation of the Training Package to truly 
contribute to the improved quality of the plumbing trade, current barriers must 
be identified and addressed.  

 
We often hear ‘A tradesman is only as good as his tools’.  This is especially 
true when delivering training to apprentices.  Currently, there are substantial 
differences in equipment, facilities and nominal hours committed to the 
delivery of the nationally endorsed training package.  The current funding of 
these resources needs to be more closely aligned with the needs of the 
training package which reflects the most current training needs identified by 
industry.  The training resources required must be more clearly identified and 
transparent.  This can only be done through national coordination and 
consensus. 
 
There is a clear need for professional development within the ranks of 
plumbing teachers.  Despite the long process to develop BCP03 at the 
national level, the changes for teachers in the ‘shop’ have been swift and 
uncompromising.  Professional development should be supported for this 
group as they endeavour to develop and implement new solutions that are 
relevant to current day apprentices and employers.  
 
Current funding models presently send mixed messages to RTOs and 
potential apprentices.  The structure of funding should provide the proper 
incentive to create a unified goal amongst all stakeholders.   
 
BCP03 represents the first nationally endorsed Training Package for 
Plumbing and Other Services.  The move from a State based model to the 
national scene is never easy and does require national coordination.   
 
While this report identifies barriers to implementation, it has been 
encouraging to work within an industry of committed and motivated 
individuals.  The plumbing industry has a proud history and the 
implementation of BCP03 is another chapter in the evolution of this proud 
craft. 

Page 31 of 58 



 

References 
 
ACIL Consulting, 1998, “Skill Development and Training in the Building and 
Construction Industry: A Review of the Issues”, A report for the National 
Building and Construction Committee, Department of Industry, Science and 
Resources. 
 
Bennici, F.J. 2004, The Status of Registered Apprenticeship: An Analysis 
Using Data from the Registered Apprenticeship Information System, report 
prepared by Westat for The US Department of Labor’s Office of 
Apprenticeship Training, Employer and Labor Services (OATELS), Westat, 
Rockville, MD. 
 
Bain, L. & Mortimer, D. 2004, Where are our Tradies?: A Study of Skilled 
Trades Shortages in the Penrith Local Government Region, Journal of 
Economic and Social Policy, Vol. 9, Issue 1, pp. 60-77. 
 
Bilginsoy, C. 1997, Apprenticeship Training in the US Construction Industry, 
September, University of Utah Department of Economics, Salt lake City, UT, 
available at: www.bctd.org/training/studies.html (accessed May 19, 2006). 
 
Bilginsoy, C. 2003, “The hazards of training: attrition and retention in 
construction industry programs”, Industrial and Labor Relations Review, Vol. 
57 No. 1, pp. 54-67. 
 
Borthwick, J.J.D. & Werner, M. 2000, Evidence of Skill Shortages in the 
Automotive Trades, National Centre for Vocational Education and Research. 
 
DEST 2003, “National Industry Skills Initiative – Retail Moter Industry”, Report 
at <http:www.skillsinititative.gov.au/1st_round_industries/first_round.htm> 
 
Glover, R.W. & Bilginsoy, C. 2005, Registered apprenticeships training in the 
US construction industry, Education and Training, Vol. 47 No. 4/5, pp. 337-
349. 
 
DEST 2002, “Nature and Causes of Skill Shortages: Reflections from the 
Commonwealth National Industry Skills Initiative Working Groups” 
 
Dusseldorp Skills Forum (DSF) 2003, “Report of the Dusseldrop Skills Forum 
and Group Training Austria Skills Round Table Sydney”, 21 July 2003, DSF, 
Sydney. 
 
Priest, M. 2003, “Australian Workers Go Missing in Australian”, Financial 
Review, Oct. 11-12. 
 
Toner, P. 2003, “Supply-Side and Demand-Side Explanations of Declining 
Apprenticeship Training Rates: A Critical Overview”, Journal of Industrial 
Relations, Vol. 45, No. 4, pp. 457-484. 

Page 32 of 58 

http://www.bctd.org/training/studies.html


 

Appendices 
 

Page 33 of 58 



 

Appendix 1 
 

Excerpt from British Construction Website 
 

Three quarters of young women being put off traditionally 
“male-dominated” industries by poor careers advice 
 
ConstructionSkills launches TV advertising campaign to reach young 
people directly as industry seeks 88,000 new recruits 
 
ConstructionSkills, the Sector Skills Council for the industry, has found that 
young women feel let down by the careers advice they receive and are being 
put off traditionally male dominated industries. Research among 2,400 11 to 
18 year old girls found that over two thirds (70%) felt there was a gender bias 
against girls in the careers advice they were given, despite the girls 
themselves being keen to break gender stereotypes. As a result, 
ConstructionSkills is launching Positive Image, a TV advertising campaign to 
reach young women directly.  
 
The ConstructionSkills research found that: 
 

• 43% felt their career options were limited because of their gender  
• Almost two thirds (62%) of 11-18 year old girls would be happy to work 

in male-dominated industries but don’t get the advice and information 
they need  

• Over a quarter (27%) “wouldn’t give gender bias a second thought” in 
their career choices, and  

• More than a third said they would be happy to “prove themselves 
against men” 

 
Further, two in five (42%) girls felt they were limited in terms of the options 
they were given at school simply because they are girls. Almost one third 
(31%) said they had been discouraged from studying certain subjects at 
school on the basis of their gender. 
 
The Positive Image campaign aims to attract young people – particularly 
women – to jobs in construction and the built environment and to give them 
information and advice about the roles on offer. The campaign comes as the 
construction industry announces over 88,000 jobs on offer this year, in roles 
as diverse as CAD designers and town planners to stonemasons and civil 
engineers, but particularly for those in technical and professional roles. 
 
The organisation is also calling on careers advisers to change the ways that 
they advise young people to make sure they present the industry accurately 
and are aware of the diverse roles that modern industries – such as 
construction – have to offer.  
 
Paul Sykes, recruitment manager for ConstructionSkills, comments: “Our 
evidence shows that young women want to work in our industry – applications 
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are up, numbers applying to university and vocational courses are up – but 
that careers advice is not in step with the modern industry or the aspirations 
of young women themselves. As an industry, we are taking the step of getting 
directly to young women to show them the range of amazing jobs on offer. 
We are also working with careers advisers to expand their knowledge of 
careers in construction, and to encourage them to rethink their attitude to 
careers in construction.” 
 
Positive Image, which launches on 3 April 2006 with a nationwide television 
advertising campaign, will aim to show young women how they can “Make 
Their Mark” by joining the industry. It will highlight iconic buildings – the GLA 
building, Eden Project and the “armadillo” SECC building in Glasgow – 
making heroes of the women who have been involved in their construction. 
The campaign is fronted by youth TV presenter June Sarpong who lends her 
voice to the television advertising and has supported the campaign. 
 
The launch of the campaign comes a week after Gordon Brown’s budget in 
which he announced proposals to get women into industries – including 
construction – in which they are currently under-represented. 
 
Taken from http://www.citb-constructionskills.co.uk/news/whatsinthenews/20060403-positiveimage.asp
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Appendix 2 
 

Excerpt from Plumbing In Scotland: 
Issues in The Supply Of And Demand For Training 

 
The cause of hard-to-fill vacancies across all trades was largely attributed to 
the quality, lack of skills, and attitude of applicants rather than to shortages in 
the supply of applicants. 
 
The main entry route for new recruits is via modern apprenticeships. Modern 
apprenticeship recruitment and training for the plumbing industry is controlled 
in Scotland SNIPEF, which represents 800 (60 per cent) firms in Scotland, 
mainly small and medium sized enterprises (SMEs). In addition, some local 
authority direct labour organisations continue to run their own apprenticeship 
schemes, eg Glasgow and West Lothian. 
 
Recently the plumbing industry in Scotland has been recruiting 400 modern 
apprentices a year. SNIPEF and Summitskills report that this has been 
meeting employers’ needs, although the recent growth in new construction 
work and the projected stability of this for up to five years has given 
employers new confidence to take on more modern apprentices than before. 
 
There is sufficient demand from school leavers (mainly boys) to allow 
employers to be selective about whom they recruit. However, the industry is 
not complacent that this will continue. It has concerns that careers advice in 
schools is promoting higher education/university at the expense of vocational 
study. 
 
Excerpt taken from Plumbing In Scotland: Issues In The Supply Of And Demand For Training.  A report produced by 
Scottish Funding Councils for Further and Higher Education 
The full report can be accessed at: http://www.sfc.ac.uk/publications/pubs_other_sfefcarchive/plumbing_scotland.pdf
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Appendix 3 
 

Excerpt from Department of Labour, NZ Report on Plumbing 
Shortages 

 
February 2005 
 
SKILL SHORTAGE ASSESSMENT 
 
OCCUPATION: PLUMBER 
Current situation: Skill shortage 
Short term outlook: Skill shortage 
 
The results of the Survey of Employers who have Recently Advertised 
(SERA) indicate that there is a severe shortage of plumbers in New Zealand. 
Only 32% of positions were filled within six weeks of being advertised and 
there was an average of only 4 suitable applicants for every 10 plumbing 
vacancies. This report considers these survey results in the context of trends 
in the demand for and supply of plumbers. 
 
Demand for plumbers is closely associated with activity in the construction 
industry.  A surge in building activity over the past three years has resulted in 
strong growth in demand for plumbers. This level of demand is expected to 
be maintained through 2005 as activity in the construction sector is forecast 
to remain at a high level. 
 
There has been little growth in the number of trainees achieving plumbing 
qualifications between 2001 and 2003. However, there has been moderate 
growth in total enrolments and this should lead to higher numbers achieving 
these qualifications from 2005 onwards. Weighing this against the prospect of 
an increasing number of retirements and continuing net migratory outflows, 
the Department of Labour (DoL) concludes that the supply of qualified 
plumbers will show only moderate growth over the next 12 months. 
 
While there is likely to be a gradual increase in the supply of qualified 
plumbers in the next 12 months, this is unlikely to alleviate the current level of 
shortages. DoL therefore expects shortages to persist through 2005. 
 
A number of employers noted that there was a period of time in the 1990s 
when very little training of plumbing apprentices occurred. The proportion of 
plumbers aged 20-24 years fell from 15% to 9% between 1991 and 2001, 
while the proportion of plumbers aged 55 years and above almost doubled 
from 8% to 15%. The twin effects of a decline in new apprentices and the 
increase in plumbers remaining in work over the age of 60 have resulted in 
the significant ageing of the plumber workforce. This will have important 
implications for the supply of plumbers in the future as an increasing number 
retire each year. 
 
Excerpt taken from Department of Labour, NZ Report on Plumbing Shortage. 
The full report can be accessed at:  http://www.dol.govt.nz/PDFs/trade-report-plumber.pdf
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 Appendix 4 
 

COAG Report 
 

A New National Approach to Apprenticeships, Training and Skills 
Recognition 
 
COAG has reached agreement on a package of measures designed to 
underpin a new genuinely national approach to apprenticeships, training and 
skills recognition and alleviate skill shortages currently evident in some parts 
of the economy. While governments have today agreed to tackle some of the 
obstacles within the system of government, industry also has a critical role to 
play in creating solutions. In preparing these measures, COAG officials 
consulted with industry bodies and unions.  
 
The Commitment to Quality Training 
 
To ensure and assure the quality of outcomes from the training system, 
COAG has agreed to accelerate the introduction of a national outcomes-
based auditing model and stronger outcomes-based quality standards for 
registered training organisations in consultation with key parties including 
employers, regulators and unions. Specific quality assurance measures have 
also been built into the proposals.  
 
A More Mobile Workforce to Help Meet Skills Needs 
 
As licensing and skills recognition issues cross ministerial portfolios in all 
jurisdictions, it is necessary for COAG to exercise high-level leadership. 
Accordingly, COAG has asked Senior Officials from the Prime Minister's, 
Premiers' and Chief Ministers' departments to oversee the process and report 
to COAG on progress as milestones are achieved.  
 
COAG has agreed to new measures to enable people with trade 
qualifications to move more freely around Australia without undergoing 
additional testing and registration processes.  COAG has agreed that 
governments will work with employers and unions to put in place more 
effective mutual recognition arrangements across States and Territories for 
electricians, plumbers, motor mechanics, refrigeration and air-conditioning 
mechanics, carpenters and joiners and bricklayers (skills shortage trades) by 
June 2007 and by December 2008 for all licensed occupations where people 
normally receive certificates and diplomas. 
 
Industry and regulators will be involved, along with other stakeholders, to 
ensure that a streamlined, nationally-consistent system is achieved without 
increased regulation, while also meeting the commitment to quality standards, 
including public and worker safety. 
 
To further assist in meeting skills shortages, COAG has agreed to new 
arrangements to make it easier for migrants with skills to Australian standards 
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to work as soon as they reach Australia. It does not involve any change to the 
migration policy.  
A new streamlined and robust off-shore skills assessment process, to 
Australian standards, will be put in place in the five main source countries for 
our skilled migrants by December 2008, initially for skills shortage trades and 
later for other occupations in the skilled migration program.  The overseas 
assessments will be conducted under the auspices of Trades Recognition 
Australia (TRA) by accredited organisations or individuals with a proven 
record in delivering high-quality skills assessments. The TRA will be 
resourced to guarantee the quality of assessments and protect Australian 
standards. 
 
This will be mirrored by a parallel on-shore assessment arrangement for 
those who are living in Australia and want skills achieved overseas 
recognized, and provisional licensing so that people with recognised 
overseas qualifications can work under supervision for short periods, while 
they complete licensing requirements.  
 
A More Flexible and Responsive Training System 
 
COAG has also agreed to a set of measures to make sure Australia's training 
and apprenticeship systems offer more flexible pathways into skills-shortage 
trades. 
 
By December 2006 all governments will have put in place arrangements that 
allow apprentices and trainees to work as qualified tradesmen and 
tradeswomen as soon as they have demonstrated competency to industry 
standards, without having to wait out a set time period or make special 
application.  
 
By December 2006 also, legislative, regulatory and educational barriers will 
be removed so that school-based apprenticeships are nationally available as 
a pathway for school students where there is industry demand. Industrial 
barriers will also be removed to enable school-based apprenticeship 
participation in skills shortage industries where there is industry demand. 
 
To make the most of existing skills in the workforce, COAG has agreed that a 
better process to recognise the existing skills of all people entering training 
will be introduced by January 2007, so that workers do not have to repeat or 
undertake training for skills they have already acquired on the job. New 
funding to be agreed between the Commonwealth and States and Territories 
on a bilateral basis will be provided to help training organisations and 
assessment centres establish or improve recognition processes. 
 
In many industries there is already a range of certificate-level qualifications. 
COAG has agreed that the Construction and Property Services Industry Skills 
Council will be asked to develop additional nationally portable qualifications in 
the General Construction Training Package by 30 June 2006.  
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Targeted Response to Skill Shortages in Regions  
 
COAG has agreed to establish a new Commonwealth regional program in 
collaboration with the States and Territories to commence in July 2006 to 
address the supply of skilled labour to industries and regions. Integrated 
strategies will be developed for selected regions to identify solutions to labour 
market needs in regions and industries of strategic importance in the 
Australian economy. 
 
To support the new national approach, COAG has also agreed that 
Commonwealth, States and Territories will cooperate more closely in sharing 
labour market information so as to better understand the extent and location 
of skills shortages.  
 
Next Stages of Reform 
 
COAG has agreed that further work on reform is needed to continue to 
increase the contribution of the vocational education and training system to 
the productivity of Australia's workforce and has asked for a further report 
examining:  
 

• the growing need for higher level skills;  
• cultural and workplace change to lift educational participation and 

attainment;  
• possible reforms to funding and other mechanisms to make the 

training system more responsive to demand;  
• options to increase Australia 's investment in vocational education and 

training;  
• enhancing user choice through meaningful and timely performance 

information;  
• more appropriate regulation of education and training providers; and  
• building stronger relationships between firms and training providers.  

 
A report to this end will be provided to COAG by the Ministerial Council on 
Vocational and Technical Education by December 2006. 
 
Except taken from Council of Australian Governments’ Meeting on 10 February 2006 
The full report can be accessed at:  http://www.coag.gov.au/meetings/100206/index.htm#apprenticeships  
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 Appendix 5 
 

Excerpt from The Queensland Skills Plan 
 

What Queenslanders say about trade training 
 
Reform to trades training attracted significant interest during the consultation 
process. While participants wholeheartedly supported it happening, there 
were differing views on the actual reforms required. 
 
“We must achieve the highest quality world-class level of tradesperson if we 
are to compete in the future for the survival of manufacturing in Australia.” 
(South-east Queensland employer) 
 
Participants emphasised the need to retain or reinvigorate the role of 
apprenticeships in providing theoretical knowledge and technical skills across 
the broad spectrum of trades. It was stressed that this knowledge and skill 
must be reinforced by sufficient work-based experience so that apprentices 
could confidently apply their abilities across a wide range of situations. There 
was a strong sense that current assessment practices may not sufficiently 
value this last aspect. 
 
There was a firm view that the trend to fast-track apprenticeships should not 
impact on the quality of training and the integrity of the trades. However, there 
was high level of support for strategies to accelerate progression through the 
early (lower paid) stages of an apprenticeship. These strategies included pre-
apprenticeship programs, intensive formal training once the apprentice had 
commenced with an employer, and up-front skills assessment to allow 
existing skills and knowledge to be taken into account.  Better implementation 
of competency-based training was widely preferred over shortened 
apprenticeship durations.  Many participants felt that if the competency-based 
training system was operating properly, nominal durations would be 
irrelevant. 
 
Employers raised a variety of concerns about current training arrangements 
including inflexibility, programs not meeting specific requirements, insufficient 
training vacancies, training delays, difficulties organising workflows around 
‘block release’ periods, out-of-date training infrastructure and teachers who 
have not worked in the industry for some years. The literacy and numeracy 
standards of many apprentices and those applying for apprenticeships, was 
also frequently listed as a major issue. 
 
There was widespread acknowledgement that apprentice wage rates were 
impacting on the numbers of people entering into or completing 
apprenticeships, especially mature-age apprenticeships. This was supported 
by results from a survey of 684 apprentices during the consultation process. 
More than 42 per cent had considered dropping out of their apprenticeship at 
some stage. Overwhelmingly, 64 per cent cited low wages as the core 
reason. 
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There was cautious support for a review of wage rates. Anecdotal and 
statistical evidence was provided demonstrating that many employers were 
already paying apprentices above award wages. However, it was suggested 
that any review must ensure that potential wage increases were linked to 
competency and productivity improvements, rather than being implemented 
as a short-term response to the current labour market. 
 
Workplace harassment of apprentices and the work environment itself also 
emerged as serious matters. Both issues were raised by more than 35 per 
cent of surveyed apprentices in training who had considered dropping out of 
their apprenticeship. 
 
The proposed review of group training organisations was supported with 
frequent acknowledgement that some organisations may need to refocus 
their present activities to achieve better outcomes. 
 
Training that works for the trades 
 
One of the most critical challenges facing the training system is the serious 
shortfall in skilled tradespeople. The Queensland Government recognises 
that the majority of future tradespeople will require qualifications provided by 
the vocational education and training system.  
 
Queensland’s training system has responded to the growing demand for 
trades apprenticeships across the state with a 23 per cent increase during the 
period 2002-03 to 2003-04. However, much more needs to be done. 
 
Action needs to be taken now to address those factors discouraging 
Queenslanders from undertaking trades training through apprenticeships. In 
addition, people already working in the trades need to be supported to move 
into skilled trade occupations. 
 
The Queensland Skills Plan sets out a range of strategies for working with 
industry to ensure Queensland has a highly skilled trades workforce. This 
includes: 
 

• increasing the number of trades training places with 17 000 extra 
places available in each year   

• by 2010 
• establishing a state-wide Trade and Technician Skills Institute to lead 

product development and delivery for automotive, building and 
construction, manufacturing and engineering, and electrical/electronics 
studies (see Action 3) 

• fully implementing the competency-based training system to allow 
earlier course completions by apprentices 

• introducing shortened expected durations for many apprenticeships to 
encourage people to become tradespeople more quickly once they 
have the required competencies 

• developing master tradespeople through high level vocational graduate 
certificate and vocational graduate diploma programs 
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• commissioning a review of apprentice wages 
• giving young people a chance to try different trades through pre-

vocational programs and a ‘Try a Trade’ facility 
• establishing an apprentice hotline to respond to questions from 

apprentices and prospective apprentices 
• increasing travel allowances for apprentices 
• establishing a Skills Assessment Service to improve consistency, 

validity and employer confidence in assessment practices 
• commissioning a review of group training organisations to identify and 

address issues, policies or practices that are inhibiting their 
performance. 

 
Taken from The Queensland Skills Plan: A White Paper.  The full report can be accessed at 
http://www.trainandemploy.qld.gov.au/client/about_us/research_publications/strategic_policies/skills_jobs_growth/ind
ex.html
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Appendix 6 
 

Excerpt from Maintaining the Advantage: Skilled Victorians 
 

Expanding opportunities for young people 
 
The Government will invest $33.22 million over four years to expand 
opportunities for young people through additional pre-apprenticeship 
programs. This initiative will fund an additional 4,500 pre-apprenticeship 
places. 
 
The Government will attract more young people into trades by accelerating 
their progress and access to providing higher wages. Undertaking a pre-
apprenticeship while at school or in TAFE allows participants to complete 
appropriate off-the-job training before they start work. Becoming familiar with 
a trade through a pre-apprenticeship can help young people decide whether 
the trade is likely to become their future career. Expanding pre-
apprenticeships for young Victorians will deliver: 
 

benefits for employers because they can select young people with 
knowledge of the trade more skilled and job-ready candidates for 
employers to recruit into apprenticeships study credit, gaining full 
recognition of the skills and knowledge gained during a pre-
apprenticeship, so that these are not repeated in an apprenticeship 
time credit, gaining full recognition for the competencies acquired, so 
that an apprenticeship is shortened wage credit, gaining access to 
higher wages on entering a full apprenticeship in recognition of the 
skills gained and time spent doing a pre-apprenticeship improved 
completion rates for apprenticeships, as students will have a better 
understanding of their chosen areas 

 
Accelerated Apprenticeships 
 
There is a neat fit between motivated young people wanting training and 
qualifications faster and industry needing a more highly skilled workforce. 
Since 1999, the growth in Victorians commencing apprenticeships and 
traineeships has been more rapid than in any other state or territory. 
 
Additionally, Victorian apprentices typically commence an apprenticeship at a 
higher skill level (75 per cent commence at Certificate III or above) than 
anywhere else in Australia.  Jobs in skills shortage areas can be filled faster 
by increasing both the number of apprentices and the pace at which 
apprentices complete their contracts. This initiative will encourage and 
support the recognition of competency in trade skills rather than relying 
entirely on the amount of time served as an apprentice. 
 
There is already movement away from four-year apprenticeships, with 24 per 
cent of apprentices finishing early in 2004–05; on average their time was 
reduced by nine months. The Government will work with industry to ensure 
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that early completion is a common feature. The key to maintaining a highly 
skilled workforce while accelerating apprenticeships will be to ensure that the 
quality assurance system for training organisations is rigorous. 
 
Modernising Trade Qualifications 
 
Skills shortages seem to be exacerbated by the perception that trade 
qualifications are less prestigious than higher level VET or university 
qualifications. The Government will explore the potential for certain 
apprenticeship qualifications to lead to a designated trade diploma rather than 
the current certificate-level qualifications. 
 
Assisting Existing Employee Apprentices 
 
Victorian businesses currently employ more than 3,000 apprentices who had 
been in their employment prior to entering an apprenticeship.  These ‘existing 
employee’ apprentices are frequently mature-age workers whose employers 
have given them the opportunity to update their skills. 
 
Under this initiative, the Government will fund training for existing employee 
apprentices in the same way it funds new entrant apprentices. 
 
Higher Skills 
 
The Government will commit $42.26 million to fund an additional 3,500 VET 
places in higher-level qualifications in key occupations and industries.  The 
Government is committed to increasing the proportion of Victorians with 
higher-level skills. Workers with higher-level skills (those at diploma level or 
above) will remain in demand by employers and will contribute to strong 
productivity growth for the state. As other economies continue to develop and 
increase their competitiveness, it is crucial that Victoria’s labour force 
increases its higher-level skills and qualifications profile to remain 
internationally competitive. 
 
This initiative will fund an increase of 3,500 VET places for higher-level 
qualifications and will ensure the recognition of prior learning and skills. The 
focus will be on priority industry sectors to ensure skill deepening occurs in 
areas critical to the economy. 
 
Construction and engineering places 
 
The sectors the Government has identified as being of particular importance 
are construction and engineering where higher-level skills are in short supply. 
The Government will allocate 500 of the 3,500 VET places to address skills 
shortages in the areas of construction and engineering. 
 
Excerpts taken from Maintaining the Advantage:  Skilled Victorians.  A Victorian Government Initiative.   
The full report can be accessed at http://www.det.vic.gov.au/det/resources/policies.htm
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Appendix 7 
 

Education and Training Challenges 
 

Occasionally in history massive demographic change combines with 
relentless technological change and within a generation society altogether 
changes. 
 
Today we are living in such an era. 
 
Today's students - Generations Y & Z are not only growing up in very different 
times, but they have different characteristics, values, and priorities.  Based on 
the latest research McCrindle Research provide educators and trainers with a 
better understanding of these 21st Century learners, and give a glimpse into 
their future.   
 
By gaining insights into the motivations and learning modalities of today's 
students, educators can more effectively communicate with them.  
 
Understanding & Engaging with Today’s Students 
 
The future of education is shaped not just by the technological changes but 
also the sociological changes.  Indeed an understanding of the learning 
styles, attitudes, and expectations of these 21st Century students is critical to 
effectively engaging with them. 
 
Today’s students - Generation Y are not only growing up in very different 
times, but they have different characteristics, values, and priorities.  
 
From the emerging workplace expectations to creating the right learning 
environment: see what works best with this generation. 
 
Key issues: 
 

• Understanding the attitudes & values of today’s students. 
• Strategies to communicate & engage with the emerging generations. 
• Multimodal communication: reaching the 3 learning channels. 
• Maximising retention: dealing with declining attention spans. 
• Motivating & involving today’s learners. 
• Flexible delivery: integrating new technology with these new students. 
• Meeting the workplace needs & expectations of the Generation Y 
• Education in 2020: emerging careers, changing classrooms. 
• The impacts of an ageing population & changing social structures. 

 
Taken from a presentation by Mark McCrindle of McCrindle Research at: 
http://www.mccrindle.com.au/topics_pdf/MCR_Keynote5_students.pdf
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Appendix 8 
 

The Millennial effect: Implications for academic 
development 

 
Millennials exhibit distinct learning preferences identified by Oblinger (2003) 
and Brown (2000) such as preferring teamwork, experiential activities, 
structure, and the use of technology. Email and instant messaging are natural 
communication and socialisation mechanisms for teenagers today. To cater 
to this group of students’ orientation towards teamwork, Howe and Strauss 
(2003) advise institutions to stress friendship and duty to help others; to 
showcase groups and team skills. 
 
Millennials are technologically savvy and their high expectations pose a 
challenge for educational institutions. “The aging infrastructure and the 
lecture tradition of colleges and universities may not meet the expectations of 
students raised on the Internet and interactive games” (Hanna, 2003 p.44). 
Levine and Arafeh (2002) also found that students who have had access to 
computers throughout their primary and secondary schooling have high 
expectations for ongoing use of technology in their studies.  
 
In contrast with the seemingly carefree, highly communicative lifestyle of 
Millennials, Howe (2003) says the environment in which they have grown up 
has placed them under considerable pressure to achieve. He also says they 
are goal oriented and pressured, worried about their security and sleep 
deprived whilst in high school. 
 
Implications of the Millennial effect for teaching and learning 
 
Howe and Strauss’s (2003) findings about millennium students could 
encourage teaching staff to adopt some of the teaching approaches that 
would most appeal to these students. Given that these students are much 
more likely to have been exposed to new technologies than previous 
generations of students it could be posited that these students will expect 
academic staff to be comfortable with and utilise a wide range of technologies 
in their teaching. However, it is not only skills in technology that Millennials 
are looking for in their lecturers.  
 
Some of the millennial student expectations impacting on teaching and 
learning, and therefore academic development, are illustrated in the tables 
overleaf. 
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Table 4: Millennials wants and implications for teaching and learning 
adapted from Raines (2002) 
 

What millenials want Descriptions 
Implications for 

Teaching 
and Learning 

1. You Be the Leader Millennials are looking 
for great role 
models/leaders with 
honesty and integrity. 

Strive to be a role 
model 

2. Challenge me  
 

Millennials are looking 
for growth, development 
and a career path. 

Provide opportunities 
that challenge students 
and allow for trying 
new things. 

3. Let me work with 
    friends 
 

Like being friends, with 
coworkers, and working 
with people they ‘click’ 
with. 

Encourage friends to 
work together in teams 
and groups. Create 
opportunities for social 
interaction. 

4. Let’s have fun Humour and fun are 
important. 

Allow and encourage 
humour in the learning 
environment. 

5. Respect me Like to be treated with 
respect. 

Treat student ideas 
with respect. 

6. Be flexible Students engage in 
many activities, eg, 
work, study and social 
events. 

Provide a flexible 
learning environment. 
Be creative in your 
teaching and learning 
activities – where 
appropriate use 
emerging technologies 
eg. allow students to 
choose to 
communicate via SMS, 
email or forums. 

 
The characteristics of millennial students and their learning and 
communication preferences offer some clear directions for desirable teaching 
and learning strategies. In Table 5 below we have mapped the findings of 
Brown (2000), Frand (2000), Oblinger (2003) and Raines (2002) in an attempt 
to identify practical examples of teaching and learning strategies that may 
appeal to Millenials. 
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Table 5: Millenial characteristics, learning and communication 
preferences and examples of suitable teaching and learning strategies 
(adapted from Brown, 2000; Frand, 2000; Oblinger, 2003; Raines, 2002) 
 

Millenial 
Characteristics 

Learning 
Preferences 

Communicati
on 

Preferences 

Teaching and 
Learning 
Strategy 

Confident 
 
“Computers aren’t 
technology” 

Technology  Electronic e.g. Include 
opportunities for 
electronic 
communication 
and interaction 

Hopeful/optimistic 
 
“Reality No Longer 
Real” 

Entertainment 
and excitement 

Positive e.g. Include 
opportunities for 
experiential and 
authentic learning 
activities 

Inclusive (team 
oriented) 
 
“Staying 
Connected,” 
“Zero Tolerance 
for Delays” 

Teamwork Respectable -
being treated 
with respect 

e.g. Include 
group activities, 
allow friends to 
work together. 

Goal and 
achievement 
oriented 
 
“Doing Rather 
Than Knowing” 

Structure Motivational 
and goal 
focused 

e.g. Include 
opportunities 
for experiential 
and authentic 
learning. Set 
goals and provide 
frequent 
feedback. 

Civic-Minded Experiential 
activities 

Respectful –
treating others 
with respect 

e.g. Build in 
opportunities for 
community 
related learning 

 
The examples above are representative of a wide range of teaching and 
learning strategies that can be developed and applied to fit with the learning 
preferences and wants of millennial students. These should be seen as a 
starting point for adapting teaching and learning strategies that are more 
student-centred. To be effective in supporting student-centred approaches, 
academic development programmes must support teaching staff in designing, 
implementing and utilising learner-centred teaching and learning strategies. 
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Implications for academic staff development 
 
Students who have grown up with technologies have an information-age 
mindset (Frand, 2000), therefore demands on academic staff teaching the 
new millennial generation of students will be many – the requirement to 
increase their technological skill-base, to design teaching and learning 
activities to meet the change in students’ learning styles and expectations, 
the need to be able to communicate with students through a range of media, 
and to interact and provide support 24 hours a day, seven days a week. 
 
The mindset of academics is likely to be still influenced by their generation 
and by the teaching and learning culture and traditions embedded in their 
institutions (Hanna, 2003). 
 
However, Poindexter (2003), indicates that innovators are defined by a 
personality trait and not by age and that innovators can span generations. 
Therefore, academic developers should not assume that the age of an 
academic will limit their willingness to be an innovator or experiment with new 
teaching and learning approaches. 
 
Excerpt taken from The Millennial effect: Implications for academic development, by Diana Jonas-Dwyer, The 
University of Western Australia, Perth, Australia, & Romana Pospisil Edith Cowan University, Perth, Australia 
The full document can be accessed at: http://herdsa2004.curtin.edu.my/Contributions/RPapers/P050-jt.pdf
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Appendix 9 
 

Guiding principles for success in educating boys 
 
Introduction 
 
The ten guiding principles for educating boys below are extracted from the 
report Meeting the Challenge: Guiding Principles for Success from the Boys’ 
Education Lighthouse Schools Initiative Stage One 2003 (Commonwealth of 
Australia, 2003, ISBN: 0 642 77402 1).  
 
The following set comprises 10 interrelated core propositions which should 
inform the development and implementation of ongoing programmes to 
improve the education of boys in schools. 
 
Guiding principles for success in educating boys 
 
1.  Collect evidence and undertake ongoing inquiry on the issue, 

recognising that schools can do something about it. 
 
Boys’ education is an issue of concern within schools in Australia as 
evidenced by a significant body of research and the experience of the 110 
project schools and clusters. It also is an issue that schools can do something 
to address. This requires each school to gather and analyse its own student 
achievement and other data (eg attendance, behaviour incidents, student 
opinion survey data) on a gender basis and identify the needs of specific boys 
and students ‘at risk’.  
 
Such inquiry should involve sustained data collection, reflection and 
evaluation at the local level, informed by research in this area. The school 
then can develop, implement and continue to evaluate and amend 
appropriate strategies and targets tailored to the unique and specific needs of 
students. 
 
2. Adopt a flexible, whole school approach with a person and team 

responsible. 
 
Improving the educational outcomes of boys requires a whole school 
approach based on a common vision and a coherent, integrated set of 
programmes across the broad range of activities noted in this report (ie 
pedagogy, curriculum and assessment; literacy and communication skills; 
student engagement and motivation; behaviour management programmes; 
and positive role models for students).  
 
Such a whole school approach is more effective with the identification of a 
leader in the school who is responsible for its implementation, and the 
establishment of an appropriate team to support the leader. It also requires a 
degree of flexibility on the part of the school when needed in relation to 
structural and other arrangements to support the programmes adopted (eg 
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single-sex classes and activities, withdrawal programmes). This approach 
should be integrated with existing school improvement strategies and should 
engage the broader school community. 
 
3. Ensure good teaching for boys, and all students in all classes. 
 
Improved education for boys depends, just as it does for girls, upon good 
teaching of all students in all classes. While there are many recipes for good 
teaching in schools, teachers demonstrating good practices all have the 
following features in common. 
 

• Having high expectations for all students, knowing their students well 
and listening to their students.  

• Reflecting on current teaching practice in terms of the information 
collected by the school and an informed evidence base of research.  

• Using a range of teaching techniques – if all a teacher does is talk at 
the students and writes things on a board, they are unlikely to learn 
very much. All learners require variety and teachers need to vary the 
ways in which they pass on information to, and engage, students.  

• Structuring their teaching so it supports student learning – the teacher 
is the trained, professional adult in the class, so must ensure that the 
key messages and lessons are learned. This means they need to 
make sure that students understand the main points as they proceed, 
make connections to other things that have been learned, build on 
what students already know and keep reinforcing key messages.  

• Involving students in learning activities and encouraging their 
participation – learning requires that students do things, as well as 
having them explained or shown to them. Teachers need to actively 
involve students in solving problems for themselves and get students 
working together in groups so they learn social and cooperative skills.  

• Providing positive feedback and praise – an important part of teaching 
young people is providing them with feedback on their work. Teachers 
need to let students know how they are going in general, what their 
strengths and weaknesses are and how they can continue to improve.  

• Being open, flexible, fair and consistent in dealing with students, 
having a ready sense of humour and being prepared to negotiate and 
discuss teaching and learning with students.  

• Making connections with the community – involving the students’ 
parents and other important community members helps demonstrate 
to students the importance the teacher attaches to the programme and 
their work.  

 
4. Be clear about the kinds of support particular boys require. 
 
Boys are not a homogeneous group and not all boys can be treated the 
same. Gender intersects with a range of other factors, including 
developmental and sub-cultural factors, to affect each student’s experience of 
school. Some boys may experience a tension between being masculine and 
engaging with and being good at school; with the result that demonstrating 
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their masculinity can inhibit participation and performance in class, making 
school a negative experience.  
 
Not all boys, however, experience or identify with aspects of masculinity that 
conflict with educational engagement, and there are many boys who do 
successfully integrate success in schooling and growing up as adult males. 
Hence the school needs to clarify how best to support each boy in his 
learning at school.  
 
5. Cater for different learning styles preferred by boys. 
 
Students learn in different ways. There is, in this context, substantial research 
as well as school and cluster experience through these projects to suggest 
that boys (as well as many girls, of course) commonly respond more 
positively to learning experiences that: 
 

• have a practical focus and physical or hands-on dimension;  
• they see as relevant and having a real world connection;  
• use thinking skills focused on actual problems;  
• challenge them by requiring higher order and conceptual thinking;  
• have clear instructions and structured sessions in manageable chunks;  
• enable them to work with others as well as individually;  
• provide for a range of ways in which work can be presented; and  
• provide them with a degree of involvement in decisions about content 

and opportunities to negotiate their learning as a valued stakeholder.  
 
That said, good practice in boys’ education also seeks to broaden the range 
of ways in which boys view themselves as learners and the strategies they 
adopt, while strengthening their capacity to develop responsibility and self-
awareness, and to value success at school. 
 
6. Recognise that gender matters and stereotypes should be 

challenged. 
 
Acceptance of gender identity is important for all students. Boys should be 
encouraged to value being male and the positive virtues this entails. Equally, 
the negative aspects of stereotypical views of masculinity, often manifest in 
bullying, aggressive and physical responses to conflict and difference, or a 
conscious disengagement from school, need to be challenged. Schools and 
teachers are well placed to promote and model values and behaviours that 
are fundamental to people learning and working together.  
 
Schools can enable boys to broaden the ways in which they relate to others 
as they develop and grow, and exercise power, control, competition, 
cooperation, freedom, responsibility and choice; thereby enhancing their 
development as adult males in modern Australian society. Schools should, in 
this context, seek to establish a culture where achievement is seen as ‘cool’ 
and desirable for all students and is accepted as something to be celebrated.  
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7. Develop positive relationships, as they are critical to success. 
 
Relationships are crucial in any young person’s schooling, especially the 
teacher–student relationship within the classroom and in the broader learning 
environment of the school. Particularly important for success at school is that 
each and every boy should know and feel that there are people in the school 
who care about him and his development. Beyond this, boys will benefit 
where there is consistency of approach between the home and the school, 
and parents are actively engaged in the education of their children and in 
developing ‘shared values’ with the school.  
 
The experience of clusters in this programme also has demonstrated the 
benefits to be gained from increased cooperation between schools and, in 
particular, sharing of strategies and resources to improve the education of 
boys.  
 
8. Provide opportunities for boys to benefit from positive male role 

models from within and beyond the school. 
 
Boys in school want and need to develop positive relationships with 
significant males within and beyond the school, most obviously their fathers 
and teachers, but also older male students and members of the wider 
community. Such role models provide inspiration and support for young boys 
seeking to develop their own understanding of how to become an effective 
adult male in the community, and also can assist in the development of clear 
goals and pathways to future learning and personal development.  
 
9. Focus on literacy in particular.  
 
There is little doubt that boys’ relatively weaker performance in literacy than 
girls has been one of the threshold factors leading to the focus on improving 
education for boys. Literacy, especially in the early years of school, is critical 
for educational success at school and subsequent successful participation in 
the community and its economy. There is substantial evidence to show that 
effective literacy for boys requires a balanced approach which includes some 
whole language teaching, but also direct instruction of phonics and phonemic 
awareness to improve outcomes across the board.  
 
Effective teaching and assessment should incorporate a recognition of the 
range of literacies students require today, including multimedia and emerging 
literacies in which young people, and particularly boys, are achieving 
success. This is a strength that can be built on. Beyond this, there is a clear 
need to ensure that processes are in place to identify students at risk of 
under-performance (primarily but not only in literacy) as early as possible, so 
they can be provided with appropriate, targeted support (eg one-to-one or 
small group tutoring).  
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10. Use information and communication technologies (ICTs) as a 
valuable tool. 

 
It is well documented that boys, and especially boys who are under-achieving 
at school, respond favourably to the use of ICTs as a means of engaging 
them in learning activities. Many of the schools and clusters involved in this 
programme have drawn on the motivational and educational powers of ICTs. 
The interactive nature of many new technologies helps create learning 
environments where boys can learn by doing, receive immediate feedback 
and continually build new knowledge and enhance their level of 
understanding.  
 
This enables students to develop a richer and deeper understanding of core 
knowledge and skills and to lead their teachers in an area where they are 
often experts and adults are learners. ICTs that include an emphasis on 
application and tailoring education to the needs of individual learners are also 
supportive of a shift in practice to more learner-centred approaches, which 
encourage the active participation of boys in the learning process, rather than 
the passive absorption of knowledge. 
 
Taken from 
http://www.dest.gov.au/sectors/school_education/policy_initiatives_reviews/key_issues/boys_education/guiding_prin
ciples_in_educating_boys.htm#Guiding_principles_for_success_in_educating_boys 
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Appendix 10 
 

Recommendations to Overcome  
Implementation Barriers for BCP03 

 
 

1. Research needs to be conducted on the equipment and facilities 
 needed for the effective delivery of the various streams of the training 
 package. 
 
2. An audit should be carried out of present equipment and facility 
 capabilities for RTOs delivering BCP03 in order to address funding 
 gaps where they may exist. 
 
3. A nationally agreed process to access specialist streams between 
 RTO’s. 
 
4. A Category Two review should be instigated by the CPSISC with 
 representation from RTO’s and industry.  In light of the current 
 concerns learned over the last year, it would be appropriate to review 
 competencies to be delivered in year 2 and 3 of the package.  Such a 
 review would ensure that improvements are incorporated and future 
 resource funding and development would be better targeted and useful 
 over the longer term. 
 
5. There needs to be national agreement on nominal hours that is linked 
 to the practical delivery of the Training Package.  Whilst we 
 acknowledge the State based funding structure, we see the need for 
 matching delivery requirements to training outcomes, rather than 
 simply agreeing to the lowest or highest state numbers.  As the issue 
 of national portability of trade qualifications is an issue currently being 
 examined by COAG, it is suggested that State Premiers could require 
 their relevant Ministers to come to a national agreement on a standard 
 number of streams and adequate standard nominal hours to deliver 
 those streams.  It would seem prudent to involve NPSTAG in 
 discussions with State providers on this issue. 
 
6. Continuing professional development for plumbing teachers that deals 
 with implementation of a Training Package.  Identified skills, 
 knowledge and abilities needed include: 
 
  Unpacking a Training Package 
  Delivering competency based training 
  Developing assessments that are compliant with competency 
  based training 
  Change management processes to deal with teacher   
  resistance 
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7. Project to develop flexible training delivery and assessment processes  
  that are relevant to the needs of apprentices and employers.  Issues 
 highlighted in this project are: 
 
  Time tabling and tracking capabilities 
  On-line resources 
  Distance delivery 
  Generation learning preferences of current apprentices 
  Establishment of a national best practice sharing model 
 
8. Professionalise NPSTAG – Funded support from DEST to CPSISIC to 
 fund and manage support for: 
 
  State/Territory representation for NPSTAG 
  National training projects for NPSTAG 
 
9. Recommend that avenues be explored for funding to create a national 
 coordinator role to support NPSTAG’s activities. 
 
10. NPSTAG to include all RTOs (public and private) providing plumbing 
 training across Australia on the proviso that everyone shares 
 resources. 
 
11. NPSTAG accomplishments to be promoted by CPSISC and DEST to 
 the Australian TAFE Directors Association so that time release can be 
 given to the State Representatives of NPSTAG. Currently two State 
 Representatives have to take annual leave to attend the NPSTAG 
 meetings. 
 
12. Centrally coordinated and funded development of teaching resources 
 for BCP03 for delivery, assessment and RCC processes.  This could 
 quite easily sit within the auspices of NPSTAG but would require 
 dedicated professional curriculum support. 
 
13. Support development of a national pre-screening testing process for 
 apprentices seeking entry to BCP03, with the intent of raising the 
 completion rate by identifying aptitude and support requirements. 
 
14. Research to be undertaken into a new funding model whereby funding 
 is for apprentice placements in the BCP03 Training Package instead of 
 funding by competency. 
 
15. National project to explore and test: 
 
  industry involvement in training and assessment possibilities 
  ways to improve industry awareness of the Training Package. 
 
16. Introduction of a Continuing Professional Development program to 
 improve trade currency of teachers. This would have the added 
 advantage of engaging teachers with employers. 
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17 Assessment tests set nationally and performed by an assessor from . 
 outside the RTO delivering the plumbing training.  This process would 
 meet the assessment requirements for the RTO delivering plumbing 
 training.   National assessments would save a great deal of duplication 
 and provide moderated assessment tools that meet industry and 
 regulatory concerns. The testing of practical skills and underpinning 
 knowledge could very well be performed by seconded teachers from 
 another RTO and/or regulatory body.  The testing of underpinning 
 knowledge could feasibly be done wholly or in part on-line.   
 
1 The CPSISC review the composition of the Construction Industry 8. 
 Advisory Committee to ensure that it truly represents the interests of all 
 sectors of the plumbing industry. The CPSISC implement a strategy to 
 promote the existence of the Construction Industry Advisory 
 Committee to all stakeholders to ensure that relevant views can be 
 represented. 
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