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Chapter 6

The Crucial Role of Training and Development

Jennie George

he Federal Government has examined
Industry Training in Australia and
concluded:

There is now general agreement that Australia needs a flexible
and highly skilled workforce, capable of maximising its
productivity, producing quality goods and innovatively
exploiting both new technologies and market opportunities.
This will require more than simply an increase in the type of
training that has been provided in the past. Productivity and
quality depend not only on the level and type of skills of the
workforce, but also on the effectiveness with which those skills
are used. This, in turn, will be influenced by factors such as
management and union practices, work organisation and the
nature of networking between industry and educational
institutions, research and development and innovation, Past
attitudes of separating training and industrial issues are no
longer valid.

The trade union movement certainly agrees with this
observation. We can no longer afford to treat training
as an issue marginal to our mainstream industrial
concerns. In our current pursuit of completely re-
writing the award system, through award
restructuring, one of our key priorities is to ensure a
more comprehensive, integrated and structured
approach to industry training.

As a naticn we need to improve both the level and
quality of training if we are to develop the skills base
necessary to boost our economic performance.
Unfortunately training has been viewed by too many
firms as an operating cost to be minimised, rather than
as an investment. For this reason the trade union
movement has supported and welcomed the
introduction of the Training Guarantee Act.

A recent survey by the Australian Bureau of Statistics
into training expenditure revealed significant
disparities between the training effort of private and
public sector employers and between large and small
business, suggesting most employers are getting a free
ride at the expense of the larger companies and public
enterprises. Currently only 42 per cent of private
employers with payrolls of more than $200,000 had any
training outlays and only 21 per cent of private
employers expended money on formal training.

As far as the union movement is concerned, training
and award restructuring are inextricably linked. The
success of award restructuring and along with it, the
emphasis on skills formation, will depend largely on
developing the training strategies and systems capable
of meeting the needs of the workforce and of the
economy. These goals require special attention and

consideration of the specific position of women in the
labour market.

Despite the huge growth in employment of women,
the pattern of women’s employment has remained
relatively unchanged. Women continue to be
concentrated in a narrow range of occupations and in
jobs which provide little formal or structured training
and few career prospects. This occupational
segregation cannot be justified in terms of either equity
or efficiency. Looking to the future it is estimated that
by the year 2000, women will comprise approximately
half of the prime-age full time workforce. Women will
be the major source of new labour. Given this
significant change in the structure of Australia’s
workforce, there need to be fundamental changes in
attitude to the issue of training for women, if we are to
maximise our opportunities.

The Current Picture; Women's

Participation in Education

The retention rate of both male and female students
has increased steadily over the past few years. The
retention rate in 1988 was 57.5 per cent - with female
rates at 62 per cent being significantly higher than
males at 53 per cent. While girls are staying on at
school longer they are not being attracted to the
sciences, technology subjects, maths and engineering in
sufficient numbers. Gender differences, in terms of
subject choices, continue to characterise the tertiary
sector of education. As shown in Table 1, women
predominate in Bachelor degree courses in Arts, Social
Sciences and in Education, at both universities and
CAEFE’s.

While courses in TAFE are theoretically open to all,
enrolment patterns, as illustrated in Table 2, reflect the
gender segmentation in the marketplace. The bulk of
women’s enrolment is concentrated within business
studies in secretarial and clerical courses, as well as in
fashion, childcare, community service and preparatory
courses. The main subject choice for men - engineering
- attracts 32 per cent of male students but only 2 per
cent of female students.

The breakdown of qualifications on a gender basis,
illustrated in Table 3, reveals the low levels of
attainment in the trade and apprenticeship area, and
the higher percentage of women lacking any formal
post-school qualifications. -






