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Careers Australia Case Study

Systems in place before the project started
How was training and assessment timetabled?
CAIT was mainly using a campus based delivery model for the majority of engineering training when
the project started, having only just commenced a blended delivery model. This had commenced in
late 2012, early 2013 and involved campus based training and on-the-job (workplace) training for
engineering apprentices.
CAIT delivery had been designed so that an apprentice should be able to complete training and
assessment for a minimum of their required units every year of their training contract. There were
no rules that stopped the apprentice from attending more than the minimum training as per their
training plan, unless they had pre-requisites that they needed to complete first.
CAIT training plans were majority of 4 stage plans but most training was scheduled over 3 years
where possible, to ensure the apprentice still had ample time to complete assessment on the job if
necessary.
Most training and assessment prior to November 2012 for CAIT apprentices was on campus training
which was timetabled by Campus Managers and/or administration staff in Brisbane.
If training occurred on campus most assessment was also undertaken on campus, but competency
was not completed until the employer signed the third party verification form to say the apprentice
was competent in the workplace.
How were employers engaged with the training?
Employers were engaged with the training from the Induction process and negotiation of the
training plans.
CAIT training plans were in a template form, however employers could negotiate to swap electives
where required to suit their workplace if workplace delivery was negotiated, or where there was an
elective that CAIT could deliver on campus. Otherwise training plans were agreed to at the point of
sign up and electives were recommended by CAIT as the most relevant units required by industry to
support that trade. The majority of training plans at the time were the same for most employers as
not as many employers then negotiated for changes in units.
Employers were visited at the beginning of the apprenticeship, then if workplace delivery had been
arranged they were visited regularly by the trainer, every 6–8 weeks at a minimum, to train their
apprentice. If the apprentice was to attend campus based training and assessment, then the
employer was only visited if there was a concern or a site visit was necessary. The majority of
employers were visited face to face approximately once a year by a CAIT staff member to check on
the apprentice and the training.
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The majority of contact with the employer who had apprentices attending campus based training
was done over the phone, with some email. Confirmation of training dates were always posted out
to the employer with a reminder email sent the week before the scheduled training date.
How were employers engaged with confirming assessments?
CAIT required the employer to be involved with the college training at their own discretion. The only
formal requirement that CAIT requested of the employer was to monitor and sign the training record
book of the apprentice as they progressed through their training, or when the employer was
satisfied with the apprentice’s ability to perform unit specific tasks to industry standard.
CAIT did require the employer to confirm the apprentice’s competency by a third party verification
form. The employer was not always contacted by CAIT personally. Often the apprentice was
requested to take the third party form back to work with them after attending training and ask their
employer to sign it and send it back if they were satisfied that the apprentice was industry
competent in the tasks for that unit.
Most employers were contacted directly, by phone, email or fax to sign the third party verification of
assessment for their apprentices. This occurred after every unit of competency had been trained and
assessed.
Employers were not informed of the apprentice’s progression formally. All notification to the
employer was either done informally when a trainer was on site and spoke to the employer, or it
was assumed the employer would be aware of their progression from training notices which notified
the employer of the units the apprentice was now up to on their training plan.

Systems that needed to be changed or developed
CAIT Identified that many engineering training plans did not specify that all units of competency
required a third party verification. CAIT implemented a process where all units of competency must
have a third party verification to be signed by the employer before competency is issued.
The CAIT purchasing system did not align to the revenue reports, so if a campus purchased items for
training, they may not have been coded to the relevant qualification and therefore did not report
accurately the costs of running the program compared to the revenue being received on that
campus.
CAIT did not have a system in place to notify employers that their apprentice had completed a stage
in their apprenticeship.
Many of the trainers were not confident in delivering workplace-based training, and believed it was
not delivering quality training and assessment to apprentices. Most of these trainers preferred
classroom delivery methods.
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Barriers to making changes
Staff attitudes
Many staff did not believe that apprentices should be able to progress before their anniversary
dates, which contradicts the intent of competency based progression.
Many staff did not believe the workplace training model allowed them enough time to train the
apprentice in all aspects of the trade.
Many staff did not have confidence speaking with employers directly about the apprentice and their
progression.
Managers and internal management/funding systems
The constant re-structuring of the organisation during the project meant that there were many
mangers in charge of the project officer and representing CAIT at the SIG meetings. Over 2 years
there were four general managers and two project officers.
External barriers
Reducing commencement numbers nationally in the engineering trades and economic concerns for
some local employers losing big contracts to China were a barrier.
STA funding was an issue. It can be a long process to get payment for apprentices when employers
don’t want to sign off on competency.
Attitudes of employers
Many employers did not believe that apprentices should progress before their anniversary dates.
They believed that apprentices are not competent until they have had a full year at that level, and
many attitudes included “I took 4 years so they should too”.
Some employers held back apprentice’s competency verification as this would delay the trigger for
wage progression.
Employers were sometimes not happy with the level of equipment available on campus in
Townsville for practical aspects of training delivery.

Addressing the barriers
Information sessions were held for staff about competency based progression processes to gain
“buy in” with trainers that these methods benefit everyone. This assisted the staff who did not
believe that apprentices should be able to progress before their anniversary dates.
Professional development was held for all the staff on the “blended learning model”. This assisted
those who did not believe the workplace training model allowed enough time to train apprentices in
55

Careers Australia Case Study

all aspects of the trade. Trainers were also made aware that their role in the workplace setting is to
“assess and gap train”, as employers accept the responsibility for the bulk of the training activity
when choosing this mode of delivery.
CAIT developed a performance management process which allowed supervisors and managers to
identify the strengths and weaknesses of the training staff, then programmed staff according to
those who are best suited to work based training models and those who are classroom based
trainers. Through this process it also identified those staff who may be good at the on the job
training component but that did not have confidence in speaking with employers directly about the
apprentice and their progression. CAIT developed ‘mini’ training sessions for those staff. CAIT also
took all staff through a revised TAE qualification to help develop their skills in all aspects of training
and assessment, along with additional training in the LLN competency for all trainers.
CAIT modified tools developed by SkillsTech Australia under the project for Employer Resource
Assessments. These allow the CAIT trainers to identify the resources in place at a workshop which
then allows them to develop the training plan, and train more accurately and confidently, knowing
what tools and equipment will be available for training in the workplace.
CAIT has considered the implementation of a Competency Based Mapping Model developed by the
TasTAFE project officer to help identify the skills and knowledge of trainers and assist in identifying
gaps for further development of staff.
The project also allowed for CAIT trainers to be involved in the “WorldSkills Engineering Excellence
Team Challenge”. This gave trainers the opportunity to identify apprentices who have been studying
through the blended learning model and workplace delivery and see their skills were on par or even
above those apprentices who study under the lock step model. This assisted staff with the attitudes
that on the job training did not allow apprentices to learn all aspects of their trade.
CAIT established a new area in the organisation that is wholly dedicated to Program Development of
specific trade areas, including engineering. This again has enabled the identification of staff who are
strong in the development of on the job training and assessment tools, along with allowing CAIT to
recruit current industry professionals who have broad experience in the Trade areas.
The second project officer was engaged in January 2013. This person has remained constant
throughout the project which has allowed for consistency in providing information to senior
managers. CAIT has had more restructuring but one senior manager has maintained overall
supervision of the project and outcomes for the last 12 months, which has assisted with the
momentum and final outcomes for the project.
CAIT has now established specific positions responsible for staff development and program
development. This has helped to develop training and assessment tools for workplace use.
Low commencement numbers nationally has meant that CAIT had to continue restructuring to
enable apprentices to access their training without any interruption. Employers were offered other
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options for training such as sending apprentices in for training if work had slowed down, and
rescheduling timetables to allow apprentices to come in at a moment’s notice if needed.
The project officer for this project has been working constantly with employers over two years, to
identify concerns with progressing apprentices when they are competent, and to work with those
employers who are positive and proactive in competency based progressions and completion of
their apprentices. This has allowed the project officer to showcase those proactive employers with
others.
CAIT has established an Industry Development Unit that works directly with employers for all aspects
of their training needs. This unit have been able to work with many employers on a more one on one
basis. They have been customising training and training plans and redeveloping timetabling and
modes of delivery, designed to the specific needs of the employer.
CAIT has also purchased and enhanced the campus-based equipment for engineering training. In
Townsville this has meant that employers are now more confident when apprentices do come to
campus for training that they are doing more practical activities with equipment that allows them to
gain more practice and skills in the relevant competencies.

What systems are now in place?
How is training and assessment timetabled?
CAIT has a blended delivery model for engineering training, involving campus based training and
workplace based training for Engineering apprentices. For workplace delivery, ideally training is
delivered in one unit or more on visit A and the assessment occurs on those same units at the next
visit B where training in the next scheduled units occurs.
For campus based delivery, ideal class numbers are generally 16 students for a practical session and
up to 28 for a theory class. For assessment, this will depend on the individual unit. Theory
assessments are normally completed prior to apprentices commencing the practical training. This
may differ if the unit requires the apprentice to have had some practical training before completing
the theory assessment.
How are employers engaged?
The only formal requirement CAIT requests of employers is to monitor and sign the training record
book of the apprentice as they progress through their training, or when the employer is satisfied
with the apprentice’s ability to perform specific tasks. CAIT then require the employer to confirm the
apprentice’s abilities via a third party verification form after the apprentice has completed all
training and assessment.
Some employers request further involvement during onsite training and assessment, such as a
debrief from the trainer at the end of the visit. The employer may ask what specific tasks the
apprentice needs to be given over the following weeks to ensure they receive relevant training.
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For all workplace delivery and assessment appointments, employers are required to sign a site visit
form before the trainer leaves the site to ensure the employer is aware of what was carried out on
that day with the apprentice.
Employers are sent a third party verification to fill out as soon as a unit of competency is completed
either in college or on the job. This means that all theory and practical assessment have been
completed. CAIT then negotiate with the employer the time frame for signing the form. Some
employers are happy to sign as soon as all training and assessment has been completed. Others will
request that the third party verification is left with them until a time that they deem the apprentice
is competent on the job and only then will the employer sign.
CAIT have commenced a “Notification of Progression Process” in its Townsville Office. This process
involves a two-step process. If the training occurred on site the trainer has the employer sign the site
visit form and verbally notifies the employer that the apprentice has completed assessment in units
relevant to a whole stage. The second step involves the administration person flagging on the CASIS
system when they receive a signed third party verification from the employer, and sending an email
to the employer notifying them that the apprentice has now completed all of the units relevant to a
stage and that the apprentice will be commencing training in their next stage at their next training
session.
How are employers engaged with confirming assessment?
CAIT uses the third party verification form to confirm competency with the employer. Campus
administration officers follows up outstanding third party verifications before the end of every
month.

In hindsight would you have done things differently?
The project officer would have involved more of the local employers in assisting with the
development of tools and assessments, by establishing a committee of employers, which would
have had a more local approach to the project and ongoing communication with the group.
As an organisation more communication with staff at regular staff meetings or similar would have
meant less conversations about what the project was about every time new staff came on board and
more ‘buy in’ from staff.
Overall the project has assisted CAIT to engage more with their employers, to develop more
customised training plans and tools for apprentices, and to implement processes to allow employers
more information about the progression of their apprentices.

Project materials provided




Third party verification form
Training Record Book (sample)
Email to notify employers of progression
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Third Party Verification Form (sample)
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Training Record Book (sample)
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Email to notify employers of progression
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Employer (3rd Party) Verification
MEM05019D Weld Using Gas Tungsten Arc Welding Process
Student Name:

Student ID:

Course Name:

______
______

Please verify the above apprentice/trainee has demonstrated the skills listed below whilst in the
workplace.
Employer Verification 

Skills Demonstrated in the Workplace

Reads, understands & follows instructions specifications – drawings.
Correctly measurers plates and material for welding preparation.
Selects the correct electrode for the task.
Sets up the welding machine to the correct setting for the task.
Selects correct PPE.
Performs safety checks on equipment before use.
Cleans materials before welding and after welding.
Identifies weld defects and conducts rectification.
Tacks material or uses jigs to hold material in position to avoid distortion.
Follows instruction and fills out routine documentation.
Additional comments:

Employment details verified with:

Employment details verified by:

(Print Name and Position)

SRTO Representative

(Signature) (IF REQUIRED)

(Signature)

(Date)

(Date)

Office use only:
Results entered by:

May 2013

Date:

Skills Centre:

Page 1

THE FOLLOWING IS AN EXAMPLE OF A COMPETENCY UNIT AND HOW TO FILL OUT YOUR TRAINING RECORD
BOOK
UNIT: AURT202166A – Repair cooling systems
UNIT DESCRIPTOR: This unit covers the competence required to carry out fault diagnosis and repair of air and liquid
cooling systems. The unit includes identification and confirmation of work requirement, preparation for work,
testing and analysis of systems, repair of cooling systems and completion of work finalisation processes, including
clean-up and documentation.

SAMPLE

Elements covered:


Prepare to test and repair of cooling systems



Test cooling systems and analyse results



Carry out Repair



Prepare equipment for use or storage

Skills demonstrated in the workplace:


Job specifications are interpreted and evaluated from job cards

Work area, tools, equipment and reference materials required are organised and prepared

Cooling system analyser

Temperature gauge

Hand tools as required
Pressure test cooling system

Correctly fit analyser to cooling system

Operate analyser and watch gauge

Visual inspection for leaks

Start engine to test head gasket
Remove thermostat, test and replace

Drain and capture coolant

Remove thermostat

Place in water and bring to boil (note opening & fully open temperature)

Replace thermostat IAW manufacturers instructions and test system
Remove, repair and replace water pump

Drain and capture coolant

Remove water pump IAW manufacturers instructions

Replace water pump IAW manufacturers instructions and test systems
Remove and replace expansion plug

Drain and capture coolant

Remove expansion plug IAW manufacturers instructions

Replace expansion plug IAW manufacturers instructions and test systems
Job card completed as per workshop procedures

Timeframe

Results of inspection

Repairs conducted
Clean up work area and equipment used

Waste materials and rubbish is disposed of IAW environmental and health regulations

Equipment is cleaned and stored IAW manufacturers and workplace procedures.

The Apprentice/Trainee is to detail experience of onsite tasks related to this Unit. On completion of entries, the
Apprentice/Trainee and Employer are to sign and date.
Date

20/02/06
15/03/06
22/05/06

Brief description of work experience onsite

Pressure tested cooling system for leaks and replaced upper radiator hose. Refilled the system with
coolant and retested
Tested the cooling system Thermostat for correct operation and replaced due to original unit being
faulty
Replaced cowling around radiator due to physical damage of the unit.

SAMPLE

Unit: AURTTC3003 – Diagnose and repair cooling systems
Only sign when the Apprentice/trainee has satisfied all the competency criteria
Name of Apprentice /Trainee: ______________________________________

Date:

Signature: ______________________________________________________ By signing I agree that I have completed the tasks listed above.

Name of Employer/Supervisor: _____________________________________

Date:

Signature: ______________________________________________________ By signing I agree that the tasks listed above have been
completed to the standards required in the workplace.

In reviewing the Workplace Tasks completed above and the additional evidence of assessment collected, I agree that the scope allows me to
deem the above Competent for this unit.

Name of RTO Representative: ______________________________________
Signature: ______________________________________________________

Date:

Date: (Insert date)

Dear (Insert name of Employer)
We wish to advise you that your apprentice (Insert name) has successfully completed all units of
competency in Stage (Insert completed stage number) of his qualification MEM(insert full
qualification number and name) and will now progress to Stage (Insert number of next stage).
Please do not hesitate to contact us if you have any questions at all,
Kind Regards
(insert name of Admin Officer)
Administration Services Officer
P: 07 47 71700

Challenger Institute Case Study

Start with systems in place before the project started.
How was training and assessment timetabled?
Timetabling is done at the end of each semester for the next once the number of apprentices is
confirmed. Sessions are conducted on both day and block release which is calculated on the basis of
attendance for 40 days per year. This is timetabled over 2½ years which equates to 5 semesters,
with each semester calculating to 1/5th of the total required competency standards.
Final assessments are conducted upon completion of an individual unit. Exceptions to this are when
units are clustered, then units will be resulted upon completion of all.
Upon the initial visit for negotiating the TP, skills are also identified in which the apprentice may be
RPL’d. At this same time lecturers will identify those units that will be trained ‘on-the-job’ and those
‘off-the-job’.
How were employers engaged with the training?
Challenger has a suggested training plan for each trade. Upon receiving the commencement
notification advising Challenger is the chosen RTO and the apprentice has been indentured, contact
is made with the employer. A lecturer visits the employer to ascertain that the suggested units are
suitable and if not then alternative units are chosen.
Employers are visited at the commencement of the apprenticeship. This was the only visit
undertaken at commencement of the project.
How were employers engaged with confirming assessments?
Employers were engaged by signing the training record book at the end of each semester. Visits to
the employer were only at the commencement of the apprenticeship.
Upon finishing the apprenticeship term a form is sent out to the employer for confirmation of
completion.
Apprentices had ownership of their training record book that they would submit to their employer
(after lecturer has signed) for final sign off of units. At the end of each semester Challenger sends an
Academic Record to the employer.

Systems that needed to be changed or developed
Although training record books are provided, further materials to assist employers in understanding
the units of competency chosen and their assessment onsite were required.
Electronic systems do not have the capacity to obtain the necessary progress reports in a time saving
manner. As the program progresses and numbers increase a manual system that was being
developed may become cumbersome.
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The time required for lecturers who already carry a considerable teaching load to visit employers for
onsite assessments also needed to be addressed.

Barriers to change
Managers and staff attitudes
Staff believed that to produce the above systems placed extra pressure on an already heavy
workload. From the managers’ perspective the current funding arrangements do not support the
time for lecturers to confirm onsite assessments with employers.
External barriers, such as reducing commencement numbers, funding system changes
Challenger’s funding is controlled by the Department of Training and Workforce Development. This
funding impacts on student/teacher ratios.
Attitudes of employers
There is a mindset of some employers that competency based progression reduces the quality of the
apprentice. There is still more work to do to convince all employers to accept changes towards wage
progression through competency based learning rather than time served.

How were these barriers addressed?
Challenger Initially addressed the attitudes of employers by starting with those that were willing to
assist in the pilot program. Through this filtering they have been able to demonstrate proven
advantages to other employers and are now rolling out the trial to other campuses.

What systems are now in place?
How is training and assessment timetabled?
Timetabling is done at the end of each semester for the next, once the number of apprentices is
confirmed. Sessions are conducted on both day and block release, as requested by the employer,
which is calculated on the basis of attendance for 40 days per year. This is timetabled over 4 years
with each year calculating to 25% of the total required competency standards.
Final assessments are conducted upon completion of an individual unit. Exceptions to this are when
units are clustered, then units will be resulted upon completion of all.
Each lecturer is required to deliver on an average 420 hours of face to face teaching per semester.
Lecturers are expected to visit workplaces, and depending on the visit conducted will fall within
allocated teaching hours (if assessment is to take place), or utilised from their non-teaching hours (if
no assessment takes place).
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How are employers engaged?
Employers are engaged through regular contact beginning with the initial visit on sign up where an
individual learning plan encompassing prior skills and knowledge is developed. Further visits to the
workplace are undertaken throughout the term of the apprenticeship.
How are employers engaged with confirming competency?
Training record books are maintain by the lecturer and taken to the employer regularly for
confirmation of competency.
An apprentice tracking document has been developed which automatically calculates the
percentage of completion once results are entered. This document populates an employer
confirmation report which is emailed to the employer at the relevant stages.

In hindsight would you have done things differently?
In moving from a lock step delivery to competency based progression model it would have been
beneficial to have a reduced student/lecturer ratio. This would have enabled lecturers to gain a
better understanding of the requirements.
Currently the feedback we have from students, industry and lecturers has been positive towards
competency based progression. Only time will indicate if processes are required to be readdressed.
The current project officer will be funded by Challenger until mid 2015 to ensure that all documents
for projects, assessments etc. required are compliant to AQTF standards.

Project materials provided




Employer information fact sheet
Training Record Book
Employer confirmations
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Competency Based
Learning
Facts for Employers of Metal
Trades Apprentices
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Competency-based apprenticeships; a SMART move for training

Challenger Institute of Technology’s innovative apprenticeships in metals and
engineering are giving apprentices the opportunity to save time by accelerating their
training.
The Challenger SMART apprenticeship program utilises existing skills, industrial
experience and knowledge to allow apprentices to complete their apprenticeships based
on competency, rather than time served.
For over two years Competency Based Training (CBT) has been delivered at Challenger
Institute in Western Australia at the Henderson campus. The SMART apprentices
program initially started with the engineering fabrication stream comprising of
approximately 20 apprentices. It has now been expanded to include other disciplines
such as mechanical engineering and welding.
Two lecturers have been appointed to manage a class of approximately 20 apprentices;
one manages the classroom while the other manages the workshop.
Apprentices’ progress through learning outcomes based on their individual needs and
managed by their experienced and helpful lecturers.
Each student has total flexibility, progressing through their formal training at their own
pace. This keeps the apprentice engaged throughout their learning experience.
Inevitably the apprentice will complete their formal training within Certificate III in
Engineering earlier than their full time of the indenture program. Under a tripartite
agreement between the employer, apprentice and Challenger Institute, the apprentice
has the opportunity to increase their formal training to Certificate IV competencies within
the indentured time. This may include skill enhancement of tasks not generally performed
in the work place, completing coded welding certifications or computer assisted drafting.
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Changes to Trade training
Engineering apprenticeships have changed. Engineering apprentices now progress and
complete on the basis of achieving competency. This replaces the time-based model
where an apprentice’s pay increases on the anniversary of commencement and they
complete after serving 4 years.

Awards & Enterprise Agreements
Engineering apprentices are generally employed under conditions contained in the
Manufacturing and Associated Industries and Occupations Award 2010. This includes
those employed under an enterprise agreement. This Award was revised in 2006 to allow
for apprentices to progress and complete on the basis of achieving competency. Wages
are based on stages, not years
Stage 1

entry level wage

Stage 2

once 25% of total competency points are attained, or 12 months after
commencement of stage 1, whichever is earlier

Stage 3

once 50% of total competency points are attained, or 12 months after
commencement of stage 2, whichever is earlier

Stage 4

once 75% of total competency points are attained, or 12 months after
commencement of stage 3, whichever is earlier

Completion

once 100% of total competency points are attained

Monitoring Apprentice progression
Once Challenger has been notified of an Apprentice by the ApprentiCentre an initial
consultation with the employer will be made on the sign up of the apprentice, and an
evaluation of the employers’ capacity to support training will be performed and
documented. With respect to the employers’ capacity and the apprentices current skills
an individual training plan for the apprentice will be negotiated.
Current competencies and Recognition of prior learning may be evaluated and credited to
the apprentices Training plan
Call up letters will be sent out to the employer and the apprentice indicating when their
trade studies will begin
Lecturers will maintain a relationship with the employer through regular visits at a 6 – 8
week interval
Lecturers will maintain and update the Apprentices Training Record Book, highlighting
units completed within the RTO requiring competency signed off from the employer if
industry standards have been achieved.
An updated employer confirmation of apprentice progress will be completed at the end of
each term and emailed to the employer. Through this the employer can keep track of the
Apprentices achieved competency and the appropriate wage structure can be maintained
6

Competency Based Progression and Completions
MEM30305
Certificate III in Engineering - Fabrication
Training Record Book

Student Name
Student ID:
Employers Name/ Contact
Details
Host Employer/Contact Details

STAGE 1 UNITS
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MEM05005B Carry out Mechanical Cutting

The apprentice is able to set up a range of mechanical cutting and holing machines and ensures measurements and
tolerances are maintained correctly. He/she can complete the job with a neat finish and edges to the required standard.
The apprentice has demonstrated competency in the relevant workplace tasks:
The most appropriate mechanical cutting machine is selected for operational requirements
Materials are checked against specification. Machine and/or tooling are adjusted as required and
in process adjustments carried out as necessary.
Materials to be cut are prepared, marked off/out, and set up in cutting machine to produce desired
results, minimising wastage and meeting safety standards.

Notes:

Employer's
Name:
Employer's
Signature:
Assessor's
Name:
Assessor's
Signature:
Student's
Name:
Student's
Signature:

RTO





Employer





Date:

Date:

Date:

MEM05051A Select Welding Processes

The apprentice can make decisions based on his knowledge about what type of welding he/she will do and then sets up
appropriately for the job, selecting the correct materials.
The apprentice has demonstrated competency in the relevant workplace tasks:
Welding processes are identified and selected to achieve specified outcomes with selected
metals
Potential issues are identified and solutions are considered including
– metallurgical characteristics of materials
– effects of welding processes on materials
– distortion prevention measures
– environmental impact
Safety requirements for chemicals and other materials are identified and utilised in accordance
with manufacturers specifications and legislative requirements

Notes:

Employer's
Name:
Employer's
Signature:
Assessor's
Name:
Assessor's
Signature:
Student's
Name:
Student's
Signature:

Date:

Date:

Date:
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RTO

Employer
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MEM30305 Certificate III in Engineering - Fabrication
This document is your advice; as to what stage of completion or point of progression your apprentice
has attained to date and to confirm your apprentice’s competency in the workplace for units
undertaken.
Engineering apprentices are generally employed under conditions contained in the Manufacturing and
Associated Industries and Occupations Award 2010. This includes those employed under an
enterprise agreement. This Award was revised in 2006 to allow for apprentices to progress and
complete on the basis of achieving competency. Wages are based on stages.
Below are confirmation advices for each units completed so far by your apprentice as per their
Training Plan. You are asked to confirm your apprentice is working to industry standard in the
workplace for each unit of competency by signing the Training record book.
Employer Note: 100% CBC Endorsed confirmation will end the Apprenticeship. Your
apprentice/trainee has been assessed as agreed on the Training Plan. They can now be expected to
undertake specific tasks and skills in the workplace. Your confirmation confirms that your
apprentice/trainee is working to industry standard in the workplace. This also includes completing
tasks in an acceptable period of time, performing the tasks regularly and to a consistent standard.
Authorisation is given to Challenger Institute of Technology Administration Officer to informThe
Appreticentre to complete and enter the actual completion date of the training contract both Place of
Learning and Agreement Status will finalise the Training Contract.

Result Code:
CO
CT
RPL
CP
NYC

Competent
Credit Transfer
Recognition of Prior Learning
Requiring your confirmation
Not Yet Competent
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Unit code

Unit title

Result

Hours

Hours

Stage 1
MEM05005B
MEM05051A
MEM05052A
MEM09002B
MEM12023A
MEM13014A
MEM18001C
MEM18002B
MEM05007C
MEM05008C

Carry out mechanical cutting:
Select welding processes
Apply safe welding processes
Interpret technical drawing
Perform engineering measurements
Apply Principles Of Occupational Health And Safety in The
Use Hand tools
Use power tools hand held
Perform Manual Heating And Thermal Cutting
Advanced manual thermal cutting, gouging and shaping

0
2
0
0
0
0
0
0
0
0

Stage 2
MEM05017D
MEM05050B
MEM12007D
MEM12024A
MEM14004A
MEM16006A
MEM16007A
MEM05012C
MEM05015D
MEM05049B

Weld using Gas metal arc welding process:
Perform Routine Gas Metal Arc Welding
Mark off/out structural fabrications and shapes:
Perform computations
Plan To Undertake A Routine Task
Organise And Communicate Information
Work with others in manufacturing environment
Perform Routine Manual Metal Arc Welding
Weld using manual metal arc welding process:
Perform Routine Gas Tungsten Arc Welding

0
0
0
3
0
0
0
0
0
0

Stage 3
MEM05019D
MEM05037C
MEM17003A
MEM05047B
MEM05048B
MEM09003B

Weld using gas tungsten arc Welding:
Geometric Development:
Assist in The Provision Of On The Job Training
Weld using Fluxed cored arc welding process
Perform advanced welding using FCAW
Prepare basic engineering drawing

0
0
0
0
0
0

4
6
2
4
4
8

Stage 4
MEM15002A
MEM15024A
MEM16008A
MEM05010B
MEM05011D
MEM14005C
MSAENV272B

Apply Quality Systems
Apply Quality Procedures
Interact with computer technology
Fabrication forming, bending and shaping:
Assemble fabricated components:
Plan A Complete Activity
Participate in environmentally sustainable work practices

0
0
0
0
0
0
0

2
0.4
2
8
8
4
3

CO

CO

2
2
4
4
5
0.4
2
2
2
2
4
2
4
3
0.4
2
0.4
2
4
2

100% of total competency 24.6 Core units and 80 Elective points attained
Total Points

5

Stage of Completion

4.8

Wage Progression Point Achieved

0
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104.6
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Systems in place before the project started
The mining industry has supported engineering trades in the Hunter for many years, with the recent boom
providing substantial numbers of apprentices presenting to Hunter TAFE for training. At the start of this project
in 2013 there were 489 Mechanical Fitting apprentices and 674 Metal Fabrication and Welding apprentices
enrolled across 6 delivery campuses in the region. There were 10 Head Teachers managing the delivery of these
courses with up to 40 teachers engaged in full time or part time work during peak periods.
How was training and assessment timetabled?
The training and assessment of apprentices during the middle 2000’s and up until the start of this project had
remained predominately unchanged from practices that were used during the late 1900’s. Every January a fresh
group of newly employed apprentices were sent to enroll at TAFE campuses close to where they lived or worked
across the region, spanning from Gosford on the Central Coast to Muswellbrook in the Hunter Valley. Almost
without exception, these newly enrolled apprentices would be allocated a class that would run for 36 weeks per
year, over 3 years using a lock step delivery pattern.
One exception to the lock step delivery pattern was provided by Belmont campus in Lake Macquarie where both
Metal Fabrication and Mechanical Fitting were providing self-paced learning via flexible delivery. This ‘unusual’
delivery mode proved to be a viable training option and became a first choice for some of the region’s
employers directing their apprentices to travel significant distances to Belmont to engage in this type of delivery.
Although self-paced learning has been and continues to be the first choice delivery option for some employers,
for others it was and still is, last choice. Where some employers see self-paced delivery as an opportunity for
their apprentices to work through their qualification according to ability, others claim that apprentices are
rushed through and not taught anything.
The traditionalist views held by many of the regions employers and some teaching staff has been a significant
challenge in the roll out of competency based training in the Hunter. Over the 30 months of the Engineering
Excellence project, the Project Officer engaged with over 150 employers across the region, presenting to groups
and meeting with individuals. During these forums and meetings there is constant reference to the way things
used to be done and how apprentices need the fourth year of training. Another regular comment made is:
“the fourth year of an apprenticeship is the only time our apprentices make any money for us”.
The results of a survey conducted at the commencement of the project shown below, support the opinions
expressed above, with only 25% of the regions employers confident that competency based training will
produce better quality tradespeople than the previous 4 year fixed term model.
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How is training and assessment timetabled now?
The mining boom is now over and the impact on engineering trades in the Hunter has been significant. The
reliable steady stream of enrolling apprentices at Hunter TAFE has slowed to a trickle with a drop in enrolled
students by approximately 50% in both Metal Fabrication and Mechanical Fitting over the last 4 years. (Table 1.0
below shows figures)
Table 1.0 Enrollment Figures Engineering Trade Apprentices Hunter TAFE
Course
Year
Enrolled Students
Reduction
MEM30205
2013
489
52%
2015
255
MEM30305
2013
674
49%
2015
333
The reduction in students is commensurate with the difficulties small and medium enterprises are now having.
The thriving coal industry which once provided an endless supply of manufacturing or maintenance work to
engineering type organisations, has been dramatically reduced. Many companies are now working shorter
hours, closing the doors or shedding staff, apprentices included.
The downturn in the industry has coincided with the implementation of “Smart and Skilled” in NSW. This new
funding model has challenged TAFE NSW to deliver all courses more efficiently and to compete with other RTOs
for the available funding to deliver and assess engineering trades. There has been a change management
processes implemented in preparation for the difficult delivery environment which has seen a reduction in
delivery locations and engineering trade teaching staff across the Hunter.
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From the previous model where six locations delivered engineering trades there are now three. These centres at
Muswellbrook, Newcastle and Gosford are called the “lead sites”, carrying out the management and the bulk of
course delivery, with the smaller sections once used on a full time basis now only used as required.
These factors have contributed to a change in thinking by everyone that is associated with apprentice training in
Hunter TAFE. The traditionalists views held by many are being constantly challenged by the new environment.
Whilst collecting data for this report the Project Officer had numerous discussions with teaching staff across the
region which revealed the implementation of practices that only two years ago would have had a low approval
and acceptance level.
Composite classes, workplace delivery, workplace assessing, units online and blended delivery are now part of
the Hunter’s delivery repertoire for engineering trade apprentices. These ‘new’ delivery options are available
and support the more traditional lock step, block release and flexible delivery patterns that have been and will
continue to be available and prominent in the region.
How were employers engaged with the training?
The Engineering Excellence Project has been an important contributor to the implementation of these new
delivery modes in association with employer engagement. Information sessions held in early 2013 and at the
end of 2014 provided the opportunity for I&R Faculty Directors and teaching staff to engage with over 100 of the
Hunter area employers. Although this number only represents about 10% of the region’s engineering trade
apprentice employers, it was encouraging that the top 15 apprentice employers (by number of apprentices
employed) formed part of the group. These information sessions were designed to inform employers of the
purpose of the Engineering Excellence Project in the Hunter. Competency based training concepts were
presented, manufacturing award conditions explained and specifics on work being carried out in the Hunter for
the project by the Project Officer.
One of the prominent messages that came from employer representatives across the region is the inconsistency
or lack of communication provided by Hunter TAFE in relation to apprentice training. A good example of this was
explained by an employer of 12 apprentices being trained in both Metal Fabrication and Mechanical Fitting at
three locations by four different teachers. He claims that when he asked questions to each of the teachers
regarding competency based progression and completion he received four sets of conflicting advice.
The lesson to be learnt from these types of criticisms is that Hunter TAFE needs to develop good relationships
with their customers. As reported previously, the Engineering Excellence project provided the Project Offficer
with the opportunity to travel across the Hunter and meet with employers on a regular basis. Although time
consuming, this has proven to be the most effective method to deliver a consistent and clear message where
other communication modes like email, and newsletters have proven to be unsuccessful.
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How are employers engaged with the training now?
The ideal time to create or enhance employer relationships is during training plan establishment. In the Hunter a
dedicated person from Mechanical Fitting is now allocated to the roll of training plan negotiation in that
discipline. A set of documents have been created to ensure all the obligations of training plan negotiation and
information is carried out. There are four streams available to cover the diversity of the fitting trade and usually
one of these training plans is suitable for the employer’s type of work, or provides a base from which further
customisation can be carried out.
The Metal Fabrication discipline has followed a similar procedure. Work place visits are carried out although
negotiation of training plan contents has been limited to mainly those apprentices attending the Belmont
Flexible Delivery Centre and requests for variation from the standard training plans are infrequent.
This lack of training plan customisation has been a factor in one of the regions employers becoming a frustrated
and open critic of Hunter TAFE’s delivery in engineering trades. The company, although located in a heavy
industrial area, is fairly isolated and has been aligned to campuses that are now not fully operational. This lack of
customisation and the increased travelling times for their apprentices combined with concerns over new
arrangements around competency based training and completion, electronic workplace records, and delivery
under Smart and Skilled. It culminated with Hunter TAFE being advised that their business was in the process of
looking for an alternative training provider.
From that situation, the company now uses Hunter for delivery and assessment centred on their own workshop,
their apprentices have been provided with laptop computers for online training and all of the engineering trade
apprentices now use My Profiling. This turn around started with better communication with the company
concerned but also through being able to offer a new training and assessment model that resulted from
participation in the Engineering Excellence project. The full case study of this employer can be found at
Appendix 2.
The ‘rescue’ business model proposed to the company above was possible because of previous experience
gained from a pilot carried out in 2014 with five of the region’s employers using alternative delivery and
assessment methods. The pilot was designed to accommodate the needs of five students that secured
employment as apprentices and were not able to be accommodated with traditional delivery models due to the
time of year and existing classes being at capacity. The Project Officer was able to meet the needs of these
customers by focusing on workplace delivery, which as far as engineering trade training goes in the Hunter, up
until the pilot, did not exist. Resources had to be designed and created from scratch; a very time consuming
process. Colleagues on the project from other states proved to be beneficial sharing their experiences and some
of their resources.
Those resources and the experience gained from the pilot allowed the Project Officer to confidently put
together the delivery and assessment proposal that is now being delivered. Some lessons from the pilot are that
work left for students to complete must be carefully planned and not too ambitious and good resources are
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required with clear instructions on task requirements. The two most important aspects of workplace delivery
success is company support in providing regular time consistently dedicated to TAFE work and a workplace
mentor to oversee that work. All of these ‘contributors to success’ need to be implemented by the business for
workplace delivery to be successful.
What aspects of your systems did you identify as needing to be changed?
In 2013 the Project Officer examined TAFE NSW systems and critiqued their impact on the project goal of
implementing competency based training for engineering trades in the Hunter. The systems examined in that
report are shown in table 2.0 below.

Admin System
CLAMS
TPL
TIPA

Buddy

TPD

Table 2.0
Function
CLAMS is an electronic roll book system. It has been designed to
support teachers in the management of classes and students.
Used for the entry, progress monitoring, and reporting of training
plan proposals and training plans for Apprentices and Trainees.
TIPA (TAFE Institute Planning Application) is an online system used to
generate and report on planned teaching delivery within the
Institute.
Buddy is a web-based, online financial reporting system.
Used by all staff that have responsibilities for expenditure or budget
control within the Institute.
The TPD (EC) system is used to process wages for permanent,
temporary and part time teachers. An EC contains the teaching
program with teaching hours as well as hours for other duties.
Teachers on a stable timetable may be submitted for an entire
semester. Teachers may be required to submit a separate EC weekly
if their teaching program varies from week to week.

Adjustment
Required
See below
See below
See below

None
foreseen
None
foreseen

From the list above two of the three systems identified as problematic for competency based training have now
been replaced. The points made in reference to these now replaced systems were:
 CLAMS: “The existing practice of using nominal durations as a means to program and timetable classes
establishes there is a fixed duration for delivery and assessment of each U.O.C. This in turn leads to fixed
duration for each stage of training and does not promote competency based training and completion”.
 TPL: “Aligning apprenticeships, contracts and units with expected commencement dates and especially
completion does not promote competency based training and completion”.
 TIPA: “TIPA class planning functionality favour’s data input that defines fixed durations and time
periods”.
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What were the barriers to making these changes and how were they addressed?
In reality, for a project officer trying to facilitate change to any TAFE NSW systems to better accommodate
competency based training was always going to be problematic and unlikely to be successful. There are 60,000
students participating in 200 courses in Hunter TAFE alone and providing a system that fits perfectly with every
style of delivery for those 200 courses would be difficult.
Even though the old administrative systems and now the newly implemented SALM administrative system are
very much time based and revolve around programming students to complete units based on nominal hours,
they are not necessarily blockers to competency based training.
This has been demonstrated already where flexible delivery classes have been created with the new
administrative system with offerings that span over defined periods. For each student operating in a self-paced
learning environment, units have been aligned for completion in a particular order with start dates and finish
dates. The finish dates are entered as the end of the semester meaning that the units programmed for a
semester (normally 4 units per semester) can be completed on any week in that time period.
There have been some adjustments made to the self-paced learning environment which is being trialled at
Belmont flexible delivery centre. The 7 hour days are now structured around the students receiving 3 hours of
theory followed by 4 hours of practical. Theory lessons are fully supported by the teacher on class in the theory
room while the workshop is closed. The 4 hours of practical sees the closure of the theory room meaning the
practical activities are fully supported as well. Assessment days have been allocated for two weeks per term and
have been separated from any skill and knowledge development activities. All of these factors will provide more
structure to the self-paced environment and promote the timely completion of competencies.
In hindsight would you have done things differently?
The Engineering Excellence Project has been good for Hunter TAFE. Over the last 29 months the Project Officer
travelled 23000kms from Muswellbrook in the North West to Seven Hills in Sydney, with the goal of an improved
competency based delivery model in the Hunter using self-paced learning, demonstrating competency on the
job and taking into account employers’ obligations with training and assessment.
As mentioned already, engineering trades in the Hunter harbors employers and teachers with traditional views.
These types of people are not easily convinced that competency based training and completion is the solution to
producing quality tradesmen and continually refer back to previous systems which now hold little relevance. The
reality is a modern day apprentice does not need the same skills taught in the 70’s that the ‘die- hards’ keep
referring to. Advancements in technology means that some of the hand skills previously necessary to carry out
work have been replaced by computers that drive automated machines, marking, cutting, machining and
welding more efficiently. The Project Officer recently had a discussion with a teacher justifying teaching an
apprentice how to mark out a development pattern that industry now uses computers for, “because you never
know when there will be a power blackout”.
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It will take a generation change before competency based training is fully accepted in the workplace and these
types of logic are gone. Perhaps the downturn in work in the Hunter will assist in the turnover of this generation.
A 50% reduction in the number of apprentices over the last two years means a reduction in the number of
apprentice employers, for now at least. This will mean the message of competency based progression does not
need to be spread as far and wide which may assist in implementing the change.
Getting the message out there has been one of greatest frustrations in the project. At the start of the project a
great deal of time was spent setting up information sessions at multiple locations, morning and evening across
the region, hoping a healthy percentage of the 800 employers in the area would attend. The reality of a 10%
turnout turned out to be a good wake up call to what lay ahead in the project.
The second round of information sessions held in November last year were better attended over fewer locations
and venues. Perhaps this is a good sign! There was a genuine interest from those that attended to learn more
about My Profiling and positive comments received on the product as well.
The My Profiling roll out has been a significant achievement for Hunter TAFE and is a direct product of the
project. This online system that records workplace activities using mainly pictures, is a solution for the
unreliability of the workplace evidence system Hunter was using. This product, now implemented not only in
engineering trades but across other disciplines, is proving its worth with those that have engaged in the
workings of the product. There has been some implementation problems associated with the large data entry
requirements and users acceptance however steady progress has been made. This product and the process is
not a solution for those that do not take workplace training seriously because workplace verification can be
given for any competency with or without a history of workplace training. Over time it is hoped that these types
of apprentice employers will very much become a minority.
The workplace delivery and assessment methods developed during the project have ensured Hunter TAFE now
has a viable workplace delivery model to work from in engineering trades. Although this type of delivery
currently only touches a few, the demand for this will increase, as will the necessity resulting from the ever
decreasing funding flow. There are some competencies that are sensible to deliver in the workplace and others
that are not. It is important to note that students should be carefully screened before bundling them into a
delivery model that does not suit, as one size does not fit all.
Project materials provided



My Profiling flow chart for seeking confirmation from employers
Screen shots from My Profiling can be found at the TasTAFE Case Study at Appendix 3.8
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The request for workplace confirmation comes from the apprentice’s teacher and will be generated by the
selection of an icon against the relevant unit of competence. The request will be generated by the teacher after
a successful assessment event has been carried out using the procedure described above. Figure 1 below shows
the steps required for that process.

Figure 1
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If the teacher does not receive a response within 21 days, the teacher is required to make phone contact with
the supervisor and explain the process requirement. The supervisor should be given another opportunity to
respond with “Workplace Standard Achieved” or set a new date to allow the further development of workplace
skills and knowledge. A record of these communications would be recorded in My Profiling using the new
comment function. Figure 2 below details the communication process.

Figure 2
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In the event of a supervisor determining the apprentice has not demonstrated workplace standards have been
achieved, a message would be sent to the teacher stating that more time is required for skill development. A
record of this communications would be recorded in My Profiling using the new comment function. Figure 3
below details the communication process.

Figure 4
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Systems in place before the project stated
Training and Assessment timetabling.
At Kangan Institute apprentices attend in the majority of cases as Day release at both Broadmeadows and
Richmond campuses. One block group runs in Richmond to cater for apprentices that have too far to travel
to make day release feasible.
Timetabling was usually completed for returning apprentices in late November-early December each year.
Engineering apprentices are as much as possible grouped by stages and a teacher is allocated to the group,
normally for the year. Stage 1 groups can contain both mechanical and fabrication apprentices due to the
number of common subjects contained within the training plans.
Apprentices were by and large timetabled to complete the majority of the schooling component of their
apprenticeship within a three year time frame. Most apprentices would have all units completed within this
time frame. They would follow a timetabling schedule that saw them enrolled to complete 320 hours
(32points) in year 1, 330 hours (33 points) in year 2 and 320 hours (32 points) or the balance of their
training plan, in year 3.
For those that did not complete all their units for whatever reason, the balance of the training plan would
be completed (usually 1-2 units) in what would then be the apprentices 4th year. Apprentices would
commonly finish these units within a school term.
The majority of assessment would occur at the college. Employers would only be required to sign off,
agreeing to our deeming the apprentice competent. Assessment would usually occur at the end of each
term, on the unit clusters that have been timed to finish at the end of that term. The assessment for each
unit would consist of either a written test, or a written test and completion of practical tasks.
The apprentice would also be issued with an on-site log book. They would use this to record when they had
carried out a task associated with a unit they were currently working on in college. The employer would be
asked to agree that the apprentice had in fact worked on these tasks. They would also be asked to
determine whether or not the task met the organisational quality requirements, the supervision required,
and whether the task was carried out completely or partially. At the time the presence of an employer’s
signature on these log books was used to indicate that the employer was agreeing that the apprentice was
competent in these units.
This would then trigger a workplace visit at which time the teacher would take the apprentices record book
out and have the employer sign off. The apprentice would then be recorded as competent on the student
record system. So in effect two signatures were collected.
Employer engagement with training.
In general Kangan Institute training plans were negotiated with the employer, although there some
instances where staff would ask employers if they just wanted the same plan as a previous apprentice. The
nominated teacher would make contact with the employer to organise a workplace visit to negotiate the
training plan and discuss the start date and attendance pattern with the employer and apprentice.
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The visiting teacher would take their laptop with skills pro access, and a portable printer. A training plan
negotiation checklist would also be taken to this visit to ensure conformance to training plan negotiation
rules. This also helps to ensure that all information given to both the employer and apprentice, is consistent
regardless of the teacher. The training plan would be negotiated and printed, and signed immediately by
employer apprentice and teacher
The apprentice workplaces would generally be visited at the commencement of the apprenticeship with a
follow up visit at the end of the college year, or to coincide with the apprentice’s finish date.
Employer engagement with confirming assessments
The employer engagement with confirming competency was in need of improvement. While the
information passed on to the employers at training plan negotiation time was correct there was not
enough information given to them in printed format, other than some very basic material. This would often
result in differences of opinion between the Institute and the employer when a staging point was reached
and the employer found this out through Australia Post correspondence.
The apprentice’s log book was used to gather the employer’s signature agreeing that the apprentice was
competent in a unit. This quite often meant that the employer was completely unaware of the apprentices
progress towards a staging point, and reaching that point often came as a surprise to the employer.
While all employers were given advice on their apprentice’s progress, in reality this information only gave
the employer progress towards completion of their currently enrolled units, with no indication of progress
towards a staging point. This did occasionally create friction between the employer and Kangan when an
employer was informed by letter that their apprentice had reached a staging point and the employer was
unaware. The apprentice may have been due a pay increment on a date that had already occurred.

Systems that needed to be changed or developed.
A number of systems were identified that needed changing.
The enrolment process was not taking proper account of the units contained in a stage, rather the number
of hours that a student would be enrolled in for a calendar year. Teachers would simply enrol their students
for up to 320 student contact hours per year. Neither the students nor their employers would have any real
indication of how completion of this number of training hours (or achievement of these 32 points) would
reflect in staging points or when they would be reached.
While the contact made with employers and the training plan negotiation process were good, the
information employers received, detailing the competency system and their part in it, was very basic and in
need of updating.
The training plan document also needed to be changed. All the units contained in the training plan and all
the information required were there but the stages and the units that formed each stage were not clearly
indicated. The training plan simply had nominal dates for each unit, and they did not produce in date
sequence, rather the training plan was sorted by unit numerical code.
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The on-site log book that we were using to capture what an apprentice was doing on the job was not really
as effective as it could be. Neither the apprentice nor the employer was given enough assistance to
properly use the books to do anything other than record signatures. These books, while containing all the
units that formed the training plan were written in unit and element format. Most employers and
apprentices did not really know whether they were filling out the right unit or not.

3. Barriers to change
Staff attitudes towards competency based completion at Kangan Institute has always been generally
positive. This may well be because engineering staff currently at Kangan have only ever trained apprentices
that have commenced in the competency based system. The majority of staff commenced in the mid to
late 2000’s so were always training apprentices under the competency based system.
There was naturally resistance to some of the changes wrought during the engineering excellence project.
This was mainly centred around changing to the new training plan negotiation and record book production
systems. Teachers had to learn how to use the new system and they had to start properly compiling
training plans into their negotiated stage format. They also had to go through the competency based
system with employers and apprentices in more detail to help employers and apprentices to understand
and work with the competency based system. They also had to explain and demonstrate a new tool that
has been developed to assist employers in understanding what to be competent might look like. This
increased the time taken to do site visits that included training plan negotiation.
Managers were not necessarily as positive to some of the changes. The major concern was the impact a
four stage enrolment process would have on yearly student contact hours and the funding if these student
contact hours are reduced. TAFE institutes have to fund and budget their teaching departments on a yearly
basis. Kangan Institute engineering needs a range of 48–75 apprentices per teacher depending on the
program requirements to be operable. Each of these students needs to complete a yearly minimum of 300
student contact hours to maintain program viability.
Reducing apprentice commencement numbers also places additional strain on the system. Classes need to
be scheduled more by attending apprentice numbers, rather than scheduled by apprentice stage. Student
contact hours are impacted by falling enrolments, leading to the issue of program viability.
Employer attitudes to the competency based progression varies from employer to employer. Some
employers don’t particularly like the competency based system with reasons such as “I had to do 4 years so
they should have to do it too”. Some simply blame TAFE on changing the system so as they can generate
more income. Others feel that we are rushing apprentices through, without them having the time to
properly learn “how to do the job”. Some indicate that “we are paying TAFE to do the training and they are
expecting us to do it here”. We have also had instances of employers deciding to discontinue with
employing any more apprentice’s in the future, and relying on trade’s assistants instead.
Some employers on the other hand are happy to work with the competency based system. In the main
these are the employers that actually understand the system and how it works.

87

Kangan Institute Case Study

Addressing the barriers.
In order to address the new training plan and record book production system, staff have now been trained
in using the new system. They can now go to a training plan negotiation meeting and bring their lap top
computer with them and access the system on line from the enterprise they are visiting.
Staff were also invited to trial and comment on the new system prior to its introduction. Staff feedback led
to some changes which not only improved and simplified its usability, but also gave the engineering staff an
opportunity to “buy in” to the new system. This also helped when additional resources were made
available on the system as they easily adapted to using these tools.
New material was developed to assist employers and apprentices to understand the competency based
system. Written in plain language, the visiting staff member can go through this material with the employer
and apprentice. It makes it easier to explain the new system, means everybody is getting the same
information and it helps address some of the negative perceptions that surround competency based
progression and completion.
Managers are mainly concerned with the impact on funding income generation that any change may mean.
While Kangan Institute management were supportive of the trial 4 stage enrolment process we ran last
year, when you combine the reduced yearly student hours with a reduction in apprentice numbers, funding
system changes to non-apprenticeship engineering training and new eligibility rules for students it makes
continued support of the 4 stage enrolment process difficult to maintain.
Reducing apprentice numbers are also a barrier. While we can and have run pre-apprentice type programs,
the difficulty is in getting enough students to enrol in these programs, so as we have a viable class group. In
general students that complete one of our pre-apprenticeship type courses do in fact get an apprenticeship
either through sourcing an employer on their own, or with our assistance.
Employer attitudes to competency based completion have to an extent been addressed by our
development of new materials relating to competency based completion. The written material that we now
give to employers makes them much more aware of how the system actually works.
The newly developed workplace competency books have also been of great assistance in helping to address
some of the issues that employers have with the competency based system. Employers are now more
aware of what their apprentice should be able to do when being deemed competent in a unit of
competency. They do not have to try and interpret the competency unit in TAFE jargon, but now have
indicative examples, in easy to read language, of the type of tasks that the apprentice needs to be able to
do. They have feedback opportunity to help identify skills gaps that the apprentice may be displaying “on
the job”, that we can address together. They can easily identify the units they need to be presently
concerned with as these books only contain the units that are currently being studied. When the written
material is combined with the workplace competency book, employers can see that their apprentice is not
being rushed through their training but will be deemed competent when they are in fact competent.
These books also address the issue of employers not being aware of the apprentice’s progress through each
stage, as the books only relate to the stage that the apprentice is working through. They clearly indicate
this stage, and when viewed in conjunction with the new format training plan employers have a much
clearer picture of when the apprentice stage completion date is approaching.
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The new version training plan that we now produce has also helped with employer engagement. We can
now give the employer and apprentice their training plan with the stages set out and include proposed and
actual stage completion dates, as well as assessment and delivery methods, and the location at which these
events will occur for each unit.

What systems are now in place
Training and assessment timetabling.
Timetabling is still usually completed for returning apprentices in late November–early December.
Engineering apprentices are as much as possible, grouped by stages but due to the reduction in apprentice
numbers and the staff reductions that have resulted, we have had to review our timetabling schedule for
apprentice classes. We can no longer continue to schedule stage 1, stage 2, stage 3 and stage 4 as standalone apprentice groups as we once did.
We now schedule class groups by numbers of students rather than student stage. We do attempt to
schedule apprentice only type groups. These groups may contain just stage 1, or 2, or 3, or 4, apprentices,
or a combination of different stages, depending on the number of students we have. This may also mean
that students that attend with a particular class group may not all be apprentices but also include general
engineering students that are studying the same unit or units that the apprentices are studying. This could
include students doing any engineering certificate from Certificates I-V, and pre-apprenticeship type
courses.
Apprentices for 2015 will also be scheduled to attend a maximum of 30 days for the year, with more focus
to be placed on recognising practical training that occurs within the workplace.
While the majority of assessment still occurs at the college, most of this assessment is targeted at the
underpinning knowledge component of the individual units .Some practical assessment is now occurring at
the workplace. This has mainly occurred for late 3rd and some 4th stage apprentices. With a view to
increasing the instances of practical assessment occurring in the workplace, for 2015 teachers have had on
site assessment time included in the teaching and assessment timetables. Underpinning knowledge
assessment still occurs towards the end of each term. The practical component takes account of how the
apprentice is progressing in both the college and their workplace environments. Practical assessment can
occur prior to or post underpinning knowledge assessment.
Employer engagement
Employers that have apprentices attending Kangan Institute, at both Broadmeadows and Richmond
campuses have in general, shown positive engagement with the competency based system.
They appear to be happy with the new improved information we give them on how the system works and
what part they play in the apprentice’s training journey. Most that have provided feedback on the newly
developed and instituted workplace competency book, are supportive of these books. They are now much
more aware of not just the apprentice’s progress, but also the types of things they can have their
apprentice do in the workplace to help them progress.
The new version training plan that we now produce has also helped as employers can see what will be done
as well as when and where it will be done, allowing them the opportunity to forward plan for both pay
progression points and the units their apprentice will be doing at each stage of the apprenticeship.
89

Kangan Institute Case Study

While a number of employers remain opposed to the competency based system, most are now coming to
terms with it. Most recognise the important role they have to play in their apprentice’s progress, and want
to be involved in training their apprentices. As they build a greater understanding on what being
competent means, they are becoming more comfortable with agreeing with Institute competency
decisions. And importantly the feedback and consultation process that we are now using helps to keep the
employer engagement levels high.

In hindsight would you have done things differently?
One area is to spend more time working on ‘on the job’ assessment events. In order to get teachers to
readily carry out practical assessment in this fashion they need to have tools available to assist. While a
reasonable amount of on the job assessment can now occur, it will quite often only happen if the
assessment tools are already available.
The tools that need more thought and collaboration are those that address some of the earlier studied
units in the training plan. This is so both employers and apprentice are comfortable with on the job
practical assessment from the start of the training period, rather than in the latter stages of training.
Higher levels of on the job assessment would also help to maintain employer engagement with the
apprentices training and give them a much better understanding of their apprentice’s actual progress. It
may also help the employers in choosing appropriate tasks for the apprentice to do while on the job, to
help develop the skills that are needed from the outset.
More early stage on the job assessment would also maintain regular early contact and communication
between the institute and the employer. This communication is important as it can very often identify
problem areas before they become barriers to successful completion.
We would also like to have greater teacher engagement with on the job consolidation periods. It has
proven quite difficult to maintain teacher engagement with this as they often see it as in the “too hard to
manage basket”. It is a common complaint from teachers from Kangan and elsewhere that employer are
not interested in this concept, but that is not reflected by employers themselves. They are usually willing
to have their apprentice consolidate practical skills on the job if teachers can advise what the apprentices
should do. While engagement from teachers has improved there is room for more improvement.
Higher levels of positive engagement from teachers post project for on the job consolidation can be
reached, provided we continue to use the workplace competency work book that has been developed.
These books not only help employers in understanding what types of tasks the apprentice needs to do
during consolidation periods but also help the teacher in recommending the types of tasks the apprentice
needs to work on to develop their skill levels.

Project materials provided





training plan negotiation checklist
training record book
confirmation of workplace performance
notification of stage progression
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Training plan negotiation checklist

Company name
Address
Contact Phone
Fax
Mobile
Name of officer responsible for negotiating / signing training plan
Signature of officer responsible for negotiating / signing training plan
Name of teacher responsible for negotiating / signing training plan
Signature of teacher responsible for negotiating / signing training plan
Apprentice / trainee name
Apprentice / trainee signature

General

Has competency based completions been explained to employer

Date

Circle yes / no

yes

no

Has competency based completions been explained to apprentice / trainee

yes

no

With regard to any previous training carried out has the
employer been asked about any previous training
apprentice / trainee been asked about any previous training

yes
yes

no
no

Has the employer had pre requisitions explained

yes

no

Has the apprentice / trainee had pre requisitions explained

yes

no

Has the Rpl process been explained to the employer

yes

no

Has the Rpl process been explained to the apprentice / trainee

yes

no

Has the employer described the nature of the work they typically perform

yes

no

Has the college reporting system been explained to employer and student

yes

no

Has the employer / student been informed of the low income health care card benefit

yes

no

Has the employer received an authority to invoice form

yes

no

Has the employer taken you through the workshop to see the equipment that they use

yes

no

Has the employer shown you some of the work they typically do

yes

no

Have you ensured that the proposed certificate is appropriate to this workplace

yes

no

yes

no

Prior to the training plan being established

Training Plan

Have the requirements to establish a legitimate training plan been explained

(eg 96-100 points, how they relate to hours, pre requisites, mandatory/ stream/ elective competency standards,
pathways to cert 4 etc

Has the process for how training plans may be altered at a later date been explained

yes

no

Has the process for the on site completion of competency standards been explained

yes

no

Has the on site log book been explained and how to fill it in to capture accidental
as well as planned learning

yes

no

It has been verified that all competencies contained in the training plan are achievable
by the student in this workplace

yes

no

Have the requirements to have somebody
on site that can carry out any chosen competency standard been explained

yes

no

Have alternative arrangements been made for competency standards that cannot
be carried out in the employers workplace to be done else where

yes

no

Where will this training be carried out
When will this training be carried out

What competency standards will be assessed as on site competency standards

Additional information / notes

On completion this form is to remain with the app / trainee file and a copy forwarded to J248 (eng staff room)
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Student Name:

Sample Student

Qualification Code:

MEM30205

Qualification Name:

Certificate III in Engineering - Mechanical Trade

RTO Contact:
Phone:
Email:

Version 1.0
Created 19 Nov, 2014
Applicant Name: Sample Student Signature:______________________

Mark Russell
(03)9279 2691
mrussell@kangan.edu.au
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Kangan Institute

MEM05005B : Carry out mechanical cutting
MEM05005B/01: Determine job requirements

The learner has demonstrated competence in the following:
•

•
•

MEM05005B/01.01: Job requirements and specifications are determined
from job sheets and/or instructions.

MEM05005B/01.02: Appropriate method/machine is selected to meet
specifications.

MEM05005B/01.03: Machine is loaded and adjusted for operation
consistent with standard operating procedures.

MEM05005B/02: Select/set up machine tooling

The learner has demonstrated competence in the following:
•

•
•

MEM05005B/02.01: Tooling is selected to match job requirements.

MEM05005B/02.02: Tooling is correctly installed using standard operating
procedures.

MEM05005B/02.03: Machine is set up and adjusted using standard
operating procedures.

MEM05005B/03: Operate mechanical cutting machine

The learner has demonstrated competence in the following:
•

•
•
•

MEM05005B/03.01: Appropriate stops and guards are set and adjusted
as required.

MEM05005B/03.02: Material is secured and correctly positioned using
measuring equipment as necessary.

MEM05005B/03.03: Machine is started and stopped safely to standard
operating procedures.

MEM05005B/03.04: Machine is operated to cut/hole material to
specifications using standard operating procedures.

MEM05005B/04: Check material for conformance to specification

The learner has demonstrated competence in the following:
•

•
•

•

MEM05005B/04.01: Material is checked against specification. Machine
and/or tooling is adjusted as required and in process adjustments carried
out as necessary.

MEM05005B/04.02: Material is cut and/or holed to within workplace
tolerances.

MEM05005B/04.03: Material is used in most economical way.

MEM05005B/04.04: Codes and standards are observed.

Version 1.0
Created 19 Nov, 2014
Applicant Name: Sample Student Signature:______________________
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Kangan Institute

The following information must only be completed when sufficient evidence has been submitted to indicate
the apprentice/trainee has shown a level of competence in this unit which meets the National Industry
Competency Standards.
Student:
I have gained the relevant skills and knowledge associaed with MEM05005B : Carry out mechanical cutting
_________________________
Name

_______________
Date

_________________________
Signature

Supervisor:
On behalf of the employer I certify that the student named in this record book has demonstrated sufficient skills
and knowledge pertaining to the unit of competence in question to be deemed competent.
_______________________________________
Name
Position

_______________
Date

_________________________
Signature

RTO:
Sufficient evidence has been provided to deem the student competent in this unit of competence.
_______________________________________
Name
Position

_______________
Date

_________________________
Signature

Note! MEM05005B : Carry out mechanical cutting has been entered into the recording system.
Date Entered By: _________________

Position: ____________

Date: ____________

RTO Offical Stamp

Comment:

Version 1.0
Created 19 Nov, 2014
Applicant Name: Sample Student Signature:______________________

3 / 51

Kangan Institute

MEM05007C : Perform manual heating and thermal cutting
MEM05007C/01: Assemble/disassemble plant and equipment
The learner has demonstrated competence in the following:
•

MEM05007C/01.01: Accessories and equipment are correctly selected
and assembled for manual heating and thermal cutting.

MEM05007C/02: Operate heating and thermal cutting equipment

The learner has demonstrated competence in the following:
•

•

•
•
•

•

•
•

•

MEM05007C/02.01: Cutting process and/or procedure appropriate for
material is selected.

MEM05007C/02.02: All safety procedures are observed.

MEM05007C/02.03: Equipment start-up procedures are followed correctly
to standard operating procedures.

MEM05007C/02.04: Equipment adjustments are made correctly using
standard operating procedures.

MEM05007C/02.05: Appropriate cutting allowances are made.

MEM05007C/02.06: Material is used in the most economical way.

MEM05007C/02.07: Defects are identified and corrective action is taken
to standard operating procedures.

MEM05007C/02.08: Material is heated and cut to specification.

MEM05007C/02.09: Shape/size/length is to accepted workplace
standards.

Student Supervisor
[

]

[

]
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]
]

[
[

]
]
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]
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]
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]

[

]

[

]

The following information must only be completed when sufficient evidence has been submitted to indicate
the apprentice/trainee has shown a level of competence in this unit which meets the National Industry
Competency Standards.
Student:
I have gained the relevant skills and knowledge associaed with MEM05007C : Perform manual heating and thermal
cutting
_________________________
Name

_______________
Date

_________________________
Signature

Supervisor:
On behalf of the employer I certify that the student named in this record book has demonstrated sufficient skills
and knowledge pertaining to the unit of competence in question to be deemed competent.
_______________________________________
Name
Position

_______________
Date

_________________________
Signature

RTO:
Sufficient evidence has been provided to deem the student competent in this unit of competence.
_______________________________________
Name
Position

_______________
Date

_________________________
Signature

Note! MEM05007C : Perform manual heating and thermal cutting has been entered into the recording
system.
Date Entered By: _________________

Position: ____________

Date: ____________

RTO Offical Stamp

Comment:

Version 1.0
Created 19 Nov, 2014
Applicant Name: Sample Student Signature:______________________
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Confirmation of workplace performance
MEM30305 Certificate III in Engineering Fabrication Trade
Stage 2: Training Plan 50% Completed
Apprentice/Trainee name:
Apprentice/Trainee id number:
Apprentice/Trainee signature:
Employer’s name:
Employer contact name:
Employer contact signature
Date of contact:
Kangan Institute representative:
KI representative contact phone number:

Employer confirmation
Your apprentice/trainee has been assessed in clusters of units as agreed on the
Training Plan. They can now be expected to undertake specific tasks and skills in
the workplace. The cluster details are included on page 2 of this document.
Use this checklist to assist you to confirm with us that your apprentice/trainee is
working to industry standard in the workplace. This includes completing tasks in an
acceptable period of time, performing the tasks regularly and to a consistent
standard.
To discuss the workplace performance of your apprentice/trainee further please
contact: Your Kangan Institute engineering department representative
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The following table details the units of competency that are included in each of the
relevant clusters.
Cluster 2 a skills
Unit code

Unit title

Points

MEM12024A

Perform computations

3

MEM15002A

Apply quality systems

0

MEM16008A

Interact with computing technology

2

MEM06007B

Perform basic incidental heat/quenching, tempering and annealing

2

MEM05051A

Select welding processes

2

MEM05005B

Carry out mechanical cutting

2

Cluster 2b– skills
Unit code

Unit title

Points

MEM05037C

Perform geometric development

6

MEM05052A

Apply safe welding practices

4

MEM05017D

Weld using gas metal arc welding process

4

Totals

25
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Pathways to a career through the Metals & Engineering Training Package
Qualifications

MEM20413
Certificate II in
Engineering Pathways

Entry point

Entry point

Entry point

Certificate II in
Engineering
studies
22209VIC
(11 points)

Certificate II in
Engineering
MEM20105
(32 points)

Certificate II in
Engineering
Production
MEM20205
(64 points)

Certificate 3 in Engineering
MEM30205-Mechanical(96-100 points)
Or
MEM30305-Fabrication(96-100 points)

Entry Point

Certificate IV in
Engineering
MEM40105
(132POINTS)

Certificate V in Engineering
MEM50105
(Diploma) (156 POINTS)

Certificate 3 in Engineering , Staging process

Completion of Stage 1=
25% completion of training plan
& progression to stage 2

Completion of Stage 4=
100% completion of training plan
& completion of Apprenticeship

Completion of Stage 2 =
50% completion of training plan
& progression to stage 3

Completion of Stage 3=
75% completion of training plan
& progression to stage 4
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Cluster 2a skills
Apprentice is capable of applying a range of foundation skills that underpin active
participation in an engineering environment. This includes meeting and applying OH&S
requirements for your workplace, planning and organising work, delivering acceptable
standards of work output, displaying behaviours that are conducive to working with
others and the knowledge and skills to use a range of basic engineering tools and
equipment. Satisfactory performance of these skills can be demonstrated as follows:

Satisfactory
Workplace
Performance

Indicative tasks

Yes

all work is performed in a safe manner and in accordance with site procedures(General
OHS)

  

PPE always used and applied correctly as required (General OHS)

  

apprentice freely seeks advice on safety matters if unsure(General OHS)

  

own work area is kept clean and tidy (General OHS)

  

instructions are accurately interpreted and followed(General OHS)

  

accurately performs a range of mathematical calculations involving length, perimeter,
area and volume(unit MEM12024)

  

able to work with both fraction and decimal format as required(unit MEM12024)

  

appropriate formulae are selected for calculations(unit MEM12024)

  

correctly interprets information, instructions and specifications to complete job (unit
MEM15002)

  

completes required workplace documentation as required(unit MEM15002)

  

reports as appropriate faults and defects using site procedures(unit MEM15002)

  

where required is capable of using available on site computer technology(unit
MEM16008)

  

enters and retrieves data using appropriate software applications as required(unit
MEM16008)

  

applies suitable research techniques to gather required information, ie consultation,
questioning, interpreting manuals, web search, etc(unit MEM16008)

  

identifies and organises relevant information/data for an application(unit MEM16008)

  

communicates/disseminates information/data in an effective way(unit MEM16008)
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No

N/A

Cluster 2a skills
Apprentice is capable of applying a range of foundation skills that underpin active
participation in an engineering environment. This includes meeting and applying OH&S
requirements for your workplace, planning and organising work, delivering acceptable
standards of work output, displaying behaviours that are conducive to working with
others and the knowledge and skills to use a range of basic engineering tools and
equipment. Satisfactory performance of these skills can be demonstrated as follows:

Satisfactory
Workplace
Performance

Indicative tasks

Yes

appropriate task planning skills are used(unit MEM06007)

  

heating / quenching equipment set up & used correctly (unit MEM06007)

  

specifications for heating, quenching, tempering, and annealing followed (unit
MEM06007)

No

N/A

  

alternative joining methods for job are identified and appropriate selection is
made(unit MEM05051)

  

technical information relevant to welding processes is sourced as required(unit
MEM05051)

  

processes are selected taking into consideration the characteristics and
properties of materials, including:

  

–

job requirements

–

effect of gas and electrical welding operations on metals to be
used

–

welding safety practices and procedures

–

effect of various treatments on metals to be used

use and application of personal protective equipment (unit MEM05051)
most appropriate mechanical cutting machine is selected for operational
requirements(unit MEM05005)

  

cut materials are cleaned and finished to required standards(unit MEM05005)

  

mechanical cutting machine is checked for safe operation and prepared for
cutting operation(unit MEM05005)

  

material/s to be cut are prepared, marked off/out, and set up in cutting machine
to produce desired results (unit MEM05005)

  

mechanical cutting is undertaken safely and efficiently minimising wastage(unit
MEM05005)

  

machine is cleaned and left ready for next operation after use(unit MEM05005)
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Comments
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Cluster 2b skills
Apprentice is capable of applying a range of foundation skills that underpin active
participation in an engineering environment. This includes meeting and applying OH&S
requirements for your workplace, planning and organising work, delivering acceptable
standards of work output, displaying behaviours that are conducive to working with
others and the knowledge and skills to use a range of basic engineering tools and
equipment. Satisfactory performance of these skills can be demonstrated as follows:

Satisfactory
Workplace
Performance

Indicative tasks

Yes

correctly interprets information, instructions and specifications for job to be developed(MEM05037B)

  

appropriate development method used(MEM05037B)

  

undertakes calculations accurately and confirms results(MEM05037B)

  

marks out and accurately cuts developed patterns and templates as required(MEM05037B)

  

pattern development makes optimum use of available materials and minimising material
wastage(MEM05037B)

  

carry out hazard analyse before commencing job(unit MEM05052)

  

Material Safety Data Sheets (MSDS) are sourced and interpreted to inform safety-related
considerations(unit MEM05052)
processes for preparing and cleaning commonly used materials are identified and implemented (unit
MEM05052)

No

N/A

  
  

The following welding skills relate to welding tasks, in all positions using a variety of
joints, e.g. butt/fillet/lap/plug type welds on a variety of metal’s & metal thicknesses, welds
would be expected to conform to company quality standards.


GMAW(MIG) equipment is correctly set up for required welding operation, including:
–

work area is made safe for welding operation

–

gas settings are appropriately adjusted for each job

–

filler wire selected and set up for each job(unit MEM05017)

  

GMAW(MIG) is undertaken safely using required PPE (unit MEM05017)

  

GMAW(MIG) technique is appropriate for each job(unit MEM05017)

  

GMAW(MIG) welds are produced in a timely manner, finished to required standards with minimal
wastage(unit MEM05017)

  

GMAW(MIG) materials to be welded are prepared (cleaned, cut, ground) to conform to
welding specifications(unit MEM05017)

  



GMAW(MIG) welding equipment is adjusted and correctly set up for required welding operation.
(unit MEM05017)
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Comments
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Confirmation of workplace performance stage __ book.
Acknowledgement of receipt form.
I (apprentice name) Student number (____________) acknowledge receipt of my
stage__ workplace performance book.
My Kangan Institute Engineering department representative, has:
 Explained to me the purpose of and how to complete this book.
 Explained to me that the successful completion of all the units, contained within
this book, will indicate successful completion of this stage of my training plan.
 Explained to me, that being deemed competent, in all of these units, and
completion of this stage of my training plan, will mean that I move to the next
stage.
Apprentice’s signature:
Date:
I (Employer rep name) acknowledge receipt of (apprentice name) stage__ workplace
performance book.
My Kangan Institute Engineering department representative, has:
 Explained to me the purpose of and how this book is to be completed.
 Explained to me that the successful completion of all the units, contained within
this book, will indicate successful completion of this stage of my apprentices
training plan.
 Explained to me, that being deemed competent, in all of these units, and
completion of this stage of the training plan, will mean that the apprentice will
move to the next stage of their apprenticeship.
Employer representative signature:
Date:
I (KI rep name
) acknowledge that (apprentice name) Student number
(____________) has received their stage__ workplace performance book. And both
the employer representative and apprentice have signed this acknowledgement form.
I have :
 Explained the purpose of and how this book is to be completed.
 Explained that the successful completion of all the units, contained within this
book, will indicate successful completion of this stage of the apprentices training
plan.
 Explained that being deemed competent, in all of these units, and completion of
this stage of the training plan, will mean that the apprentice will move to the next
stage of their apprenticeship.
Kangan Representative signature:
Date:
On completion this form is to be detached from the workplace performance stage book
and retained in the apprentices file, a copy is to be given to both employer and
apprentice.
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12 February 2013(always shows todays date)
Mr 3rd year apprentice
15 The Street
Somewhere VIC 3000
Dear Apprentice name
NOTIFICATION OF COMPETENCIES ACHIEVED
CERTIFICATE III IN ENGINEERING ‐ FABRICATION TRADE
I am pleased to advise that you have successfully completed Stage 3 of study for your course in
CERTIFICATE III IN ENGINEERING ‐ FABRICATION TRADE.
Your employer, ENGINEERING EXCELLENCE, has also been sent written advice of your achievement.
Yours faithfully

Manager
ENGINEERING BROADMEADOWS

Kangan Institute, Private Bag 299, Somerton, 3062

South Western Sydney Institute Case Study

Systems in place before the project started
How was training and assessment timetabled?
Training was largely delivered one day per week for 36 weeks a year. Engineering trades apprentices
attended TAFE for 3 years, totalling 864 hours for the apprenticeship.
The sequence of units timetabled for delivery and assessment followed the same order as those
listed in the apprentice’s standard training plans. Apprentices requiring different delivery schedules
were accommodated in several ways.
 Flexible delivery classes were usually run at each college and comprised the concurrent delivery
of a number of units to cater for the requirements of the apprentices
 The apprentice could change to another class (if available) delivering the required units.
Training is also timetabled for block release programs. This involves delivering blocks of training at
an accelerated pace followed by gaps, where the apprentice returns to the workplace. A standard
block release delivery pattern used at SWSi for fabrication trades is 36hours per week for 2 weeks,
four times a year. Likewise, the qualification is usually completed within 3 years.
Scheduling classes for the following year is informed by the numbers of continuing apprentices and
the level of new enrolments. To determine demand for new commencements, discussions are held
with employers and group employer organisations.
How were employers engaged with the training?
At the end of each year, Head Teachers were required to provide customer service staff with a set of
standard training plan templates. These templates reflected a typical program for a particular
engineering qualification. Enrolled apprentices were then matched to the appropriate training plan
template and this, together with a cover letter, was mailed to the employer. The cover letter
instructed the employer to check the contents of the training plan, sign and return to the teaching
section within 2 weeks.
Head Teachers were responsible for addressing issues that employers had with training plans.
Upon receipt of the signed training plan, it was signed by the Head Teacher and stored in the
customer service section at each college. A copy was also kept in the teaching section. TAFE NSW
use a training plan management system, called TPL, to track and administer these processes.
Employer visits to negotiate training plans were not conducted across the four sites at the
commencement of the apprenticeship; however some sections did contact employers by phone.
Worksite visits were conducted by some sections for the purpose of seeking the employer’s
confirmation of competence.
A review in 2013 of the 4 delivery centres found many variations in the way training plans were
developed and the levels of employer engagement.
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South Western Sydney Institute Case Study

How were employers engaged with confirming assessments?
There were 2 methods used to obtain the employer’s confirmation of competence
Method 1 was via a letter, sent to the employer towards the end of each semester, asking the
employer to confirm whether or not their apprentice is demonstrating workplace competence for
one or more units. Once signed by the employer, this letter was returned to the college, and used as
evidence in granting competence to the apprentice.
Method 2 simply involved obtaining the employer’s signature against the units on the training plan.
These practices were not consistent across all 4 colleges. Some colleges did not have a system in
place.
How were employers advised of their apprentice’s progress?
Employers can access the progress of their apprentices via the TAFE NSW Employer e-Services
portal. This portal allows the employer to access:
 enrolment details
 results for completed units
 full training plans
 attendance records and
 progression data.
Student record transcripts are mailed out to both students and employers in January and July.

Systems that needed to be changed or developed
Timetabling
More work is needed to investigate different models of timetabling which allow for additional
workplace practice prior to assessment. This project outcome was difficult to achieve over the
duration of the project. The main issue is the incompatibility of a linear delivery pattern of units
timetabled over 3 years, with an apprenticeship which is nominally 4 years, but may be significantly
less with competency based completion. Recommendations for improving timetabling have been
put to SWSi management.
Training plans
This was an aspect of the project that had considerable scope for improvement. A fundamental
problem with the development of training plans was a lack of engagement with the employer. This
resulted in limited opportunity by the employer to negotiate the training plan to match their
business. Specifically a process needed to be developed whereby:
 Teachers and employers could meet and negotiate the training plan.
 completed training plans were reviewed over the duration of the apprenticeship.
 the practice of mailing training plans to employers was discontinued. This provided little
opportunity for the training plan to be properly negotiated between the employer and the
teaching section.
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South Western Sydney Institute Case Study

How confirmation of competence is sought
This was identified as a key area of the project for improvement. Not all colleges delivering
engineering trades in SWSI had procedures in place to capture the employers’ feedback on their
apprentice’s workplace performance. The main issue was that only 2 of the 4 colleges had a process
in place for capturing employer confirmation of competence. Consistent processes were required
across the four teaching sections.
How progress is reported to the employer
The TAFE NSW Employer e-Services portal is the only TAFE reporting system (available to employers)
which can generates progression data for the employer. Progression data is essential for employers
with apprentices employed under the Manufacturing and Associated Industries and Occupations
Award 2010 as competency based wage progression is a condition of the apprentice’s award.
Unfortunately employers had to discover the system and then apply to have an account created. As
a result, many employers were unaware of the system.

Barriers to making these changes
Staff attitudes
SWSi Engineering Teachers were surveyed in December 2012 regarding their attitude to Competency
Based Progression and Completion (CBPC). The survey found that, of the respondents:
 57% had a basic understanding of CBPC
 62% felt that CBPC would result in apprentices completing within 3 years
 72% believed that CBPC will result in lesser skilled tradespeople.
The findings of this survey and discussions during the workshop highlighted a need for professional
development of Teachers regarding CBPC and the apprenticeship system.
SWSi Student Administration Centre (SAC) procedures for handling training plans
The Customer Service unit at each college provide essential support for teaching sections in
administering student fees and processing enrolments etc. Customer Service and the Student
Administration Centre also play a significant role in the administration of training plans. The SAC are
responsible for developing guidelines for handling training plans in SWSi.
The practice whereby Customer Service Officers mail training plans to employers is dictated by the
SAC guidelines. Therefore the guidelines need to be changed so that the training plans are delivered
to the teaching sections and not mailed out.
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South Western Sydney Institute Case Study

Internal and external changes impacting on SWSi Engineering sections
During 2014 there were significant internal and external developments that reshaped TAFE NSW and
impacted on SWSi engineering. These included:
1. Introductions of new education business systems SALM EBS,
2. declining apprentice enrolments and a weakness in manufacturing
3. consolidation of delivery sites from four to two
4. a reduction in teaching staff
These changes made engagement with staff more difficult as teachers were involved in training for
the new systems or relocating to other colleges. One positive of this is that the consolidation of
delivery points is having a positive impact on the consistency of processes.
Working across 4 colleges
There were significant differences across the teaching sections. This was a barrier in developing
consistent practices across the 4 sites:
 Each Head Teacher has a different working approach. Some were more willing to adopt new
ideas than others.
 Each Administration Support officer had a different approach to supporting the project.
Unfortunately there was almost no communication between these staff. This impacted on the
consistency of processes such as when confirmation letters were mailed out or how employer
packs were assembled
 The geographical distance between locations made it difficult to get everybody together. This
required scheduling several meetings or workshops to cover all sites.
Employer attitudes
Employers were surveyed in April 2013 regarding their attitude to Competency Based Progression
and Completion (CBPC). The findings of survey and discussions during the workshop highlighted a
need to provide more information to employers about CBPC. For example, of the respondents:
 98% only had a basic understanding of CBPC
 63% believed that CBPC is about rushing apprentices through an apprenticeship
 Only 50% thought that the RTO was tailoring the Training Plan to their workplace.
Addressing the misconceptions held by some employers to CBPC was identified as a key area
requiring attention.

How were these barriers addressed?
Staff attitudes
The attitude of Teachers, as identified in the 2012 survey, was addressed by providing Teachers with
correct information via a range of professional development activities. These included:
 initial formal information sessions held at the beginning of the project in December 2012 across
the 4 colleges
 creating a SharePoint presence for Teachers to access information on CBPC
 delivering information sessions and updates to all Teachers throughout the project
 accompanying Teachers on workplace visits and explaining to employers how CBPC works
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inviting a Victorian engineering trades Teacher to deliver a series of talks to SWSi Engineering
Teachers on the way CBPC is implemented in Victoria
developing a profession development Moodle in 2014-15, covering all aspects of
apprenticeships, including CBPC.

SWSi Student Administration Centre (SAC) training plan procedures
The issue of circumventing the mail out of training plans was initially addressed by the diligence of
Head Teachers in requesting that the training plans be delivered to the teaching section. This
procedure is currently being reviewed by the SAC unit. I was included in a SAC training plan working
group in 2014 and recommended to SWSi management that the mail outs stop.
Internal and external changes impacting on SWSi Engineering sections:
During this period of staff uncertainty it was important to keep in touch with the engineering
teachers and communicate the message that the Engineering Excellence project was progressing as
usual. Communication was essential during this time in order to maintain the good working
relationship I had established with the teachers.
Working across 4 colleges with different profiles, Head Teachers and established practices.
A good working relationship with administrative support staff was useful in achieving consistent
practices across 4 colleges. Administrative support usually had a significant role in supporting the
creation and amendments of training plans, as well as sending out confirmation letters. Good
communication was essential in addressing this barrier. Visiting the sections and holding discussions
with the teachers had the most impact.
Employer attitudes
The attitude of employers to CBPC, as identified in the 2013 survey, was addressed by providing
accurate and useful information to the employers. This included:
 a newsletter explaining CBPC, sent to employers throughout the project
 employer information sessions conducted in 2013
 addressing key group training organisations such as 1300Apprentice and My Gateway
 providing information regarding CBPC in the employer packs
 ensuring that CBPC is communicated to employers during visits.

What systems are now in place?
How is training and assessment timetabled?
The main differences in timetabling in 2015 from 2012/13 are:
 a reduction in face to face teaching
 greater use of online delivery/assessment
 the introduction of a new education business system; SALM EBS
The timetabling of delivery and assessment will not follow the traditional 864 Hour face to face
format common in trade apprenticeships. Face to face delivery is likely to be reduced from 864
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hours. This reduction in face to face delivery will be offset by more flexible online delivery and
increased gathering of workplace evidence.
Timetabling is administered via TAFE NSW new education business system SALM EBS. To support
teaching staff, SWSi are delivering an extensive program of training to all staff on the new SALM EBS
system. This includes face to face, drop-in, and online and phone support.
Recommendations for improved timetabling have been made to SWSi management.
How are employers engaged?
During 2014, SWSi Engineering initiated a consistent approach to employer visits resulting in new
entrant apprentices, and their employers, being paid a visit from a SWSi Engineering Teacher. This
significantly improved the negotiation of training plans and allowed the Teacher to gain better
insight into the nature of the apprentice’s work.
A number of resources were developed in support of this initiative and included:
 an employer information pack
 logbooks for each qualification
 checklists
 procedures.
Employers will also be contacted towards the middle of this year to review the content of the
training plan and discuss any issues.
Employers will also be asked for confirmation of the workplace performance of their apprentice
following assessment at the college. Procedures and resources to support employer engagement
were developed and successfully tested in 2014 and are available to SWSi staff via a SharePoint.
How are employers engaged with confirming assessment?
Currently, sections are using confirmation letters which list one or more units that require the
employer’s evaluation of the apprentice’s performance. Employers are also given a competency
signoff book, often referred to as a logbook. This contains criteria on each unit, enabling employers
to make valid judgements on the workplace performance of their apprentice.
An Employer e-Services account is now created without the need for the employer to apply. This is a
significant improvement.
An electronic version of the logbook has been developed and is being evaluated by one of SWSi’s
group training companies. This eCompetency Record Book provides a paperless method of reporting
from the employer to the RTO and has the capability to also provide progression data to the
employer.
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In hindsight would you have done things differently?
In hindsight I would have put more emphasis on a better communication strategy which would have
included:
 starting with a more collaborative commitment from all Head Teachers to the objectives of the
project rather than working individually with Head Teachers from the 4 colleges. This resulted in
inconsistencies in processes and different outcomes. For example, there was a marked
difference in the number of workplace visits undertaken between colleges.
 establishing a closer working relationship with Administrative Support Officers and Customer
Service Officers at the colleges. As discussed, these support staff shape many of the activities in
each section. They had considerable influence over such things as competency letter mail outs,
scheduling employer visits and assembling employer packs. Some officers also had TPL access
and could generate and amend training plans. Therefore they should have been involved much
earlier in the project
 The earlier development of the PD Moodle ‘Working with apprentices in SWSi’. Despite my best
efforts over the 2 years of the project, some staff were still unclear about CBPC.
Overall I believe that the project delivered significant benefits to SWSi engineering. The benefits of
this project include:
 Better awareness by staff of STS requirements, including the need to properly create and
review apprentice training plans.
 Professional employers packs to give to employers when negotiating training.
 Successfully piloted tools and practices for employer engagement.
 Paper logbooks for unit sign offs.
 An online staff development training program for teachers titled Working with apprentices in
SWSi.
 An interactive PDF version of the paper logbook.
 A completed pilot of the My Profiling product.

Project materials provided




Equipment checklist for training plan negotiation
Work Record Book sample
Screenshots from online staff development training program
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Workplace Checklist for Employer
Qualification: MEM30305 -Course 9280(Heavy Fabrication)
Company
TAFE Teacher
Section 1: Equipment
Equipment
Thermal Cutting Equipment
Oxy Acetylene/Propane
Plasma
Carbon Arc

Y/N

Comments

Competencies
MEM05007C
MEM05008C
MEM05009C

Profile Cutting (cross
carriage or radial arm)
Straight Line Cutting
Arc Welding Equipment
MMAW
GMAW/FCAW
GTAW
Sub Arc

MEM5012C
MEM5015CD
MEM5016C
MEM05050B
MEM05017D
MEM05018C
MEM05049B

Mechanical Cutting
Band Saw/Power Hacksaw
Abrasive Drop Saw
Cold Cut (Brobo)
Punch and Shears
Guillotine
Pedestal Drill
Radial Drill
Bench/Pedestal Grinder

Forming Equipment
Pan Brake Folder
Brake Press
H Frame Press
Gap Press
Pipe Bender
Plate Rolls/Section Rolls
Technology/Computing
Desktop Computer
Workstations
Tablets
Hand Held Device

MEM05005B

MEM5010C

MEM16008A
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Section 2 Range of work
The workplace has the
necessary range of work to
support the on-the-job
component of this
qualification.
Section 3 Supervision
The apprentice has
immediate access to
appropriately experienced
workplace supervisors.

Comments:

Comments:

Employer Name:
Signature:
Date:
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10

Contents

CONTACT DETAILS........................................................................................................... 13
Employer instructions.......................................................................................................... 14
MEM12023A Perform engineering measurements.............................................................. 15
MEM12024A Perform computations....................................... Error! Bookmark not defined.
MEM13014A Apply principles of occupational health and safety in the work environment
.............................................................................................. Error! Bookmark not defined.
MEM14004A Plan to undertake a routine task ....................... Error! Bookmark not defined.
MEM14005A Plan a complete activity .................................... Error! Bookmark not defined.
MEM15002A Apply quality systems ....................................... Error! Bookmark not defined.
MEM15024A Apply quality procedures .................................. Error! Bookmark not defined.
MEM16006A Organise and communicate information............ Error! Bookmark not defined.
MEM16007A Work with others in a manufacturing engineering environment ................ Error!
Bookmark not defined.
MEM16008A Interact with computing technology................... Error! Bookmark not defined.
MEM17003A Assist with on the job training ........................... Error! Bookmark not defined.
MSAENV272B Participate in environmentally sustainable work practices ... Error! Bookmark
not defined.
MEM05005B Carry out mechanical cutting ............................ Error! Bookmark not defined.
MEM05007C Perform manual heating and thermal cutting .... Error! Bookmark not defined.
MEM05012C Perform routine manual metal arc welding........ Error! Bookmark not defined.
MEM06007B Perform basic incidental heat/quenching, tempering and annealing......... Error!
Bookmark not defined.
MEM07003B Perform machine setting (routine)..................... Error! Bookmark not defined.
MEM07005C Perform general machining............................... Error! Bookmark not defined.
MEM07006C Perform lathe operations .................................. Error! Bookmark not defined.
MEM07007C Perform milling operations ................................ Error! Bookmark not defined.
MEM07008D Perform grinding operations ............................. Error! Bookmark not defined.
MEM07021B Perform complex lathe operations .................... Error! Bookmark not defined.
MEM07024B Operate and monitor machine/process ............. Error! Bookmark not defined.
MEM09002B Interpret technical drawing................................ Error! Bookmark not defined.
MEM09003B Prepare basic engineering drawing................... Error! Bookmark not defined.
MEM10006B Install machine/plant ......................................... Error! Bookmark not defined.

11

MEM11011B Undertake manual handling .............................. Error! Bookmark not defined.
MEM11016B Order materials................................................. Error! Bookmark not defined.
MEM12003B Perform precision mechanical measurement .... Error! Bookmark not defined.
MEM12006C Mark off/out (general engineering).................... Error! Bookmark not defined.
MEM13001B Perform emergency first aid.............................. Error! Bookmark not defined.
MEM18001C Use hand tools ................................................. Error! Bookmark not defined.
MEM18002B Use power tools................................................ Error! Bookmark not defined.
MEM18003C Use tools for precision work.............................. Error! Bookmark not defined.
MEM18004B Maintain and overhaul mechanical equipment .. Error! Bookmark not defined.
MEM18005B Perform fault diagnosis, installation and removal of bearings. Error! Bookmark
not defined.
MEM18006C Repair and fit engineering components ............ Error! Bookmark not defined.
MEM18007B Maintain and repair mechanical drives and mechanical transmission
assemblies............................................................................. Error! Bookmark not defined.
MEM18008B Balance equipment........................................... Error! Bookmark not defined.
MEM18009B Perform levelling and alignment of machines and engineering components
.............................................................................................. Error! Bookmark not defined.
MEM18010C Perform equipment condition monitoring and recording...Error! Bookmark not
defined.
MEM18012B Perform installation and removal of mechanical seals......Error! Bookmark not
defined.
MEM18013B Perform gland packing...................................... Error! Bookmark not defined.
MEM18055B Dismantle, replace and assemble engineering components .. Error! Bookmark
not defined.

12

CONTACT DETAILS

Apprentice

Name
Contact details

Employer (or attach business card here)
Business name:
Address:

Supervisor / signatory:
Contact details:

SWSi TAFE section (or attach business card here)
Name of teacher and section:
Address:

Contact details:
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Employer instructions
To gain their trade qualification Metals & Engineering apprentices need to satisfy both off
and on the job requirements.
Therefore assessment at TAFE as well as feedback from your workplace is required before
your apprentice can be deemed ‘competent’ in a unit of competency.
This Work Record Book will help you manage the process by providing a summary of the
knowledge and skills contained in each of the units of competency.
Your apprentice must achieve all the competencies on their Training Plan in order to
complete their qualification. Individual apprentices may achieve competence at varied
rates.
Note: This logbook contains more competencies than your apprentice’s Training plan
How can I help my apprentice achieve these competencies?
 The competencies in this logbook list the skills and knowledge that your
apprentice should practice at work. Additional information on these
competencies can be found at http://training.gov.au.
How do I know what competencies my apprentice is currently studying?
 The Training Plan has start and end dates on all the units of competency.
 You should have a timetable from the TAFE teaching section.
 You can call the TAFE teacher to discuss the timetable (contact details are
printed at the front of this work book).
How do I complete this Work Record Book?
 Verify that your apprentice is competent by checking the elements listed in
each competency unit and placing an “X” in the box adjacent.
 Once you are confident that your apprentice is ‘competent’ in a particular unit,
sign and date the unit in the space provided.
 Retain this work book as a record of your apprentice’s training and
compliance under NSW State Training Services (STS) obligations for
Employers and TAFE.
We will contact you
TAFE NSW South Western Sydney Institute (SWSi) has partnered with your organisation to train

your apprentice. Under this partnership we are both obligated to record the on the job
competence of your apprentice.
These obligations are outlined under Section 3.3 of STS Training Plan guidelines Jan 2013
and also, on page 1 of the Training Plan.
We will contact you several times during the apprenticeship and ask you to confirm the
competencies undertaken by your apprentice. For more information, please contact the
teacher whose name appears at the front of this logbook.
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MEM12023A Perform engineering measurements
This unit covers performing measurement skills requiring straightforward use of mechanical measuring devices and
associated calculations.
(Apprentice name)

………………………………………………………………
has satisfactorily demonstrated the elements,
skills and knowledge listed below.

Supervisor name:
Signature:
Date:

/

/

Elements of competency

 Select appropriate device or equipment
 Obtain measurements using a range of measuring devices
 Maintain measuring devices
 Communicate measurements as required
Required skills
Look for evidence that confirms skills in:
selecting the appropriate measuring device for given measuring tasks
using appropriate measuring technique
reading all measurements taken accurately to the finest graduation of the selected measuring device
handling and storing measuring devices in accordance with manufacturers' specifications or standard operating
procedures
verifying all measuring devices before use
making, where appropriate, routine adjustments to measuring devices
reading, interpreting and following information on written job instructions, specifications, standard operating
procedures, charts, lists, drawings and other applicable reference documents
planning and sequencing operations
checking and clarifying task related information
checking for conformance to specifications
undertaking numerical operations involving addition, subtraction, multiplication, division, fractions and decimals
within the scope of this unit
preparing drawings as required

Required knowledge
Look for evidence that confirms knowledge of:
correct application of a range of measuring devices
correct and appropriate measuring technique for a range of measuring devices
addition, subtraction, multiplication, division, fractions, decimals to the scope required by this unit
procedures for handling and storing a range of measuring devices
procedures for adjusting and zeroing a range of measuring devices
methods of communicating measurements by drawings, as required
safe work practices and procedures
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TAFE QLD Skills Tech Case Study

Systems in place before the project started.
How was training and assessment timetabled?
It was common practice at TAFE QLD SkillsTech (TQST) to complete training for apprentices within a
3 year timeframe. The general idea behind this is that, the 4th year was a catch-up or workplace
experience year, which would allow the apprentice to catch up or to hone their skills within the work
environment. However for various reasons training generally continued into the fourth year.
In terms of assessments, formative and summative assessments were conducted progressively
during blocks to test for underpinning knowledge. Some final assessments were carried out at the
end of blocks, but the majority of final assessments were not completed until after the employer
verified the assessment. Towards the end of apprenticeship, the Workplace Services Officers (WSO)
would visit the employer to ensure progression was on track for the expected completion date.
Generally there was opportunity for practice in the workplace before competency was assessed.
Once students returned to their workplaces after completing a block, they were given approximately
6-8 week to put into practice the skills attained, by completing relevant tasks to the expectation of
their employer before getting assessed. The final assessment was conducted by the teacher/assessor
and verified by the employer via the employer verification process.
How were employers engaged with the training?
Employers were engaged in selecting competencies in the training plans, when their apprentices
were going to attend blocks and assessment times. Upon receiving notification of a new apprentice
the WSO would contact employers to make an appointment to conduct the Induction. During this
contact, the WSO discusses the type of work conducted on site and checks on resources.
The WSO takes a suggested training plan to the induction and if satisfied that it meets their business
requirements, it is accepted and signed. If it’s not suitable it is negotiated to change some
competencies, provided that all pre-requisites are met. Employers are also usually visited twice a
year after the apprenticeship is started.
How were employers engaged with confirming assessments?
A logbook was used which apprentices were asked to complete regularly. The employer is asked to
sign to verify that the apprentice has completed relevant work to the employers’ requirements.
Apart from written entries in their logbooks, apprentices were also asked to supply supplementary
evidence in their logbook in the form of photographs or workshop drawings, job sheets etc. These
logbooks were not used for direct assessments but to assist the employer and teacher in the
judgement of competence.
The final assessment decision is made by the teacher and verified via the “Employer Verification”
process, where the teacher will contact the employer to verify assessments in the relevant
competencies.
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Employers were contacted for every unit completed. Once the apprentice has been back to work
after the completion of the training block (approx. 6-8 weeks) and had sufficient time to practice in
the workplace, a WSO or teacher contacts the employer to verify the assessment decision against
the various competencies covered during the training block. This contact can be either by phone,
email or workplace visit, using the “Employer Verification” form. Once this process is completed,
then results are uploaded.
An updated progress report is sent to employers about 3-6 weeks after completion of a block. This
progress report has the latest results and also outlines the total number of points achieved thus far
and the percentage of their apprenticeship completed. This info can help the employers to
determine the stage their apprentice is in and what other competencies are left to complete.

What aspects of your systems did you identify as needing to be changed?
The existing delivery structure was in 3 years. A 4 stage structure was needed and revised training
plans were also need to reflect the new 4 stage delivery structure.
Logbooks, or Training Record Books, needed sample workplace tasks included for each competency,
so employers and apprentices could understand the type of work needed to be undertaken to help
apprentices achieve competence.
The existing Employer Resource Assessments (ERA), used by WSOs to check on workplace
equipment and as an aid to training plan negotiations, were too generic and needed to be updated
to include the work scope and more details of equipment required.

What were the barriers to making these changes?
As with any project, there is always difficulty in getting required information on time to allow for the
necessary reporting. Any new changes or Implementations in a large organisation such as TQST
always have some challenges due to required approval processes.
Managers and staff attitudes:
When we first presented to staff during the RTO Information sessions at the start of the project,
teaching staff basically thought this project was all about cutting down delivery times and this view
was reflected in the staff survey.
Due to being located across three campuses, there were also cross campus barriers affecting the
negotiations/discussions for the 4 stage delivery structure and associated items.
There were some management barriers early on, relating to passing on required information and
approving reports which caused difficulties in maintaining reporting deadlines.
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External barriers
The main external barrier was the downturn in new commencements. The downturn in the
resources sector in Queensland has seen the numbers of apprenticeship commencements reduced,
and cancellations increased due to lack of business, especially in the small to medium business
sectors.
Attitudes of employers
Many employers that attended information sessions and those visited by the project officer
indicated that they were not aware of the competency based progression requirements associated
with their apprentices or the changes to the Manufacturing Award that had brought about these
changes. Most had assumed that the apprentices progressed on their anniversary dates.

How were these barriers addressed?
The project officer reported directly to a Director, which assisted with management issues and also
enabled new implementation ideas to be raised directly and resolved in a reasonable timeframe.
In regards to the staff attitudes, the approach was to attend team meetings regularly to explain what
the project aims and outcomes were and to try ease their concerns that it was not about cutting
down delivery times. Some still hold onto those views as can be seen on the survey results.
In regards to the employers, it was evident during the employer presentations and industry visits
that many had limited to no idea that progression of their apprentices was based on the
achievement of 25% per stage. This was also identified from the employer surveys. Many were of
the understanding that progression was on the anniversary date. Most employers, once they were
made aware that the progression of their apprentices is based on the achievement of competence
(25% per stage) and not on “the anniversary date”, indicated that they were happy to follow the
competency based model and had no real issue or problem.
As there was a poor turn out to the employer presentations, it was decided that the project officer
would directly visit as many employers as possible. A short PowerPoint presentation outlining key
facts was created, which was effective in conveying the message. Items such as newsletters,
information sheets were also used to get the information to the wider community of employers.
These were, emailed, mailed out or dropped off during industry visits either by the project officer,
WSO’s or teachers.

What systems are now in place?
A 4 Stage delivery structure for MEM30205 and MEM30305 are now in place and in use effective
from Semester 1, 2014 across all campuses. Training Plans reflect the 4 stage delivery structures.
Employer Resource Assessments for MEM30205 & MEM30305 have been created and are now in
use.
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Training Record Books have been updated with workplace example tasks and are being moderated
and validated before being approved for use.
how is training and assessment timetabled?
Training is now timetabled over four (4) stages. Generally, all training is scheduled as the apprentices
progress through their apprenticeship and have met required pre-requisites, any other requirements
or at the employer’s request.
how are employers engaged?
Employers select competencies in the training plans, when their apprentices are going to attend
blocks and assessment times.
how are employers engaged with confirming assessment?
Final assessments of competence are completed by the teacher/assessor after the employer verifies
the assessment decision via the “Employer Verification” process.

In hindsight would you have done things differently?
A number of processes were already in place at TQST which made implementation easier.
In hindsight more employer information sessions would have been useful. This would have given
other employers more opportunities to attend the sessions and have an input, as a number of the
employers had indicated that pre-commitments and session timeframes had been a barrier to them
for not attending.

Project materials provided





Employer Resource Assessments
Training Record Book sample
Employer Verification Form
Progress Report
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Start with systems in place before the project started.
How was training and assessment timetabled?
Apprentice training was undertaken by block release with the normal duration being two weeks.
TAFE SA Whyalla tested underpinning knowledge through both theoretical and practical processes
off job at TAFE utilising the fully equipped workshops. Apprentices were generally called up for eight
weeks of training per year with assessments conducted at the end of the attendance blocks for the
training delivered during that period. The system allowed for variations due to previous training, RPL
and workplace assessments.
TAFESA training was conducted over three years allowing the fourth year of the apprenticeship to
allow for consolidation of competence by the apprentice.
Apprentice logbooks were utilised to gathering evidence of workplace reinforcement and application
of skills experience that has been delivered by TAFE SA. The logbooks were developed from the
training plans and incorporated the relevant units of competency. Lecturing staff made regular
contact with employers regarding their apprentices’ progress.
How were employers engaged with the training?
Lecturing staff contact the employer and arrange a suitable time to meet with them and the
apprentice to discuss the training plan. The employers in Whyalla all have similar requirements for
their metal trades apprentices. This is due to employers working in the resource sector and
predominately contracting services to regional companies and mines. Over time TAFE SA has
negotiated specific training plan’s to suit the local employers and apprentices. The training plan is
discussed and adjusted if required by either the employer or apprentice.
It is at this time that RPL is discussed and any relevant documentation identified. Training attendance
is also discussed at this time. The employer’s usual preferred training attendance is block release
with a block being a minimum of one week.
Once TAFESA receives a Contract of Training from an Australian Apprenticeship Centre, or gets online
notification that there is a COT/ACC pending, it completes the Training Plan proforma for the
apprentice. This information is sent to the relevant lecturing staff who contact the employer and
arrange a suitable time to meet with them and the apprentice to discuss the training plan. The
lecturer takes with them an apprentice welcome pack that includes a variety of information and
relevant forms; these included TAFESA’s ‘new apprentice’ flyer, Information release form, RPL
documentation and apprentice logbook.
Employers are visited a number of times – when the Training Plan is developed, then as required or
requested by employer. Due to the small number of employers in Whyalla, lecturers regularly
contact employers and visit site workplaces. There are also employers that are at the campus almost
daily to see how their apprentices are going.
How were employers engaged with confirming assessments?
Apprentice logbooks were utilised to gathering evidence of workplace reinforcement and application
of skills experience of the underpinning knowledge that has been delivered by TAFESA. The logbooks
are developed from the training plans and incorporate the relevant units of competency from the
apprentice’s training plan. Once the apprentice and employer signed off the logbook it was
forwarded to the appropriate lecturer for assessment and final sign off.
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Employers were notified at the end of each semester which units of competency their apprentice
had completed and identified as either competency achieved, competency not achieved, unit started
or withdrawn from unit.
Ensuring competence of the apprentice is centred on the industrial experience, skills acquisition and
operational effectiveness of the apprentice in the workplace. The log book issued at the beginning of
the apprenticeship, and maintained during the apprenticeship offers a collection of workplace
experiences that contribute to evidence used by lecturing staff to deem competence. All
competencies must be signed by the employer, apprentice and lecturer clearly identifying that each
believes that the apprentice is fully competent in their workplace.
Employers were sent academic statements of their apprentices TAFESA training at the end of each
semester.

Systems that needed to be changed or developed








Development of 4 stage training plans from 3 year training plans
o Validation by lecturing staff to ensure best sequencing of Units for 4 stage delivery
o Validation/Moderation with Industry to ensure 4 stage Training Plans suited their needs
Development of Standardised call ups for all apprentices
Consistent approach to apprentice reporting to employers
Updating existing apprentice logbooks
Development of an online apprentice logbook
Funding model, Funded training list and the AP-70 result

What were the barriers to making these changes?
Staff attitudes
Lecturing staff were generally supportive of the project and the need to make some changes.
TAFESA Whyalla campus is fortunate in having excellent working relationships with their employers
and in many ways were working already with them in the competency based area. Information
sessions were held with staff to ensure that they understood what competency based progression
was about and more importantly what it wasn’t - issues like fast tracking, reducing apprentice
knowledge and skills were identified and discussed.
Barriers identified were in relation to:
 Not being aware of the Award that apprentices are employed under
 Perception that CBPC meant a rushed apprenticeship
 Timetabling that allows for seamless CBPC
 Transitioning from years to stages
 Potential disputes with apprentices/employers regarding progression issues
External barriers
Since the start of the project apprentice numbers have declined from 87 in 2012 to 60 in 2015 - a
30% reduction. 2014 saw very few apprentice commencements, although this year has seen an
increase. With the downturn in the resources sector and the downsizing/closure/mothballing of
mines and businesses in the area apprentice numbers will continue to vary.
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There is an issue with the MEM05 training package and funding model around competency
achievement. There are only 14 units that are funded for an academic pass (AP), which leads to
potential conflicts with apprentices and employers. It would be preferable to have the capacity to
issue apprentice with an AP result on completion of their TAFESA underpinning knowledge. Then
once workplace competency was achieved the apprentice results would be converted to
competency achieved (CA). This would enable government subsidies to be paid to TAFE SA as soon
as the underpinning knowledge is completed but before competency is confirmed by the employer.
The situation could be rectified by inserting into the training package that it a requirement that
apprentices need to achieve both on and off-job competency for all units.
Attitudes of employers
Employers did not seem to be aware of competency based progression in relation to their
apprentices. Most employers sign off their apprentices early i.e. in the fourth year if they are
competent. The move to stages was not seen as a major issue as long as their apprentices were
competent.
A small number of employers were very concerned about the stage progression from a financial
perspective. These employers run on small margins and factor in the apprentices completing the
time based apprenticeship. They service small rural areas and often employ young local people as
apprentices as a way to support their community.
Interestingly employers were quite clear and supportive of the following points;
 Apprentices are taken on for training to become tradespeople and an ongoing asset to the
employer
 They wanted to ensure their apprentices are of a high standard and if they left they would be
in demand because of where they completed their apprenticeship
 The employer wanted to be seen as an employer of choice to potential apprentices
 The employer wanted to do the right thing by their apprentices

How were these barriers addressed?
Information sessions with staff and employers was invaluable with setting up the project and getting
everyone brought up to date with competency based progression. A series of road trips was
undertaken to meet with all employers who had apprentices with TAFE SA to discuss issues directly
with them.
Working with staff and employers on what a 4 stage training plan would look like gave an
opportunity to dispel issues around ‘fast tracking’ and the apprenticeship being shortened and
rushed. Some employers saw the advantage of being able to use the 4 stages as an easier way of
benchmarking where there apprentices were at, especially when they had multiple apprentices that
started at the same time.
Lecturing staff fears of being caught up in potential disputes with apprentices/employers regarding
progression was an issue. Staff concern related to the possibility of going on site at an employer’s
location and deemed the apprentice competent and then if the employer disagreed, they would be
caught up in the issue of wages and disputes. If this happens there are appropriate systems in place
through the Office of the Training Advocate and the South Australian Industrial Relations
Commission.
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The development of competency stage progression in the apprentice logbook helps here,. The
progression stage documentation requires that;
 The TAFESA training is completed
 The workplace observation sheets are completed and signed by an appropriate person.
 The apprentice agreed that they are competent
 The employer is satisfied that the apprentice is competent (usually a different person to the
one that has signed the apprentice’s workplace observation checklists)
 The TAFESA lecturer agrees the apprentice is competent
 Where applicable human resource personnel agree the apprentice is competent

What systems are now in place?
How is training and assessment timetabled?
Engineering programs develop a proposed apprentice program based on their current apprentices
and stage levels, including proposed times for new apprentices as they arrive. At this time
assessments are also included where appropriate and then further negotiation with apprentices and
employers as necessary. Through consultation with local employers regarding apprentice training, all
preferred block release training conducted at TAFESA.
TAFE SA Whyalla tests for underpinning knowledge through both theoretical and practical processes
off job at TAFESA. Apprentice training is still undertaken by block release with the normal duration
being two weeks. Apprentices are generally called up for completion of their relevant stage training
and assessments are conducted at the end of attendance blocks for the training delivered during
that time. The system still allows for variations due to previous training, RPL and workplace
assessments.
How are employers engaged?
The apprentice call up notifications have been updated and standardised across all of TAFESA
Engineering trade delivery areas. Employer engagement has been further strengthened with the
redesign of apprentice logbooks and where requested the customisation of the logbook to be
aligned to their workplace activities and requirements.
TAFE SA has identified a process on how it will provide the necessary information to employers on
competency achievement after TAFESA training occurs so that they can easily track stage levels,
completions and progress.
how are employers engaged with confirming assessment?
Extensive work has been undertaken on the apprentice logbooks that are used in Whyalla.
Employer/apprentice feedback received has highlighted that they can be difficult to read and
interpret in workplace settings. Following feedback received and the move to apprenticeship staged
progression, a review of logbook requirements for the Mechanical and Metal fabrication trade areas
has been undertaken. Logbook development involved extensive consultation with key supervisors,
leading hands, trades persons and apprentices to ensure a consistent approach and buy in from all
involved with apprentice training on site. Checklists of actual skills/jobs and operational expectations
that an apprentice was expected to be competent in at each stage were developed and added to the
workbook. Apprentices’ competence and performance processes for both stage progression and final
sign off were also developed.
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TAFESA suggest that logbooks are filled in on a weekly basis where practical and evidence of the
tasks undertaken are included at this time. Suitable evidence could include job sheets/cards,
drawings, computer based work and completion sheets, photographs of work undertaken,
supporting documentation from tradespeople, leading hands etc. It is also an opportunity for the
apprentice to discuss their competency with their supervisor and gain feedback on their
performance. Logbooks are used to record the consolidation of competence of the apprentice in
their ‘on the job’ working environment.
Prior to completing each stage the logbooks have a sign off page that the supervisor, apprentice,
TAFESA lecturer, apprentice coordinator and HR officer (if applicable) all sign to confirm that the
apprentice is competent and can progress to the next stage or apprenticeship completion.
Apprentice parchment for their TAFESA training is not issued until the logbook if fully completed,
signed and verified be the relevant lecturer.
An online record book for apprentices/supervisors/lecturers to use has also been designed, based on
the paper based apprentice logbook that had been developed. All units of competence from the
Fabrication/Mechanical apprentice training plans are available. The online system was designed to
ensure that apprentices/supervisors/lecturers could have access to an apprentice’s progress
whenever required. All evidence is loaded and stored electronically. All online units have had their
individual elements identified as individual skills required on the job. These skills are then able to be
mapped back against other training package competencies for future recognition if required.
The online record book was designed to ensure that ASQA audit requirements are met. A number of
reports are available that identify; The apprentices training plan; what stage they are undertaking;
what units of competence they have completed and what evidence has been supplied by the
apprentice.

In hindsight would you have done things differently?
The project allowed the project officer to spend time with staff, employers, apprentices and the
other project team members. The amount of time available to spend working with employers on
competency based progression would never have happened otherwise.
At the project start Whyalla campus was part of Regional TAFE, one of three TAFEs within South
Australia. Engineering was managed locally, with the senior Engineering Educational Manager also
based in Whyalla and who was fully supportive of the project.
During the project, the three TAFE institutes became one TAFESA and a statutory organisation. This
was followed by a major restructure of the organisation with a move to a more centralised model. A
benefit of this was the ability to expand the original Whyalla based project to the wider TAFE
Engineering program.

Project materials provided



Screenshots from Jigsaw online Record Book
Customised Training Record Book (excerpts)
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Apprentice logs in to website (via desktop or tablet computer) to access their Record Book.

Access is available at any time to all units within the assigned Record Book.
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Data is uploaded to Record Book as it is collected, including a checklist (signed by supervisor) for each unit of competency.

Task directions and
evidence prompts

Uploaded
evidence

When all evidence has been collected, work is submitted for review by Workplace Supervisor and then
RTO Lecturer/Assessor.
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Workplace Supervisor logs in and reviews the Evidence.

Uploaded evidence
can be viewed here

Comments may
be left

Review of evidence
is completed
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RTO Lecturer/Assessor logs in and reviews the Evidence.

Uploaded evidence
can be viewed here
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Don’t Lose Your Logbook
It is your responsibility to keep this book in a safe place at all times and to ensure that your
skills are recorded as they are undertaken within the workplace. This logbook records
evidence of knowledge and skills you must demonstrate in the workplace to gain your
qualification.
You must always bring your book with you when you attend meetings with your supervisor or
training manager. You are responsible for the care and security of this book because it
provides a permanent record of your tasks undertaken in the workplace. If your training is
interrupted by illness this book will show what skills you have completed and where training
should recommence or be focused.
Your employer/supervisor/training manager uses this book to:
1. Record the results of observing the demonstration of your skills and comment on your
progress.
2. Track your progress by documenting skill transfer of work evidence from training to the
workplace.
This book also provides a permanent record of your workplace activities and achievements
during your period of training and will assist you with future employment opportunities as it will
show the range of skills you have completed for the duration of your training.
Demonstrating or achieving tasks should be done as part of routine work and not as a special
activity. When you can successfully provide the required work evidence against the
competencies listed in your training plan, you will be able to move through the apprenticeship
stages dependent on your attitude and attendance.
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Frequently Asked Questions
(FAQs)
1. Who can sign off on the department jobs and observation checklists to move the
apprentice through to the next stage?
The department jobs and observation checklists must be signed off by one of the
following; tradesman, leading hand, supervisor or manager. The important sign off is
on pages 29, 40 & 51 which must be approved and signed by the manager.
2. Can the apprentice use the same evidence for different stages of the logbook?
No, other than stage 2 to 3 the jobs are quite specific and relate to a certain task, the
apprentice may only use one piece of evidence for one job.
3. What evidence can be used in the stage 2 to 3 tasks, It only says routine
maintenance tasks and doesn’t give any other information?
These tasks should be communicated to the apprentice within the first month and
written into the logbook on page 53. The tasks should be general day to day
maintenance tasks that an apprentice would be expected to do unassisted.
4. What should the apprentice do if they feel they are not getting the opportunity to
do the tasks listed in the logbook?
The apprentice should speak to their leading hand who then should follow up with the
supervisor. If the apprentice still feels like the opportunity is not given then they should
contact the Apprentice Coordinator.
5. What evidence is acceptable?
Nothing you do at TAFE is acceptable to use for your logbook, your evidence should
be on the job competence and consist of either a photo or Work order and MUST have
a detailed step by step description of what the apprentice did relating to the work order
or photo (or both).It must also state what task the evidence is for.
6. When should I fill out my logbook and where should I keep it?
Your logbook should be filled out no more than once a week or even once a fortnight.
The apprentice should discuss with their supervisor a reasonable arrangement that
allows the apprentice to spend time every week/fortnight to fill out their logbook. The
logbook should be kept at work AT ALL TIMES in a clean dry place.
7. What happens if I lose the logbook?
If you lose your logbook, you would need to supply evidence again for the current
stage of your apprenticeship, but not for any previous stages that have already been
signed off. It might be useful to take photocopies of your evidence as you work through
each stage. You will be issued a new logbook.
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APPRENTICE TRAINING LOG BOOK
MECHANICAL TRADE
ON THE JOB COMPETENCY PROGRESSION PLAN
NATIONAL
CODE
MEM14004A
MEM09002B
MEM18001C
MEM18002B
MEM12024A
MEM12023A
MEM05007C
MEM18055B
MEM05012C
MEM15024A
MEM15002A
MEM16006A
MEM18003C
MEM18006C
MEM18005B
MEM18009B
MEM18013B
MEM14005A
MEM18018C
MEM18020B
MEM16007A
MEM05050B
MEM18004B
MEM18007B
MEM17003A

UNIT NAME
STAGE 2 to 3
Plan to Undertake a Routine Task
Interpret Technical Drawing
Use Hand Tools
Use Power Tools/Hand Held Operations
Perform Computations
Perform Engineering Measurements
Perform Manual Heating and Thermal Cutting
Dismantle, Replace and Assemble Engineering Components
Perform Routine Manual Metal Arc Welding
Apply Quality Procedures
STAGE 3 to 4
Apply Quality Systems
Organise and Communicate Information
Use Tools for Precision Work
Repair and Fit Engineering Components
Perform Fault Diagnosis, Installation and Removal of Bearings
Perform Leveling and Alignment of Machines and Engineering
Components
Perform Gland Packing
STAGE 4 to Tradesperson
Plan a Complete Activity
Maintain Pneumatic System Components
Maintain Hydraulic System Components
Work with others in a Manufacturing, Engineering or Related Environment
Perform Routine Gas Metal Arc Welding
Maintain and Overhaul Mechanical Equipment
Maintain and Repair Mechanical Drives and Mechanical Transmission
Assembly
Assist in the Provision of on the Job Training
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UNITS COVERED AT TAFESA AND DO NOT REQUIRE ON THE JOB EVIDENCE
MSAENV272B Participate in Environmentally Sustainable Work Practices
MEM16008A Interact with Computing Technology
MEM05006C Perform Brazing and/or Silver Soldering
MEM07005C Perform General Machining
Apply Principles of Occupational Health and Safety in the Work
MEM13014A
Environment (Embedded in all units of competency)
MEM07006C Perform Lathe Operations
MEM07007C Perform Milling Operations
MEM18012C Perform Installation and Removal of Mechanical Seals
The above units are covered in full through attendance in the apprentice training centre.

Why is this a better way




Encourages supervisors to provide the right training at the right stages
Encourages the use of the logbook and providing valid and more relevant entries
Allows Apprentices to take ownership of their apprenticeship including training onsite
which will allow them to progress through their apprenticeship dependent on their
competency in the workplace.

Why is a logbook used?




The accuracy of logbook entries assists in making the decision!
The logbook entries must be descriptive and meaningful to the competency being
studied.
Both your Workplace Supervisor and TAFE Representative will determine whether or
not you can be signed off on a particular stage as per pages 29, 40 and 51.

What are Competency Standards?
The National Metal and Engineering Industry Competency Standards are a:
 Defined outcome to measure the level of skill and the depth of knowledge needed to be
competent to work at various industry levels.
 National benchmark for the recognition of workplace skills in the manufacturing and
engineering industry which may be used to develop training programs.
 Competency Standard can be packaged together to facilitate workplace multi-skilling.

What is Competency?
“Competency” means the level of skill, depth of knowledge and measure of workplace
performance when assessed against industry standards. This will require competency to be
repeatedly performed under varied conditions and situations.
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Different Workplace Application of Industry Standards
The Competency Standards describe transferable generic competency for the Industry. Each
enterprise will have its own specific context for interpretation and implementation of the
Standards.
Your Logbook will show exactly what you did to achieve competency, and could be
used to show future employers what you are capable of doing.
Successful achievement of a competency must satisfy:
 the Industry Competency Standards
 the enterprise application and use of the Standards
Workplace assessment processes should not seek expectations of performance beyond the
level specified in the criteria. The link between Industry Competency Standards and their use
in an enterprise is shown in the following diagram.
National
Industry
Competency
Standards



Enterprise
Application of
these
Standards



Assessment
against
Industry
Standards at
the
Enterprise



Satisfy
Enterprise
Application
Satisfy
Industry
Standards

It is vital in terms of transferability of skills within the Industry to ensure that the achievement
of a competency at the enterprise level also satisfies the Industry standard. Where a
workplace does not provide opportunities to achieve parts of a competency unit, these skills
may be provided by other agencies such as TAFE SA.

Making the Assessment Decision
Once evidence has been collected, assessment decisions need to be made.


Valid

Is the evidence relevant to the judgment of competence?



Accurate

Is the evidence free from error?



Consistent

Is the evidence of an assessment consistent with other assessment
results? Is it consistent with the assessment candidate’s usual
performance?



Sufficient

Is the evidence collected sufficient for a judgment of competence?



Current

Is the evidence still current?



Authentic

Is the assessment evidence the candidate’s work?
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INTRODUCTION
The units listed below have been completed by the apprentice at TAFE SA and the apprentice
now needs to show their competency in the workplace. Safety is embedded within all logbook
units. There is Workplace Observation Checklists for each of the units in order on the
following pages in this stage. You need to work through all Workplace Observation Checklists
gathering experience and gather evidence for department tasks until you are signed off as
being competent in those units by the nominated signatory. Once the required units for this
stage have been completed and signed off, you then need to contact the Apprentice
Coordinator.
Stage 2-3

TAFESA
Units
Completed

Workplace
Observation
Checklists &
Department
Tasks

Attitude &
Time
Keeping

Stage
Sign Off

Stage 2-3 units that have been completed at TAFE SA.
NATIONAL CODE

UNIT NAME

MEM05007C
MEM05012C
MEM09002B
MEM12023A
MEM12024A
MEM14004A
MEM15024A
MEM18001C
MEM18002B
MEM18055B

Perform Manual Heating and Thermal Cutting
Perform Routine Manual Metal Arc Welding
Interpret Technical Drawing
Perform Engineering Measurements
Perform Computations
Plan to Undertake a Routine Task
Apply Quality Procedures
Use Hand Tools
Use Power Tools/Hand Held Operations
Dismantle, Replace and Assemble Engineering Components

Department Tasks that the apprentice must be able to undertake to show competency
at this level. (Sign off on the below tasks can be found at the back of the logbook page 53)
No. of evidence
required

Stage 2 - 3 Department Tasks

15

Apprentices need to supply evidence against a minimum of 3 different
routine maintenance tasks that they can complete unassisted
competently. Apprentices must supply a total of 15 pieces of evidence
against these tasks. They can be made up by either of the following
examples – 3 tasks, 5 examples for each task. 4 tasks, 4 examples for
3 of the tasks and 3 examples for the other, 5 tasks, 3 examples for
each of the tasks etc.
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MEM05007C

Perform Manual Heating and Thermal Cutting

This unit covers performing manual heating, thermal cutting and gouging including the
assembly and disassembly and operation of the equipment on a range of materials (ferrous,
non-ferrous and non-metallic) using a variety of methods.

Workplace Observation Checklist
Demonstrated skills

Leading Hand initials

Follows all workplace safety procedures and standard operating
procedures (SOPs) when manual heating and thermal cutting.
Assembles/disassembles plant and equipment including repair of
hoses and bottle changes.
Follows start up procedures.
Correctly adjusts equipment.
Makes appropriate cutting allowances.
Identifies and corrects defects.
Ensures shape, size and length of materials are to acceptable
workplace standards.
Trainee name:
Trainee signature and date:
Department:
Leading Hand name:
Leading Hand signature and date:
Comments:
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EVERYTHING IS COMPLETED?
Once all observation checklists are signed and all the evidence has been collected against
the required tasks on page 53, the Apprentice is to contact the Employee Development
Coordinator. The Employee Development Coordinator will then organize a time to view the
logbook and speak to the Supervisor/Manager. At this stage the table below will be filled out
and a print out of their attendance through SAP will also be discussed. If the Apprentice
attendance and the table below are satisfactory the Apprentice will move to the next stage of
their Apprenticeship.
Needs
Improvement

Average

Outstanding

Comments

Timekeeping
Attitude
towards Others
Attitude
towards
learning

All Log Book requirements for
Stage 3 – 4
Have been satisfactorily completed.
Apprentice Signature

Apprentice Name

Date

Manager Signature

Manager Name

Date

Apprentice
Coordinator Signature

Apprentice
Coordinator Name

Date

Lecturer Signature

Lecturer Name

Date
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Sign off for Department Tasks
Tasks that the Apprentice must show competence in before being signed off for the next
stage. Evidence must be shown for these particular tasks and entered in the plastic sheets
provided. Once competence is achieved, the supervisor is to write their name and signature in
the appropriate box below. The amount of evidence needed is stated in the left column.
Evidence
required

Stage 2 - 3 Department Tasks
**Minimum of 3 Different tasks**
Write description of tasks below.

15

Supervisor to sign
Name
Sign
Name
Sign
Name
Sign
Name
Sign
Name
Sign
Name
Sign

Stage 3 - 4 Department Tasks

4

Correctly remove and replace bearings to an Name
operational standard, techniques could include:
Induction heaters, freezers, oil heaters, hydraulic nuts
etc.
Fault diagnosis on a range of bearings in service.

3
1
4
1

Must supply evidence of breakdown work on plant.
Be able to manufacture and fit keys to standard
required.
Correctly remove, repair and replace couplings to an
operational standard.

Sign
Name
Sign
Name
Sign
Name
Sign

Correctly align shafts when replacing couplings, Name
motors, and pumps etc. using correct sequence
Sign
procedures.
Remove and replace gland material from stuffing Name
boxes.
Sign
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TasTAFE Case Study

Systems in place before the project started
How was training and assessment timetabled?
TasTAFE (formerly T.S.I.) provided teaching and assessment in one day classes and classes delivered in one, two or three
week blocks State-wide at three campuses. This is negotiated with the employer when the teaching staff sign up the
apprentice.
The apprentices’ training plans were broken into 3 stages which relate to their 1st, 2nd and 3rd/4th year of their
apprenticeships. Generally all classes were delivered using the flexible delivery mode which allows for self-paced
learning and lends itself better to competency based progression. This meant in most cases that an apprentice may have
started their 2nd year units within the 1st year of their apprenticeship and their 3rd year units in the 2nd year of their
apprenticeship.
An apprentice would continue with their training until they have completed all the units that are required to be
facilitated at the campus that they attend.
Whilst completion dates were allocated against each unit in reality the units would be completed either before or after
the nominated date depending on how the apprentice progressed. This progression could be influenced by work
requirements or the apprentices ability to complete units, but mainly due to the apprentice being kept at work because
of workload requirements.
When an apprentice missed their nominated 35 days of attendance, TasTAFE would negotiate with the employer to
allow the apprentice to attend extra days in the next year to catch up. In some extreme cases Skills Tasmania would be
contacted to speak with the employer about the apprentice’s attendance.
How were employers engaged with the training?
Employers were kept up to date with their apprentice’s progress by receiving three face to face visits per year. Two of
these visits, one in the middle of the year and one at the end of the year involved the teacher providing a written report
that detailed their apprentice’s attendance and progress of units completed. The third employer visit is completed at a
time throughout the year that fitted into the teachers workload. Teachers and employers communicate via email or
phone to discuss any concerns associated with the apprentices training outside of nominated visits.
The TTAC policy that governs the delivery of apprenticeships in Tasmania requires the RTO to visit the employer within 3
months of the apprentice initially starting at TasTAFE. Teaching staff would visit the employer to see how the apprentice
is progressing and to see if there were changes required to the training plan.
Employers were also involved in validation training and assessment processes that formed the basis of TasTAFE delivery.
In most cases an apprentices training plan was developed in conjunction with the employer’s requirements, upon
receiving the Training Plan Outline, teaching staff would visit the employer to discuss their requirements. There were
some instances where the employers were not given a choice. This practice has now ceased with all training plans being
negotiated with the employer’s involvement.

161

TasTAFE Case Study

How were employers engaged with confirming assessments?
The teachers were responsible for carrying out the assessment of all but some of the advanced welding, fabrication or
fitting units without engagement from the workplace. Once the apprentice had finished all their off the job training they
returned to the workplace where they continued honing their skills until their employer was ready to sign them off.
If at any stage an employer had an issue with a unit that had been signed off by the teacher they could request that the
apprentice could complete more practical tasks at TasTAFE. The need for this was usually because the apprentice was
not getting enough exposure in the workplace where they could develop their skills after completing a unit at TasTAFE.
The final units would be units carried over (CO) in some cases for 12 months until the employer agreed to sign them off.
This also allowed the apprentices to further improve their skills and knowledge for units previously completed.
In some cases the employers would agree to sign the apprentices off early, usually between the 3.5 to 4 year period but
in most cases it would be either in the last two months or exactly on the date the four years expired.
The sign off process for the qualification if completed on the 4 year anniversary involved sending out a letter of the
intent to complete the final assessment.
The TTAC states that;
10.4 * A registered training organisation (RTO) is to advise the employer and trainee/apprentice in writing of a date,
with at least 21 days’ notice of its intention to undertake a final assessment of a trainee’s/apprentice’s competence
against a qualification.
This letter details the full process with information on how to lodge an objection if either party did not agree to the
assessment taking place.
If completing the apprentice before the anniversary date there is no requirement to send the notice of assessment to
the employer and apprentice, as the employer would initiate this process with the apprentice involvement they would
know the assessment was happening.
To complete the assessment a teacher would visit the apprentice’s workplace where the employer would complete a
paper based testimonial, usually under the guidance and instructions from the teacher.
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Systems that needed to be changed or developed
Employer engagement
Early in the project it became evident that we needed to engage with employers more with the assessment process, this
was because the link between progressions based on units completed was made known and also what is required to
meet the TTAC policy that governs the delivery of apprenticeships and traineeships in Tasmania.
The TTAC policy also states that;
10.2 Training contracts can be approved only where the trainee’s/apprentice’s role in the workplace directly supports
them obtaining the qualification named in the training contract.
10.3 The duties that the trainee/apprentice undertake in the workplace should be such that the competencies required
for the qualification can be gained from on and off-the-job training during the term of the training contract. Skills
learned off-the-job should be able to be reinforced in the workplace.
10.7 The RTO must ensure that the employer actively participates in the validation of the completion of each assessment
that the employer is made aware that the assessment is based on the training package evidence and is in a
workplace context.
10.8 The RTO must ensure that the employer and trainee/apprentice are made aware that once all the competencies
have been achieved that it means the successful completion of the traineeship or apprenticeship.
TasTAFE Metals had been delivering units and assessing units based on training that was delivered on campus with no
employer engagement until units were being completed in the final year of the apprenticeship. This meant that
apprentices were completing stages without proving they had the skills and knowledge on the job.
The training package does allow for training and assessment to take place in a simulated environment so technically
TasTAFE was delivering within the rules of the train package; however we were not meeting the requirements of the
TTAC policy and it was realised that best practice required us to gather evidence from the workplace and employer
confirmation of an apprentice skills and knowledge before deeming them competent in a particular unit.
We also had no process in place that flagged when an apprentice reaches each stage according to their units completed.
Whilst employers were supplied with a report twice a year, this report did not specifically indicate whether an
apprentice had advanced to the next stage.
Workplace evidence
Whilst some teams had documents in place such as workplace log books and testimonial sheets to gather workplace
evidence there was no consistency between teams on how and when these documents were used.
TasTAFE took the decision to look beyond the traditional paper based tools used to gather workplace evidence and
embarked on developing a web based e-tool known as My Profiling in conjunction with e-learning Australia.
Whilst the My Profiling tool was available for some trades areas there was nothing available for the metal trades sector.
This gave us the opportunity to be involved in developing an e-tool from scratch. By utilising the trade background of
teachers at TasTAFE, the e-tool has been designed to closely replicate what happens in the workplace.
The system is a pictorial based system where the student selects which picture best aligns with the work they have
completed in the work place; this evidence is then mapped to units within the training plan. This e-tool has now also
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been taken up by Hunter TAFE NSW which further strengthens our belief that My Profiling is the best tool available for
gathering workplace evidence.
The process is:
Apprentice logs in and selects the week that they wish to enter their evidence against

The apprentice selects which category that aligns to what they have
been doing in the work place, in this case GMAW.

They then select the type of weld that they were doing, fillet weld or
butt weld etc.

Finally they select what tasks they were doing concurrently such as follow SOP/ SWP
carry out measurements etc.

This evidence is then saved and sent
to the supervisor for approval once
the week has been completed.
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Once approved the evidence is first presented in a horizontal
graph so that users can easily see which units have the most
evidence logged against them. In this view users can see;
if a supervisor has acknowledged that the required standard in
the workplace has been reached as the code for the unit turns
from black to green
the unit has been completed as it will have a green tick that is
entered once employer confirmation has been received

By selecting a unit in the left column users can
view the amount of hours logged, range of
tasks completed, supervision levels and what
evidence has been logged against the
performance criteria.
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It was also suggested to e-learning Australia that the following needed to be added to the e-tool so that it became more
user friendly;
 a graph showing percentage of units completed,
 a way for teaching staff to seek the employer’s acknowledgement that the apprentice had reached the required
standard of the workplace to be deemed competent
 a way for the employer to acknowledge that the required workplace standard had been achieved
The suggestions were taken on board and the system now has these functions available.

Once the qualification has been completed the teacher can print out the approved evidence and the employer’s
acknowledgement for each unit and place it in the students file to show that the employer was included in the
assessment process and that work place evidence was gathered.
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Pre-apprenticeship program
The issue of students completing pre-apprenticeship programs and qualifying for higher level wages was an issue for
TasTAFE. The pre-apprenticeship program being delivered was the MEM20205 Certificate II in Engineering worth more
than 24 points (the progression point to stage two wages). Employers were concerned that these students had no
industry experience and that claimed they would not employ them as they were not worthy of a second stage wage.
Some employers who employed apprentices that had completed this program had to back pay their apprentices as they
were not aware of the requirement to pay by units completed, in one case the amount of $12,000 was paid to an
apprentice.
Training Plans
There were reports from some employers that they were not being given the opportunity to negotiate a training plan
that suited their business. It was also identified that our training plans were developed over 3 stages based over 4 years.
There was no reporting process in place to advice employers what stage their apprentice was at or any procedure in
place for TasTAFE teaching staff to follow.
No checklist was available to follow to ensure that the employer had the equipment and work that aligned with the
units chosen in the apprentices training plan.
TTAC Policy
We have had issues with some employers who were artificially delaying training and/or assessment so as to hold an
apprentice back from achieving progression or completion. We were also having issues with employers not allowing
their apprentices to attend the RTO for their training as specified within the training plan. Employers can get busy and
may need the apprentice at work, but they also have an obligation to ensure the apprentice is allowed to fulfil their
training as outlined in the training plan.
There was confusion over whether an apprentice can complete more units than are planned for in their training plan
and what should happen if the apprentice’s progress exceeds that which is within the training plan.

What were the barriers to making changes?
Internal
People react differently to change; some see it as a positive while others are not willing to look at moving forward as
they are only focused on what they are doing and not looking at the bigger picture. Some staff attitudes were shaped
from previous experience where change had been poorly implemented and not supported by management.
Sometimes information was provided to the teams from senior management based on agreed recommendations from
the project, but the team’s immediate managers were not ensuring that teaching staff were fully aware of what the
changes were and were not making sure they were implemented. There was also an issue with continuity between the
teams. There were different processes being used based on a team’s interpretation of how they should deliver the
training and assessment.
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Funding models have also effected the implementation as teams are only funded based on units resulted. As we moved
to requiring workplace evidence and employer acknowledgement before an apprentice was deemed competent, teams
could not just result a person based on the training delivered at TAFE so some were not meeting their financial targets.
In some cases teams we being pressured by managers to result units so that funding flowed through, even though there
may had been insufficient workplace evidence or employer acknowledgement provided.
External
The main external issue was that employers did not understand the relevant clauses of the award their apprentices
were employed under. In most cases they were not aware that an apprentice should be paid a higher wage once a
certain amount of units had been completed. Even large employers/GTO’s claimed that they were unaware of the need
to pay an apprentice a higher wage if they progressed through their stages ahead of the nominal 12 month period, with
one GTO asking why hadn’t we (TasTAFE) informed them of the changes to the award.
The project officer was often asked questions by employers about the award such as pay rates and progression into
stages. In these cases the employers were given the information produced by the AI Group and directed to either seek
clarification from the AI Group or Fair Work Australia.
GTOs were very wary of changes to the TAFE delivery model that supported CBPC as their business model is based on
having an apprentice for four years with the wages progressing after the completion of each 12 month period. One GTO
even tried to challenge results that were completed from previous courses because they were not involved in the
assessment process, and even after acknowledging that their apprentice had completed stages ahead of schedule they
still only gave the apprentice a pay rise on each 12 month anniversary.

How were these barriers addressed?
Internal
Staffs were provided with continual support and one on one sessions where changes to the delivery model were
discussed and information provided. Sessions were also held in the use of the profiling tool for admin and teaching staff,
the requirement to ensure the employer was involved in the approval process and also to ensure the employer
acknowledge that the apprentice had the required skills and knowledge in the workplace before they were deemed
competent by the teacher.
State wide information sessions for TasTAFE staff were held where they were provided regular updates and allowed the
opportunity to provide feedback and voice concerns.
MSA were invited to present to TasTAFE to outline their concerns with the pre-apprenticeship program and to provide
guidance in interpreting the delivery and assessment requirements of the MEM05 training package.
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External
Meetings were held with industry groups around the state where they were given information regarding changes to the
delivery model and given the opportunity to provide feedback.
Newsletters were sent to all Metal Trades employers and industry groups which included information about what was
happening both nationally and locally. Letters were also sent to employers informing them of the move to using My
Profiling for gathering workplace evidence.
Australian Apprenticeship Centres were given updates at their yearly state wide meeting, with feedback being that the
proposed changes to the delivery of training and assessment was a positive move.
TasTAFE provided a page on the public website dedicated to the Engineering Excellence Project and also published
articles in its magazine The Ripple that is made available to students and employees.
Employers were offered face to face meetings state-wide in their workplace. The project officer visited over 120
employers, clocking up over 8000km on the road. During these meetings the move to My Profiling was discussed and
employers were also provided with handouts containing information about CBPC, workplace evidence and how they
would be notified when their apprentice completes a stage of their apprenticeship.
The Fair Work Ombudsman was involved with meetings held between TasTAFE and Skills Tasmania about employers not
being aware of the award or not abiding by the terms of the agreement. FWO reported that calls to their call centre did
not point to any issues with apprentices not being paid by units completed, so they could see no reason to run an
information campaign on CBPC. Fair Work Australia also commented that when an audit was last completed Australia
wide of metals sector apprentices there was no apparent issue with apprentices wages, although the audit only looked
at pay based on time served.
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What systems are now in place?
Development of training plans

Enrolled
Year

MEM No.

Weighting

TasTAFE have developed a new spreadsheet for developing apprentice training plans over four stages. All existing
apprentices that are going to be using the profiling tool and all new apprentices are having their training plans
developed using this tool. There is a high emphasis placed on ensuring units selected for an apprentice to complete can
be supported in the workplace. If this is not the case but the employer still wishes for the apprentices to complete a
particular unit then the employer acknowledges that the unit is completed without any on the job evidence being
submitted.
Competency Selected

Progress Report
Unit Start
Date

Date Completed
Theory

Practical

Progress
Evidence
%
requirement

Stage 1
Stage 1 points

0

MEM13014B

Apply principles of OHS in the work environment

0

CE

MEM15024A
MEM14004A

Apply quality procedures
Plan to undertake a routine task

0
0

CE
CE

MEM05005B
MEM05007C

Carry out mechanical cutting
Perform manual heating and thermal cutting

2
2

CE
CE

MEM05012C

Perform routine manual metal arc welding

2

CE

MEM05050B
MEM05049B

Perform routine gas metal arc welding
Perform routine gas tungsten arc welding

2
2

CE
CE

MEM05051A
MEM05052A

Select welding processes
Apply safe welding practices

2
4

CE
CE

MEM09002B
MEM18001C

Interpret technical drawing
Use hand tools

4
2

CE
CE

MEM18002B

Use power tools/hand held operations

2
24
24

CE

Total points
Stage 2 advancement at 25% of total competency points =
Stage2
MEM14005A

Plan a complete activity

4

CE

MEM12024A

Perform computations

5

CE

MEM12023A
MEM05017D

Perform engineering measurement
Weld using gas metal arc welding process

3
4

CE
CE

4
4
48
48

CE
CE

MEM05015C
MEM05019D

Weld using manual metal arc welding process
Weld using gas tungsten arc welding process
Total points
Stage 3 advancement at 50% of total competency points =
Stage 3

MEM16008A
MEM15002A

Interact with computing technology
Apply quality systems

2
2

CE
CE

MEM16006A
MEM05037B

Organise and communicate information
Perform geometric development

2
6

CE
CE

MEM05010B

Apply fabrication, forming and shaping techniques

4

CE

MEM05010B

Apply fabrication, forming and shaping techniques
Total points

8
72

CE

Stage 4 advancement at 75% of total competency points =
Stage 4

72

MEM05011C
MEM05016C

Assemble fabricated components

Perform advanced welding using manual metal arc welding process
4

4

CE

MEM05018C

Perform advanced welding using gas metal arc welding process
4

CE

MEM05020C
MEM17003A

Perform advanced welding using gas tungsten arc welding process
8
Assist in the provision of on the job training
2

CE
CE

MSAENV272B Participate in enviroronmentally sustainable work practices 3
Work with others in a manufacturing, engineering or related environment
0
MEM16007A
Total points
97
completion at 100% of total competency points are attained =
96
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Teachers are now also using a Sign up checklist that covers;
Metal Trades apprentice sign up check list

This check list is to be completed by a TasTAFE representative when completing the training plan
with the employer and apprentice/s about the intention and purpose of a training plan (T/P) and is
to be included with the training plan document and placed in the apprentices file.
1. Intention and purpose of T/P

5. What role does the nominated employees perform in
the workplace? :

2. Competency Based Progression and

6. Has the equipment checklist (which is
aligned to the qualification requirements)
been used to identify equipment
requirements?

explained and content negotiated

Completion (CBPC) explained.

2a. Employer and apprentice given
attachment A:TTAC Policy and
Guidelines for CBPC

3. Apprentices obligation to enter

evidence into My Profiling explained

3a. Employers’ obligation for verification
of apprentice evidence entered into
My Profiling explained
3b. Employer and apprentice given
attachment B: Why on the job
evidence?

7. If the employer does not have the
necessary equipment for a particular
unit, does the employer understand that
the apprentice will be assessed solely on
the training delivered off the job by
TasTAFE with no profiling or employer
verification required?
7a Ensure that it is noted in the T/P that no
evidence is required from the workplace

4. Who is the nominated employee to verify
evidence entered into My Profiling?
Employee’s Name:

8. Monthly reporting procedure has been
explained that provides information
relating to the 4 stage progression
8a.Employer given attachment C

9.

Stage letters sent and a copy placed in the student file, sign and tick the appropriate box :

25 %

50 %

75 %

This ensures that teachers are covering all the information that employers need to know relating to CBPC and My
profiling and that we have evidence to show that this has taken place.
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The delivery of units are influenced by the training package as pre-requites must be done first. Units are placed into
stages and every effort is done to ensure each stage equates to 24 points or 25% of units required to advance into the
next stage.
This document is made available to employers and apprentices so that they have another way to monitor the
progression of units.
Stage 1
Stage 1 points

0

MEM13014B

Apply principles of OHS in the work environment

0

MEM15024A
MEM14004A

Apply quality procedures
Plan to undertake a routine task

0
0

MEM05005B

Carry out mechanical cutting

2

MEM05007C
MEM05012C

Perform manual heating and thermal cutting
Perform routine manual metal arc welding

2
2

MEM05050B
MEM05049B

Perform routine gas metal arc welding
Perform routine gas tungsten arc welding

2
2

MEM05051A

Select welding processes

2

MEM05052A
MEM09002B

Apply safe welding practices
Interpret technical drawing

4
4

MEM18001C

Use hand tools

MEM18002B

Use power tools/hand held operations

2
Total points

2
24

Stage 2 advancement at 25% of total competency points =

24

Stage2
MEM14005A

Plan a complete activity

4

MEM12024A

Perform computations

5

MEM12023A

Perform engineering measurement

3

MEM05017D

Weld using gas metal arc welding process

4

MEM05015C

Weld using manual metal arc welding process

MEM05019D

Weld using gas tungsten arc welding process
Total points

4
48

4

Stage 3 advancement at 50% of total competency points =

48

Stage 3
MEM16008A

Interact with computing technology

2

MEM15002A

Apply quality systems

2

MEM16006A
MEM05037B

Organise and communicate information
Perform geometric development

2
6

MEM05010B

Apply fabrication, forming and shaping techniques

MEM05010B

Apply fabrication, forming and shaping techniques
Total points

8
72

4

Stage 4 advancement at 75% of total competency points =
Stage 4

72

MEM05011C

Assemble fabricated components

MEM05016C

Perform advanced welding using manual metal arc welding process
4
Perform advanced welding using gas metal arc welding process
4

MEM05018C

4

MEM05020C

Perform advanced welding using gas tungsten arc welding process
8

MEM17003A

Assist in the provision of on the job training

2

MSAENV272B Participate in enviroronmentally sustainable work practices 3
MEM16007A

Work with others in a manufacturing, engineering or related environment
0
Total points
97
completion at 100% of total competency points are attained =
96
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In the past we would deliver a qualification as shown below

There was no link between the formal training at
TasTAFE and the skills being practiced in the
workplace.

Now however the emphasis has been placed on
ensuring the apprentice is allowed time to hone
their skills in the workplace before employer
confirmation of competence is sought.

Apprentices still work under the same delivery format where they are progress based on completion of units however
they now are only deemed competent if they have done the following:
 Completed the TAFE component of their unit
 Supplied employer verified on the job evidence via My Profiling
 The employer acknowledges via My Profiling that the apprentice has reached the required level needed in the
workplace to be deemed competent.
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How are employers engaged with confirming assessment?
Employers are now engaged via My Profiling. They are required to approve the evidence that is entered by the
apprentice and then providing the apprentice has completed all their TAFE training and supplied enough on the job
evidence their teacher will request that the employer acknowledges that the required standard in the workplace has
been achieved.
Seeking employer confirmation via My Profiling
Step 1. Select the unit you wish to have signed off then send a message via the comment section to the workplace
supervisor.

Step 2. An automated message is received by the Supervisor with a link for him that takes him straight to My Profiling
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Step 3. The employer logs in and selects the correct student,

Step 4. Select View unit profiles from the View icon

Then select the unit that has the blue conversation balloon attached to the unit

Step.5 The supervisor can see the message from the RTO and then if they agree the apprentice has the required
workplace standard they select

The following message is shown
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Providing he selects yes the button turns green, as does the unit reference number on the main page and an automated
email is sent to the teacher as notification of workplace standard achieved.

Step.6 The teacher then logs in and ticks the unit to show that it has been completed.

Step.7 The teacher prints out the page and then places it in the students file.

Note that the comment section has captured the
communication between the RTO and employer

In hindsight would you have done things differently?
Overall TasTAFE has been able to achieve the outcomes required of the project. They have made changes to their
delivery of training and assessment, and employers have been engaged and are now able to be involved with the
assessment of every unit in the training plan. They are now contacted when their apprentice completes a stage and are
able to view the percentage of units completed by simply accessing the profiling tool.
Teaching staff are more aware of the requirements of CBPC and ensure that the units that are selected in a training plan
support the work being carried out in the employer’s workplace. Staff realise that an apprentice cannot be deemed
competent unless the employer has verified that the required standard in the workplace has been achieved.
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Prospective applicants to apprenticeships can see that completing a trade in the metals sector is an attractive
proposition as they can achieve a higher wage earlier based on competency not time served. Current apprentices have
the means to progress based on competency and see that this is achievable providing that they can prove they have the
skills and knowledge required of the workplace
TasTAFE now have an e-tool they consider to be one of the best e-tools of its kind available in Australia. TasTAFE is now
instigating the use of this tool across all its trades areas which will mean that over 2000 apprentice will be using this
system by December 2015. Hunter TAFE has also now enrolled approximately 2500 students into My Profiling as they
too can see the benefits that this type of e-tool has to offer.
The Engineering Excellence Project has progressed the use of this e-tool within TasTAFE as well as other changes
relating to CBPC. Many of the changes made in the metals section are now being implemented by other teams.
Employer engagement has dramatically improved towards the training of their apprentices as has the engagement by
apprentices towards the units that they may currently be completing.
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Systems in place before the project started.
How was training and assessment timetabled?
The Engineering department had a set structure for delivery for years 1 and 2. The 3rd year included
a limited number of electives within the set structure. Historically the majority of delivery was
completed by the 3rd year; any 4th year delivery picked up units where the apprentices have fallen
behind, leaving the 4th year for the apprentice to further develop their skills in the workplace.
Delivery was weekly block release. The unit delivery dates were set at the end of the previous year.
The Training Plans were set up by a Customer Service Officer (CSO-ATS) based on the delivery
structure. Teachers visited about 50% of employers and apprentices to obtain their signature on the
training plan and in the same process explain the information pack, delivery schedule, block dates
and competency based progression and completion process.
Training was completed over 3 years delivery cycle with approximate 320 hours delivered per year.
The method of assessment varied between units of competency. Some were assessed either during
or at the end of each block, while other units were clustered together and assessed as part of a
project which was completed either during a block or over a number of blocks.
How were employers engaged with the training?
Apart from when the training plan was signed the only other visits that occurred were around
December or January in the local area to see how employers were going and whether they were
putting on new apprentices. Mechanical teachers would also visit their 3rd year apprentices that
were undertaking a work based project but this was less than half of those apprentices.
How were employers engaged with confirming competency
The Gordon used a proforma template with a covering letter which listed the units of competency
that the apprentice had completed. This proforma confirmation was sent via email or by post to the
employer. The email set out how to complete the proforma and what to do if the employer did not
agree that the apprentice was competent. The confirmation was usually sent out around the end of
the year.
Employer response rates were less than 50% with some outstanding responses going back over a
number of years. Some apprentices had no units of competency officially signed off until they had
fully completed their apprenticeship. Some employers indicated that because training was being
completed in 3 years, if they signed off competencies that would be completing the apprenticeship.
Some employers felt that apprentices were being rushed through their apprenticeship, were not
always ready to work as a tradesperson or were not skilled enough to be earning higher wages.
Very little follow up was performed by teachers as it was considered the employers’ responsibility to
return the proforma.
The proforma was divided into 4 sections at 25% 50% 75% and 100%. It was assumed that when all
the boxes in a particular section were tick that the apprentices had achieved that progression point.
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If apprentices had completed units elsewhere it was left to the employers to work it out for
themselves if the total points achieved had passes the points required to achieve a progression
point.

Systems that needed to be changed or developed








The delivery program. Planning the delivery sequence of units. and introducing a blended
learning approach which required:
•
Re-vamping all existing materials to ensure they were fully compliant.
•
Expanding the use of the Gordon on-line system for delivery of theory component of
units of competency to be used in the classroom, workplace or at home.
•
Expanding the number of units of competency available for work based delivery.
•
Electronic system to record work based activities.
Reviewing administrative process and procedures
On the Job training.
Employer confirmation process
Communication with employers.
Employer knowledge of CBPC.

What were the barriers to making these changes?
Some employers were not responding to the confirmation letter, requiring further follow up. Some
are reluctant to confirm competence and some will leave one unit to be confirmed so that they can
hold off until after the anniversary date.
The 3 year delivery cycle instead of a 4 stage delivery cycle. This necessitated changes in
administrative systems and may have ramifications in the way the Program area is funded over the
introductory period.
Confirmations of units where the apprentice has left an employer or transferred to another
employer or RTO. The previous employer may have refused to confirm units assessed by the RTO or
may have left fees outstanding against the student. New RTO cannot get funding to re-assess or has
to charge for RPL.
Credits for delivery of MEM05 units from non-apprenticeship programs where the student has not
developed technical skills and transfers over to an apprenticeship. The can end up coming in as 2nd
or 3rd stage apprentices.
Employers don’t always understand what competence means. They might have expectations of an
apprentice that are beyond the scope of the unit of competency.
A new Student Management System was introduced in 2015 resulting in changes to current
processes. The institute was also restructured, with staff taking on extra responsibilities with fewer
numbers.
Group Training Organisations not forwarding on information packs, progress reports or CBPC
documents to host employers. These documents are now sent to both.
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Employer’s not making contact when students are not released for training blocks. This incurs a cost
to the organisation to schedule teachers and classes to accommodate missed training if alternative
arrangements have not been discussed.
The Victorian Training Guarantee 2015 Guidelines about Apprenticeship/Traineeship Training
Delivery Department of Education and Early Childhood Development has been amended to include
an additional clause 3.7 under “Competency Based Training and Completion requirements”. This
clause states:
 3.7. Some industrial arrangements increase an apprentice’s wages based on the
apprentice’s progress through their apprenticeship (typically at 25, 50 and 75 percent
through the apprenticeship). Most Modern Awards with these provisions require the
employer to notify the RTO within 21 days if they disagree with the assessment. These
industrial arrangements relate to the employment relationship and do not remove the
Department’s requirement for RTOs to continue to seek employer confirmation of
competency.
This clause with clause 3.1(b) still requires the RTO to continue to seek written confirmation of each
competency from employers even though the apprentices is deemed competent after 21 days as per
the manufacturing award if the employer does not respond to the RTO’s communication. The RTO
cannot claim its final funding until confirmation is received from the employer.
Staff attitudes
Staff attitude to changes the project would instigate, and what the project was about:
 not understanding the effects of CBPC on employers.
 an expectation that the delivery program was based around 3 years because that’s what suited
the 3 major employers in the Geelong area who had historically supplied the majority of
apprentices, even though this had changed and small employers were now the main source of
apprentices.
 the project officer didn’t have an engineering background and was not part of the team prior to
commencement of the project.
These barriers were addressed by situating the project officer with the department and conducting
information sessions on what the project was about focusing on benefits to the team and how CBPC
works from an employer prospect. Teachers were involved where possible and encouraged to have
more contact with employers.
Managers and internal management/funding systems
As a result of an organisational restructure within 3 months of commencement of the project the
Enterprise Director, Enterprise Manager and Program Manager had left the organisation. These
were the management that had signed on to the project and fully supported it. They were replaced
with a new Enterprise Manager and Program Manager both without any knowledge of the project.
This created some problems initially but after some discussion on what the project was about and
the possible changes that could be achieved via the project and some meetings with the Project
Manager, they became a source of valuable support for the project. The project has also been able
to contribute to the new direction and the KPIs of the Program Manager.
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External barriers
The number of new commencements had been slowly reducing over a number of years but
particularly in 2014, partly caused by the closures or planned closures of big employers in the
Geelong area, namely Alcoa aluminium smelter, Ford manufacturing plant and Shell refinery.
Apprentice commencement numbers appear to be turning around in 2015, with early indications
showing good numbers in the engineering trades, mainly from small to medium manufacturers and
picking up a number of new employers from the expanding western industrial area of Melbourne.
This has been partly attributed to some of the changes that have been made.
Attitudes of employers
Employer attitude centred mostly around a lack of knowledge of competency based progression and
completion. Indication from the employer surveys for the Gordon was that 88% of employers at the
start of the project only had a basic to limited knowledge of CBPC in the award. By the end of the
project the Gordon had reduced that number of employers with basic to limited knowledge on CBPC
to 68%.

How were these barriers addressed?
Lack of response by employers to confirmation letters has been overcome during the project by
continual communication with employers on the changes to the Manufacturing Award and the
government requirements for confirmation of competency.
An employer booklet was prepared called “Engineering Trade Apprenticeships: Employer Guide” and
was sent out to all employers and the teachers take them with them on visits. This guide contained:
o An overview of the changes to the Manufacturing award and their implications
o Obligations of employer
o Obligations of the Gordon
o Understanding the Training Plan
o Requirement for on-site delivery
o Monitoring training progress
o Explanation of forms sent to employer and examples.
o Apprentices progress reports
At the end of each block each employer is sent a progress report on the performance of their
apprentice. The progress report has the teacher contact details so the employer can contact the
teacher to discuss any aspects of the apprentice’s performance.
A new Employer Confirmation Advice form which clearly explains how competency relates to the
workplace by setting out the main skills and knowledge needed for each unit of competency. The
apprentice’s progress can be monitored using this form, which is sent out progressively during the
year and calculates:
•
Total points at any point of time
•
Stage of Completion that the apprenticeship has achieved.
•
Wage Progression point achieved.
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Quarterly Newsletters have been sent to all employers.
There are now more regular visit by teachers to discuss the apprentices’ progress and get the
confirmation advices signed. This has improved the response rate from under 47% at the start of the
project to a response rate in 2015 of 59%.
At the start of 2014 the Gordon implemented a 4 stage delivery strategy instead of the traditional 3
year program. Commencing with the 1st year apprentices; the Gordon also amended its delivery
model to a flexible delivery model, which is being implemented progressively over the next 3 years.
By 2017 all apprentices will be on this same delivery model.
The progressive implementation was select to lighten the financial impact on the department’s
resources given the cut in funding upon the Institute by the state government. To change from our 3
year delivery model to the 4 stage model involves a reduction in funded hours from 320 funded
hours per student to 240 funded hours over the first 3 years.
The model selected is flexible enough to allow for apprentices to progress through the system at a
faster rate than some of the other apprentices if they are considered genuinely competent, both at
work and at training. This will allow progress for apprentices according to the effort they put into
developing their skills and knowledge and allows for involvement of employers where they want to
fast track the apprentice.
Resolving the issue of confirming units where the apprentice has left an employer or transferred to
another employer is still ongoing. In some cases the apprentice’s new employer has been asked to
assess the apprentice’s standard in their own workplace. In one case the Gordon had to negotiate
with Victorian Regulatory Quality Authority where an employer had gone into liquidation to gain
approval for the apprentice’s supervisor to sign off instead of the ex-employer.
Where credits for units are gained from non-apprenticeship programs, there is continual monitoring
of programs being delivered from the MEM05 package to ensure only students undertaking an
apprenticeship are enrolled in these units. The new national Certificate II in Engineering Pathways
qualification should help elevate this problem.
As a result of restructuring staff numbers have decreased. Teachers have taken on extra
responsibilities but efficiencies have been gained by offering additional units of competencies for
workplace delivery and offering more units via the Gordon eLearning system.
When there were previous problems of employer’s not making contact when students are not
released for training, the increased communications has seen more employers making contact when
their apprentice is not available to attend a particular block.

What systems are now in place?
At the start of 2014 the Gordon implemented a 4 stage delivery strategy instead of the historical 3
year program. As a result of this change all units of competencies were reviewed to see they met the
employers’ needs and new pathways developed.
The weekly blocks offered were amended to a two day a week block release. Stage 1 groups now can
contain both mechanical and fabrication apprentices due to the number of common subjects
contained within the training plans. It is not until the last 4 blocks that these groups are split into
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their individual trades for specific units of competency. With 2 days a week it allows the teachers to
schedule more industry visits to complete work place assessments.
Teaching staff are required to visits workplaces to get training plans signed prior to commencement.
If the employer is satisfied the training plan meets their business requirements, it will be signed. If
the training plan does not meets their business requirements it is re-negotiated to change units.
For workplace assessment the Gordon has developed Work Experience History Sheets. These are a
paper based method where the apprentice records the job completed in the workplace and the
tasks matched against job cards which are matched against the performance criteria of the unit of
competency range statement and record level of supervision. The form is signed by the employer
and dated. There is one available for every unit of competency listed in the delivery model for each
trade.
How are employers engaged with confirming assessment?
A new Employer Confirmation Advice form has been created which in plain language set out the
main skills and knowledge the apprentice requires in the workplace for each unit of competency.
Teachers are encouraged when visiting employers to get confirmation not only for the apprentice
they are visiting but to also follow up any other apprentices with that employer or employers in the
area.

In hindsight would you have done things differently?
Developing an electronic system for recording work based activities would have been useful. A
number of systems were investigated such as, My Profiling, Profile 21, Skills book, Jigsaw and
iAuditor, but the teachers were more interested in developing a paper based system.

Project materials provided






Workplace Checklist for Employer
Apprentice Progress Report
Apprentice Work Experience History Sheets
Employer Confirmations
Employer Guide
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Attachment 4

Workplace Checklist for Employer
Company:

Qualification: MEM30205 - Mechanical Technology

Supervisor:

No of apprentices

Stages:

Details of proposed work the Apprentice will be performing this year:

Equipment
Milling/machining/grinding
Centre Lathe
Milling Machine
Bench/Pedestal Grinder
Surface Grinder
Cylindrical Grinder

Mechanical cutting
Power Hacksaw
Horizontal Band Saw
Vertical Band Saw
Abrasive Drop Saw
Cold Cut (Brobo)
Punch and Shears
Guillotine
Pedestal Drill
Radial Arm Drill
Bench/Pedestal Grinder

Fitting /maintenance
Bench
Vice
Bench/Column Drill
Press
Wheel Pullers
Bench/Pedestal Grinder
Power Tools

Y/N

Comments

Competencies
MEM07005C,
07006C.
MEM07007C,
07011B.
MEM07005C,
07012B.
MEM07005C,
07008D, 07012B
MEM07005C,
07008D, 07012B

MEM05005B

MEM1006B
MEM18005B
MEM18006C
MEM18008B
MEM18012B
MEM18013B
MEM18055B
MEM18009B
MEM18007B

Attachment 4
Technology/Computing
Desktop Computer
Workstations
Tablets
Hand Held Device
Range of work

MEM16008A

Comments

The workplace has the to
necessary range of work
support the on-the-job
component of this
qualification

Supervision
The apprentice has
Immediate access to
Appropriately experienced
Workplace supervisors.

Additional Notes:

Comments

Workplace Checklist for Employer
Company:

Qualification: MEM30305 Fabrication

Supervisor:

No of Apprentices:

Stages:

Details of proposed work the Apprentice will be performing this year:

Equipment
Thermal Cutting / Brazing
Oxy Acetylene /Propane

Arc Welding Equipment
MMAW

GMAW/FCAW
GTAW
Plasma Oxy Cutter
Mechanical Cutting
Band Saw / Power
Hacksaw
Abrasive Drop Saw
Cold Cut
Electric nibblers or shears
Guillotine
Pedestal Drill
Hydrolytic hole punch set
Bench / Pedestal Grinder

Y/N

Comments

Competencies
MEM05007C,
05006B, 05051D,
05052A

MEM5012C,
5015D, 05016C,
05026C, 05036C,
05051A
MEM00515D,
05017D, 05026C,
05050B, 05051A.
MEM05019D,
05026C, 05036C,
05049B, 05015A
MEM5008C

MEM05005B
MEM05005B
MEM05005B
MEM05005B
MEM05005B
MEM05005B
MEM05005B
MEM05005B

Forming Equipment
Pan Brake Folder
Brake Press
Lock form machine
Pipe Bender
Plate Rolls / Section Rolls
Drop Hammer

MEM05010B
MEM05010B
MEM05010B
MEM05010B
MEM05010B
MEM05010B

Technology/Computing
Desktop Computer
Workstations
Tablets
Hand Held Device
Range of work

MEM16008A

Comments

The workplace has the to
necessary range of work
support the on-the-job
component of this
qualification

Supervision
The apprentice has
Immediate access to
Appropriately experienced
Workplace supervisors.

Additional Notes:

Comments

Attachment 6

Apprentice Progress Report
Apprentice Name:
Course

Date of Report

MEM30205 Certificate III in Engineering - Mechanical Technology

Contact Name:

Steve Petrovics Contact No: 03-52466186

Units covered at Trade School this week:
Choose an item
Choose an item

3/03/15

Block Week:

Fax: 03 52250958

Choose an item
Choose an item

Student ‘Cancelled ‘

☐

Student ‘Completed’
Student ‘Out of Trade’

☐
☐

Progress:
☐ Achieving required standard
☐ Requires further training
Safety:
☐ Complies with safety requirements
☐ Requires reminders regarding safety
☐ Requires constant reminders regarding safety (to be addressed)
Attendance
☐ Meeting Attendance standards/requirements
☐ See General comments for non-attendance
Proposed workplace visit: (date)
Progress: Skills/Knowledge

Refer to
comments

Apprentice Report

☐

☐
☐

General comments:

Follow up action (if required)

Units covered at Trade School next visit:
Choose an item

Choose an item

Signature: Steve Petrovics
Date:
This document is a live document please feel free to suggest any items you would like contributed
by return email.
Apprentice Progress Report Mech Version 3

22/08/2014

Attachment 8a

Competency Based Progression and Completions
MEM30305
Certificate III in Engineering - Fabrication
Employer Confirmations
Student Name
Student ID:
Employers Name/ Contact Details
Host Employer/Contact Details

MEM30305 Certificate III in Engineering - Fabrication
This document is your advice; as to what stage of completion or point of progression your apprentice has attained
to date and to confirm your apprentice’s competency in the workplace for units undertaken this year.
Engineering apprentices are generally employed under conditions contained in the Manufacturing and Associated
Industries and Occupations Award 2010. This includes those employed under an enterprise agreement. This Award
was revised in 2006 to allow for apprentices to progress and complete on the basis of achieving competency.
Wages are based on stages.
Below are confirmation advices for each units completed so far this year by your apprentice as per their Training
Plan. They include a description and some associated tasks that your apprentice is required to demonstrate in the
workplace. You are asked to confirm your apprentice is working to industry standard in the workplace for each unit
of competency by signing the confirmation section and returning them to the Gordon.

Unit title

Unit code

Hours

Result

MEM13014A
MEM16007A
MEM16008A

Apply Principles Of Occupational Health And Safety in The Work
Work with others in manufacturing environment
Interact with computer technology

0
0
0

MEM12024A

Perform computations

3

MEM18001C
MEM18002B

Use Hand tools
Use power tools hand held

0
0

MEM09002B

Interpret technical drawing

4

MEM12023A
MEM05007C

Perform engineering measurements
Perform Manual Heating And Thermal Cutting

0
0

MEM05012C

Perform Routine Manual Metal Arc Welding

2

To be
Approved

2

Verified

MEM 05050B Perform Routine Gas Metal Arc Welding
MEM12007B
MEM05005B
MEM05049B
MEM14004A
MEM14005C
MEM05051A
MSAENV272B
MEM05052A
MEM05015D
MEM15002A
MEM15024A
MEM05019D
MEM05017D
MEM16006A
MEM17003A
MEM05036C
MEM05037C

Stage 1
Mark off/out structural fabrications and shapes:
Carry out mechanical cutting:
Perform Routine Gas Tungsten Arc Welding
Plan To Undertake A Routine Task
Plan A Complete Activity
Select welding processes
Participate in environmentally sustainable work practices
Apply safe welding processes
Weld using manual metal arc welding process:

0
0
0
0
0
0
0
0
0

Stage 2
Apply Quality Systems
Apply Quality Procedures
Weld using gas tungsten arc Welding:
Weld using Gas metal arc welding process:
Organise And Communicate Information
Assist in The Provision Of On The Job Training
Repair/Replace/Modify Fabrications:
Geometric Development:

0
0
0
0
0
0
0
0

To be
Approved

To be
Approved

Stage 3
Unit title

Unit code
MEM05010B
MEM05011D
MEM11011B
MEM05016C
MEM05026C

Hours
0
0
0
0
0

Fabrication forming, bending and shaping:
Assemble fabricated components:
Under Take Manual Handling
Advanced welding using manual metal arc:
Apply welding principles

Result

100% of total competency 96 points attained

Total Points

11

Stage of Completion

11 %

Wage Progression Point upon Sign off

Result Code:
Verified
To be Approved
Credit Tfr
RPL
NYC
AP

0%

Previously confirmed
Requiring your confirmation
Credit Transfer
Recognition of Prior Learning
Not Yet Competent
Unit not completed

Employer Note: 100% CBC Endorsed confirmation will end the Apprenticeship. Your apprentice/trainee has been assessed as
agreed on the Training Plan. They can now be expected to undertake specific tasks and skills in the workplace. Your
confirmation confirms that your apprentice/trainee is working to industry standard in the workplace. This also includes
completing tasks in an acceptable period of time, performing the tasks regularly and to a consistent standard. Authorisation
is given to The Gordon – Curriculum & Awards Administration Officer to inform Skills Victoria via DELTA to complete and
enter the actual completion date of the training contract both Place of Learning and Agreement Status will finalise the
Training Contract.
Legal Employer Final Confirmation of Competency and Completion of Apprenticeship
Name of Apprenti
Employer's Legal N
Date of Successful Completion of Apprenticeship
I agree that XX has achieved competency in all of the iunits outlined in the Training Plan and this
identifies the completion of the apprenticeship.
Print Name

Signature

Date

MEM12024A Perform Computations
Your Apprentice can carry out basic calculations and use percentages and simple ratios etc. Uses these skills to
calculate length, height, volume etc. Can also interpret graphs and charts in relation to this trade.
MEM12024A Perform Computations
The apprentice has demonstrated competency in the relevant workplace tasks:
accurately performs a range of mathematical calculations involving length, perimeter, area
d and
l decimal format as required
able to work with both fraction
appropriate formulae are selected for calculations

Notes:

Employer

Date







I confirm that XX has demonstrated competency in the relevant workplace tasks as identified above for this units as set out in
the Training Plan.
Employers
Name
Employers
Date:
Signature:
Assessors
Name:
Assessors
Date:
Signature :

MEM09002B Interpret Technical Drawing

Your apprentice can interpret a technical drawing to apply it to a particular job specification. Is able to read
drawings and has transferred measurement from drawings to a job. Is able to adopt techniques to calculate
measurements from drawings to the specifications of a job.
MEM09002B Interpret Technical Drawing
The apprentice has demonstrated competency in the relevant workplace tasks:
storage and index methods for site drawings are used appropriately
drawing views, dimensions and symbols correctly interpreted
drawing dimensions accurately transposed to work
materials accurately calculated from drawings
Notes:

Employer






Date

I confirm that XX has demonstrated competency in the relevant workplace tasks as identified above for this units as set out in
the Training Plan.
Employers
Name
Employers
Signature:
Assessors
Name:
Assessors
Signature :

Date:

Date:

Apprenticeship/Traineeship Support
Building A
East Geelong Campus
Boundary Rd, East Geelong, VIC 3219
Created 05 Dec 14

thegordon.edu.au
Gordon Institute of TAFE 3044

Engineering Trade
Apprenticeships:
Employer Guide

Introduction
This guide is designed to assist employers understand their
important role in the training and assessment of apprentices
now that they progress and complete on the basis of
competency. The Gordon recommends you read this guide
carefully. You are also encouraged to seek any further assistance
or advice required from your Gordon trainer/assessor.

Explanation of terms
Off–Site Training is carried out at The Gordon. The
duration of training may vary depending on how quickly
the apprentice acquires the required competency. With
this form of training the apprentice will be attending The
Gordon at the times advised by your trainer/assessor.
Fully-On-Site (Workplace) Training and Assessment is
carried out totally in the workplace with the employer
providing the appropriate training and taking part in the
assessment process in partnership with your trainer/
assessor. With this form of training and assessment the
employer will normally play a greater part in the training
of the apprentice.
Blended Training is a negotiated blend of traditional and
workplace training, the blend will depend on a number of
things including the workplace and skills involved.
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Resolving issues

Engineering Apprenticeships

• Sometimes things go wrong or there may be
differences of opinion. If the employer ﬁnds that
issues are not being resolved and tension is increasing
then try some of the following suggestions;

Engineering apprenticeships changed in 2006 to enable
apprentices to progress through and complete their
training contract as they demonstrate competence.

• Find the cause of the problem and talk it through
• For training and /or assessment matters discuss
the issue with your trainer/assessor
• For terms and conditions of the apprenticeship contact an
Apprenticeship Field
Officer: Phone: 1300 722 603
• For wages of the apprenticeship contact the
Fair Work Ombudsman: Phone: 13 13 94 or www.
fairwork.gov.au or your employer association.
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Apprenticeship training programs are comprised of competency
standards set by industry that each student is assessed against
to ensure all the outcomes required have been achieved.
Progression through the apprenticeship is determined by the
student demonstrating that they have met the competency
standards through the training program and related work,
not by time spent in training. This way, apprentices may
be able to complete a program of study much faster.
Engineering apprentices are generally employed
under conditions contained in the Manufacturing and
Associated Industries and Occupations Award 2010.
Wages are based on stages, not years. The stages are:
Stage 1

entry level wage

Stage 2

once 25% of total competency points are
attained, or 12 months after commencement
of stage 1, whichever is earlier

Stage 3

once 50% of total competency points are
attained, or 12 months after commencement
of stage 2, whichever is earlier

Stage 4

once 75% of total competency points are
attained, or 12 months after commencement
of stage 3, whichever is earlier

Completion

once 100% of total competency points
are attained

3

The Gordon is required to notify employers when the
apprentice reaches any of these progression points
which are designed to give an opportunity for the
discussion and conﬁrmation of the apprentices progress
between The Gordon trainer and the employer.
The Award states that progression is by agreement
between the RTO, the employer and the apprentice,
so your conﬁrmation is critical to the process.
Progression is not time based. When the apprentice has
achieved competency in all units and the employer agrees,
they are deemed to be a qualiﬁed tradesperson. The
amount of time taken to become competent will vary from
person to person. This may depend on several factors:

• Competency is when an apprentice can consistently
demonstrate the skills and knowledge, to industry
standard, as outlined in the apprentice’s assessment.
The number of times needed to prove this will vary from
apprentice to apprentice. Signing off a competency
is very important as it cannot be revoked
• Competency standards are written by industry experts
and are kept current by the Industry Skills Council
• The employer can assist the apprentice in gaining the
experience he/she needs by providing the opportunity to
work on numbers of varied tasks with other qualiﬁed staff.

• Age and maturity
• Previous experience in the trade or other trade
• How quickly they learn and apply that learning
• What opportunities they have to learn
• The training they receive
• Exposure to all the selected competencies
• Attitude and motivation of the apprentice
• Attitude and motivation of the employer
• The quality and quantity of support from their
employer, their assessor and their work colleagues
• Regular and effective communication between all parties
• Timely resolution of any issues that may arise.
Further information about Apprenticeships is available from
Department of Education and Early Childhood Development
http://www.education.vic.gov.au/training/Pages/default.aspx

4
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Monitoring training progress
and deciding on assessment
in the workplace

The conﬁrmation advice form used by The Gordon is a multipurpose form which can be used by the teacher when visiting
the workplace where it can be physically signed by both the
Employer and the Teacher, or electronically by the employer.

Consider the following points before organising an assessment:

• Stage of Completion your apprentices has achieved.

• The apprentice has undertaken the tasks several
times and can do them independently

• Wage Progression point achieved

• The apprentice has good knowledge of
the theory relating to the task

The advice form gives employers information on:

• A brief description of the unit and some of the main
competencies they should be demonstrating in the
workplace.

• The apprentice understands how to plan, organise
and sequence the task for a quality outcome
• The apprentice can work at a reasonable rate
expected by industry and in a safe manner
• The employer, the apprentice and the assessor have all
agreed that the apprentice is ready for the assessment
• The assessment may take place either
onsite or at The Gordon depending on
arrangements made with the employer.
• Communication methods
• The Gordon may contact the employer via mail,
phone or text messages, the trainer/assessor will
provide the employer with information about this
• All site visits will be pre-arranged.
• Supporting the apprentice
• The apprentice is commencing a Competency Based
Training and Assessment process that will lead him/
her to becoming a qualiﬁed tradesperson

12
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MEM13014A Apply Principles Of Occupational Health And Safety in The Work Environment
Your Apprentices is able to follow OH&S requirements specific to the engineering trade. Has an understanding and
applies practices to protect himself/herself and his co-workers. Is aware of obligations in relation to workplace
safety and guidelines in your workplace.
MEM13014A Apply Principles Of Occupational Health And Safety in The Work Environment
Employer
Date

The apprentice has demonstrated competency in the relevant workplace tasks:
performed work in a safe manner and in accordance with site procedures
use appropriate personal protective equipment (PPE)
apprentice freely seeks advice on safety matters if unsure
own work area is kept clean and tidy
instructions accurately interpreted and followed
Notes:







I confirm that I have seen___________________________ demonstrate competency in the relevant workplace tasks as
identified above for this units as set out in the Training Plan.
Employers
Name
Employers
Date:
Signature:
Assessors
Name:
Assessors
Date:
Signature :

To conﬁrm competency all you need to do is to sign the
individual advice forms; for the units listed in the result column
as “To be Approved”; and return them via email, fax or mail
within 10 working days.

6

For On-Site (Workplace)
Training and Assessment
• The employer (or supervisor/workplace mentor)
may need to spend more time with the apprentice
than compared to traditional training
• You will need to be available when the trainer/
assessor visits the site to check on progress.
• During this visit you will be asked to verify
information that has been recorded by the
apprentice, and conﬁrm competencies achieved.
• The apprentice may be required to attend some training
at The Gordon. This may occur when training cannot
be efficiently delivered onsite. This will be discussed,
negotiated and documented in the Training Plan.

11

Understanding the
Training Plan
The Training Plan is a negotiated plan detailing
the delivery of the training and assessment the
apprentice needs to satisfactorily complete.
A Training Plan helps the apprentice to focus on what they will
be learning and clearly deﬁnes the role of the employer and
The Gordon. When developing the Training Plan, a Gordon
trainer will discuss with you how the delivery and assessment
of the competencies will occur. It is important to be aware of
how and when assessment occurs and how you contribute to
the assessment. Achievement of competence is more likely if
the work experience coincides with (or occurs shortly after)
the off-the-job training. It can also mean that the underpinning
theory is grasped more effectively, when the apprentice sees
its application in a practical context as its being taught.

Obligations of the employer
• Arrange for the apprentice to be enrolled in
the approved apprenticeship program
• Sign a Training Contract with the apprentice and the
Apprenticeship Commission. This will be organised by
the Australian Apprenticeship Centre concerned
• Sign a Training Plan with the apprentice and The Gordon
• If the apprentice is not attending off-site training
you must release the apprentice from routine
work duties for a minimum of three hours per
week averaged over a four week cycle.
• If the apprentice is training on-site, provide training with
appropriate facilities and experienced people in tasks
identiﬁed in the Training Plan and assist the trainer/
assessor in verifying competence in those tasks.

Regular communication between the workplace supervisor,
apprentice/trainee and The Gordon trainer assists all parties
to monitor the apprentice/trainee’s progress effectively
and efficiently. By monitoring their progress, the learner,
employer and trainer will be conﬁdent the training is taking
place as planned. This also ensures that if an issue arises it
will be identiﬁed and addressed as quickly as possible.

10
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Obligations of The Gordon
• Conduct a pre-training review prior to commencement
of training to identify opportunities for Recognition
of Prior Learning (RPL) and Credit Transfer (CT) and
assess apprentice numeracy and literacy or special
needs to determine if any assistance is required
• Explain how the apprenticeship will operate
• Develop a customised Training Plan
• assist you in checking the apprentice’s
competence in identiﬁed tasks

• Advice after each block visit of the apprentices
progress via the following report.
• Make a minimum of four (4) contacts per year; in
person, or in writing, or electronically to discuss
the apprentice’s progress against the Training Plan
and obtain your conﬁrmation of the apprentice’s
competence in the workplace. The trainer/assessor will
discuss how and when these contacts will occur

Course

Date of Report

MEM30205 Certificate III in Engineering - Mechanical Technology

Contact Name:

Steve Petrovics Contact No: 03-52466186

Units covered at Trade School this week:
Choose an item
Choose an item

5/12/14

Block Week:

Fax: 03 52250958

Choose an item
Choose an item

Student ‘Cancelled ‘

܆

Student ‘Completed’
Student ‘Out of Trade’

܆
܆
Refer to
comments

• Where all or some training is being conducted in the
workplace; visit the workplace for training/assessment
and monitoring of progress. As the number of visits
varies with the amount of training being conducted in the
workplace, your trainer will advise the actual number

Apprentice Progress Report
Apprentice Name:

Apprentice Report
Progress:
 ܆Achieving required standard
 ܆Requires further training
Safety:
 ܆Complies with safety requirements
 ܆Requires reminders regarding safety
 ܆Requires constant reminders regarding safety (to be addressed)
Attendance
 ܆Meeting Attendance standards/requirements
 ܆See General comments for non-attendance
Proposed workplace visit: (date)
Progress: Skills/Knowledge

܆

܆
܆

General comments:

• When requested sign employer incentive claim forms
• Maintain records of all communication,
visits, training and assessment.

Follow up action (if required)

Units covered at Trade School next visit:
Choose an item
Signature: Steve Petrovics
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Choose an item
Date:

9

Training Prospects Case Study

Systems in place before the project started
How was training and assessment timetabled?
Training traditionally was timetabled over a three to three and a half year period. The Business
Services Unit team would receive the Contract of Training and enter it onto the system and make up
a Student Record Folder. An email was sent to the Training Contract Manager (TCM) to tell them of
the new student and this would action the TCM to issue the folder to the relevant Trainer.
The Trainer would receive the folder and contact the employer to make an appointment to come out
and get enrolment forms, Skills for All forms, induction paperwork, talent release forms and two
copies of the training plan - one for the employer and one for the RTO. The trainer would also
discuss the Training Plan, RPL and any credit transfer an apprentice may have from another RTO.
The trainer would also discuss how the training would take place, for instance on the job at the
employer’s premises or at the Training Prospects workshop. The choice of day release Tuesday or
Thursday or weekly block release dates were also given.
If the training was to take place at the employer’s facility, the trainer would set a schedule of visits
and email or provide the schedule at the first visit. If block release was chosen, the practice would
take place in the first four days with the assessment being on the last day.
How were employers engaged with the training?
How were employers engaged with confirming assessments?
When the apprentices came to the Training Prospect workshop there was no engagement from the
employer on assessment, but they had input when assessments were conducted at their own
workshop. If the Apprentice was coming in on day release they would come in to do the theory
component and start the practical exercises. They would also practice at the workplace until they
were competent enough to undertake a practical assessment.
Apprentice progress reports are sent out quarterly to employers. When apprentices are trained on
the job, their employers have regular contact with the trainer to discuss assessment processes and
have input into the training.
Employers that have apprentices come into Training Prospects are given the contact details of the
trainer that delivers off job training and are encouraged to call if there are any issues or concerns.
They also have the option to call the TCM and he will address any issues.
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Training Prospects Case Study

Systems that needed to be changed or developed
The project officer identified that there needed to be an on the job competency system that gave
the employer the ability to monitor the progress of their apprentice. A paper based logbook was
developed and they also now have the option of using an external system to monitor progress called
My Profiling.
Training Plans needed to be developed that indicated 25%,50%,75% and 100% completion with a
sign off area for the employer to sign that a discussion has taken place and competency has been
achieved or not achieved to industry standards.
Information booklet needed to be developed clearly outlying the process for competency based
progression and giving the employer the opportunity to ask any questions relating to the process.
A process was also developed to outline what was required when the discussion took place with the
employer on confirming competency.
Online Learning Management Systems have been developed to deliver some units electronically:
 MEM13014A Apply principles of Work Health and safety in the workplace
 MEM16007A Work with other in manufacturing, engineering or related environment.
 MEM16006A Organise and communicate information
 MEM14004A Plan to undertake a routine task
 MEM14005A Plan a complete activity
 MSAENV272B Participate in environmentally sustainable work practices
Third Party/Supervisor Verification forms were also developed to assist the employer/supervisor as
supplementary evidence that the apprentice can perform tasks to workplace industry standards.

Barriers to making changes
Managers and staff attitudes
All Training Prospects staff have adopted all changes and recommendations with little or no negative
feedback. Management has been supportive of all recommendations, processes and material
developed by the project officer.
External barriers
The changes have had no impact on commencement numbers, in fact the opposite as GTOs and
other organisations have commended Training Prospects on being ahead of other training
organisations and possible new business has been a positive outcome.
One external barrier was that employers have been reluctant to choose apprentices that had
completed too many units of competency under the Training Guarantee for Secondary Students or
VET in schools programs. This is because those students can attract a higher rate of pay even though
they had not been to a workplace, or spent limited time there as a school based apprentice.
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Training Prospects Case Study

One major employer spoke to me about their concerns and the project officer and project manager
met with the Superintendent of Engineering, the HR Manager and the Apprentice Co-ordinator to try
to resolve the problem. One idea was a skills audit at the time they start the apprenticeship and a
probation period of three months to prove competency. Unfortunately the industrial award does not
allow for this so the situation remains unresolved. The new MSA endorsed Certificate II in
Engineering Pathways is not yet on South Australia’s funded training list.
Attitudes of Employers
Employers may not accept change as easily as the RTO, because for example they could possibly
have to pay an apprentice a higher wage if they have completed any VET training. There is nothing in
the competency based progression model that allows the employer to verify that the apprentice has
the underpinning knowledge and skills to be at the pay level set out by the awards before the
apprenticeship commences. Some employers indicated that it would influence there decision in the
future to employ a person if he or she had done an access of VET training. This needs to be reviewed
and changed.

Addressing the barriers
If there were any staff concerns, the project officer would sit them down, listen to their concerns
and address any issues if needed. If it was just that the Manager or Trainer wasn’t open to change
then the project officer would explain and show how the new processes would benefit the
organisation by improving our evidence gathering material from a quality and compliance angle. This
would also assist in an ASQA Audit to meet the requirements that are needed for re-registration and
best practice. The processes also assist trainers for gathering supplementary evidence for
assessment of competency.
The main barrier for the employer is the financial side which is out of the RTO’s control.

What systems are now in place?
How is training and assessment timetabled?
The employer makes the decision about whether training will take place on the job, day release or
combination of both, or the option of block release. The Business services unit enrol the student into
the chosen options on VETTRAC and generates a letter with the training dates for the employer and
the apprentice. If on the job training is chosen the trainer will discuss training dates with the
employer and the apprentice.
How are Employers engaged?
Employers receive quarterly reports by post. There are verification of competency visits organised by
the Business Development Team and employers are also engaged by email if requested or they have
the contact details of the trainer and the relevant manager
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Training Prospects Case Study

Overview
Training Prospects has adopted the competency based progression model for over 8 years. They
have not changed the way they schedule training but have put new processes in place to improve
the way they report to employers. Systems and training and assessment material have been
developed to ensure consistency between trainers.

Project materials provided






On the job competency logbook sample
Verification of Competency procedure
Employer information booklet
On the job Training requirements checklist
Practical Equipment checklist
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Training Prospects Case Study
On-the-job Competency Logbook (sample)
Participants Name
Trainer/Assessors Name
Employer/Mentor Name
Location
Unit Code and Title
MEM05012C Perform routine manual metal arc welding
Pre-requisite unit/s
Nil
Instructions to Employer/ Mentor:
1. Enter date of the task observed.
2. Observe the participant performing each of the listed tasks and tick the relevant
box whenever the participant’s performance is satisfactory.
3. Tick the correct overall performance box.
4. Complete the feedback sections of the form.
5. Keep samples to show Trainer/Assessor for proof of completion.

Task

1

Instruction for task
Pad weld- 10 or 12mm plate: To deposit a pad weld to the given standard
using GP E4112- E4113
The object is to deposit multi-layer runs
overlapping each weld by half to form a
layer of weld. Weld to within 20mm of
the end with all welds.
Follow directions at Task 1

Direction of weld if right handed
Opposite direction for left handed

2

Single run. Using same plate do a Three run HV fillet: To use the fillet
welding technique to deposit a 10mm 3 run fillet weld to the requirements listed
using GP E4112- E4113
Material:
100mm x 10mm flat bar 200 long 2 off
Deposit a single run fillet weld stopping half way then
continue to finish weld. Show to Trainer/ Mentor for feedback
3rd run
deposit second run as shown in picture
clean of slag and deposit third run. Show to Trainer/
2nd run
Mentor for feedback.
Follow directions at Task 2
1st Run
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5mm outside corner fillet: To deposit a fillet weld with full throat thickness
and no edge melt off using GP E4112- E4113
Material:
32mm wide x 5mm thick x 150mm long weld Follow directions at Task 3
weld

3

4

3mm closed square butt weld: To deposit a butt weld to the required
standard using GP E4112- E4113
Material:
150 long x 40mm wide x 3mm thick
Tack weld the plates at the ends
Follow directions at Task 4

Direction of weld if right handed
Opposite direction for left handed
5mm open square butt: To deposit a butt weld to the required standard using
GP E4112- E4113
Material:
150mm long x 32mm wide x 5mm thick
Tack weld the plates at the ends
Follow directions at Task 5

5

Direction of weld if right handed
Opposite direction for left handed

Frequency of task

1

Date task observed

6
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Skill Demonstration
Task 1
Clean materials as required to ensure a sound weld result
Position the plate on the bench so that it can be welded
across the body with a drag technique
Deposit weld beads along the plate length maintaining the
angles as shown by the trainer and with an arc length of
approximately 2mm
Remove all slag from each weld bead before depositing the
next run
Build up the pad weld to the required dimensions ensuring an
even smooth surface which will conform to the standard
Show your mentor/employer and obtain feedback.

    
    
    
    
    
    

Task 2
Wire brush or grind the weld fusion faces to remove the rust
and mill scale
Tack weld the ends of the plate ensuring metal to metal
contact with no gaps
Complete approximately half the first run, stop, remove slag
and examine the weld profile
Finish the run and subsequent runs using the sequence
illustrated in the learner guide with at least one staggered
stop start per run
Submit the exercise for visual inspection then fracture the
weld and resubmit for an internal inspection
Relocate the plates for further practice using all edges as
shown by the trainer
Submit the work for feedback

    
    
    
    
    
    
    

Task 3
Assemble and tack weld corner to corner as shown by the
trainer

    

Ensure correct fit up with no overlap

    

With the plate in the natural vee position, deposit a 5mm
fillet weld for approximately 50 mm without burning the
edges away
Evaluate, adjust welding variables if required and complete
the weld
Repeat if necessary

    
    
    
    

Submit to trainer for feedback

7

Training Prospects Case Study

Task 4
Assemble and tack weld as shown
Weld the first side
Turnover and complete the weld on the second side
Cut out the weld by hand shears or guillotine
Nick break the weld
Inspect for full penetration and submit to the trainer for
assessment































    

Task 5
Assemble and tack weld as shown
Weld the first side
Remove all slag which remains in the root of the joint. A light
grind may be necessary.
Weld the second side
Cut out the weld leaving 5mm of plate on either side
Nick break the weld
Inspect for full penetration and submit to the trainer for
assessment
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Feedback to participant

Task completion verification
Tick the box on completion of all tasks
I have received all the relevant tools and resources necessary to undertake the Tasks
I believe that I am ready for assessment
I received appropriate feedback during and after the completion of tasks

Participant signature: ______________________ Date: __________________

I verify that the participant has successfully undertaken the tasks to the required workplace
standards.

Employer/Mentor signature: __________________ Date: __________________
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Verification of Competency procedure

COMPETENCY BASED PROGRESSION FOR TRADES
PURPOSE / BACKGROUND
Competency based progression is included as part of some Modern Awards and as a registered training provider Training Prospects is
required to liaise with employers regarding the progression of their apprentice and verification of their on the job skills and knowledge. This
procedure outlines the process that Training Prospects follows to communicate and monitor the requirements. Training Prospects utilises
external applications to support the recording of the on the job skills and knowledge (e.g. My Profiling application and e-Profiling).

SAFETY STATEMENT
The adoption of safe work practices and the identification of hazards is mandatory.

PROCEDURE
Setting up new apprentice
As part of the induction of the apprentice, the trainer is required to provide information to the employer and apprentice regarding
competency based progression. This is only required for apprentices working under a Modern Award where competency based
progression is included, such as Building and Construction General On-site Award 2010 and Manufacturing and Associated
Industries and Occupations Award 2010.
The employer is provided with Employer Information Booklet for Trades which outlines important information the employer is required to
know about the apprentices training and competency based progression.
The employer and apprentice select the appropriate units of competency suitable for the tasks undertaken in the workplace and sign to
confirm the units selected are relevant to the work undertaken. The selection is recorded on the relevant Training Plan Option. The
Training Plan Option includes information regarding the competency based progression requirements and is set out in recommended
stages.
The signed Training Plan Option is returned to the Business Support Unit for processing on VETtrak and filed as per enrolment procedures.
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Reporting competency progression milestones
Competency for a unit of competency is determined when the apprentice has demonstrated the required skills and knowledge according to
the requirements outlined in the Training Package. The trainer collects evidence for the unit of competency which may include theory
assessment, practical assessment and projects.
On the job competency is verified by either an on the job competency log book or using application such as My Profiling or eProfiling.
Once the trainer has determined competency for the unit of competency and is entered for the apprentice on the student management
system (VETtrak), the milestone percentage can be monitored.
Each fortnight the Business Support Team Leader will run a report from VETtrak to identify apprentices who have reached the next
milestone stage of their apprenticeship.
The report is filtered into geographical location for each Business Development Consultant.
The Business Development Consultant contacts the employer to schedule a visit to sign off the progression of their apprentice.
At the visit the Business Development Consultant discusses with the employer the progression of the apprentice and the employer verifies
that the apprentice has demonstrated competency on the job for the units of competency.
If the employer verifies on the job competency of the apprentice the relevant stage of the Training Plan is signed off confirming the
apprentice is entitled to the next pay stage according to the Award.
If the employer does not agree that on the job competency of the apprentice has been demonstrated, the Business Development Consultant
notes this on the apprentice Training Plan.
The Business Support Unit enters the relevant event on VETtrak for the milestone; either % milestone has been reached and signed off or
the employer did not verify on the job competency.
The employer has 21 days to notify the apprentice and RTO that on the job competency has not been verified.
- If the employer does not notify the apprentice and the RTO, the apprentice is entitled to be paid at the next pay progression
stage as per the Award.
- If the employer does notify the apprentice and the RTO and the dispute cannot be resolved, the dispute if referred to the
State Training Authority for determination.
- The apprentice is entitled to be paid at the next pay progression stage as per the Award at the anniversary of
commencement of the apprenticeship regardless of any outstanding disputes.
In the event of any issues arising or inactions, the General Manager is notified to take action.
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Employer Information Booklet
for Trade Qualifications
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Employer information
The essence of an Australian Apprenticeship is on-the-job training and the work experience that the Australian Apprentice will gain. You are
responsible for ensuring that the Australian Apprentice has access to the full range of work required to develop the skills and industry
knowledge they need on the job.
Set aside time to help your apprentice settle into the business. Remember your new employee may have little or no experience of a working
environment.
Workplace health and safety issues should be fully explained and adequate supervision provided.
If training and assessing in the workplace, Training Prospects will endeavor to do as much as possible in the workplace, in some instances the
trainee/ apprentice may be required to attend Training Prospects training facility if there is a lack of equipment or opportunity to gain
competency in a unit. Training Prospects Trainer/Assessor will discuss the off the job training options with you to help understand the
assessment requirements for the units of competency.

Competency based progression
Competency based progression is included as part of some Modern Awards such as:

1. Building and Construction General On-Site Award 2010
2. Manufacturing and Associated Industries and Occupations Award 2010.
Training Prospects recommends you review the award relevant for your trainee/apprentice to see if Competency based wage progression is
included.
Competency based wage progression determines the relevant wage rate for each stage of the apprenticeship. Each stage is reached by
attaining a % of the total competencies specified in the training plan or on the anniversary of the apprenticeship, whichever is reached earlier.
The four stages are 25%, 50%, 75% and 100%.
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Training Prospects will notify you that the trainee/apprentice has been assessed and reached the percentage milestone or anniversary. At this
stage you will be required to review the trainee/apprentice progress and sign off the training plan that the trainee/apprentice has successfully
demonstrated competency on the job.
If you disagree with the assessment achieved and the dispute cannot be resolved by agreement between Training Prospects, the apprentice
and yourself, the matter may be referred to the relevant State/Territory apprenticeship authority for determination. If the matter is not capable
of being dealt with by such authority it may be dealt with in accordance with the dispute resolution clause in this award. For the avoidance of
doubt, disputes concerning other apprenticeship progression provisions of this award may be dealt with in accordance with the dispute
resolution clause.

Monitor progress
You will be given a copy of the Training Plan for your apprentice at the induction of your Trainee/Apprentice, outlining the units they will be
doing. Please keep track of where they are in relation to their training and discuss how you can help them achieve the skills and knowledge
required for each unit. The Competency Based Completion model, allows for greater input from employers into the training of their apprentices
than what has been traditionally used.
There are two options for monitoring the trainee/apprentice competency on the job:
1. Using a Competency Based Completion Logbook; or
2. Using My Profiling app.
The On the Job Competency Based Completion Logbook provides information on each unit your apprentice is working on, and a log for each
unit for you to document your observations when the apprentice performs the requirements of the unit a number of times. Once the unit is
completed, you will be asked to sign-off the unit for the apprentice when they are working to industry/workplace standards. On confirmation of
competency by the Employer the final assessment will take place by Training Prospects Trainer/Assessor.
The gathering of evidence for competency of a unit can be greatly enhanced by yourself or supervisors helping apprentices in the workplace.
This can be done by taking photographs of the apprentice, performing tasks that relate to the units they are working on, and structuring work
for them that relates to the units they are working on, and maintaining the On the Job Competency Based Completion Logbook.
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The My Profiling app is a new on the job training app that works to replace the paper based competency based logbook. It is a mandatory on
the job reporting instrument for anyone accessing funding through the Construction Industry Training Board (CITB). The app is used by
trainees/apprentices to record and keep track of skills and project they have been working on. As the employer you can easily see how your
trainee/apprentice’s skills are progressing and Training Prospects can gain an overall view of skills practices on the job, match them to training
package competencies and identify any skill gaps. Trainees/apprentices can also use the app in their resume to document their skills and
experience. The app is available on Apple and Android devices. To get started please contact Training Prospects to activate the
trainee/apprentices account.
It is important to check how things are going with the apprentice and their nominated supervisor on a regular basis. If the apprentice is doing
off-the-job training keep in touch with us, we are happy to talk to you at any time and your feedback is most welcome. Encourage the
apprentice to come to you with any problems with their training.

Keep records up-to-date
Conduct observations of the Apprentice on a regular basis.
Document them in the CBC Logbook.
Check the apprentice is completing the necessary paperwork.

Schedule work appropriately
Make sure the apprentice is free to attend off-the-job training if required.
Take the apprentice’s skill levels into account when planning work
Provide opportunities for the apprentice to practice new skills under proper supervision
Allow the apprentice to gain as broad a variety of experience as possible.
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Combining on & off the job training
On the job' training is the instruction you and your employees give the apprentice day to day on the job. We encourage apprentices to tap into
the knowledge and collective experience of their workmates and supervisors. As the Registered Training Organisation (RTO), we will manage
and document your apprentice's progress throughout their entire apprenticeship. This flexible program was developed in response to industry's
demands for a more practical system, the success and continuity of the program relies heavily upon; You and your apprentice's commitment to
Training attendances if required are maintained. Our commitment to be active in conducting onsite assessments. Your apprentice contact will
be available for communication with you or your nominated supervisor regarding the apprentice’s progress throughout their training.

How will your apprentice's work be assessed?
Through regular contact with you and your apprentice, we will have opportunities to continually assess their progress, abilities and skill levels
both on site and at the workplace.
We will also use their Learner Guides, written/oral assessments and assignments to help us assess their grasp of the underpinning knowledge
and the practical skills for each unit. We will provide you with feedback and perform monitoring visitations where appropriate to discuss your
apprentice's progress and other issues.

Students are provided with the following information:






Participant induction manual
Copy of Training Plan
How the training and assessment will be conducted
Learner Guides and/or reference material for Units
Various assessment tools (assignments, checklists)
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Employers will be provided with the following information:




Roles and responsibility’s
Copy of Training Plan
Competency based completion logbook (if requested)

Once induction is completed and the Training Plan is finalised the Trainer will pass the information to Business Support Unit to schedule in for
any off-job training and send attendance letters to the Student and the Employer

Obligations of Employers under a Training Contract;
The employer provides the trainee or apprentice with day to day training in the workplace that is relevant to the trade or vocation.
Ensure that the trainee or apprentice is properly inducted into the workplace
Provide employment and training for the term of the contract
Provide a trainee or apprentice with appropriate supervision at all times
Release the trainee or apprentice to undertake relevant training and assessment
Comply with the wages and conditions stipulated in the industrial award or agreement
Comply with other relevant legislation such as the Work Health
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Minimum requirements to train and assess on the job
Apprentice/ Trainee name:

Select Qualification


Engineering Fabrication



Engineering Mechanical

Does the Apprentice/ Trainee have access to the following:














Guillotine
Pyramid rolls
Cutting equipment ie cold saw, friction saw, hacksaw
Welding equipment ie: MIG, TIG, MMAW, Oxy- acetylene welding equipment
Oxy-acetylene cutting equipment
Hydraulic press
Lathes
Milling machine
Grinding machines
Measuring equipment
Offhand grinders
Pedestal drill
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MEM30305 Practical Equipment Checklist
Qualification Name: Certificate III in Engineering- Fabrication Trade
Equipment/ Resource required

Available

Order



Workplace documents such as Material Safety Data Sheets, job cards
& maintenance logs







Standard operating procedures for various tools and equipment







Work instructions







Workplace WHS procedures and requirements including personal
protective clothing & equipment supplied







Work shop machines such as welders, oxy sets, press, guillotine,
folders







Access to Mechanical cutting equipment such as punch and shears,
friction saw, cold saw, bandsaw, power hacksaw







Drawing equipment:
Set square, Compass, Protractor







Measuring equipment:
Vernier, Micrometers, Steel rules, tapes







Scientific calculator
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Appendix 2.1

Engineering Apprenticeships
Important information for employers
Engineering apprenticeships have changed. Engineering apprentices now progress and complete on the
basis of achieving competency. This replaces the time-based model where an apprentice’s pay increases
on the anniversary of commencement and they complete after serving 4 years.

HOW WILL THIS AFFECT YOU?
Apprentices undertaking one of the following qualifications are affected:
 Certificate III in Engineering – Mechanical Trade
 Certificate III in Engineering – Fabrication Trade
Typical trade occupations that relate to these qualifications are:
 CNC Machinists
 Refrigeration Airconditioning Mechanics
 Fitter/Machinists
 Boilermakers
 Machinists
 Sheetmetal Workers
Maintenance
Fitters

 Welders
 Mechatronics Tradespersons
 Foundry Moulder/Core Makers
 Toolmakers
 Patternmakers

AWARDS & ENTERPRISE AGREEMENTS
Engineering apprentices are generally employed under conditions contained in the Manufacturing and
Associated Industries and Occupations Award 2010. This includes those employed under an enterprise
agreement. This Award was revised in 2006 to allow for apprentices to progress and complete on the
basis of achieving competency. Wages are based on stages, not years:
Stage 1

entry level wage

Stage 2

once 25% of total competency points are attained, or 12 months after
commencement of stage 1, whichever is earlier

Stage 3

once 50% of total competency points are attained, or 12 months after
commencement of stage 2, whichever is earlier

Stage 4

once 75% of total competency points are attained, or 12 months after
commencement of stage 3, whichever is earlier

Completion

once 100% of total competency points are attained

WHY THIS CHANGE?
Shortages of skilled tradespeople for many years and difficulties attracting good candidates for
engineering apprenticeships have prompted the need for change.
These changes will allow an apprentice to progress through and complete the apprenticeship according to
the amount of effort they put into learning their trade.
This will help improve retention rates, and in time will help make engineering apprenticeships more
attractive to prospective candidates.

HOW IT WORKS
In some states, training providers contact employers to seek agreement that their apprentice is achieving
competence. In other states there is no formal communication about the apprentice’s progress. It is
important that you monitor the progress of your apprentice and provide opportunities for them to develop
skills at work. Remember, your apprentice will be entitled to a pay increase at the completion of each
stage.
Your apprentice has a Training Plan. This document is negotiated between you, the apprentice and the
training provider at the beginning of the apprenticeship. This Training Plan outlines the competencies your
apprentice will learn and when they are likely to be assessed.
Please look closely at your apprentice’s Training Plan and negotiate a program that suits the needs of
your business and covers the skills your apprentice can develop at work. Training Plans should be
reviewed regularly to make sure the apprentice is progressing satisfactorily.

TALK TO YOUR RTO
The time-based model of formal training delivered in the first three years followed by a fourth year on the
job does not sit well with progression based on competency. Many training providers will timetable their
training delivery in line with this model. Effectively, they train and assess apprentices to complete their
qualification within three years. This can result in apprentices being signed off for competencies before
they have practiced skills in the workplace.
Please discuss competency based progression with your training provider and negotiate a training plan
that meets the needs of your business. An Australian Industry Group Education & Training Adviser may be
able to help. Visit http://www.aigroup.com.au/portal/site/aig/education/eta/

ENGINEERING EXCELLENCE
The following training providers have partnered with the Australian Industry Group to develop and
implement best practice models for progressing apprentices according to competence.
 Careers Australia (Qld)
 SkillsTech Australia (Qld)
 Hunter Institute (NSW)
 South Western Sydney Institute (NSW)
 TAFE SA Whyalla (SA)
 Training Prospects (SA)
 The Gordon (Vic)
 Kangan Institute (Vic)
 TasTAFE (Tas)
 Challenger Institute (WA)
These best practice models will ensure that apprentices receive training that is relevant to the skills they
need in the workplace. They will ensure that employers have input into what their apprentices learn, and
into how and when their apprentices are signed off as competent.
Changes in timetabling will be implemented to enable apprentices to progress through their qualification
based on competence demonstrated both at the training provider and on the job.
For further information about the Engineering Excellence project contact peter.canavan@aigroup.asn.au.
For further information about Awards and enterprise agreements contact your employer association or
Fair Work Australia.
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Information for apprentices
Engineering Apprenticeships
Competency based wage progression and completion
Engineering apprentices now progress and complete on the basis of achieving competency. This
replaces the time-based model where your pay increases on the anniversary of commencement
and you complete after serving 4 years.

HOW WILL THIS AFFECT YOU?
Apprentices undertaking one of the following qualifications are affected:
 Certificate III in Engineering – Mechanical Trade
 Certificate III in Engineering – Fabrication Trade

AWARDS & ENTERPRISE AGREEMENTS
Engineering apprentices are generally employed under conditions contained in the Manufacturing
and Associated Industries and Occupations Award 2010. This includes those employed under an
enterprise agreement. This Award was revised in 2006 to allow for apprentices to progress and
complete on the basis of achieving competency.

WHY THIS CHANGE?
This change will allow you to progress through and complete the apprenticeship according to the
amount of effort you put into learning your trade. We hope that it will help motivate you to work
hard to develop your skills and knowledge and see your apprenticeship through to completion.
For your employer, it will help improve your productivity, and in time will help make engineering
apprenticeships more attractive to others.

HOW IT WORKS
Your apprenticeship starts with a training contract signed by you and your employer. That
contract commits the employer to teaching you the skills you need to become a competent
tradesperson. You gain those skills by working under the supervision of other skilled
tradespeople at work and by completing a training qualification with a TAFE or private training
provider.

Your training provider will develop a Training Plan in conjunction with you and your employer.
That Training Plan outlines all of the units that form part of the trade qualification. It will state what
those units are, how the training and assessment will be conducted and when that training and
assessment is likely to take place. Much of the training may take place at the training provider’s
location, but some units will possibly be delivered and assessed at your workplace.

MONITORING PROGRESS
As you progress through your training, your training provider will be monitoring your progress and
collecting evidence of how your skills and knowledge are developing. That evidence may be in
the form of exam results, work books filled in, tasks completed in the workshop or even examples
of what you have produced back at work.
When the training provider believes they have enough evidence to assess you as competent,
they will contact your employer seeking their agreement. Your employer will then make a
judgment about whether you have demonstrated those skills to the standard they expect at work.
They will either confirm your competence to the training provider or discuss what needs to be
done to get you up to that standard.

THE ROLE OF YOUR EMPLOYER
It is important for you to understand that your employer plays a key role in confirming your
competence. Your training provider will teach you the skills you need, but it is only after you have
applied those skills at work over time and in different situations that you will become truly
competent.
It is a common misunderstanding by some apprentices that they are competent as soon as they
have successfully completed a unit with their training provider. The simplest way to view the
process is that you will learn new skills with your training provider and at work, you then practice
those skills at work, and then once everyone agrees that you are competent you will complete
that unit.

ENGINEERING EXCELLENCE
The following training providers have partnered with the Australian Industry Group to develop and
implement models for progressing apprentices according to competence.
 Careers Australia (Qld)
 TAFE Queensland SkillsTech (Qld)
 Hunter Institute (NSW)
 South Western Sydney Institute (NSW)
 TAFE SA Whyalla (SA)
 Training Prospects (SA)
 The Gordon (Vic)
 Kangan Institute (Vic)
TasTAFE
(Tas)

 Challenger Institute (WA)
These models will ensure you receive training that is relevant to the skills you need in the
workplace. They will ensure your employer has input into what you learn, and into how and when
you are signed off as competent.

FURTHER QUESTIONS
In the first instance, you should discuss competency based progression with your training
provider and your employer.
Further information about Awards and enterprise agreements can be found at the Fair Work
Australia website.

Appendix 2.3

Engineering Excellence Newsletter

August 2013

This newsletter is for employers and their apprentices participating in the Engineering Excellence project. We intend to
produce this quarterly to keep you informed of where the project is at, what we have achieved so far, some of the issues
that have come to light and where we are headed next.
For further information contact the project manager, or your relevant project officer. Details on back page

Engineering Excellence project snapshot
The Engineering Excellence project is about developing
systems that will allow for apprentices to progress through
and complete their apprenticeship when their training
provider and their employer agree that they are competent.
It is not about fast tracking apprentices.
Some training providers continue with the traditional model
of delivering training over 3 years and then straight away
seek the employer’s confirmation that the apprentice is
competent so they can finalise their paperwork. This project
will not be doing that. We will ensure that apprentices are
given ample time to practise skills in the workplace before
seeking the employer’s agreement that they can work to the
standard they expect of a competent tradesperson.

What does competency based progression and
completion mean?
Competency based progression and completion of
apprenticeships means that apprentices will progress through
the pay structure and complete their apprenticeship
according to their level of competence rather than the
progression of time.

This doesn’t mean according to when they finish a subject
with their training provider. It means when they can
competently perform the skills that make up their
apprenticeship program to the standard of performance
expected in their workplace.

Training legislation and the Award
Apprentice arrangements are governed by state legislation
and industrial Awards. The Manufacturing and Associated
Industries and Occupations Award 2010 refers to the powers
of State Apprenticeship Authorities to set arrangements
related to competency based progression and completion.
The Council of Australian Governments agreed to
competency based completions of apprenticeships in 2006.
While implementation across the country has been patchy to
say the least, every state government has now introduced
arrangements that employers and training providers must
follow. Further work is currently being done by the states to
make these arrangements more consistent nationally.
Our aim with this project is to make sure that the
arrangements that apply to participating employers take
their views into account and ensure that apprentices are not
rushed through before they are up to standard.

Gathering evidence of competency
in the workplace
As the major trainer of apprentices in
Tasmania TasTAFE has always led from the
front in looking for better ways to gather
evidence from employers to show that an
apprentice has the necessary skills on the job.
In conjunction with eLearning Australia,
TasTAFE has developed a web-based pictorial
log book.

We need evidence that apprentices can
demonstrate skills at work before granting
competence. This means getting your
agreement that the apprentice can perform
their duties to the required standard.
My Profiling is a web based e-tool that
collects information about tasks being
performed, levels of supervision and jobs
that the tasks were associated with. The
evidence is mapped back against individual
units that an apprentice may be completing.

My Profiling allows the employer, apprentice
and RTO instant access to the apprentice's
progress and provides a communication
channel between all parties. The employer is
encouraged to take ownership of their
apprentices training as they can see exactly
what the apprentice needs to do at work to
gain competency. It also enables the
apprentice to monitor their own progress
and discuss what they need to achieve on the
job, and teachers are able to link what is
happening at work to what happens at the
RTO. For more information go to
http://my.edu.au/myprofiling/

Background to recent changes
Skills shortages in engineering trades have been with us for a long
time. For many years, Australian Industry Group members have
reported that they find it difficult to recruit both skilled
tradespeople and suitable apprentices. The latest survey of about
500 businesses found that more than 40% have difficulty recruiting
technicians and trade workers1. Research by the Department of
Education, Employment and Workplace Relations shows that the
unemployment rate for the key trades covered by this project is
significantly below the national unemployment rate of 5.6%, and
these trades have been in shortage for 9 of the past 10 years. This
data is used to compile skilled occupations lists which are used for
immigration visas and apprenticeship incentive payments.
Completion rates for apprenticeships are also a problem. Research
by the National Centre for Vocational Education Research indicates
completion rates for Australian Apprenticeships are approximately
55.4 per cent2. This represents a significant economic cost, given
the time and resources provided for both on‐the‐job and off‐the‐
job training, the potential loss of skills to industry and economic
costs of lost employment. Research into the reasons behind the
poor completion rates indicates a range of reasons, including wage
rates, work expectations, getting on with others and the length of
the training contract.
Competency based progression and completion offers an incentive
for apprentices to work hard at developing their skills and
knowledge. In time this will help make apprenticeships more
attractive to potential candidates and also encourage those
already in an apprenticeship to see it through to completion.

1
2

Lifting our Science, Technology, Engineering and Maths (STEM) skills, Ai Group 2013

Individual completion rates for trade occupation apprentices and trainees commencing in
2007. NCVER Australian vocational education and training statistics: Completion and
attrition rates for apprentices and trainees , 201, Commonwealth of Australia 2012

A retention strategy
Nyrstar Port Pirie is an integrated multi-metals recovery plant with the
flexibility to process a wide range of lead rich concentrates and smelting
industry bi-products. Port Pirie is one of the world’s largest primary lead
smelting facilities and the third largest silver producer, which allows it to
generate significant economies of scale. They employ more than 700
people at the smelter and currently have around 40 apprentices in
boiler making, fitting/turning & electrical disciplines. Training Prospects
is their Registered Training Organisation for boilermakers and
fitters/machinists.
Nyrstar support competency based progression and completion as one
of a range of strategies to improve the attraction and retention of
apprentices, which also includes hiring school based apprentices,
appointing employees to act as mentors and offering higher level
training to apprentices who complete their trade qualification.
Rowen Winsor, HR Manager from Nyrstar says that competency based
progression and completion fits in well with the company’s skills
development strategy. “We have developed an internal training
program for our apprentices that matches the content of their Training
Plan” says Darian Hayes, Apprentice Coordinator. “This will help us to
monitor their progress closely and continue to challenge them to extend
themselves. In turn that improves our ability to keep them on once the
apprenticeship is completed.”

Nyrstar Port Pirie

Employer’s involvement in
the apprentice’s progress
For competency based progression
and completion to work effectively,
there are two key issues the employer
will face – relating the apprentice’s
training program to what they do at
work, and making decisions about
when their apprentice is competent
on the job. Both of these issues are a
central focus of the Engineering
Excellence project.
The Training Plan is the document that
outlines all of the competency
standards an apprentice will need to
achieve to gain their qualification. It
also outlines where the training will
take place and when assessment is
likely to occur. Training Plans have
sometimes been ignored in the past as
RTO paperwork, but they become
critical to a competency based
progression system. All of the project
partners will be developing systems to
ensure that Training Plans are
customised to particular workplaces,
so that as far as possible the formal
training reflects what they need to
learn on the job.
Employers will be asked to confirm
that their apprentice is competent at
work before any assessments take
place. This can be a daunting task,
given complexity of competency
standard documentation used by the
training system. Engineering
Excellence project partners will be
developing and trialling user friendly
tools such as observation checklists
and electronic recording systems to
make this process simple to follow and
without requiring substantial time
commitments.

Engineering Excellence and WorldSkills
WorldSkills is an international movement that aims to
develop and nurture the skills of young people around the
world. Their purpose is to promote and build a skills culture
by inspiring young people, celebrating skills excellence and
providing them with an opportunity to showcase their trade
and skill talent. They achieve this goal through competitions
held on a regional, national and international level.

These apprentices will be tasked with manufacturing a
crane that can lift and move a set weight over a set
distance. Some design elements will be built into the
challenge, which will take place over 3 days.
This team challenge will showcase the skills that your
apprentices have developed over the course of their
employment. For more information about the national
competition contact your relevant Project Officer.

Competitions are held over a two year cycle starting with
regional competitions which are being held in the coming
months. Winners of the regional competitions are given
the opportunity to compete on a national level at the
WorldSkills Australia competition, due to be held in August
2014. Australian champions are then able to represent
their country at the international competition. WorldSkills
Leipzig has just been completed, with Australians winning
medals in four categories, including one gold.
The Engineering Excellence project is pleased to be
partnering with WorldSkills Australia to produce a
demonstration challenge at the national 2014 competition.
The Engineering Excellence Team Challenge will be
modelled on the Manufacturing Team Challenge, an event
currently staged at the international competition but not
at the national.

Opening ceremony WorldSkills International Leipzig July 2013
(Courtesy WorldSkills Australia)

Each of the Project Partners will put forward a team of two
apprentices – one from fitting/machining and one from
metal fabrication.

Project Partner

Project Officer

Contact us for more information

Careers Australia

QLD

Dorothy Huggon

dorothy.huggon@careersaustralia.edu.au

SkillsTech Australia

QLD

Nilesh Govind-Vanmali

nilesh.govind-vanmali@tafe.qld.edu.au

Hunter Institute

NSW

Bruce Dunn

bruce.dunn1@tafe.nsw.edu.au

South Western Sydney
Institute

NSW

Paul Hoad

paul.hoad@det.nsw.edu.au

Kangan Institute

VIC

Mark Russell

mrussell@kangan.edu.au

The Gordon

VIC

Trevor Munro

tmunro@gordontafe.edu.au

TasTAFE

TAS

Simon Bailey

simon.bailey@TasTAFE.tas.edu.au

Training Prospects

SA

Bill Lane

blane@trainingprospects.com.au

TAFE SA Whyalla

SA

Steve Fawcett

steve.fawcett@tafesa.edu.au

Challenger Institute

WA

Walter Bastiani

walter.bastiani@challenger.wa.edu.au

Australian Industry
Group

NAT

Peter Canavan
(Project Manager)

peter.canavan@aigroup.asn.au

Appendix 2.4

Engineering Excellence Newsletter

June 2014

This newsletter is for employers and their apprentices participating in the Engineering Excellence project. We intend to
produce this quarterly to keep you informed of where the project is at, what we have achieved so far, some of the issues
that have come to light and where we are headed next.

Fair Work Commission extends competency based
wage progression to more apprentices
Competency based completion and wage progression has
been established in the Manufacturing and Associated
Industries and Occupations Award 2010 since 2006. Two
recent decisions by the Fair Work Commission have
extended these provisions to other trades beyond
engineering and further clarified how wage progression
occurs for all affected apprentices.

Competency based wage progression for building and
construction and printing trades
On 22 August 2013, the Fair Work Commission released a
number of decisions following on from its review of modern
award provisions relating to apprentices.
The Commission decided that effective from 1 January 2014
provision would be made for competency based wage
progression for apprentices covered by a number of
modern awards including the Building and Construction –
General On-site Award 2010, the Joinery and Building
Trades Award 2010, the Airline Operations – Ground Staff
Award 2010, the Sugar Industry Award 2010 and the
Graphic Arts, Printing and Publishing Award 2010, based on

existing provisions in the Manufacturing and Associated
Industries and Occupations Award 2010.
The decision means that apprentices in carpentry, joinery,
printing and other trades covered by those awards will all
be paid according to their achievement of competency
rather than the length of time they have completed in their
apprenticeship.
These were the only awards where a submission was made
to introduce provisions for competency based wage
progression. The Fair Work Commission encouraged the
relevant parties to make further efforts to introduce similar
arrangements to awards without these provisions.
The Engineering Excellence project has made much
progress in establishing arrangements for progressing
apprentices in engineering trades. We have paid particular
attention to making sure employers have a say in when
their apprentices are deemed to be competent, and also
are made aware of when their apprentices progress to the
next wage level.
Other industry areas will now have to make similar
arrangements and will no doubt be looking to us for
guidance.

Group Training and competency
based progression
Competency based progression and completion
of apprenticeships presents challenges to group
training organisations that have built their
business models around fixed charge out rates
over fixed durations.
It is no simple thing to develop annual budgets
when there is little certainty about the wage an
apprentice will earn in a given year or how long
their training contract will last. It is
understandable therefore why some GTOs are
not as supportive of the system as they might be.
In view of this, we have been talking to a range
of GTOs to learn more about the issues and to
find out why those who are supportive manage
to work well with competency based
progression.

New wage progression arrangements set
by Fair Work Commission
The Fair Work Commission issued a Determination on
21 March 2014 inserting a new clause 15.18 into the
Manufacturing and Associated Industries and
Occupations Award 2010 dealing with competency
based wage progression for apprentices. The clause is
consistent with a model clause inserted into many
other awards as a result of the Commission’s
Apprentices and Trainees case
The clause entitles apprentices to the higher minimum
rate of pay applicable to the next stage of their
apprenticeship if they have achieved the competency
requirements. If an apprentice does not progress at an
earlier time as a result of competency based wage
progression, the apprentice is generally entitled to
progress to the next stage of the apprenticeship after a
year.

Three of those GTOs – Work & Training, Torgas
and Hunternet Training – kindly agreed to be
interviewed about why they are supportive and
how they manage to successfully factor
competency based progression into their
business models.

It is important to note that if an employer receives
written advice that the RTO has assessed the
apprentice as having met the competency
requirements for the relevant stage of the
apprenticeship the employer must advise the RTO
within 21 days if they disagree with the RTO’s
assessment.

The answers are not rocket science. It’s all about
keeping a close eye on where their apprentices
are at, and maintaining good working
relationships with host employers and training
providers.

The new clause 15.18 only applies to progression
through the various stages of an apprenticeship and
does not apply to the completion of an apprenticeship,
which is still covered by clause 15.8.

The Engineering Excellence project team has
written up case studies of each of these GTOs
and is now developing a presentation to help
share their secrets with the broader GTO
network.
We will be discussing communication
opportunities with group training associations.
If you are interested in finding out more
information contact the relevant Engineering
Excellence project officer.

All RTOs involved in the Engineering Excellence project
are aware of the new clause but will still ensure that
employers are given every opportunity to agree when
their apprentices have achieved competence. There
are tools available to help employers observe their
apprentices at work and make judgements about their
performance against workplace standards.
All participating RTOs have also developed tools to
enable employers to easily monitor what stage of the
apprenticeship their apprentices are at and when they
are likely to progress to the next level.
To discuss the process for confirming competency of
your apprentices contact the project officer from your
RTO as listed on the back page.
For further information on the operation of the award
provisions contact your employer association.

Online apprentice record book
Working in conjunction with Jigsaw
publications TAFE SA Whyalla campus has
developed an online record book for
apprentices/supervisors and lecturers to use.
There are currently 47 units of competence
from the 4 stage training plans of Mechanical
and Fabrication apprentices that are available
at this time with new units being added as
required.
There has been a complete revamp of the onthe-job evidence gathering and storage of
apprentices work for audit of apprentice
training history both on and off the job. The
online record book has been developed to
ensure that it meets the requirements of the
Australian Skills Quality Authority (ASQA),
who is the national regulator for Australia’s
vocational education and training sector.
ASQA regulates courses and training
providers to ensure nationally approved
quality standards are met.
All elements within competencies have been
identified as individual skills required on-thejob and have been mapped back against
competencies from other units which can
then be utilised later for RPL if ever required.
All on the job evidence is uploaded by the
apprentice electronically and stored within
the apprentice record book. When the
supervisor is satisfied that the apprentice has
achieved the required on-the-job competence
they approve the apprentices evidence which
is then forwarded to the lecturer for final
approval and sign off.
There are a number of reports available that
identify the apprentices training plan, the
stage they are doing and what units of
competence they are working on and what
they have completed.
We have found that it is difficult to get
apprentices to fill in a paper based logbook
on a regular basis. So we have ensured that
the online record book takes a minimalist
view where possible written in a clear and
concise way that eliminates as much jargon as
possible and make the program easy to
understand and follow whilst capturing all the
required information needed.

The WorldSkills Engineering Excellence Team Challenge
WorldSkills has long been one of the best ways to promote
careers in trades to young people. Around for more than 60
years, WorldSkills celebrates excellence in trade skills by giving
apprentices and young tradespeople the opportunity to compete
in Olympic style competitions.
At the last WorldSkills International event held in Leipzig,
Germany in July 2013, more than 1,000 competitors from over
50 countries vied for medals in categories as diverse as aircraft
maintenance, patient care and bricklaying. Just over 200,000
people visited the 4 day event, making it a very powerful careers
promotion exercise.

Engineering Excellence Team competitors that are representing
Whyalla and TAFESA are Shari Hunt and Matt King. Both these
apprentices were recent medal winners at the recent Spencer
Gulf Regional Worldskills competition in Welding and Fitting
respectively. Shari is currently a third stage apprentice Fabricator
with Onesteel in Whyalla; Matt is currently a third stage Fitter
and Machinist with Whyalla Hose and Fittings.

The Engineering Excellence project has been fortunate to
establish strong links with the WorldSkills movement. Like
WorldSkills, the intent of the project is to make trades careers
more attractive, by creating an incentive for apprentices to put in
extra effort to develop their skills.
Each of the 10 RTOs involved with the project has put together a
team of two apprentices to compete in a demonstration
challenge at the next WorldSkills Australia event to be held in
Perth in September 2014.
Called
the
Engineering
Excellence Team Challenge, and
modelled on the international
Manufacturing Team Challenge,
a mechanical and a metal
fabrication
apprentice
will
manufacture a small working
crane (pictured) over three days.
The event will provide some
publicity to the project and also
demonstrate that apprentices
being trained this way are just as if not more skilled and
motivated as their peers.

(L–R) Adam Balnaves, Onesteel, Shari Hunt, Fabrication apprentice Onesteel, Steve Fawcett TAFESA/AIG, Matt King, Mechanical apprentice Whyalla Hose & Fittings, Jarrod Starkey, Whyalla Hose & Fittings.

There are still sponsorship opportunities available for this event.
If you would like more information contact the relevant
Engineering Excellence project officer.
On the international level, we’re very pleased to announce that
the WorldSkills Foundation has recognised the project as an
Innovation Lab. This recognition goes to initiatives from around
the world that demonstrate best practice in vocational education
and training. It gives the project an international profile and
shows the world that Australia is at the forefront in innovative
systems for training apprentices.
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Engineering Excellence Newsletter

December 2014

This is the final edition of this newsletter, produced for employers and their apprentices participating in the Engineering
Excellence project. It has been produced to keep you informed of where the project is at, what we have achieved so far,
some of the issues that have come to light and where we are headed next.

The WorldSkills Engineering Excellence Team Challenge
WorldSkills is an international movement that aims to promote
and build a skills culture by inspiring young people, celebrating
skills excellence and providing them with an opportunity to
showcase their trade and skill talent. They achieve this goal
through competitions held on a regional, national and
international level.

idea from a project perspective was to gain publicity for the
project and also to demonstrate that apprentices in a competency
based progression environment are just as skilled as those
working through more traditional models.

Competitions are held over a two year cycle starting with regional
competitions. Winners of the regional competitions are given the
opportunity to compete on a national level at the WorldSkills
Australia competition, this year held in Perth in September 2014.
Australian champions are then able to represent their country at
the international competition in Sao Paolo in 2015.
The Engineering Excellence project partnered with WorldSkills to
produce a demonstration challenge at the national competition.
The Engineering Excellence Team Challenge was modelled on the
Manufacturing Team Challenge, an event currently staged at the
international competition but not at the national.
Each of the Project Partners put forward a team of two
apprentices – one from fitting/machining and one from metal
fabrication. These apprentices were tasked with manufacturing a
crane that can lift and move a set weight over a set distance. The

The WorldSkills event was held at the Perth Convention and
Exhibition Centre on 18-20 September 2014. The competition
attracts competitors from all over Australia.
Continued on next page

Information sessions for RTOs and
other stakeholders in 2015
Pilots funded under the Engineering Excellence project
draw to a close early in 2015. Most of the new systems
and practices implemented by the pilots will continue,
and elsewhere in this newsletter is an update of those
systems.
An important part of the project is to share the
findings with other RTOs, in order to spread what we
have tried to achieve, including:
 tailoring training plans that allow for the
development of skills in the workplace as well as
with the partner organisation before assessment,
 developing agreed processes for RTOs to seek
confirmation of competency from employers,
 developing work based activities employers can
give to their apprentices to help develop their
competencies,
 assisting employers to develop internal processes
to manage competency based progression and
completion, and
 addressing relevant internal administrative
processes such as timetabling to enable
implementation.

from previous page

There were 49 different competitions, covering VET in
Schools, traineeships and apprenticeships. About 500 people
competed for prizes, and about 40,000 visitors, many of
them school children, attended the event.
The Engineering Excellence Team Challenge was included as
one of the Metals and Engineering event, with team
members representing their RTO but being accepted as part
of their state’s overall team.
The judges and volunteers for the challenge were the project
officers, led by one WorldSkills expert. The actual challenge
was designed by the project officers and all administration
such as competitors packs, judges packs etc were also
produced by the project officers, with some help from
WorldSkills experts.

During February and March 2015, a series of
workshops will be held in each state to discuss the
project and share some of the tools we have
developed. These workshops will be tailored for RTOs
training and assessing apprentices.
The Engineering Excellence project has direct
relevance to metal trades, but any other trade dealing
with competency based wage progression, such as
building and construction or automotive, may be
interested in adapting what has been developed.
Other stakeholders such as employers, group training
organisations or Australian Apprenticeship Centres are
also welcome to attend.
The workshops will
are:
 Adelaide
 Melbourne
 Hobart
 Launceston
 Sydney
 Wollongong
 Perth
 Brisbane
 Townsville

take half a day and current dates
Wednesday 18 February 2015
Thursday 19 February 2015
Tuesday 24 February 2015
Wednesday 25 February 2015
Tuesday 3 March 2015
Wednesday 4 March 2015
Thursday 5 March 2015
Tuesday 10 March 2015
Wednesday 11 March 2015

Venues will depend on numbers registering. To
register contact Peter Canavan or the relevant project
officer.

Competitors had three six hour days to make the cranes.
Because of space requirements the competition ran over
two shifts, from early morning to late in the evening. The
competitors themselves worked hard but all enjoyed the
event and were grateful for the opportunity. Project officers
were regularly asked by visitors what the competition was
about and what Engineering Excellence was about.
All participants were presented with a certificate
acknowledging their participation. For the record, the
winners of the first Engineering Excellence Team Challenge
are:
1st Todd Fitzsimmons and Brock Goodwin Hunter TAFE
2nd Bradley Clark and Mathew Luttrell
TasTAFE
rd
3
Shari Hunt and Matt King
TAFE SA
(Whyalla)

Engineering Excellence Surveys
Over the course of the project, the Engineering Excellence project
has conducted three surveys of employers, teachers/trainers and
apprentices about their thoughts on competency based wage
progression and completion of apprentices. These surveys are
being conducted again this month, to capture any changes in
understanding or opinions.
The full survey results will be included in the final report, due in
the second half of 2015, but a few questions highlighted
differences of opinions between the three groups and are worth
mentioning because they raise questions about how the concept
of competency based progression is received.

There was quite a divergence of opinion with these two
questions. The employers are clear that their agreement to
competency is critical, whereas apprentices are less convinced.
RTO staff are also concerned about the amount of time
employers may take to agree.
This raises questions about how RTOs are paid by their state
training authorities. Often final payments are dependent upon
the employer’s sign off, so budgets may take precedence over
making sure apprentices are fully competent. For the same
reason, apprentices may prefer their employers to be hurried
along if it means accessing higher wages earlier than might
otherwise be the case.

CBPC will turn employers off taking
on apprentices.
Many teachers and trainers were convinced early on in the
project that employers were not interested in competency based
progression/completion (CBPC). The results from this question
indicated that their fears were not reflected by the responses
received from employers.

RTOs should be able to fully determine the
competency of an apprentice without having
to seek sign off from the employer.

If an employer won’t sign off an apprentice in a
reasonable period the RTO should have the
power to award competency without the
employer’s sign off.

RTOs will need to change their timetables
to accommodate CBPC.
All parties generally agree that RTO timetables will need to be
changed.

It is not our job to
train apprentices.
That is the RTO’s
responsibility.

Employers are not
interested in training.
They rely on the RTO
to do the training.

My employer doesn’t
need to train me.
That is the RTO’s
responsibility.

A final question, worded slightly differently for each group. The
teachers and trainers are the odd ones out here. It raises all sorts
of questions, but the number one must be how well the groups
communicate with each other to have such different views of
who is responsible for training apprentices.
If you would like the opportunity of completing the survey, please
contact the relevant project officer on the back of this
newsletter.

Engineering Excellence at TAFE Queensland SkillsTech
As the project nears the end, it is time to reflect on all the
outcomes achieved here at TAFE Queensland SkillsTech.
By now, it is evident that Engineering Excellence is all about
ensuring that the progression and completion of engineering
apprentices is smooth and seamless and that the best outcomes
are achieved. As a result, participating RTO’s have been
developing, modifying and reviewing systems and practices.
At TAFE Queensland SkillsTech, we continue to be strong
supporters of Competency Based Progression & Completions and
are happy to report that the following systems and practices are
now in place. Some of these were in place prior to the project
and others have been implemented or modified as partners of
Engineering Excellence. These systems and practices are
designed to help apprentices achieve competence in a timely
manner in conjunction with their employer and the RTO and
ultimately complete their apprenticeship when total competence
is achieved as outlined in their training plans.
Process for confirmation of competency – TAFE Queensland
SkillsTech has in place an Employer Verification process. Upon
completion of training with us, either on campus (off the job) or
workplace delivery, the employer is contacted by the
teacher/assessor to verify the apprentice’s competence after the
apprentice has had sufficient time to put to practice the training
received into the work environment.
System for monitoring progress – Employers are sent
Progression Reports generally between 3 -6 weeks after a block.
The report shows the results achieved, the percentage of the
apprenticeship completed and the points achieved to date. This
information allows the employer to understand at what stage
their apprentice is in terms of their apprenticeship.
Training Record Books – The institute has a set of training record
books that are issued to the apprentice during induction. The
apprentice is instructed at induction on how to use the Training
Record Books (Logbook). These have recently been updated with
example tasks so that the apprentices and employers have an

idea of the type of tasks needed to be carried out for each
competency, to assist the apprentice achieve their competence.
It is anticipated these updated TRB’s will be in use early in the
new year once moderation is completed and all required
approval is received. The TRB is a useful tool for employers to
see what types of tasks have been carried out by the apprentice,
to help in their decision when it comes to verifying competence.
Equipment Resources Checklist – This is used during induction. A
list has been added to the previous version to help identify
suitable machinery, equipment and jobs/tasks. This is to ensure
that the apprentice will have adequate opportunities to help
achieve competence.
Delivery Structure –The past structure of training delivery has
been changed to reflect delivery over four (4) stages and smaller
blocks. It is anticipated that with smaller but more frequent
blocks, it will allow both employer and apprentice more training
opportunities.
Training Plans – A standard training plan is offered at an
apprentice’s induction, but if it is found that it isn’t suited to the
employers’ requirements, then the training plan is negotiated to
meet those requirements. Training plans are currently in the
process of being changed to reflect the new delivery structures
and will be used for new apprentice inductions. The Fabrication
(Heavy or Boilermaking) is ready and in use currently. The
Fabrication (Light or Sheetmetal) is awaiting approval and the
Mechanical Trade (Fitting, Machining & Mechanical streams) is
currently being reviewed.
On The Horizon:
Electronic Profiling – A number of electronic profiling tools are
being investigated. The main aim is to make the task of verifying
competence easier for all parties concerned. If this information is
inputted in a central location, then it makes easy access for
everyone and can help making the verification decision simpler
and fluid.
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Group Training Organisations and competency based progression
Work & Training Ltd

Julie Penney (Operations Manager)

Work & Training is a not-for-profit Group Training Organisation (GTO) established in 1988, and are
the largest GTO in Tasmania. Work & Training have offices in Hobart, Launceston and Ulverstone,
employ 39 core staff across the state and provide 400 trainees and apprentices to businesses across
Tasmania.
Work & Training have been active supporters of the concept of competency based progression for
apprentices and indeed are the GTO representative on the Tasmanian Implementation Group for the
Engineering Excellence project. Julie Penney light-heartedly attributes their support for competency
based progression to the organisation’s female management, but more seriously points to the fact
that Work & Training is not led by traditionalists who might be more resistant to change.
Julie says that Work & Training decided early on, when Skills Tasmania first implemented its policies
around competency based progression, that it was something they had to embrace, because their
prime focus has always been on achieving the best possible outcome for each apprentice. Julie
proudly points out that one of their trainees, Jessica Benge, won the prize for Tasmanian Trainee of
the Year, and represented her state at the Australian Training Awards in Perth in November 2013.
Rather than devise budgets based on an expectation that apprentices will be contracted for a fixed
four year term, Work & Training base their budgets on expectations of how long each apprentice is
expected to take to complete their training contract. This requires a solid understanding of how each
apprentice is progressing, and they do this by having regular contact with the apprentices, their host
employers and their RTOs. They rely heavily on regular reports from the RTO (mainly TasTAFE) about
the apprentices’ progress and also have a good understanding of the processes TasTAFE has in place.
Work & Training’s host employers are generally supportive of competency based progression, with
most saying that what they really value is well-skilled tradespeople. Some have embraced the
change and taken the opportunity to encourage their apprentices to do more training, and some
apprentices now undertake dual trade qualifications. There are some hosts that insist on a
traditional model, and these clients sometimes need more convincing about the benefits. The
bottom line for Work & Training is the needs of the apprentice, and they have declined to work with
some hosts in the past. Most, however, are comfortable relying on Work & Training to manage
competency based progression and deal with RTOs on their behalf.
Likewise, some apprentice consultants were not quick to embrace competency based progression,
especially those that completed apprenticeships themselves via the traditional model. Work &
Training’s strategy has been to encourage their consultants to focus on outcomes, particularly on the
rate of apprentices successfully completing their apprenticeship. The fact that Work & Training
manage apprentices and trainees from a diverse range of industries, some of which have always
used competency based completion, has also helped with the internal culture.
Julie says that apprentice commencement numbers have declined in the past year for a variety of
reasons, and Work & Training no longer puts all of its eggs into the GTO basket. They offer a diverse
range of services to industry including recruitment, labour hire and training services. This has helped
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them to be more flexible when it comes to managing budgets and targets, and to not be so reliant
on the stock standard GTO business model.
Julie points out that for any organisation to succeed, they need to be properly prepared, plan well,
and be open to change. Competency based progression for apprentices is no exception and it now
sits comfortably with Work & Training’s way of doing business.
TORGAS Inc

George Peever (CEO)

TORGAS is a not-for-profit Group Training Organisation (GTO) based in Queensland. TORGAS
commenced in Townsville in 1984 with one staff member and 15 apprentices, and now have offices
in Townsville, Bowen, Mackay and Brisbane. They are now one of Queensland’s largest employers of
apprentices and trainees across a diverse range of industries.
George Peever says that their community focus means that their chief concerns are about being an
ethical organisation and doing what is right for the apprentice. They take a long term perspective in
running the business, having now trained three generations of apprentices, and this means they are
more concerned with retaining loyal customers and maintaining their reputation than with meeting
short term financial targets.
TORGAS employ apprentices and trainees in a wide range of industries, some of which already
operate on a competency based progression model, so the concept was not difficult to accept. They
use log books to track their apprentices’ progress and also rely on regular visits to apprentices’
workplaces, starting at once a week in the early days of the apprenticeship. This regular tracking
enables field officers to have a good understanding of how each apprentice is progressing.
The field officers are all positive about competency based progression. TORGAS has systems in place
to help them manage the process, and they receive regular training. The field officers also maintain
regular contact with RTO staff to help monitor progress.
George says that their host employers are generally happy to allow TORGAS to manage competency
based progression on their behalf, and most are happy to pay wage rises as apprentices progress, as
long as they can demonstrate increased productivity.
George says that TORGAS is not the cheapest group training organisation in their locations. They cost
all of their services accurately and their ratio of apprentices to field officers is one of the lowest in
the country. They retain a loyal client base because of the quality of the recruitment and case
management services they provide.
TORGAS maintains strong relationships with local schools, and field officers often visit to talk about
career opportunities. They also run well-established work experience and pre-employment
programs, as well as a regular calendar of open days for people interested in trade careers. All of this
means they get a strong pool of applicants for apprenticeships each year, and can offer quality
candidates to host employers with good prospects of completing.
George believes that this mix of taking care to find and develop suitable candidates and then closely
managing their progress is what his host employers value, and what gives TORGAS the edge over its
competitors. Managing competency based progression is just one aspect of that full service.
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Hunternet Group Training Company

Murray Christie (manager)

Hunternet Group Training Company is based in New South Wales’ Hunter Valley. They engage
apprentices and trainees on behalf of employers in the engineering and aeronautical industry, with
the aim of achieving high quality outcomes through a partnership approach.
Murray Christie believes that the apprenticeship system is entering a challenging phase, with
substantial wage rises due to phase in from 2014 and reforms to funding systems in NSW also in the
pipeline. This will put pressures on employers thinking of engaging new apprentices, at the same
time that training providers will be looking at making savings. Nevertheless, Hunternet has an
excellent relationship with its main training provider Hunter Institute of TAFE. Murray says that
Hunter TAFE has always been flexible in what it offers employers and he welcomes new initiatives
like the Hunter e-book, which helps track apprentices’ progress.
Murray supports competency based progression as a way of rewarding apprentices who perform
well. On the other side on the coin, like all organisations Hunternet hires the occasional apprentice
who lacks maturity or has a negative attitude. Murray believes that their ability to withhold
confirmation of competency can help encourage these apprentices to improve their performance.
Hunternet pay close attention to how all of their apprentices are progressing. They communicate
regularly with host employers, the RTO and the apprentices and make use of eServices, the TAFE
NSW online service for employers of apprentices. This service allows employers to monitor the
progress of apprentices by viewing enrolment details, results for completed units, full training plans
and attendance records. There is also functionality within eServices that calculates progress against
the training plan and reports progress as a percentage of completion. Murray says that Hunternet
staff check the reported percentage progress closely because it has sometimes been in error, which
can result in back payment of wages.
Murray says that the fixed four year duration favoured by some group training organisations is not
such an issue for Hunter because of the close relationships they have with their host employers. His
attitude is that if you provide great service, you get more business. Hunternet also applies the same
administration charge throughout the apprenticeship, whereas some other group training
organisations apply different rates at different stages of the apprenticeship.
Murray believes that apprentices are ready to progress once they can perform a particular
competency unsupervised. Those that do progress more quickly are interested in the work they are
doing, and Hunternet prides itself on finding the right host for each apprentice. Hunternet also move
apprentices between hosts to provide them with a range of experiences, which also helps with their
development.
Murray claims that Hunternet’s edge over its competitors is in the pastoral care they provide to
apprentices. Field officers visit their apprentices at least once a month. They regularly ask host
employers to rate their apprentices against a variety of criteria such as punctuality, productivity and
safety. Hunternet also sets its own above-award wage rate for apprentices and expects hosts to pay
this amount. They have sometimes turned down companies as prospective host employers, but
most are happy to pay higher rates for good quality apprentices and good quality service.
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EMPLOYER SURVEY
How many people does your business employ? (your best guess)
How many engineering tradespeople does your business employ?
How many engineering apprentices does your business employ?

How would you rank your understanding of how the Manufacturing and Associated
Industries and Occupations Award 2010 relates to engineering apprenticeships?

 high level of understanding
 basic understanding
 limited or no understanding

For each of the following statements tick the box to indicate whether you believe the statement is correct or incorrect.
1

Competency based progression and completion (CBPC) means that apprentices
will progress and complete when they have finished their competencies at the
RTO.

 correct

 incorrect

don’t know

2

CBPC means that most apprentices will complete their apprenticeship inside of
three years in line with the RTO delivery schedule.

 correct

 incorrect

don’t know

3

CBPC means that we will need to adjust our expectations of how long an
apprenticeship will last.

 correct

 incorrect

don’t know

4

RTOs will need to change their timetables to accommodate CBPC.

 correct

 incorrect

don’t know

5

The 4th year spent on the job is no longer needed.

 correct

 incorrect

don’t know

For each of these statements circle to indicate whether you agree or disagree. 1 is strongly agree, 3 is neutral, 5 is strongly disagree
1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

The apprentice’s Award must be the main consideration when scheduling training
delivery.

1

2

3

4

5

8

RTOs should be able to fully determine the competency of an apprentice without
having to seek sign off from our business.

1

2

3

4

5

9

If our business does not sign off an apprentice in a reasonable period the RTO
should have the power to award competency without the employer’s sign off.

1

2

3

4

5

10

A properly implemented CBPC process will produce a better quality of
tradesperson than the previous 4 year fixed time base model.

1

2

3

4

5

11

It is not our job to train apprentices. That is the RTO’s responsibility.

1

2

3

4

5

12

It is very difficult to get information out of our RTO about how our apprentice is
progressing.

1

2

3

4

5

13

Our RTO ensures that our apprentice’s Training Plan is tailored to our workplace.

1

2

3

4

5

1

CBPC will result in lesser skilled tradespeople.

2

CBPC will attract more people to apply for apprenticeships.

3

CBPC will turn our business away from taking on apprentices.

4

Our business does not have people with the ability to judge an apprentice’s
competence.

5

CBPC needs to be publicised more widely.

6

CBPC is all about rushing apprentices through their training.

7
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RTO SURVEY
Years in trade:

_______ years

Years spent teaching

_______ years

Highest teaching qualifications held:

Certificate IV



Diploma



(please tick)

Advanced Diploma



Bachelor or higher



Highest technical qualifications held

Certificate III



Certificate IV



(please tick)

Diploma



Advanced Diploma



How would you rank your understanding of how the Manufacturing and Associated
Industries and Occupations Award 2010 relates to engineering apprenticeships?

 high level of understanding
 basic understanding
 limited or no understanding

For each of the following statements tick the box to indicate whether you believe the statement is correct or incorrect.
1

Competency based progression and completion (CBPC) means that apprentices
will progress and complete when they have finished their competencies at the
RTO.

 correct

 incorrect

don’t know

2

CBPC means that most apprentices will complete inside of three years in line with
the RTO delivery schedule.

 correct

 incorrect

don’t know

3

Employers need to adjust their expectations of how long an apprenticeship will
last.

 correct

 incorrect

don’t know

4

RTOs will need to change their timetables to accommodate CBPC.

 correct

 incorrect

don’t know

5

The 4th year spent on the job is no longer needed.

 correct

 incorrect

don’t know

For each of these statements circle to indicate whether you agree or disagree. 1 is strongly agree, 3 is neutral, 5 is strongly disagree
1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

The apprentice’s Award must be the main consideration when scheduling training
delivery.

1

2

3

4

5

8

It’s left to teachers to explain to employers what CBPC is all about, so we have to
deal with all of the complaints.

1

2

3

4

5

9

RTOs should be able to fully determine the competency of an apprentice without
having to seek sign off from the employer.

1

2

3

4

5

10

If an employer won’t sign off an apprentice in a reasonable period the RTO should
have the power to award competency without the employer’s sign off.

1

2

3

4

5

11

A properly implemented CBPC process will produce a better quality of
tradesperson than the previous 4 year fixed time base model.

1

2

3

4

5

12

A properly implemented CBPC process will assist my RTO to increase its market
share of apprenticeship training.

1

2

3

4

5

13

Employers are not interested in training. They rely on the RTO to do the training.

1

2

3

4

5

1

CBPC will result in lesser skilled tradespeople.

2

CBPC will attract more people to apply for apprenticeships.

3

CBPC will turn employers off taking on apprentices.

4

Employers don’t have the ability to judge an apprentice’s competence.

5

CBPC needs to be publicised more widely.

6

CBPC is all about rushing apprentices through their training.

7

PTO

What is the biggest barrier to implementing competency based progression and completion in your RTO?
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Apprentice Survey
What stage of your apprenticeship are you in?
What year of schooling did you complete?
What is your age?
Did you do a VET in Schools, pre-vocational or pre-apprenticeship course?
How would you rank your understanding of how the Manufacturing and Associated
Industries and Occupations Award 2010 relates to engineering apprenticeships?

 high level of understanding
 basic understanding
 limited or no understanding

For each of the following statements tick the box to indicate whether you believe the statement is correct or incorrect.
1

Competency based progression and completion (CBPC) means that apprentices
will progress and complete when they have finished their competencies at TAFE
or their private training provider.

 correct

 incorrect

don’t know

2

CBPC means that most apprentices will complete their apprenticeship when they
complete their TAFE or training course.

 correct

 incorrect

don’t know

CBPC means that we will need to change our understanding of how long an
apprenticeship will last.
TAFEs and private training providers will need to change their training schedules
to accommodate CBPC.

 correct

 incorrect

don’t know

 correct

 incorrect

don’t know

The 4th year spent on the job is no longer needed.

 correct

 incorrect

don’t know

3
4
5

For each of these statements circle to indicate whether you agree or disagree. 1 is strongly agree, 3 is neutral, 5 is strongly disagree
1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

If my employer does not sign me off in a reasonable period the RTO should have
the power to sign me off anyway.

1

2

3

4

5

10

A good competency based progression system will produce a better quality of
tradesperson than a 4 year fixed time base model.

1

2

3

4

5

11

My employer doesn’t need to train me. That is the RTO’s responsibility.

1

2

3

4

5

12

I don’t think I am really competent until my employer agrees that I am.

1

2

3

4

5

13

My Training Plan is tailored to what I do at work.

1

2

3

4

5

1

CBPC will result in lesser skilled tradespeople.

2

CBPC will attract more people to apply for apprenticeships.

3

CBPC will turn employers away from taking on apprentices.

4

My employer does not have people with the ability to judge an apprentice’s
competence.

5

CBPC needs to be publicised more widely.

6

CBPC is all about rushing apprentices through their training.

7

If my apprenticeship is in 4 stages, the training schedule should be in 4 stages too.

8

My RTO should not have to ask my employer to agree that I am competent..

9
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Surveys
Employers, RTO staff and apprentices were all surveyed twice about their understanding of
competency based progression and completion and their attitudes towards it. Copies of the survey
instruments can be found at the end of this section. The first surveys were conducted from
November 2012 to January 2013 for RTO staff, from March to June 2013 for employers and in
November to December 2013 for apprentices. The second round of surveys were conducted in the
second half of 2014.
The apprentices were also asked to complete a survey titled Modelling Vocational Excellence,
Designed by WorldSkills, this survey attempts to understand what motivates those in
apprenticeships to perform well.
The Engineering Excellence surveys for employers, RTO staff and apprentices were as similar as
possible so that results could be compared between the three groups. Employers were also asked
about the size of their workforce and how many engineering tradespeople and apprentices they
employed. RTO staff were also asked about their length of service and the highest technical and
teaching qualifications they hold. Apprentices were also asked their age, the stage of their
apprenticeship and whether they had completed any pre-apprenticeship training.
The survey results are shown below for employers, RTO staff and apprentices. For each cohort, the
results from each year are compared, and then the results of the three cohorts are compared with
each other. Comments are inserted where there are noted differences.
Survey response numbers

Employers
RTO staff
Apprentices

2013
224
188
1,263

2014
206
117
862
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Employers results
2013 survey

2014 survey
High

19% 11%

7%

25%

Basic
Limited

70%

68%

Understanding of Manufacturing Award as it relates to engineering apprenticeships
A substantial number indicated their understanding of the award had improved. This may
indicate increased communications as a result of the project.

8%

3%

Correct
35%

34%

58%

Incorrect

62%

Don't know

Competency based progression and completion (CBPC) means that apprentices will
progress and complete when they have finished their competencies at the RTO.

Correct

11%
49%
40%

Incorrect

8%
51%

41%

Don't know

CBPC means that most apprentices will complete inside of three years in line with the RTO
delivery schedule.

Correct

11%
15%

Incorrect
74%

9%
22%
69%

Don't know

Employers need to adjust their expectations of how long an apprenticeship will last.

Correct

23%
54%
23%

25%

Incorrect
Don't know

51%
24%

RTOs will need to change their timetables to accommodate CBPC.
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Employers results
2013 survey

14%

17%

2014 survey
Correct

10% 17%

Incorrect
Don't know

69%

73%

The 4th year spent on the job is no longer needed.

31%

35%

agree
neutral
disagree

34%

33%

39%

28%

CBPC will result in lesser skilled tradespeople.

agree

17%
46%

disagree

37%

20%

neutral

40%
39%

CBPC will attract more people to apply for apprenticeships.

agree
20%

16%

neutral
56%

24%

53%
31%

disagree

CBPC will turn our business away from taking on apprentices.

11%
11%

agree

7%

8%

neutral
78%

disagree

85%

Our business does not have people with the ability to judge an apprentice’s competence
More disagree with this previously, This may reflect that employers are becoming more
familiar with confirming competence.
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Employer results
2013 survey

2014 survey

agree

12%
27%

61%

neutral

10%
26%
63%

disagree

CBPC needs to be publicised more widely.

32%
46%

agree
neutral

22%

31%
46%
23%

disagree

CBPC is all about rushing apprentices through their training.

18%
34%

agree
neutral

48%

25%
42%
33%

disagree

The apprentice’s Award must be the main consideration when scheduling training delivery.

10%
9%

10%
11%

agree
neutral

81%

disagree

79%

RTOs should be able to fully determine the competency of an apprentice without having to
seek sign off from our business.

13%
13%
74%

agree

16%

neutral

16%
68%

disagree

If our business does not sign off an apprentice in a reasonable period the RTO should have
the power to award competency without the employer’s sign off.
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Employer results
2013 survey

25%

34%

2014 survey

agree

25%

37%

neutral
41%

38%

disagree

A properly implemented CBPC process will produce a better quality of tradesperson than
the previous 4 year fixed time base model.

5%

9%

agree

7%
13%

neutral
86%

disagree

80%

It is not our job to train apprentices. That is the RTO’s responsibility.

24%
41%

agree
neutral

35%

18%
56%

26%

disagree

It is very difficult to get information out of our RTO about how our apprentice is
progressing.
The number of those disagreeing with this statement increased by 15%. All of the RTOs in
this project are providing more information to employers about how their apprentices are
progressing.

agree

21%
40%

39%

24%

neutral
disagree

51%
24%

Our RTO ensures that our apprentice’s Training Plan is tailored to our workplace.
An 11% increase in those who agree with this statement. Again, all of the RTOs have
implemented new processes for tailoring training plans to individual workplaces.
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RTO staff results
2013 survey

17%

20%

2014 survey
High

10%
34%

Basic
Limited

63%

57%

Understanding of Manufacturing Award as it relates to engineering apprenticeships
This increase reflects the professional development undertaken by project officers within their RTOs.

Correct

3%
35%

Incorrect

2%
47%

52%

62%

Don't know

Competency based progression and completion (CBPC) means that apprentices will progress and
complete when they have finished their competencies at the RTO.

Correct

12%
46%
42%

4%
38%

Incorrect
Don't know

57%

CBPC means that most apprentices will complete inside of three years in line with the RTO
delivery schedule.

Correct

12%
11%

4%
20%

Incorrect
77%

75%

Don't know

Employers need to adjust their expectations of how long an apprenticeship will last.

18%

6%

Correct

18%

64%

Incorrect

35%
59%

Don't know

RTOs will need to change their timetables to accommodate CBPC.
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RTO staff results
2013 survey

20%

2014 survey
Correct

23%

6%

21%

Incorrect
Don't know

57%

73%

The 4th year spent on the job is no longer needed.

agree

23%
44%
33%

26%
43%

neutral
disagree

32%

CBPC will result in lesser skilled tradespeople.

agree
20%
35%

25%

disagree

45%

31%

neutral
44%

CBPC will attract more people to apply for apprenticeships.

31%

24%

agree

25%

neutral
disagree

45%

37%

38%

CBPC will turn employers off taking on apprentices.
A big increase in those who agree with this statement. It contrasts with a 4% reduction in the number of
employers who agreed.

17%

63%

20%

agree
neutral

18%

60%

22%

disagree

Employers don’t have the ability to judge an apprentice’s competence.
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RTO staff results
2013 survey

2014 survey
agree

12%

neutral

23%

9%
21%

65%

69%

disagree

CBPC needs to be publicised more widely.

agree
37%

41%

neutral
disagree

22%

35%

45%

20%

CBPC is all about rushing apprentices through their training.

27%

34%

agree
neutral

24%
45%
32%

disagree

39%

The apprentice’s Award must be the main consideration when scheduling training delivery.

24%

agree

18%

neutral

56%

19%

63%

20%

disagree

RTOs should be able to fully determine the competency of an apprentice without having to seek sign off
from the employer.

agree
36%

41%

23%

neutral
disagree

41%

44%

15%

If an employer won’t sign off an apprentice in a reasonable period the RTO should have the power to award
competency without the employer’s sign off.
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RTO staff results
2013 survey

2014 survey
agree

16%
43%

neutral
41%

18%
50%
32%

disagree

A properly implemented CBPC process will produce a better quality of tradesperson than the previous 4 year
fixed time base model.

agree

25%
53%

27%

neutral

58%
15%

22%

disagree

Employers are not interested in training. They rely on the RTO to do the training.

agree
33%

28%
42%

disagree

30%

45%

neutral
22%

It’s left to teachers to explain to employers what CBPC is all about, so we have to deal with all of the
complaints.

agree

17%

23%
36%

35%

neutral
48%

disagree

41%

A properly implemented CBPC process will assist my RTO to increase its market share of apprenticeship
training.
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Apprentice results
2013 survey

2014 results

12%
17%

29%

high

34%

basic
limited
59%

49%

Understanding of Manufacturing Award
14%

14%

correct

7%

6%

incorrect
don’t know

79%

80%

Competency based progression and completion (CBPC) means that apprentices will progress and
complete when they have finished their competencies at the RTO.

14%

16%

correct
28%

56%

incorrect

27%

60%

don’t know

CBPC means that most apprentices will complete inside of three years in line with the RTO
delivery schedule.

27%

correct
51%

incorrect
don’t know

22%

29%
52%

19%

Employers need to adjust their expectations of how long an apprenticeship will last.

correct

32%
48%

incorrect
don’t know

20%

31%
50%

18%

RTOs will need to change their timetables to accommodate CBPC.
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Apprentice results
2013 survey

2014 survey

21%

correct

31%

21%
33%

incorrect
don’t know
46%

48%

The 4th year spent on the job is no longer needed.

28%

35%

agree

28%

32%

neutral
disagree

37%

41%

CBPC will result in lesser skilled tradespeople.

17%

17%
40%

agree

38%

neutral
disagree

43%

45%

CBPC will attract more people to apply for apprenticeships.

18%
35%

22%

agree

32%

neutral
47%

disagree
45%

CBPC will turn employers off taking on apprentices.

20%

20%

agree

47%

neutral
33%

disagree

45%

36%

My employer does not have people with the ability to judge an apprentice’s competence.
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Apprentice results
2013 survey

2014 survey

12%

15%

46%

agree

40%

neutral
42%

disagree

46%

CBPC needs to be publicised more widely.

28%
43%

agree

28%
35%

neutral
disagree

29%

37%

CBPC is all about rushing apprentices through their training.

27%
36%

agree

26%
34%

neutral
disagree
37%

41%

If my apprenticeship is in 4 stages, the training schedule should be in 4 stages too

27%

33%

22%

agree

33%

neutral
disagree

40%

44%

My RTO should not have to ask my employer to agree that I am competent..

19%

19%

agree
46%
52%
29%

neutral
disagree

34%

If my employer does not sign me off in a reasonable period the RTO should have the power to sign me off
anyway.
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Apprentice results
2013 survey

2014 survey
18%

22%
36%

agree

35%

neutral
disagree

42%

47%

A good competency based progression system will produce a better quality of tradesperson than a
4 year fixed time base model.
8%

12%

25%

agree
neutral

67%

28%
60%

disagree

My employer doesn’t need to train me. That is the RTO’s responsibility.

23%

agree

38%

25%
34%

neutral
disagree
39%

41%

I don’t think I am really competent until my employer agrees that I am.

28%

29%

agree

28%

28%

neutral
disagree
43%

44%

My Training Plan is tailored to what I do at work.

Appendix 3.4

Comparisons
Employers

RTO Staff

Apprentices
17%

7%

10%

25%

34%

34%

57%

68%

49%

High

Basic

Limited

Understanding of Manufacturing Award as it relates to engineering apprenticeships

14%
2%

3%
35%

6%

47%

52%

62%
80%

Correct

Incorrect

Don't know

Competency based progression and completion (CBPC) means that apprentices will progress and
complete when they have finished their competencies at the RTO.

14%
4%

8%

38%
51%

41%

27%

57%

Correct

Incorrect

60%

Don't know

CBPC means that most apprentices will complete inside of three years in line with the RTO
delivery schedule.

4%

9%

29%

20%

22%
52%
69%

75%
19%

Correct

Incorrect

Don't know

Employers need to adjust their expectations of how long an apprenticeship will last.
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Employers

RTO Staff

Apprentices

6%

31%

25%
35%

51%

50%

59%

24%
18%

Correct

Incorrect

Don't know

RTOs will need to change their timetables to accommodate CBPC.

10% 17%

6%

21%
21%

33%

73%

73%

46%

Correct

Incorrect

Don't know

The 4th year spent on the job is no longer needed.

28%

32%

26%

33%

39%

43%
32%

28%

41%

agree

neutral

disagree

CBPC will result in lesser skilled tradespeople.

17%
20%

25%
40%

39%

31%

38%

44%

agree

neutral

45%

disagree

CBPC will attract more people to apply for apprenticeships.
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Employers

RTO Staff

Apprentices
22%

16%

25%

32%

37%
53%
31%
38%

45%

agree

neutral

disagree

CBPC will turn employers off taking on apprentices.

20%
7%

18%

8%

45%
22%

60%
85%

36%

agree

neutral

disagree

Employers don’t have the ability to judge an apprentice’s competence.

15%
9%

10%

40%

21%
26%
69%

63%

46%

agree

neutral

disagree

CBPC needs to be publicised more widely.

31%

45%

46%

28%

35%

35%

20%

23%

37%

agree

neutral

disagree

CBPC is all about rushing apprentices through their training.

26%
25%

34%

24%

42%

45%
32%

33%

41%

agree

neutral

disagree

The apprentice’s Award must be the main consideration when scheduling training delivery.
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Employers

RTO Staff

Apprentices

22%
10%
11%

18%

33%

19%

63%
79%

44%

agree

neutral

disagree

RTOs should be able to fully determine the competency of an apprentice without having to seek sign off
from the employer.

19%
16%
41%

16%

44%

46%

68%
15%

agree

34%

neutral

disagree

If an employer won’t sign off an apprentice in a reasonable period the RTO should have the power to award
competency without the employer’s sign off.

18%
18%

25%

37%

35%

50%
32%
38%
47%

agree

neutral

disagree

A properly implemented CBPC process will produce a better quality of tradesperson than the previous 4 year
fixed time base model.

12%
7%

27%

13%

28%

58%

60%

15%
80%

agree

It is not our job to train
apprentices. That is the RTO’s
responsibility.

neutral

disagree

Employers are not interested in
training. They rely on the RTO to do
the training.

My employer doesn’t need
to train me. That is the RTO’s
responsibility.
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Modelling Vocational Excellence Survey 2014

Participant Institutions
Training Prospects
5%
The Gordon
8%

Careers Australia
4%
Challenger Institute
11%

TasTAFE
5%
TAFESA Whyalla
1%

Hunter Institute
21%

South Western Sydney
Institute
19%

Kangan Institute
10%

SkillsTech Australia
16%

Total number of individual participants : 427

Participants’ Age
31 - 44
10%

45 years old and
over
2%

Under 18
4%

26 - 30
12%

22 - 25
19%

18 - 21
53%
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Participants Gender
FemaleNot specified
1%
1%

Male
98%

Have you done this survey before?
Yes
23%

No
77%
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What stage of your apprenticeship are you in?
Stage 1
9%

Stage 4
17%

Stage 2
40%
Stage 3
34%

Did you compete in the 2014 Perth WorldSkills
Competition?
Yes
3%

No
97%

Appendix 3.5

Modelling Vocational Excellence Survey 2014

What type of apprenticeship are you
completing?

Mechanical, 156,
37%

Fabrication, 262,
63%

Q.2 Rate your overall success in vocational
studies: (Tick one answer only)

58%

19%

0%

6%

POOR

SATISFACTORY

AVERAGE

17%

GOOD

EXCELLENT
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Q.3 What mattered in this achievement was …
Determination and effort

C

B

A
D
Stress tolerance

Ability

Q.4 My apprenticeship achievement involved:

Technical Skills
B

C
A
Communication
skills

Planning
skills
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Q.5 In my apprenticeship I was motivated by:
Enjoying a challenge

A

B

C

Wanting
to succeed

D

Learning
new things

Q.6. The following things changed for me during
my apprenticeship:
My skills

B

C

My confidence

A

My teamwork
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Q.7. What was sometimes difficult in my
apprenticeship was:
Managing to keep going

B
A
E

Satisfying my
trainer

F

D

C

Learning lots
of new things

Q.8. The really important thing about my achievement was:
My family

B

A

C
My workplace

D

My
training provider
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Since I commenced my apprenticeship,
Q.9 Becoming a master in my trade has become very
important for me:
47%

33%

16%

1%

1

3%

2

3

4

5 (TOTALLY AGREE)

10. I think more seriously about where my career will lead:

47%

39%

13%

0%

2%

1

2

3

4

5 (TOTALLY AGREE)
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11. I feel like I am becoming a professional in
my trade:
40%

28%

26%

5%
1%
1

2

3

4

5 (TOTALLY AGREE)

12. I have become more aware of the
challenges of a career in my chosen trade:

49%

31%

17%

0%
1

2%
2

3

4

5 (TOTALLY AGREE)
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13. I am confident that I can help my peers
solve a work problem:
51%

29%

17%

1%

1

3%

2

3

4

5 (TOTALLY AGREE)

14. I am ready to accept a broad range of
responsibilities at work:
44%

36%

18%

1%

1

2%

2

3

4

5 (TOTALLY AGREE)
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15. I like to be engaged in new technical
challenges at work:
45%
37%

15%

0%
1

2%
2

3

4

5 (TOTALLY AGREE)

16. I am able to plan what I need to learn to
develop my career:
42%

28%

26%

1%
1

3%
2

3

4

5 (TOTALLY AGREE)
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17. I am able to learn new things by myself:

42%

31%

23%

1%

3%

1

2

3

4

5 (TOTALLY AGREE)

18. I am asked more and more often by my boss
and others at work to help solve work problems:
32%
30%

24%

10%

4%

1

2

3

4

5 (TOTALLY AGREE)
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19. I am asked more and more often by others
for technical advice:
34%

33%

19%

10%
4%

1

2

3

4

5 (TOTALLY AGREE)

20. When you think about your apprenticeship journey, which of
the following is MOST important to you? Please tick ONE only

Being stretched to learn new skills

38%

Getting feedback on how well I am
doing

31%

Seeing how my skills compare with
national standards

17%

Knowing where I stand in relation to
my peers
Building friendships and networks

9%

4%
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21. How important will your apprenticeship be to the
next stage of your career? Please tick ONE only

Essential

55%

Significant

Of minimal importance

36%

3%

Of no importance
0%

Do not know

6%

22. How would you rate your overall experience of your
apprenticeship so far. Please tick ONE only
As I expected

34%

Much better than I expected it
would be

32%

A little better than I expected it
would be

24%

A little disappointing

Very disappointing

9%

1%
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23. Thinking back over your training and work career, which of the
following have strengthened your sense of belonging to your
trade? (Tick as many as relevant to you)

My workplace

57%

My TAFE/trade training institution

48%

My enjoyment of the work

35%

Knowing that there are opportunities for
promotion in my chosen trade
Being involved in competitions

21%

4%

24. What attracted you to your chosen skill? (Tick as many as
relevant to you)
Good job and career prospects

50%

Producing useful things

45%

I enjoy a job with a variety of
tasks
I enjoy a job where there is a lot
to learn

41%
37%

I just love my skill area

27%

Being able to work with new
technologies

25%

Being able to get a job overseas
Being of service to others

19%
16%
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25. I am able to …
Create new work methods.

30.84%

Manage conflict situations.

29.06%

Improve existing work methods.

Do team work.

25.91%

44.34%

20.76%
17.22%
14.56%

21.45%

39.23%

26.02%

See problematic work tasks as positive
challenges.
Take responsibility and controlled risks.

43.13%

25.54%

42.24%

32.94%

47.85%

31.10%

32.46%

totally disagree
1

49.88%

2

3

4

totally agree
5

26. I am ...
Stress tolerant.
Competitive.
A problem solver.
Spatial (able to imagine or visualise things
in 3 dimensions).
Focussed.

12.74%
6.54%

32.69%
23.24%

Social.

5.33% 19.37%

Interested.

12.77%
totally disagree
1

28.78%

49.16%

25.42%

41.26%

28.88%

37.77%

19.28%
12.89%

25.00%

40.53%

20.14%

35.35%

40.24%

35.42%

47.02%

37.95%

42.41%
2

16.59%
29.54%

45.67%

25.66%

26.21%

Handy (practical).

38.98%

25.24%

Ambitious.

Motivated.

35.10%

41.20%
3

4

totally agree
5
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27. Think about your apprenticeship training when considering the following
statements. (Circle a number which best describes you. 1 = totally disagree
and 5 = totally agree)
It is important to me that my teacher/trainer
thinks I am a smart person.

28.99%

I don’t want to embarrass myself in front of the
others.
My aim is to show others that I am in the top
level of my skill area.
I would like others (family, friends, teachers,
trainers, trainees) to respect my craftsmanship.
I want to learn as many new things as I can.

34.15%

23.21%

19.37%

28.89%

35.06%

32.20%

13.90%

9.13%

23.10%

43.58%

32.20%

50.49%

25.00%

64.18%

I want to be as good as possible in my own skill
5.78% 24.34%
area.

67.71%

totally disagree…

2

3

4

totally agree…

28. Think about your apprenticeship training when considering the following
statements. (Circle a number which best describes you. 1 = totally disagree
and 5 = totally agree)
If I did not perform well in an extremely demanding work task
it was mainly because I was not trying hard enough.

12.6%

I set clear goals for my learning. 4.8%

38.3%

30.8%

It is important for me to do well and show others (family,
3.6%
friends, teachers, trainers, trainees) what I am capable of.

I prefer to try challenging work methods from which I can learn
something new.

28.2%

30.0%

I find it most rewarding when I can research a new work
method as thoroughly as possible.

I am confident that I will master even the most difficult work
methods in my training.

35.0%

27.4%

36.2%

20.1%
21.0%

25.9%

38.1%

24.8%

17.2%

33.3%

41.8%

34.1%

39.8%

36.9%

I am able to learn even the most difficult work methods if I
practise hard enough.

15.4%

42.4%

38.8%

I worked hard in my apprenticeship even if I did not like all the
tasks.

18.8%

38.7%

40.1%

totally disagree
1

2

3

4

totally agree
5
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State Funding Systems and rules regarding Competency Based
Progression and Completion
New South Wales
When this report was first compiled in 2013, apprenticeships were funded directly from NSW
Government Treasury. The amount of funding was announced at budget time each year and covered
apprenticeship and non-apprenticeship courses as well as infrastructure, maintenance and salaries.
To receive a share of the TAFE budget each Institute entered into a Purchasing Agreement signed by
the Institute Director. The agreement stipulated the mix of training the NSW Government purchased
from each Institute, which was influenced by the NSW State Plan key targets, COAG agendas, skill
shortage areas, equity targets, climate change and economic factors.
As part of the Purchasing Agreement, Institutes had to satisfy criteria which included such things as
 Meeting Actual Student Contact Hours (ASH) targets in each RAM category
 Increase student numbers to meet Government commitments
 Achieve performance targets and deliverables
 Advise of anticipated underperformance
In 2013, there were no reporting obligation to State Training Services (STS) that impacted on the
funding of apprentices. TAFEs were however required to fulfil their reporting obligation to STS as
required by an RTO partnered in a Contract of Training. This included:
 confirming the apprentice’s achievement of competence with the employer,
 recording the employer's support for the competency assessments on the Training Plan, and
 notifying STS when the apprentice has met all assessment requirements and is ‘eligible to
receive’ or has been ‘issued ‘ with a qualification.
In January 2015, the NSW Government introduced ‘Smart and Skilled’, a new demand driven,
entitlement based funding system similar to those operating in other states. Under ‘Smart and
Skilled, the NSW government contributes to the cost of eligible courses and the student pays the
balance. Fees are paid for a qualification rather than year-by-year. The choice of training provider
does not affect the fee paid by the student.
The price paid to approved training providers for a qualification is a combination of the student’s fee
and a government subsidy. This is a set base price which has been calculated to cover the costs of
efficiently delivering and assessing a ‘standard’ student in a qualification on the NSW Skills list. The
definition of a standard student is one that “lives in a metropolitan area and is not eligible for a
disadvantaged price loading” (nsw.gov.au training provider guide). Additional subsidies or loadings
are provided by the government for non ‘standard’ students that either have special needs or live in
a remote location.
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Two engineering trade qualifications are covered by this project:
 MEM30205 – Certificate III in Engineering - Mechanical Trade
 MEM30305 – Certificate III in Engineering - Fabrication Trade
These engineering qualifications are identified on the 2015 NSW Skills list as Entitlement programs.
The skills list defines these qualifications as eligible for government funding. The list was developed
through targeted consultation with peak provider and industry bodies, state government agencies
and community representatives. The table below details the qualification pricing.
Smart and Skilled 2015 Prices, fees, and subsidies.
Qualification
Qualification
Entitlement
Price
MEM30205
$11,380
MEM30305
$13,630

Student Fee
(apprentices)
$2,000
$2000

The apprentice pays the fixed student fee and the government pays the balance of the qualification
price to the RTO. Student fees are fixed, irrespective of how long it takes to complete the
qualification. Previously, apprentices were required to pay a student fee each year.
Therefore, an RTO delivering MEM30250 would receive from State Training Services an RTO subsidy
of $11,380 -$2,000 = $9,380. Apprenticeship subsidies are paid by STS in 7 instalments based on
progression and completion of competency units. The instalments are:10%, 10%, 16%,16%,16%,16%
and16%.

Queensland
The Queensland Government funding system and rules regarding competency based progression are
essentially unchanged since the project began. Enrolments are logged on the state system once the
training plans are finalised and then show up on the RTO’s system. Once the apprentice has
completed training and has been deemed competent, which is verified by the employer, the result is
recorded and submitted and the data is then forwarded to the Department of Education and
Training (DET) for payment. The state government assesses the validity of all submitted data and
makes an appropriate monthly payment to the RTO. Only one payment is made per unit
competency, after verification from the employer.
$11,820 is the 2015 price paid to the RTO for each engineering apprenticeship qualification.
The employer and the apprentice are required to sign a written notice agreeing that all
competencies in the training plan have been achieved. Once the RTO receives this they may issue
the qualification and notify DET of the agreed completion date. DET will then issue a certificate of
completion.
The requirement that DET payments to the RTO only occur after the employer has verified
competence impacts on the overall costs for the RTO to deliver apprenticeship training. In some
cases verification from employers can be held back for lengthy periods, meaning the RTO may not be
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paid anything towards their costs of training and assessing the apprentice for perhaps months after
the training and assessment has been completed.

South Australia
In South Australia, apprenticeships are funded through the Skills for All program. When an employer
and apprentice sign their training contract, they nominate the RTO and this is logged on the
Vocational Educational and Training Application (VETA) online management system used by Skills SA.
The RTO then completes an online training plan in consultation with the employer and apprentice,
and this is accepted (or not) as compliant.
Payments to RTOs are administered through VETA and made on results of individual units of
competence. RTOs enter a start date and end date for each unit, which generally must be in the
same calendar year. There is no general requirement for RTOs to seek confirmation of competency
from employers. Some units are identified as requiring competency to be achieved both off and onthe-job but there are only fourteen of these units in the Metal and Engineering Training Package. For
these units (Result Code 70 – Academic Pass (70-AP)) payment is made prior to competency being
achieved on-the-job.
RTOs may only issue a qualification to an apprentice if the employer has provided written
confirmation that the apprentice is competent to industry standards on the job.

Tasmania
TasTAFE’s external funding is provided by the Tasmanian Government via Skills Tasmania under a
deed of purchasing agreement. The amount of funding is negotiated as a lump sum payment based
on a calculation of hours that TasTAFE will deliver in the current calendar year. Individual teams
provide estimates of delivery hours to the TasTAFE management so that they can calculate what
funding is required to run programs throughout the organisation. TasTAFE then receives a partial
upfront payment from Skills Tasmania with the final payment being dependent on what the final
result is that the student achieves. This has changed slightly since 2013, when the lump sum was
paid under an MOU and acquitted based on completion of units.
Skills Tasmania requires training contracts to include a nominal completion date. RTOs are required
to notify employers in writing at least 21 days in advance of their intention to undertake a final
assessment. The RTO is required to ensure that employers actively participate in the validation of
assessment, and that employers are aware that once all competencies are achieved the
apprenticeship is completed1.

1

TTAC Guideline 10 Competency Based Completion of Traineeships and Apprenticeships, Skills Tasmania,
December 2014
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Victoria
The Victorian funding system for RTOs training apprentices is essentially unchanged since 2013.
Victorian TAFE institutes sign an annual service agreement with the Victorian Skills Commission
which establishes government funding levels for courses/unit delivery. Payments are administered
by Higher Education and Skills Group (HESG), which also determines the hourly rate that is paid to
RTOs for each unit. In 2015, that hourly rate is $12.50 for metal and engineering apprenticeships
(unchanged since 2013). The hours paid for each unit are contained within Victorian Purchasing
Guides. A metal and engineering apprenticeship qualification attracts a maximum of 1,000 hours of
funding.
The TAFE enrols the apprentice on its Student Record System against the units that will be
undertaken in each calendar year. The TAFE is required to nominate the start and finish dates for
each unit at this time; enrolment cannot proceed without these dates. The nominated finish date is
expected to allow for time for the employer to confirm competence.
Payments are made monthly in arrears to the TAFE once evidence has been received after the start
date that the student is participating. This is done by lodging an electronic report. Payment for each
unit is spread over the number of months of scheduled delivery, ie the nominated start and finish
dates.
The final payment is made once assessment is completed. The RTO must provide evidence that the
employer has confirmed the RTO’s assessment decision.
The nominated finish date is known as the ‘Enrolment Activity End Date’. This end date may change
due to the employer confirming competency earlier or later than anticipated. There is provision for
RTOs to change the end date to the following calendar year if confirmation of competency is not
expected before the end of the year. If the anticipated end date is extended, the amount of the
remaining monthly payments are again spread over the remaining months. For example if a 60 hour
unit was originally expected to be completed over 6 months, the monthly payment would originally
have been for 10 hours. If after 4 months, the end date was extended by a further 2 months, there
would be 4 more monthly payments made, each for 5 hours.
There is no requirement that TAFEs complete (or even commence) all of the training within three
years. The Training Plan will show the expected start date for each unit, and these dates may be
spread over the full nominal duration of the apprenticeship, ie four years. The Training Plan is
considered a living document. RTOs and employers are expected to regularly review the contents of
the Training Plan, including start and end dates.
A change was made to the Victorian Training Guarantee 2015 Guidelines about Apprenticeship/
Traineeship Training Delivery that has relates to claiming funding. The change is an additional
clause 3.7 under “Competency Based Training and Completion requirements”:
 “Some industrial arrangements increase an apprentice’s wages based on the apprentice’s
progress through their apprenticeship (typically at 25, 50 and 75 percent through the
apprenticeship). Most Modern Awards with these provisions require the employer to notify
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the RTO within 21 days if they disagree with the assessment. These industrial arrangements
relate to the employment relationship and do not remove the Department’s requirement for
RTOs to continue to seek employer confirmation of competency”.
This clause still requires the RTO to continue to seek written confirmation of each competency from
employers even though awards may deem an apprentices competent after 21 days if the employer
does not respond to the RTO’s communication. The RTO cannot claim its final funding until written
confirmation is received from the employer.

Western Australia
The Department of Training and Workforce Development (DTWD) administers the Western
Australian government training contracts and agreements. Future Skills WA is how the WA
government priorities and subsidises VET training, including apprenticeships.
Under Future Skills WA, qualifications are identified as a state priority course, which makes them
eligible for government subsidies. This includes engineering apprenticeships. Students also need to
meet certain eligibility criteria.
Funding is provided to State Training Providers (formerly known as TAFE colleges) and private
training providers for the successful delivery of eligible apprenticeships and traineeships. In the case
of State Training Providers this is done through Delivery and Performance Agreements. Delivery and
Performance Agreements contain negotiated training delivery profiles and targets which: are aligned
to Employment Based Training and Institutional Based Training in priority qualifications identified in
the State Training Plan; and support participation of under-represented groups.
State Training Providers are required to reimburse the DTWD where targets are not met. The rate of
completions is monitored but is not a factor that directly determines funding.
Under DTWD Apprenticeship Policy dated 17 December 2014, RTOs must
 Indicate the progression point for each stage as indicated in the training package (Clause
10.4)
 Confirm competence of the qualification with the employer and apprentice (Clause 19.4)
 Notify ApprentiCentre of achievement of the qualification and that attainment of
competencies has been confirmed by employer and apprentice (Clause 19.1).
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Training Plan content, including units selected and unit sequencing.
Formats differ widely for each RTO. In the interests of comparability, the information supplied has
been restricted to units offered, sequencing where available, and stage or year where available. The
qualifications provided are MEM30205 Certificate III in Engineering – Mechanical Trade and
MEM30305 Certificate III in Engineering – Fabrication Trade.

New South Wales
South Western Sydney Institute
MEM30205 Certificate III in Engineering – Mechanical Trade
Stage 1
MEM09002B
MEM12023A
MEM12024A
MEM18001C
MEM18002B
MEM07005C
Stage 2
MEM05005B
MEM16006A
MEM18003C
MEM07006C
MEM12006C
MEM14004A
MEM14005A
MEM15002A
MSAENV272A
Stage 3
MEM07007C
MEM11011B
MEM13001B
MEM15024A
MEM18006C
MEM18055B
MEM18005B
MEM18009B
Stage 4
MEM07008D
MEM16008A
MEM18013B
MEM07021B
MEM10006B
MEM12003B
MEM18007B
MEM13014A

Interpret technical drawing
Perform engineering measurement
Perform computations
Use hand tools
Use power tools/hand held operation
Perform general machining
Carry out mechanical cutting
Organise and communicate information
Use tools for precision work
Perform lathe operations
Mark off/out (general engineering)
Plan to undertake a routine task
Plan a complete activity
Apply quality systems
Participate in environmentally sustainable work practices
Perform milling operations
Undertake manual handling
Perform emergency first aid
Apply quality procedures
Repair and fit engineering components
Dismantle, replace & assemble engineering components
Perform fault diagnosis, installation and removal of bearings
Perform levelling and alignment of machines and engineering components
Perform grinding operations
Interact with computer technology
Perform gland packing deliver in MEM18005B
Perform complex lathe operations
Install machinery/plant
Perform precision mechanical measurement
Maintain and repair mechanical drives and mechanical transmission assemblies
Apply principles of occupational health and safety in the work environment
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MEM16007A
MEM17003A

Work with others in a manufacturing
Assist in the provision of on the job training

MEM30305 Certificate III in Engineering – Fabrication Trade
1st Year
MEM09002B
MEM05007C
MEM05012C
MEM05050B
MEM18001C
MEM12007D
MEM05052A
MEM05051A
MEM12023A
MEM05005B
MEM18002B
MEM05049B
MEM16007A
MEM14004A
MEM13014A
MEM15002A
MEM15024A
2nd Year
MEM05037C
MEM05010C
MEM16006A
MEM12024A
MEM17003A
MEM05015D
MEM05017D
MEM05019D
3rd Year
MEM05018C
MEM05016C
MEM05020C
MEM05047B
MEM05011D
MEM14005A
MEM16008A
MSAENV272B

Interpret technical drawing
Manual heating/thermal cutting
Perform routine manual metal arc welding
Routine GMAW welding
Use hand tools
Mark off/out structural fabrications
Apply safe welding practices
Select welding processes
Perform engineering measurements
Carry out mechanical cutting
Use power tools - hand held operations
Routine GTAW welding
Work with others-manufacture environment
Plan to undertake routine task
Apply principles of OHS in work environment
Apply quality systems
Apply quality procedures
Perform geometric development
Apply fabrication, forming & shaping techniques
Organise/communicate information
Perform computations
Assist with the provision of on the job training
Weld using MMAW
Weld using GMAW process
Weld using GTAW process
Perform advanced welding using GMAW process
Perform advanced welding using MMAW process
Perform advanced welding using GTAW process
Weld using Flux Core Arc Welding process
Assemble fabricated components
Plan a complete activity
Interact-with computing technology
Participate in environmentally sustainable work practices
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Hunter Institute
MEM30205 Certificate III in Engineering – Mechanical Trade (General Engineering)
Stage 1
MEM16008A
Interact with computer technology
MEM13014A
Apply principles of occupational health and safety in the work environment
MEM12024A
Perform computations
MEM18001C
Use hand tools
MEM18002B
Use power tools/hand held operation
MEM18003C
Use tools for precision work
MEM09002B
Interpret technical drawing
MEM14005A
Plan a complete activity
MEM12023A
Perform engineering measurement
25% Wage progression point
MEM07005C
Perform general machining
Stage 2
MEM07006C
Perform lathe operations
MEM15002A
Apply quality systems
MEM12006C
Mark off/out (general engineering)
MEM16006A
Organise and communicate information
MSAENV272B
Participate in environmentally sustainable work practices
25% Wage progression point
MEM07007C
Perform milling operations
MEM18055B
Dismantle, replace & assemble engineering components
MEM18006C
Repair and fit engineering components
Stage 3
MEM07011B
Perform complex milling operations
MEM12003B
Perform precision mechanical measurement
MEM07008D
Perform grinding operations
MEM07021B
Perform complex lathe operations
25% Wage progression point
MEM18004B
Maintain & overhaul mechanical equipment
MEM18007B
Maintain and repair mechanical drives and mechanical transmission assemblies
MEM18009B
Perform levelling and alignment of machines and engineering components
MEM18005B
Perform fault diagnosis, installation and removal of bearings
Stage 4
MEM14004A
Plan to undertake a routine task
MEM15024A
Apply quality procedures
MEM16007A
Work with others in a manufacturing
MEM17003A
Assist with the provision of on the job training
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MEM30205 Certificate III in Engineering – Mechanical Trade (CNC)
Stage 1
MEM13014A
Apply principles of occupational health and safety in the work environment
MEM12024A
Perform computations
MEM18001C
Use hand tools
MEM18002B
Use power tools/hand held operation
MEM18003C
Use tools for precision work
MEM09002B
Interpret technical drawing
MEM14005A
Plan a complete activity
MEM12023A
Perform engineering measurement
25% Wage progression point
MEM07005C
Perform general machining
MEM16008A
Interact with computer technology
Stage 2
MEM07006C
Perform lathe operations
MEM15002A
Apply quality systems
MEM12006C
Mark off/out (general engineering)
MEM16006A
Organise and communicate information
MSAENV272B
Participate in environmentally sustainable work practices
25% Wage progression point
MEM07007C
Perform milling operations
MEM18055B
Dismantle, replace & assemble engineering components
MEM18006C
Repair and fit engineering components
Stage 3
MEM07011B
Perform complex milling operations
MEM12003B
Perform precision mechanical measurement
MEM07008D
Perform grinding operations
MEM07021B
Perform complex lathe operations
25% Wage progression point
MEM07019C
Program NC/CNC machining centre
MEM07015B
Set computer controlled machines/processes
MEM07016C
Set and edit computer controlled machines/processes
MEM07018C
Write basic NC/CNC programs
MEM07024B
Operate and monitor machine/process
MEM07028B
Operate computer controlled machines/processes
Stage 4
MEM14004A
Plan to undertake a routine task
MEM15024A
Apply quality procedures
MEM16007A
Work with others in a manufacturing
MEM17003A
Assist with the provision of on the job training
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MEM30205 Certificate III in Engineering – Mechanical Trade (Fluid Power)
Stage 1
MEM16008A
Interact with computer technology
MEM13014A
Apply principles of occupational health and safety in the work environment
MEM12024A
Perform computations
MEM18001C
Use hand tools
MEM18002B
Use power tools/hand held operation
MEM18003C
Use tools for precision work
MEM09002B
Interpret technical drawing
MEM14005A
Plan a complete activity
MEM12023A
Perform engineering measurement
25% Wage progression point
MEM07005C
Perform general machining
Stage 2
MEM07006C
Perform lathe operations
MEM15002A
Apply quality systems
MEM12006C
Mark off/out (general engineering)
MEM16006A
Organise and communicate information
MSAENV272B
Participate in environmentally sustainable work practices
25% Wage progression point
MEM07007C
Perform milling operations
MEM18055B
Dismantle, replace & assemble engineering components
MEM18006C
Repair and fit engineering components
Stage 3
MEM18005B
Perform fault diagnosis, installation and removal of bearings
MEM18007B
Maintain and repair mechanical drives and mechanical transmission assemblies
MEM18004B
Maintain & overhaul mechanical equipment
25% Wage progression point
MEM18009B
Perform levelling and alignment of machines and engineering components
MEM18012B
Perform installation and removal of mechanical seals
MEM18013B
Perform gland packing
MEM10006B
Install plant and equipment
MEM18018C
Maintain pneumatic system components
MEM18020B
Maintain hydraulic system components
Stage 4
MEM14004A
Plan to undertake a routine task
MEM15024A
Apply quality procedures
MEM16007A
Work with others in a manufacturing
MEM17003A
Assist with the provision of on the job training
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MEM30205 Certificate III in Engineering – Mechanical Trade (Fitter/Welder)
Stage 1
MEM16008A
Interact with computer technology
MEM13014A
Apply principles of occupational health and safety in the work environment
MEM12024A
Perform computations
MEM18001C
Use hand tools
MEM18002B
Use power tools/hand held operation
MEM18003C
Use tools for precision work
MEM09002B
Interpret technical drawing
MEM14005A
Plan a complete activity
MEM12023A
Perform engineering measurement
25% Wage progression point
MEM07005C
Perform general machining
Stage 2
MEM05052A
Apply safe welding practices
MEM05007C
Perform manual heating and thermal cutting
MEM05051A
Select welding processes
MEM05012C
Perform routine manual metal arc welding
MEM05005B
Carry out mechanical cutting
MEM05050B
Perform routine GMAW welding
MEM05017D
Weld using gas metal arc welding process
25% Wage progression point
MEM12007D
Mark off/out structural fabrications
MEM05011D
Assemble fabricated components
Stage 3
MEM18055B
Dismantle, replace & assemble engineering components
MEM18006C
Repair and fit engineering components
MEM15002A
Apply quality systems
25% Wage progression point
MSAENV272B
Participate in environmentally sustainable work practices
MEM16006A
Organise and communicate information
MEM18005B
Perform fault diagnosis on bearings
MEM18007B
Maintain and repair mechanical drives and mechanical transmission assemblies
MEM18004B
Maintain & overhaul mechanical equipment
Stage 4
MEM14004A
Plan to undertake a routine task
MEM15024A
Apply quality procedures
MEM16007A
Work with others in a manufacturing
MEM17003A
Assist with the provision of on the job training
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MEM30305 Certificate III in Engineering – Fabrication Trade (Heavy)
Stage 1
MEM05052A
MEM09002B
MEM05051A
MEM05007C
MEM05012C
MEM05050B
MEM05017D
MEM18001C
MEM18002B
MEM12023A
MEM05005B

Apply safe welding practices
Interpret technical drawing
Select welding processes
Perform manual heating and thermal cutting
Perform routine manual metal arc welding
Perform routine gas metal arc welding
Weld using gas metal arc welding process
Use hand tools
Use power tools/hand held operation
Perform engineering measurement
Carry out mechanical cutting

Stage 2
MEM05037C
MEM12007D
MEM05009C
MEM05008C
MEM05011D
MEM05015D
MEM05049B
MEM12024A
MEM14005A
Stage 3
MEM05016C
MEM05018C
MEM05038B
MEM05039B
MEM05040B
MEM05010C
MEM16008A
MEM15024A
MEM14004A
MSAENV272B
MEM15002A
Stage 4
MEM13014A
MEM16006A
MEM16007A
MEM17003A

Perform geometric development
Mark off/out structural fabrications & shapes
Perform automated thermal cutting
Perform advanced manual thermal cutting, gouging and shaping
Assemble fabricated components
Weld using manual metal arc welding process
Perform routine gas tungsten arc welding
Perform computations
Plan a complete activity

Perform advanced welding using manual metal arc welding process
Perform advanced welding using gas metal arc welding process
Perform advanced geometric development - cylindrical/rectangular
Perform advanced geometric development - conical
Perform advanced geometric development - transitions
Apply fabrication, forming & shaping techniques
Interact-with computing technology
Apply quality procedures
Plan to undertake routine task
Participate in environmentally sustainable work practices
Apply quality systems
Apply principles of OHS in work environment
Organise/communicate information
Work with others-manufacture environment
Assist with the provision of on the job training
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MEM30305 Certificate III in Engineering – Fabrication Trade (Light)
Stage 1
MEM05052A
MEM09002B
MEM05051A
MEM16006A
MEM05050B
MEM05049B
MEM05007C
MEM18001C
MEM18002B
MEM11011B
MEM05005B
MEM14004A
MEM05012C
MEM12024A
MEM12007D

Apply safe welding practices
Interpret technical drawing
Select welding processes
Organise/communicate information
Perform routine gas metal arc welding
Perform routine gas tungsten arc welding
Perform manual heating and thermal cutting
Use hand tools
Use power tools/hand held operation
Undertake manual handling
Carry out mechanical cutting
Plan to undertake routine task
Perform routine manual metal arc welding
Perform computations
Mark off/out structural fabrications & shapes

Stage 2
MEM05037C
MEM05010C
MEM05017D
MEM16008A
MEM12023A
MEM30012A
MEM05019D
Stage 3
MEM03003B
MEM05020C
MEM14005A
MEM05036C
MEM08010B
MEM05011D
MEM15002A
Stage 4
MEM13014A
MEM16007A
MEM17003A
MEM15024A
MSAENV272B

Perform geometric development
Apply fabrication, forming & shaping techniques
Weld using gas metal arc welding process
Interact-with computing technology
Perform engineering measurement
Apply mathematical techniques
Weld using gas tungsten arc welding process
Perform sheet and plate assembly
Perform advanced welding using gas tungsten arc welding process
Plan a complete activity
Repair/replace/modify fabrications
Manually finish/polish materials
Assemble fabricated components
Apply quality systems
Apply principles of OHS in work environment
Work with others-manufacture environment
Assist with the provision of on the job training
Apply quality procedures
Participate in environmentally sustainable work practices
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Queensland
SkillsTech
MEM30205 Certificate III in Engineering – Mechanical Trade (Fitting)
Foundation
MEM13014A
MEM14004A
MEM15002A
MEM15024A
MEM16006A
MEM16007A
MEM16008A
MSAENV272B
Stage One
MEM09002B
MEM12023A
MEM18001C
MEM18002B
MEM18003C
MEM12024A
MEM12006B
MEM06007B
Stage Two
MEM07005C
MEM16005A
MEM05005B
MEM05007C
MEM05012C
MEM05050B
Stage Three
MEM18055B
MEM18006C
MEM14005A
MEM18005B
MEM18007B
MEM18009B
Stage Four
MEM18018C
MEM18020B
MEM18004B
MEM18012B
MEM18013B
MEM17003A
MEM11011B

Apply principles of OHS in work environment
Plan to undertake routine task
Apply quality systems
Apply quality procedures
Organise/communicate information
Work with others-manufacture environment
Interact with computing technology
Participate in environmentally sustainable work practices
Interpret technical drawing
Perform engineering measurements
Use hand tools
Use power tools - hand held operations
Use tools for precision work
Perform computations
Mark off/out-general engineering
Basic heat/quench & tempering
Perform general machining
Operate as a team member-conduct activities
Carry out mechanical cutting
Manual heating/thermal cutting
Perform routine manual metal welding
Routine GMAW welding
Dismantle, replace & assemble engineering components
Repair & fit engineering components
Plan a complete activity
Fault diagnosis/remove bearing
Maintain mechanical drives
Levelling & alignment-machines
Maintain pneumatic components
Maintain hydraulic components
Maintain mechanical equipment
Installation- mechanical seals
Perform gland packing
Assist with the provision of on the job training
Undertake manual handling
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MEM30305 Certificate III in Engineering – Fabrication Trade (Boilermaking/Welding)
Foundation
MSAENV272B
MEM13014A
MEM14004A
MEM15002A
MEM15024A
MEM16006A
MEM16007A
MEM16008A
Stage One
MEM18001C
MEM18002B
MEM12024A
MEM05005B
MEM05007C
MEM05012C
MEM05050B
MEM05051A
MEM05052A
Stage Two
MEM09002B
MEM12007D
MEM12023A
MEM05049B
MEM05015D
MEM05017D
Stage Three
MEM05037C
MEM05010C
MEM14005A
MEM05011D
Stage Four
MEM05008C
MEM05047B
MEM11011B
MEM05018C
MEM05019D
MEM17003A

Participate in environmentally sustainable work practices
Apply principles of OHS in work environment
Plan to undertake routine task
Apply quality systems
Apply quality procedures
Organise/communicate information
Work with others-manufacture environment
Interact-with computing technology
Use hand tools
Use power tools - hand held operations
Perform computations
Carry out mechanical cutting
Manual heating/thermal cutting
Perform routine manual metal arc welding
Routine GMAW welding
Select welding processes
Apply safe welding practices
Interpret technical drawing
Mark off/out structural fabrications
Perform engineering measurements
Routine GTAW welding
Weld using MMAW
Weld using GMAW process
Perform geometric development
Apply fabrication, forming & shaping techniques
Plan a complete activity
Assemble fabricated components
Advanced manual thermal cutting
Weld using FCAW process
Undertake manual handling
Advanced GMAW process
Weld using GTAW process
Assist with the provision of on the job training
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Careers Australia
MEM30205 Certificate III in Engineering – Mechanical Trade (Maintenance)
Stage 1A
MEM13014A
MEM11011B
MEM12024A
MEM09002B
Stage 1B
MEM12023A
MEM12006C
MEM18001C
MEM18002B
MEM05005B
MEM16006A
MEM14004A
MSAENV272B
MEM07005C
Stage 2
MEM18003C
MEM16007A
MEM14005A
MEM18055B
MEM18006C
MEM18012B
MEM18013B
Stage 3
MEM18005B
MEM18004B
MEM18007B
MEM18009B
MEM15002A
MEM15024A
Stage 4
MEM05051A
MEM05052A
MEM17003A
MEM06006B
MEM05007C
MEM16008A
MEM018011C
MEM05050B
MEM05017d
MEM05012C

Apply principles of occupational health and safety in the work environment
Undertake manual handling
Perform computations
Interpret technical drawing
Perform engineering measurement
Mark off/out (general engineering)
Use hand tools
Use power tools/hand held operation
Carry out mechanical cutting
Organise and communicate information
Plan to undertake a routine task
Participate in environmentally sustainable work practices
Perform general machining
Use tools for precision work
Work with others in a manufacturing
Plan a complete activity
Dismantle, replace & assemble engineering components
Repair and fit engineering components
Perform installation and removal of mechanical seals
Perform gland packing
Perform fault diagnosis, installation and removal of bearings
Maintain and overhaul mechanical equipment
Maintain and repair mechanical drives and mechanical transmission assemblies
Perform levelling and alignment of machines and engineering components
Apply quality systems
Apply quality procedures
Select welding processes
Apply safe welding practices
Assist with the provision of on the job training
Perform brazing and/or silver soldering
Perform manual heating and thermal cutting
Interact with computer technology
Shut down and isolate machines/equipment
Perform routine GMAW welding
Weld using gas metal arc welding principles
Perform routine manual metal arc welding
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MEM30305 Certificate III in Engineering – Fabrication Trade (Light Fabrication)
Stage 1
MEM13014A
MEM11011B
MEM12023A
MEM09002B
MEM18001C
MEM18002B
MEM05005B
MEM05052A
MEM05007C
MEM14004A
MSAENV272B
MEM05050B
MEM12024A

Apply principles of OHS in work environment
Undertake manual handling
Perform engineering measurement
Interpret technical drawing
Use hand tools
Use power tools/hand held operation
Carry out mechanical cutting
Apply safe welding practices
Perform manual heating and thermal cutting
Plan to undertake routine task
Participate in environmentally sustainable work practices
Perform routine gas metal arc welding
Perform computations

Stage 2
MEM03003B
MEM05051A
MEM05012C
MEM05015D
MEM05017D
MEM16006A
MEM16007A
MEM15002A
MEM15024A
MEM16008A
MEM14005A
Stage 3
MEM05049B
MEM05019D
MEM17003A
MEM05004C
MEM06006B
MEM05037C
MEM12007D
MEM05010C
MEM05011D
MEM05036C
MEM05018C

Perform sheet and plate assembly
Select welding processes
Perform routine manual metal arc welding
Weld using manual metal arc welding process
Weld using gas metal arc welding process
Organise and communicate information
Work with others-manufacture environment
Apply quality systems
Apply quality procedures
Interact-with computing technology
Plan a complete activity

Perform routine gas tungsten arc welding
Weld using gas tungsten arc welding process
Assist with the provision of on the job training
Perform routine oxy acetylene welding
Perform brazing and/or silver soldering
Perform geometric development
Mark off/out structural fabrications & shapes
Apply fabrication, forming & shaping techniques
Assemble fabricated components
Repair/replace/modify fabrications
Perform advanced welding using gas metal arc welding process
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MEM30305 Certificate III in Engineering – Fabrication Trade (Heavy Fabrication)
Stage 1
MEM13014A
MEM11011B
MEM12023A
MEM09002B
MEM18001C
MEM18002B
MEM05005B
MEM05052A
MEM05007C
MEM14004A
MSAENV272B
MEM05050B
MEM12024A

Apply principles of OHS in work environment
Undertake manual handling
Perform engineering measurement
Interpret technical drawing
Use hand tools
Use power tools/hand held operation
Carry out mechanical cutting
Apply safe welding practices
Perform manual heating and thermal cutting
Plan to undertake routine task
Participate in environmentally sustainable work practices
Perform routine gas metal arc welding
Perform computations

Stage 2
MEM03003B
MEM05051A
MEM05012C
MEM05015D
MEM05017D
MEM16006A
MEM16007A
MEM15002A
MEM15024A
MEM16008A
MEM14005A
Stage 3
MEM05049B
MEM05019D
MEM17003A
MEM05018C
MEM05037C
MEM12007D
MEM05010C
MEM05011D
MEM05036C

Perform sheet and plate assembly
Select welding processes
Perform routine manual metal arc welding
Weld using manual metal arc welding process
Weld using gas metal arc welding process
Organise and communicate information
Work with others-manufacture environment
Apply quality systems
Apply quality procedures
Interact-with computing technology
Plan a complete activity

Perform routine gas tungsten arc welding
Weld using gas tungsten arc welding process
Assist with the provision of on the job training
Perform advanced welding using gas metal arc welding process
Perform geometric development
Mark off/out structural fabrications & shapes
Apply fabrication, forming & shaping techniques
Assemble fabricated components
Repair/replace/modify fabrications
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South Australia
Training Prospects
Note: Selection of all units exceeds the qualification requirements. Employers are expected to
nominate electives at each stage.
MEM30205 Certificate III in Engineering – Mechanical Trade
Stage 1
MEM13014A
MEM12023A
MEM12024A
MSAENV272B
MEM09002B
MEM11011B
MEM07005C
MEM07029A
MEM05051A
MEM05052A
MEM18001C
MEM18002B
MEM12006C
MEM18003C
MEM07001B
Stage 2
MEM16006A
MEM16007A
MEM18006C
MEM07006C
MEM07007C
MEM07008D
MEM07015B
MEM07024B
MEM05012C
MEM05050B
MEM05015D
MEM05017D
MEM07032B
MEM12003B
MEM18055B
Stage 3
MEM14004A
MEM14005A
MEM15024A
MEM15002A
MEM07011B
MEM16008A

Apply principles of occupational health and safety in the work environment
Perform engineering measurement
Perform computations
Participate in environmentally sustainable work practices
Interpret technical drawing
Undertake manual handling
Perform general machining
Perform routine sharpening/maintenance of production tools and cutters
Select welding processes
Apply safe welding practices
Use hand tools
Use power tools/hand held operation
Mark off/out (general engineering)
Use tools for precision work
Perform operational maintenance of machines/equipment
Organise and communicate information
Work with others in a manufacturing, engineering or related environment
Repair and fit engineering components
Perform lathe operations
Perform milling operations
Perform grinding operations
Set computer controlled machines/processes
Operate and monitor machine/process
Perform routine manual metal arc welding
Perform routine gas metal arc welding
Weld using manual metal arc welding process
Weld using gas metal arc welding process
Use workshop machines for basic operations
Perform precision mechanical measurement
Dismantle, replace & assemble engineering components
Plan to undertake a routine task
Plan a complete activity
Apply quality procedures
Apply quality systems
Perform complex milling operations
Interact with computer technology
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MEM18007B
MEM18005B
MEM18009B
MEM07018C
MEM07028B
MEM07016C
Stage 4
MEM18004B
MEM07019C
MEM17003A
MEM18012B
MEM18018C
MEM18020B

Maintain and repair mechanical drives and mechanical transmission assemblies
Perform fault diagnosis, installation and removal of bearings
Perform levelling and alignment of machines and engineering components
Write basic NC/CNC programs
Operate computer controlled machines/processes
Set and edit computer controlled machines/processes
Maintain and overhaul mechanical equipment
Program NC/CNC machining centre
Assist with the provision of on the job training
Perform installation and removal of mechanical seals
Maintain pneumatic system components
Maintain hydraulic system components

MEM30305 Certificate III in Engineering – Fabrication Trade
Stage 1
MEM13014A
MEM12023A
MEM12024A
MSAENV272B
MEM05050B
MEM11011B
MEM05051A
MEM05052A
MEM05049B
MEM05005B
MEM18001C
MEM18002B
MEM05012C
MEM05004C
MEM05006B

Apply principles of OHS in work environment
Perform engineering measurement
Perform computations
Participate in environmentally sustainable work practices
Perform routine gas metal arc welding
Undertake manual handling
Select welding processes
Apply safe welding practices
Perform routine gas tungsten arc welding
Carry out mechanical cutting
Use hand tools
Use power tools/hand held operation
Perform routine manual metal arc welding
Perform routine oxy acetylene welding
Perform brazing and/or silver soldering

Stage 2
MEM16006A
MEM16007A
MEM09002B
MEM12006C
MEM12007D
MEM03001B
MEM15004B
MEM05007C
MEM05009C
MEM05013C
MEM05015D
MEM05017D
MEM05019D
MEM05037C

Organise and communicate information
Work with others-manufacture environment
Interpret technical drawing
Mark off/out general engineering
Mark off/out structural fabrications & shapes
Perform manual production assembly
Perform inspection
Perform manual heating and thermal cutting
Perform automated thermal cutting
Perform manual production welding
Weld using manual metal arc welding process
Weld using gas metal arc welding process
Weld using gas tungsten arc welding process
Perform geometric development
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Stage 3
MEM14004A
MEM14005A
MEM15002A
MEM15024A
MEM05008C
MEM16008A
MEM05038B
MEM05039B
MEM05040B
MEM03003B
MEM07032B
MEM30012A
Stage 4
MEM05016C
MEM05018C
MEM05020C
MEM05010C
MEM05011D
MEM17003A
MEM05036C

Plan to undertake routine task
Plan a complete activity
Apply quality systems
Apply quality procedures
Perform advanced manual thermal cutting, gouging and shaping
Interact-with computing technology
Perform advanced geometric development - cylindrical/rectangular
Perform advanced geometric development - conical
Perform advanced geometric development - transitions
Perform sheet and plate assembly
Use workshop machines for basic operations
Apply mathematical techniques in a mfg, engineering or related environment

Perform advanced welding using manual metal arc welding process
Perform advanced welding using gas metal arc welding process
Perform advanced welding using gas tungsten arc welding process
Apply fabrication, forming & shaping techniques
Assemble fabricated components
Assist with the provision of on the job training
Repair/replace/modify fabrications
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TAFE SA Whyalla
MEM30205 Certificate III in Engineering – Mechanical Trade (Fitting Stream)
Stage 1
MEM13014A
MEM14004A
MEM14005A
MEM16008A
MEM16006A
MEM9002B
MEM18001C
MEM18002B
MEM7005C
Stage 2
MEM12024A
MEM12023A
MEM18006B
MEM18055B
MEM18003C
MEM5006B
MEM5007C
Stage 3
MEM16007A
MEM15002A
MEM15024A
MEM18005B
MEM18007B
MEM7006C
MEM7007C
MEM5050B
MEM5012C
Stage 4
MEM17003A
MSAENV272B
MEM18009B
MEM18004B
MEM18012B
MEM18013B
MEM18018C
MEM18020B

Apply Principles Of Occupational Health & Safety In The Work Environment
Plan To Undertake A Routine Task
Plan A Complete Activity
Interact With Computing Technology
Organise & Communicate Information
Interpret Technical Drawing
Use Hand Tools
Use Power Tools/Hand Held Operations
Perform General Machining
Perform Computations
Perform Engineering Measurements
Repair & Fit engineering Components
Dismantle, Replace & Assemble Engineering Components
Use Tools For Precision Work
Perform Brazing &/Or Silver Soldering
Perform Manual Heating & Thermal Cutting
Work With Others In A Manufacturing, Engineering Or Related Environment
Apply Quality Systems
Apply Quality Procedures
Perform Fault Diagnosis, Installation & Removal Of Bearings
Maintain & Repair Mechanical Drives & Mechanical Transmission Assemblies
Perform Lathe Operations
Perform Milling Operations
Perform Routine Gas Metal Arc Welding
Perform Routine Manual Metal Arc Welding
Assist In The Provision Of On The Job Training
Participate in Environmentally Sustainable Work Practices
Perform Levelling & Alignment Of Machines & Engineering Components
Maintain & Overhaul Mechanical Equipment
Perform installation & Removal Of Mechanical Seals
Perform Gland Packing
Maintain Pneumatic System Components
Maintain Hydraulic System Components
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MEM30305 Certificate III in Engineering – Fabrication Trade
Stage 1
MEM13014B
MEM12024A
MEM12023A
MEM09002B
MEM18001C
MEM18002B
MEM05005B
MEM05052A
MEM05051A
MEM05012C
Stage 2
MEM14004A
MEM16006A
MEM14005A
MEM05007C
MEM05049B
MEM05050B
MEM05015D
MEM05017D
MEM05037C
Stage 3
MEM15002A
MEM15024A
MEM16008A
MSAENV272B
MEM12007D
MEM10010B
MEM05018C
MEM05019C
Stage 4
MEM16007A
MEM17003A
MEM05010C
MEM05011D
MEM05016C

Apply Principles of Occupational Health and Safety in the Work Environment
Perform Computations
Perform Engineering Measurements
Interpret Technical Drawing
Use Hand Tools
Use Power Tools/Hand Held Operations
Carry Out Mechanical Cutting
Apply Safe Welding Practices
Select Welding Processes
Perform Routine Manual Metal Arc Welding
Plan to Undertake a Routine Task
Organise and Communicate Information
Plan a Complete Activity
Perform Manual Heating and Thermal Cutting
Perform Routine Gas Tungsten Arc Welding
Perform Routine Gas Metal Arc Welding
Weld Using Manual Metal Arc Welding Process
Weld Using Gas Metal Arc Welding Process
Perform Geometric Development
Apply Quality Systems
Apply Quality Procedures
Interact with Computing Technology
Participate in Environmentally Sustainable Work Practices
Mark Off/Out Structural Fabrications and Shapes
Install pipework and pipework assemblies
Perform Advanced Welding using Gas Metal Arc Welding Process
Weld Using Gas Tungsten Arc Welding Process
Work with others in a Manufacturing, Engineering or Related Environment
Assist in the Provision of On the Job Training
Apply Fabrication, Forming and Shaping Techniques
Assemble Fabricated Components
Perform Advanced Welding using manual Metal Arc Welding Process
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Tasmania
TasTAFE
MEM30205 Certificate III in Engineering – Mechanical Trade
Stage 1
MEM05049B
MEM05050B
MEM12023A
MEM12024A
MEM13014B
MEM14004A
MEM15024A
MEM16006A
MSAENV272B
MEM16008A
MEM18001C
Stage 2
MEM16007A
MEM18002B
MEM18003C
MEM15002A
MEM09002B
MEM07005B
MEM18055B
MEM05051A
MEM05052A
Stage 3
MEM05017D
MEM05019D
MEM14005A
MEM12003B
MEM07006C
MEM07007C
MEM07008D
TLILIC2001A
Stage 4
MEM18005B
MEM18006B
MEM18007B
MEM18009B
MEM17003A
MEM07021B

Perform routine gas tungsten arc welding
Perform routine gas metal arc welding
Perform engineering measurement
Perform computations
Apply principles of OHS in the work environment
Plan to undertake a routine task
Apply quality procedures
Organise and communicate information
Participate in environmentally sustainable work practices
Interact with computing technology
Use hand tools
Work with others in a manufacturing, engineering or related environment
Use power tools/hand held operations
Use tools for precision work
Apply quality systems
Interpret technical drawing
Perform general machining
Dismantle, replace & assemble engineering components
Select welding processes
Apply safe welding practices
Weld using gas metal arc welding process
Weld using gas tungsten arc welding process
Plan a complete activity
Perform precision mechanical measurement
Perform lathe operations
Perform milling operations
Perform grinding operations
Forklift (imported unit)
Perform fault diagnosis, installation and removal of bearings
Repair and fit engineering components
Maintain and repair mechanical drives and mechanical transmission assemblies
Perform levelling and alignment of machines and engineering components
Assist in the provision of on the job training
Perform complex lathe operations
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MEM30305 Certificate III in Engineering – Fabrication Trade
Stage 1
MEM13014B
MEM15024A
MEM14004A
MEM05005B
MEM05007C
MEM05012C
MEM05050B
MEM05049B
MEM05051A
MEM05052A
MEM09002B
MEM18001C
MEM18002B
Stage 2
MEM14005A
MEM12024A
MEM12023A
MEM05017D
MEM05015D
MEM05019D
Stage 3
MEM15002A
MEM16008A
MEM16006A
MEM05037B
MEM12007D
MEM05010B
Stage 4
MEM05011C
MEM05016C
MEM05018C
MEM05020C
MEM17003A
MSAENV272B
MEM16007A

Apply principles of OHS in the work environment
Apply quality procedures
Plan to undertake a routine task
Carry out mechanical cutting
Perform manual heating and thermal cutting
Perform routine manual metal arc welding
Perform routine gas metal arc welding
Perform routine gas tungsten arc welding
Select welding processes
Apply safe welding practices
Interpret technical drawing
Use hand tools
Use power tools/hand held operations
Plan a complete activity
Perform computations
Perform engineering measurement
Weld using gas metal arc welding process
Weld using manual metal arc welding process
Weld using gas tungsten arc welding process
Apply quality systems
Interact with computing technology
Organise and communicate information
Perform geometric development
Mark out/off structural fabrications and shapes
Apply fabrication, forming and shaping techniques
Assemble fabricated components
Perform advanced welding using manual metal arc welding process
Perform advanced welding using gas metal arc welding process
Perform advanced welding using gas tungsten arc welding process
Assist in the provision of on the job training
Participate in environmentally sustainable work practices
Work with others in a manufacturing, engineering or related environment
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Victoria
Kangan Institute
MEM30205 Certificate III in Engineering – Mechanical Trade
Stage 1
MEM12023A
MEM13014A
MEM14004A
MEM07005C
MEM09002B
MEM11011B
MEM13003B
MEM18001C
MEM18002B
Stage 2
MEM12024A
MEM15002A
MEM16008A
MEM06007B
MEM07006C
MEM07007C
MEM07011B
MEM12006C
Stage 3
MEM14005A
MEM15024A
MEM16006A
MSAENV272B
MEM05005B
MEM05007C
MEM05012C
MEM05050B
MEM12003B
MEM18003C
MEM18055B
Stage 4
MEM16007A
MEM17003A
MEM07024B
MEM07028B
MEM18006C
MEM18009B
MEM18018C

Perform engineering measurements
Apply principles of occupational health and safety in the work environment
Plan to undertake a routine task
Perform general machining
Interpret technical drawing
Undertake manual handling
Work safely with industrial chemicals and materials
Use hand tools
Use power tools/hand held operations
Perform computations
Apply quality systems
Interact with computing technology
Perform basic incidental heat/quenching, tempering and annealing
Perform lathe operations
Perform milling operations
Perform complex milling operations
Mark off/out (general engineering)
Plan a complete activity
Apply quality procedures
Organise and communicate information
Participate in environmentally sustainable work practices
Carry out mechanical cutting
Perform manual heating and thermal cutting
Perform routine manual metal arc welding
Perform routine gas metal arc welding
Perform precision mechanical measurement
Use tools for precision work
Dismantle, replace and assemble engineering components
Work with others in a manufacturing, engineering or related environment
Assist in the provision of on the job training
Operate and monitor machine/process
Operate computer controlled machines/processes
Repair and fit engineering components
Perform levelling and alignment of machines and engineering components
Maintain pneumatic system components
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MEM30305 Certificate III in Engineering – Fabrication Trade
Stage 1
MEM13014A
MEM14004A
MEM18001C
MEM11011B
MEM09002B
MEM12023A
MEM05004C
MEM05007C
MEM05012C
MEM18002B
MEM05050B
MEM05049B
Stage 2
MEM12024A
MEM15002A
MEM16008A
MEM06007B
MEM05051A
MEM05005B
MEM05037C
MEM05052A
MEM05017D
Stage 3
MEM05015D
MEM05019D
MEM15024A
MSAENV272B
MEM05010C
MEM14005A
MEM16006A
Stage 4
MEM07005C
MEM12007D
MEM16007A
MEM17003A
MEM05011D

Apply principles of occupational health and safety in the work environment
Plan to undertake a routine task
Use hand tools
Undertake manual handling
Interpret technical drawing
Perform engineering measurements
Perform routine oxy acetylene welding
Perform manual heating and thermal cutting
Perform routine manual metal arc welding
Use power tools/hand held operations
Perform routine gas metal arc welding
Perform routine gas tungsten arc welding
Perform computations
Apply quality systems
Interact with computing technology
Perform basic incidental heat/quenching, tempering and annealing
Select welding processes
Carry out mechanical cutting
Perform geometric development
Apply safe welding practices
Weld using gas metal arc welding process
Weld using manual metal arc welding process
Weld using gas tungsten arc welding process
Apply quality procedures
Participate in environmentally sustainable work practices
Apply fabrication, forming and shaping techniques
Plan a complete activity
Organise and communicate information
Perform general machining
Mark off/out structural fabrications and shapes
Work with others in a manufacturing, engineering or related environment
Assist in the provision of on the job training
Assemble fabricated components
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The Gordon
MEM30205 Certificate III in Engineering – Mechanical Trade (General Engineering)
Stage 1
MEM13014B
Apply principles of OHS in the work environment
MEM16007A
Work with others in a manufacturing, engineering or related environment
MEM15024A
Apply quality procedures
MEM14004A
Plan to undertake a routine task
MEM12024A
Perform computations
MEM18001C
Use hand tools
MEM18002B
Use power tools/hand held operations
MEM09002B
Interpret technical drawing
MEM12023A
Perform engineering measurement
MEM07005B
Perform general machining
Stage 2
MEM16008A
Interact with computing technology
MEM16006A
Organise and communicate information
MSAENV272B
Participate in environmentally sustainable work practices
MEM15002A
Apply quality systems
MEM14005A
Plan a complete activity
MEM07006C
Perform lathe operations
MEM07007C
Perform milling operations
MEM18003C
Use tools for precision work
Stage 3
MEM06007B
Perform basic incidental heat/quenching, tempering and annealing
MEM17003A
Assist in the provision of on the job training
MEM07008D
Perform grinding operations
MEM18055B
Dismantle, replace & assemble engineering components
MEM18006B
Repair and fit engineering components
MEM05007C
Perform manual heating and thermal cutting
MEM05012C
Perform routine manual metal arc welding
MEM05050B
Perform routine gas metal arc welding
Stage 4
MEM07011B
Perform complex milling operations
MEM07012B
Perform complex grinding operations
MEM07021B
Perform complex lathe operations
MEM12003B
Precision mechanical measurement
Further electives to the value of 10 points chosen from another mechanical stream

Appendix 5
MEM30305 Certificate III in Engineering – Fabrication Trade
Stage 1
MEM13014B
Apply principles of OHS in the work environment
MEM16007A
Work with others in a manufacturing, engineering or related environment
MEM15024A
Apply quality procedures
MEM14004A
Plan to undertake a routine task
MEM12024A
Perform computations
MEM18001C
Use hand tools
MEM18002B
Use power tools/hand held operations
MEM09002B
Interpret technical drawing
MEM12023A
Perform engineering measurement
MEM05007C
Perform manual heating and thermal cutting
MEM05012C
Perform routine manual metal arc welding
MEM05050B
Perform routine gas metal arc welding
Stage 2
MEM16008A
Interact with computing technology
MEM16006A
Organise and communicate information
MSAENV272B
Participate in environmentally sustainable work practices
MEM12007D
Mark out/off structural fabrications and shapes
MEM05005B
Carry out mechanical cutting
MEM05049B
Perform routine gas tungsten arc welding
MEM05051A
Select welding processes
MEM05052A
Apply safe welding practices
MEM05017D
Weld using gas metal arc welding process
Stage 3
MEM15002A
Apply quality systems
MEM14005A
Plan a complete activity
MEM05019D
Weld using gas tungsten arc welding process
MEM05015D
Weld using manual metal arc welding process
MEM17003A
Assist in the provision of on the job training
MEM03003B
Perform sheet and plate assembly
MEM05037C
Perform geometric development
Stage 4
MEM05010B
Apply fabrication, forming and shaping techniques
MEM05011C
Assemble fabricated components
MEM05016C
Perform advanced welding using manual metal arc welding process
MEM05036C
Repair/replace modify fabrications
Further electives to make up 96 points which are delivered in the workplace or online.
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Western Australia
Challenger Institute
MEM30205 Certificate III in Engineering – Mechanical Trade
Phase 1
MEM09002B
MEM12023A
MEM13014A
MEM14004A
MEM15024A
MEM16007A
MEM18001C
MEM18002B
MEM18055B
Phase 2
MEM05005B
MEM05007C
MEM12024A
MEM15002A
MEM07005C
MEM12006C
Phase 3
MEM06007B
MEM16006A
MEM16008A
MEM14005A
MEM17003A
MEM18003C
MEM07006C
Phase 4
MEM18004B
MEM18005B
MEM18007B
MEM18009B
MEM18006C
Phase 5
MSAENV272B
MEM05012C
MEM05050B
MEM05049B
MEM18012B
MEM18013B
MEM18018C
MEM18020B

Year 1, Semester 1
Interpret technical drawing
Perform engineering measurements
Apply principles of occupational health and safety in the work environment
Plan to undertake a routine task
Apply quality procedures
Work with others in a manufacturing, engineering or related environment
Use hand tools
Use power tools/hand held operations
Dismantle, replace and assemble engineering components
Year 1, Semester 2
Carry out mechanical cutting
Perform manual heating and thermal cutting
Perform computations
Apply quality systems
Perform general machining
Mark off/out (general engineering)
Year 2, Semester 1
Perform basic incidental heat/quenching, tempering and annealing
Organise and communicate information
Interact with computing technology
Plan a complete activity
Assist in the provision of on the job training
Use tools for precision work
Perform lathe operations
Year 2, Semester 2
Maintain and overhaul mechanical equipment
Perform fault diagnosis, installation and removal of bearings
Maintain & repair mechanical drives & mechanical transmission assemblies
Perform levelling and alignment of machines and engineering components
Repair and fit engineering components
Year 3, Semester 1
Participate in environmentally sustainable work practices
Perform routine manual metal arc welding
Perform routine gas metal arc welding
Perform routine gas tungsten arc welding
Perform installation and removal of mechanical seals
Perform gland packing
Maintain pneumatic system components
Maintain hydraulic system components
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MEM30305 Certificate III in Engineering – Fabrication Trade
Stage 1
MEM05005B
MEM05051A
MEM05052A
MEM09002B
MEM12023A
MEM13014A
MEM18001C
MEM18002B
MEM05007C
MEM05008C
Stage 2
MEM05050B
MEM05017D
MEM12007D
MEM12024A
MEM14004A
MEM16006A
MEM16007A
MEM05012C
MEM05015D
MEM05049B
Stage 3
MEM05019D
MEM05037C
MEM17003A
MEM05047B
MEM05048B
MEM09003B
Stage 4
MEM15002A
MEM15024A
MEM16008A
MEM05010C
MEM05011D
MSAENV272B
MEM14005A

Carry out mechanical cutting
Select welding processes
Apply safe welding practices
Interpret technical drawing
Perform engineering measurements
Apply principles of occupational health and safety in the work environment
Use hand tools
Use power tools/hand held operations
Perform manual heating and thermal cutting
Perform advanced manual thermal cutting, gouging and shaping
Perform routine gas metal arc welding
Weld using gas metal arc welding process
Mark off/out structural fabrications and shapes
Perform computations
Plan to undertake a routine task
Organise and communicate information
Work with others in a manufacturing, engineering or related environment
Perform routine manual metal arc welding
Weld using manual metal arc welding process
Perform routine gas tungsten arc welding
Weld using gas tungsten arc welding process
Perform geometric development
Assist in the provision of on the job training
Weld using flux core arc welding process
Perform advanced welding using flux core arc welding process
Prepare basic engineering drawing
Apply quality systems
Apply quality procedures
Interact with computing technology
Apply fabrication, forming and shaping techniques
Assemble fabricated components
Participate in environmentally sustainable work practices
Plan a complete activity
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Professional Development and Currency of RTO Staff
Introduction
This report addresses the qualifications and experience of teaching staff employed by the 10
Registered Training Organisations (RTOs) participating in the Engineering Excellence project, and also
how these RTOs address the professional development of teaching staff, and how they ensure they
maintain their vocational currency.
Late in 2012, teaching staff were surveyed about
 the length of time they had worked in their trade,
 the length of time they had spent teaching,
 the highest teaching qualification they held, and
 the highest technical qualification they held.
188 teaching staff completed the survey.
At the end of 2014, teaching staff were again asked the same questions. 117 staff completed this
survey. The reduced numbers completed is partly explained by retrenchments of teachers enacted
by most participating RTOs. This is explained elsewhere in this report.
The information they provided is included in this report.
It was also agreed by the National Project Steering Committee in 2013 that RTOs should be asked to
report on how their organisations approach professional development of teachers and how they
manage vocational currency. The project officers were asked to prepare this information, which is
now consolidated into this national report.

6.1 Qualifications and Experience
Individual RTOs have not been identified in this section of the report.
In 2012, across all RTOs, the average time teaching staff had spent working in their trade was just
under 30 years. This included time spent teaching trade skills in an RTO. For individual RTOs, average
time spent working in the trade ranged from 22 years up to 34 years.
In 2014 the average time spent in the trade was 30.3 years, a slight increase. For individual RTOs,
average time spent ranged from 27.4 years up to 34.5 years.
In 2012, the average time spent teaching was 13 years, with substantial variations across RTOs. At
the high end, some RTOs reported an average of just over 16 years teaching, whereas the lowest
average time was just under 5 years.
In 2014, the average time spent teaching was just under 12 years (11.9). The lowest average time
was 6.6 years, and the highest 18.6 years.
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All RTOs adhere to the requirement that teaching staff must as a minimum hold an up to date
Certificate IV teaching qualification. Most have implemented programs to ensure teaching staff
acquire the Certificate IV in Training and Assessment within a set time frame. Some RTOs also
actively encourage teaching staff to obtain higher level teaching qualifications as part of their
professional development, with one encouraging the completion of bachelor-level qualifications.
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RTOs as a minimum require that teaching staff hold a technical qualification equivalent to the level
they are teaching at, usually Certificate III. Most reported processes in place to ensure that these
technical qualifications are updated when Training Package qualifications are revised. Some RTOs
encourage teachers to obtain technical qualifications at higher levels, particularly at Certificate IV
and Diploma levels.

6.2 Professional Development
All RTOs have formal processes in place to ensure the professional development of their teaching
staff. Some reported annual performance reviews from which flow formal plans for PD activities.
The main focus of RTOs, for compliance reasons, is on ensuring that their teaching staff have up to
date training and assessment qualifications and up to date technical qualifications. For example,
Hunter TAFE successfully completed a professional development campaign in 2012 to have all
teaching staff upgrade to the current level Certificate IV in Training and Assessment (TAE40110) and
now has a similar process underway for engineering trade teachers to upgrade technical
qualifications. The process and assessment tool has been developed, assessors and delegates have
been nominated, and teachers are collecting their evidence and submitting under the RPL process.
Many teachers are choosing to apply for the Diploma of Advanced trade qualification due to their
vast knowledge and broad based work experience.
Similarly, Careers Australia provided all staff with the opportunity to upgrade to the TAE Certificate
IV in Training and Assessment two years ago, an opportunity all engineering staff took up. This is
managed through ‘The Careers Australia Academy’.
Challenger require all new engineering lecturers to have a minimum of five years relevant industry
experience as a qualified tradesperson. They are given two years to obtain the Certificate IV in
Training and Assessment if they do not already have it. During this time these lecturers, through an
internship program, are provided with structured tuition and workshop activities and are released
from delivery activities for one day per week. A mentor is assigned to each new lecturer and a
planned supervision agreement is put in place as required for AQTF compliance for classroom
delivery and assessment activities.
Beyond the domain of formal training qualifications, most RTOs reported processes in place to
address other professional development needs. For example, South Western Sydney Institute
maintains a Workforce Capability and Development Unit (WCDU) which runs programs for teachers
which focus largely on generic skilling such as cultural awareness, job application writing and IT
applications.
TAFE SA Whyalla intends to concentrate future professional development on the competency of
apprentices in the workplace. This will focus on delivery of assessment strategies in the workplace
and collaborative arrangement strategies with industry trainers and supervisors of apprentices in
identifying appropriate projects to show in the workplace competence at stages 1, 2, 3 and 4.
Training Prospects carries out less formal professional development activities at monthly meetings.
The meetings start with performance issues such as budgets, key performance indicators and AQTF
requirements like reporting assessments correctly and other compliance issues that need
addressing. They then invite guest speakers to come each month to talk on relevant topics such as
Australian Apprenticeship Centres, group training organisation requirements and workplace health
and safety requirements.

6.3 Maintaining Currency
All RTOs are required to show that teaching staff can demonstrate current industry skills directly
relevant to the training/assessment being undertaken. For some RTOs this is done by ensuring the
technical qualifications held by teaching staff are up to date, for example through RPL processes
when Training Package qualifications are updated.
Most RTOs encourage their staff to regularly visit workplaces to keep abreast of current industry
practices, and those involved in workplace delivery can maintain currency through using the
equipment and machinery in those workplaces for training and assessment purposes. The Gordon
requires teachers to visit apprentices’ workplaces to negotiate Training Plans detailing the delivery
of the training, how units of competency will be achieved and whether training can be delivered
and/or assessed onsite. They also undertake additional onsite visits to update apprentices’ progress
with employers and perform onsite assessments. All of this requires a good understanding of current
industry practices.
Some RTOs provide opportunities for teaching staff to participate in ‘industry release’ programs to
remain current on equipment, techniques, practices and procedures used in everyday manufacture
and repairs. For example, at SkillsTech, teachers source host companies who are willing to take them
for a week of unpaid work, then fill out relevant forms and get the employer to sign verifying that
they are going to take them on. The forms are then forwarded to Business Manager for approval.
The industry release allows teachers to use industry-relevant, current practices and techniques to
teach their students.
RTOs encourage teaching staff to maintain membership of professional organisations such as the
Welding Technology Institute of Australia, and to subscribe to relevant publications, including
Manufacturing Skills Australia’s newsletter. Many also reported encouraging teaching staff to attend
relevant industry expos and events. At both Kangan Institute and The Gordon engineering staff are
encouraged to attend the Victorian TAFE engineering senate meetings, and when possible the
engineering senate conference. The engineering senate group regularly engage in both vocational
currency and professional development opportunities.
Moderation of training and assessment resources is also cited as a way of maintaining vocational
currency. The Victorian TAFE engineering senate regularly includes moderation activities. At
SkillsTech, one week a year is set aside for moderation of training resources, assessment tools and
projects. Teachers from both campuses get together to conduct the moderation and tools and
projects are then formalised for use.
Another way of maintaining vocational currency is by teaching staff working in their trade outside of
the RTO. Both Training Prospects and TasTAFE mentioned this method.

All RTOs reported various ways of monitoring how teaching staff maintain currency. At Tas TAFE,
evidence is maintained through the Teacher Competency Record. Points are awarded for a range of
activities that contribute to the maintenance of both vocational and training and assessment
currency, with a minimum points requirement for both types of currency. Activities that count
towards the maintenance of vocational currency include:
 Undertaking a formal return to industry or currently working in industry
 Recently gained relevant skill-sets or qualifications, or relevant licences/accreditations
 Involvement in industry-related competitions/awards as a judge.
 Managing apprentices’ training &/or assessment on-the-job
 Recent research/project undertaken for an industry sector or individual enterprise
 Holds a current industry-related license and/or accreditation.
 Member of industry peak body, or subscriptions to relevant publications, journals, etc.
 Attending industry/enterprise meetings or trade sessions/expos/seminars/conferences
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