REPORT OF THE NATIONAL ADVISORY COUNCIL ON THE EMPLOYMENT OF WOMEN (NACEW) ON 

WOMEN'S ACCESS TO INDUSTRY TRAINING
Executive Summary

In this report, NACEW assesses the Government's Skill NZ strategy, as implemented to date.  In particular, NACEW identifies any areas where there are likely to be equity and/or efficiency costs because specific groups of women are in danger of being left outside the industry training and national qualifications frameworks.  To the extent that these are found, it may be necessary for the government to take a more pro-active role in a number of key areas as implementation of the strategy proceeds.  

In light of women's employment patterns and the past history of women's access to formal industry training in New Zealand, NACEW considers that Skill NZ will only result in significant advances in women's access to industry training if:
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wide and deep coverage of Industry Training Organisations (ITOs) and Advisory Groups (AGs) is achieved which includes female intensive industries and female intensive occupations within industries
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employers are encouraged to develop and adopt employment practices which remove barriers women face in entering particular industries and occupations
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women who are employed have access to quality systematic training that is linked to the qualifications framework and suited to their requirements

NACEW's research shows that whilst some female-intensive industries have formed ITOs, three of the four industries employing the largest numbers of women remain largely outside the industry training framework.  Where no ITO exists and there is no history of systematic training, NACEW has major concerns about the training opportunities for employees within those industries.  This is the situation in the bulk of the retail sector.  Where ITOs have developed, there are also reservations about the extent to which support staff (who are often women) will have access to formal industry training.  These concerns stem from the fact that nearly half of all ITO applications focus solely on industry-specific training with no reference to generic skills.   

Any accurate assessment of whether, and to what degree, Skill NZ has improved women's access to employment and training requires comprehensive monitoring of (as yet unavailable) data.  It is essential that industries both collect this data and develop and implement plans to address any issues it raises.  Ultimately, it is the ETSA Board's responsibility to consider ITOs' commitment in this area when entering into funding agreement with a particular ITO.  NACEW was heartened by the extent of overseas equity initiatives identified whilst researching this report, and suggests that ETSA investigate and report on those which would be appropriate and useful in this country. 

One of the implications of an industry-led strategy is that, under current legislation, neither ETSA nor NZQA have any responsibility to monitor the quality of industry training delivered.  Given that women have traditionally had less access to quality, relevant, nationally recognised training, NACEW is concerned that there is no ability to monitor whether or not this situation has improved under Skill NZ.  Furthermore, there is no ability to rectify any difficulties which might be identified.  

NZQA is in a position to monitor the development of unit standards.  It is essential that these standards are assessed to ensure they cover the skills required in female-intensive occupations and industries, and that their content and style is gender neutral.  In addition, both AGs and ITOs have much to gain from broadening their membership to more accurately reflect the gender distribution and cultural diversity of their workforces.  

A
Background

In April 1992 the National Advisory Council on the Employment of Women (NACEW) made a submission on the Industry Training Bill 1991 which welcomed the Government's aim to develop systematic quality industry training.  The Council stressed that if better use is to be made of all our human resources, it is essential that industry training is extended to:
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industries with little history of formal training
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women, Maori and Pacific Islands people who have previously been under-represented in such training  

Benefits of Industry Training for Women
There are a number of key reasons why it is vital that women, Maori and Pacific Islands people have access to systematic industry training.  Firstly, by providing a stepping stone to more satisfying and higher paying work, such training plays an important role in realising Equal Employment Opportunities and enhancing career prospects for these groups.  In addition, the acquisition of nationally recognised training enables people to move more easily between jobs.  This is particularly important for women who are more likely to spend periods of time outside the paid workforce because of childcare or eldercare responsibilities.  Training which results in more portable skills is increasingly important as jobs and/or job content alter, as a consequence of economic and technological change.  

Wider Public Benefits of Increased Participation

Furthermore, it is in the wider public interest for government to ensure that women, Maori and Pacific Islands people have access to systematic industry training.  For obvious equity reasons, the upgrading of New Zealand's skill base cannot afford to ignore the needs of such increasingly significant sectors of the labour force.  In 1966 just over 25% of paid workers were female but by 1993 women comprised 43.7% of the total labour force.
  Since 1961 the Maori labour force has doubled in size.  Whilst Maori presently comprise 7% of the total New Zealand labour force, projections indicate that by the year 2020 this will increase to 30%.
  The Pacific Islands population in New Zealand is similarly growing, with a high proportion of this workforce employed in declining industries and therefore particularly dependent upon retraining.
  

There are also strong efficiency reasons for ensuring that each of these groups has access to quality industry training.  Where employees feel their skills are valued there are likely to be productivity gains as well as improved employee relations and morale.  Overall demographic trends also mean that, as the total proportion of young adults falls, it becomes increasingly important to upskill an existing workforce rather than relying on increasing skill levels amongst new entrants to the workforce.  

B
Objectives

NACEW's April 1992 submission concluded that the industry skills training policies have the potential to increase training opportunities for all women workers and improve the quality of the training they receive.  The overall goal of this report is to assess the extent to which the government's strategy, Skill NZ, is realising this potential.  

Report's Structure
Before assessing Skill NZ, it is necessary to understand the characteristics of women's participation in the labour force and, in particular, the patterns of training upon which the new strategy has been superimposed.  This report starts with a description of existing employment and training trends as these will condition the course of the current industry-led strategy and hence its likely impact on women.  NACEW then briefly outlines Skill NZ before providing a two-pronged Evaluation Report which:
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details progress to date in extending the coverage of industry training to women and 
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reviews New Zealand and overseas initiatives to improve women's participation in training and non-traditional employment.  

The concluding recommendations highlight measures (including some already under way) which are likely to increase both the speed and quality of that progress.  

C
Women's Position in the New Zealand Labour Market
The evidence shows that men and women tend to do different jobs and have different experiences in the labour market.  Specifically:
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Women continue to work in a narrow range of industries and occupations.  In 1991, 4 in every 5 employed women worked in the service sector (in particular in community, social and personal services, and wholesale and retail trade), and 46% of employed women worked as clerical, service or sales workers.
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Women tend to occupy lower status jobs within the occupational hierarchy.  Whilst this vertical segregation may be reducing in some occupations, disaggregated data
 and studies of particular professions such as banking, teaching and the law
 continue to show that women are poorly represented at the senior level.  
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Women are more likely to work part-time than men.  At the time of the 1991 Census, 31% of employed women worked part-time compared to 8% of employed men.  
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On average women also earn less than men.  In February 1993 women's average ordinary time hourly earnings were just over 81% of those earned by men
.  As women also tend to spend fewer hours than men in paid employment and do less overtime, this figure under-represents the actual gap in the take-home earnings of women and men.  

These differences between the labour market experiences of women and men raise questions as to whether women will be as likely as men to benefit from the development of more structured industry training.  

D
Women's Previous Access to Training
Within the Apprenticeship System
The apprenticeship system has been the dominant form of work-based entry level
 training for young people in New Zealand.  The apprenticeship system covered approximately 38 trades and catered for around 20,000 apprentices at any one time.  However, relatively few women benefited from the training available under this system.  Specifically:
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Apprenticeship training was largely confined to male-dominated occupations.  During the 1980s female apprentice contracts comprised less than 12% of all contracts in force.  By 1992, the incidence of female apprentice contracts had risen to 17%.  However, this increase largely reflects the sharper decline in the number of apprenticeships in male-dominated areas such as construction. 
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Whilst there was a 15% increase in the number of women employed in non-traditional areas of training between 1986 and 1991, in 1992 80% of all female apprenticeship contracts were still in ladies' hairdressing.
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The apprenticeship system was highly regulated in terms of its training and certification requirements and tended to discriminate against women (and men) who acquired trades skills outside of the apprenticeship system.
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Very few women were represented on national or local apprenticeship committees
.  
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New Zealand employers were encouraged to take on a female apprentice using the Female Apprentice Recruitment Subsidy Scheme (FAIR).  However, the low level of the subsidy coupled with the persistence of traditional attitudes against the employment of women in non-traditional work, has meant FAIR has had limited success.  

Australian Evidence
A recent Australian report Different Futures
 provides further insight into factors contributing to women's under-representation in apprenticeship training and their difficulties in entering non-traditional areas of employment.  It highlights lack of effective communication between industry and girls/women (including employers' reliance on word of mouth and their existing networks for recruitment, and girls misconceptions about apprenticeship requirements) as major barriers.  Sometimes women were also placed at a disadvantage because of the use of inappropriate 'aptitude' tests, whilst girls' choice of school subjects could also reduce their options.   

Within Female-Dominated Work
Focusing on women's difficulties in entering non-traditional work and training is only part of the picture. In many female-dominated occupations, such as clerical work or retail sales, problems stem from the underdevelopment of systematic training and the lack of clearly defined career paths.  The absence of formal entry-level training in some female dominated occupations also means that women have fewer opportunities to train while earning.  

There is also a broader problem which has limited the degree to which training has developed within female-intensive work.  This is the general undervaluing of women's work and skills.  Until relatively recently 'skilled' work was largely defined in terms of technical or manual skills used in male jobs.  This notion of skills was reinforced by the apprenticeship system, industrial relations practices and the comparative lack of bargaining strength of female-dominated unions.  Skills required in female-intensive occupations have often been accorded low status largely because they are mainly performed by women, and in some cases are seen as a natural extension of women's domestic role.  For example, it was not until the 1970s that systematic training was introduced for childcare workers. 

Overall Access to Quality Training
As there is little New Zealand data available about women's access to training outside trade areas, NACEW has drawn on OECD research on enterprise training.
  There is no evidence to suggest the situation in New Zealand differs from the patterns outlined below.  
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Overall women and men receive similar levels of enterprise training.  However, men are more likely to receive formal company training and/or employer sponsored outside training.  The greater portability and lower cost of this training advantages men relative to women.  
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It is possible that women receive less intensive training.  For example, a survey by the Australian Bureau of Statistics found that only 9% of the formal in-house courses attended by women provided 40 hours or more total training time compared to 18% of the formal in-house training courses attended by men.
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Australian data also highlights problems part-time and casual workers face in gaining access to training
.  As part-time and casual workers in New Zealand are concentrated in the service sector where systematic training arrangements are currently less developed, it is likely that they face similar problems.  Furthermore, a recent public sector report notes that part-timers may have limited training and career opportunities because of management attitudes and practices.  
.  
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In New Zealand, women are over-represented in both casual and part-time work.  Women remain much more likely than men to work part-time
.  One recent New Zealand survey of 2,000 employees also found that 12.7% of female employees were casual workers compared to only 6.75% of male employees
.  
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A 1991 study by England's Equal Opportunities Commission showed that the unmet demand by women for job-related training is substantial amongst those in part-time jobs, but also amongst older women, those who are poorly qualified and those returning to the paid workforce who have family responsibilities
.  

E
Government Strategy: Skill New Zealand
Skill New Zealand is the government's skills training strategy which aims to upskill the New Zealand workforce.  It links together the industry training strategy and the National Qualifications Framework, to encourage the development of industry training which will lead to nationally recognised qualifications.  
Industry Training Strategy
The Industry Training Act 1992 provides the framework for industry to control the development, implementation and management of industry training programmes under the auspices of Industry Training Organisations (ITOs).  Its three broad aims were to:
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increase the quantity and quality of training
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extend systematic training to a wider range of industries and occupations

symbol 183 \f "Symbol" \s 10 \h
make training accessible, particularly to those previously under-represented in structured training

Industry commitment to this strategy rests upon individual employers' recognition of the link between skills development and economic advantage and their willingness to put money, time and effort into being a member of an ITO.  Both these developments are necessary if the ITO mode of delivering industry training is to be workable.  

The Education and Training Support Agency (ETSA) is the government agency responsible for overseeing the implementation of industry-led training.  This role includes the recognition of ITOs and the management of three contestable funds to encourage the development of industry-led skills training.  (These funds cover the administration costs of existing apprenticeship and primary industry cadetships, training development and the purchasing of off-job training courses).  In addition, ETSA will continue to administer apprenticeships until ITOs are able to take over this responsibility.  ETSA has also implemented a communications strategy to help people understand the objectives of Skill NZ and an ITO Development Unit which works with industries assisting them to set up ITOs and establish systematic training.   

Equity Provisions
ETSA is also charged with promoting the availability of industry training to previously under-represented groups (specifically women, Maori and Pacific Island people as outlined in the Document of Accountability negotiated annually between the Ministry of Education and ETSA).  The ETSA Board is specifically required to take this factor into account when deciding whether to enter into a funding agreement with an ITO
.  

National Qualifications Framework
The National Qualifications Framework (NQF) is designed to facilitate continuous training, skills up-grading and retraining throughout an individual's working life.  It focuses on increasing the skills both of those already in the workforce and students leaving school by covering industry training, senior secondary, tertiary education and second-chance education.  This comprehensive national framework for the recognition of knowledge and skills is intended to eventually supersede the previously confused and complicated system of qualifications.    

The building blocks of these qualifications are unit standards, which define the performance standards required to perform a job or to demonstrate a skill.  These are being developed by Advisory Groups ,with ITOs taking on this work as they become established.  Learners are able to choose combinations of units which best meet their (and potential employers') needs.  This framework encourages continued learning as individuals can build on past training and work towards nationally recognised (and therefore more portable) qualifications.  The key change is that learners will be assessed according to their competency rather than on the basis of time served undergoing training (as was the case under the old apprenticeship system).  

Equity Implications
This competency-based system is potentially more able to recognise prior learning, that is, skills and knowledge already gained through a job, study or life experiences.  There are a number of reasons why Recognition of Prior Learning (RPL) will have particular benefits for women.  Women are more likely to move out of the labour force because of family responsibilities and perform a higher percentage of unpaid domestic and voluntary community work.  Maori and Pacific Islands people also tend to spend long hours doing voluntary work
.  Currently, the skills gained through these experiences are often not recognised in the labour market.  Similarly, many women in paid employment under-take in-house training which may not be formally documented (for instance, conflict resolution or shop training courses).  

Potential of Skill New Zealand
Given women's employment patterns and the past history of women's access to formal training, NACEW considers that Skill NZ will only result in significant advances in women's access to industry training if:

1.
wide and deep coverage of Industry Training Organisations and Advisory Groups is achieved which includes female intensive industries and female intensive occupations within industries

2.
employers are encouraged to develop and adopt employment practices which remove barriers women face in entering particular industries and occupations

3.
women who are employed have access to quality systematic training that is linked to the qualifications framework and suited to their requirements

These three issues are addressed in the following Evaluation Report.  Its aims are to check if the equity potential of the new framework is being realised or whether emerging structures are replicating and reinforcing women's historic relative lack of access to industry training.  This report assesses the progress to date of Skill NZ, especially in the light of overseas (particularly Australian) initiatives designed to increase women's participation in industry training and non-traditional employment
.  

F
Evaluation Report
Coverage of ITOs

NACEW analysed all the 46
 ITO applications lodged with ETSA on or before 9 December 1993 to establish:
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the breadth of coverage.  To what extent have ITOs formed in industries which 
have high numbers or proportions of women workers?
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the implications of any gaps in coverage.  What are the training prospects for 
women in industries where ITOs have not developed?
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the depth of coverage.  Where ITOs have developed, will training be developed 
for support staff within those industries?
Breadth of ITO Coverage

ITOs have developed in some industries with both high numbers and proportions of female employees.  These include Banking and Apparel Manufacturing.  However, it is of concern that three of the four industries employing the largest numbers of women (covering 130,958 employees) and five of the ten most female-intensive industries are largely outside the industry training framework.  

Those industries with no ITO and large numbers or proportions of female employees are all found in the following three industry groups:
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the business and financial sector - covering generic office services such as typing, as well as more specific legal, accounting, computing or advertising services
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community, social and personal services - education and health (apart from community support services for people with disabilities) and the public sector (outside local government)
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the retail sector - where no specific retail industry ITO has developed and only one registered ITO encompasses the retail workers within its industry

Implications of Gaps

Where no ITO exists and there is no history of systematic training there is scope for major concern about the training opportunities for employees within those industries.  This is the situation in the bulk of the female-intensive retail sector.  As already noted, there are both efficiency and equity costs if such training does not develop.  Employees are less likely to gain portable skills or realise their employment potential.  Whilst NACEW recognises that the industry training strategy is industry-led, if government is not willing to foster and facilitate those reluctant to establish ITOs, then there is a risk that women and other previously under-represented groups will be left outside the new framework.  

On the other hand, there are some industries such as education and health which have not formed ITOs but have a long history of industry training for their major specialist occupational groups.  If this training is systematic, the absence of an ITO may not be of major concern.  However, there is also some doubt about the extent to which training is provided for the large number of support staff in these industries (for instance, kitchen and laundry staff in the health sector).  

The entire industry training strategy is industry driven.  Therefore its success in increasing both the breadth and quality of training largely depends on employers' perceptions of the costs and benefits of both industry training and ITO membership.  A number of factors may decrease employers' participation in the new framework and therefore the likelihood of an ITO developing.  These include:
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high levels of employee turnover where employers perceive little long term benefit from investment in training

symbol 183 \f "Symbol" \s 10 \h
tight profit margins or other financial constraints (including state sector budget cuts) which may reduce the amount of money available for or allocated to staff training
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highly competitive industries where there is no history of co-operation between key employers 
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low levels of capital investment (as training may increase the return on capital)
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small number of employees, where there are no additional staff available to cover for employees undertaking training or to compensate for loss of productivity during on-job training

Further work is necessary to assess why particular industries remain outside any form of systematic industry training.  Additional policy initiatives may then be required to address identified barriers to participation in the new framework.  

Depth of ITO Coverage

NACEW members are concerned that if ITOs focus on technical and firm-specific skills, there may be little industry training provided for support staff
 (many of whom are women).  There are a number of steps required if support staff are to have access to systematic industry training.  Firstly, there need to be unit standards developed which cover these generic skill areas.  Currently this work is being undertaken by Advisory Groups (AGs).  However, the industry training framework presupposes that ITOs will develop to take on and finance the work of these AGs.  

If ITOs do not take ultimate responsibility for maintaining unit standards for support staff, there is some concern about the long term implications for the quality and volume of nationally recognised training available to these workers.  NACEW understands that the Ministry of Education, NZQA and ETSA have recognised this potential problem and welcomes their current work identifying options for funding the establishment and maintenance of unit standards.  

If support staff are to benefit from the development of unit standards, ITOs then need to incorporate generic standards in their actual industry training.  NACEW initially analysed the 43 ITO applications made to ETSA as at 16 March 1993 looking for any reference to generic as well as industry specific training.  Over half (53%) of these applications viewed expressed no interest in skills other than those specific to their own industry.  NACEW was then able to update this information by analysing the 6 additional ITO applications lodged by 9 December 1993.  It is promising to note that each of these applications expressed either an interest in generic skills or are actively setting standards to cover these areas
.  Therefore, by the end of December, the proportion of ITO applications containing no reference to generic skills had fallen to 46%.  

Another welcome development is the establishment of the Building Service Contractors ITO (predominantly covering contract cleaners) and the Community Support Services ITO (covering workers providing either paid or unpaid support to people with disabilities).  Each of these ITOs explicitly state that their workforces are largely female (and very multicultural in the case of contract cleaners) with a substantial percentage of part-time workers.  

Conclusions

After reviewing the above evidence regarding the breadth and depth of ITO coverage to date, NACEW concludes that:
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The success of Skill NZ is ultimately dependent upon industry's financial and time commitment to the new framework.  NACEW notes with concern gaps in both the breadth and depth of ITO coverage.  
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Since to date there are a significant number of female-intensive industries which have not formed ITOs, there is a real risk that women may be left outside the new industry training framework
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Where ITOs have developed, there are also reservations about the extent to which support staff will have access to training, given that nearly half of all ITO applications focus solely on industry-specific training with no reference to generic skills
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These gaps in ITO coverage emphasise the importance of the Ministry of Education's current policy work looking at alternative funding mechanisms to ensure unit standards are established and maintained.  It is essential that these options address the requirements of female-intensive industries and occupations.  These include the development of unit standards to cover generic skills, and options for the maintenance of these standards where ITOs have not developed.   

Women's Current Access to Employment and Training and Initiatives to Improve this Access

Many ITOs are currently unaware of the gender and ethnicity mix of their workforce, let alone the extent to which various groups have had access to on-job training.  This lack of data limits the extent to which it is possible to assess women's employment and training opportunities within particular industries.  A significant number of ITOs recognise this problem and cite the upgrading of employee databases as an integral first step in ensuring training is extended to previously under-represented groups.  

Government Initiatives
In November 1992 , the Ministry of Education published an inter-agency report, Strategies for Monitoring Industry Training Effort and Outcomes in NZ.  This summarises the usefulness and limitations of databases being developed by ITOs, NZQA and ETSA.  It then goes on conclude that there is a need for the Department of Statistics to obtain both baseline and more indepth data on industry training.  

The new framework does provide some incentives for ITOs to collect information which will enable the equity outcomes of industry training to be effectively monitored.  Where ITOs receive government funding for their industry training they are required to provide ETSA with statistics on the gender and ethnicity of the employees involved in that training.  However if no ITO has developed in a particular industry (or the ITO chooses not to accept government funding to purchase its training requirements) there is no such ability to monitor that industry's training.  

Section 5 of the application form completed by prospective ITOs also asks what plans have been made to involve women, Maori and Pacific Island people in industry training programmes.  Additional relevant information may also be obtained from two further questions.  These ask ITOs to provide details about consultation within their industry, and mechanisms that have been developed to ensure that they are responsive to changes in the training demands and needs of their industry.  

Ongoing monitoring of the demographic profiles of employees receiving training and the consultation and equity plans of ITOs should help ETSA to identify those industries requiring assistance.  The Industry Training Act makes it clear that ETSA is to promote the extension of training to previously under-represented groups and the ETSA Board is to consider this issue when assessing ITO funding applications.  Therefore, where no progress is made despite ETSA's support, NACEW believes the provision of ongoing funding should be questioned, 

ETSA's booklet Responsiveness to People Under-Represented in Training provides useful guidelines to assist ITOs in delivering training programmes which accommodate the needs of a diverse workforce.  In addition, they have produced a series of posters highlighting women's employment and, alongside ITOs, are jointly responsible for administering the Female Apprenticeship Recruitment Subsidy Scheme (FAIR).  Two broader government initiatives are the EEO Trust (in partnership with the private sector) and the EEO Contestable Fund both of which promote Equal Employment Opportunities as good management practice.  However, neither of these have a particular focus on training.  

Overseas Initiatives
While NACEW applauds the efforts made by ETSA to date to meet its responsibilities to improve women's access to industry training, we believe that considerably more work could and should be done.  Overseas evidence has shown that it is possible to make significant progress for women in the areas of industry training.  Some of this work concentrates on the means of overcoming particular barriers faced by women interested in non-traditional work (especially trades, technology, science and engineering).  

This evidence clearly argues that progress requires well-coordinated action on several fronts.  For instance, the City of Toronto's Bridges to Equity programme combines pre-apprenticeship programmes for women considering moving into non-traditional areas, training and information for employers on recruitment procedures and a practical guide for employers and unions on ways to maximise the retention of women in these jobs.  In Canada, it has also been recognised that there is a need to provide ongoing support for women in trades, technology and operations work.  This has seen the development of networks, newsletters and a national conference.  A funded national co-ordinator maintains contact with women undergoing training, those in paid work and works in coalition with senior policy analysts and industry leaders.  

The Australian research project Different Futures also identified factors which are critical if women are to be encouraged into non-traditional entry-level training.  As a result, in 1993 the Department of Employment, Education and Training (DEET) produced Value-Added Recruitment, a resource for employers wanting to attract female applicants to trade apprentice and trainee positions.  

A separate resource package has been prepared for group training companies.  These companies employ apprentices and trainees who then receive their on-the-job training via a rotation program which places them with a range of host employers.  Since 1987 the Building Industry Group (Training) Scheme has actively worked to recruit and support women in the building trades.  This work has included developing a successful work experience pilot programme for female senior school students and publicising the joint Commonwealth/State-funded Tradeswomen on the Move scheme where tradeswomen visit schools to talk about their work.  

The Women's Research and Employment Initiatives Program has also recently published a number of reports including Women in Printing and Breaking Down Traditional Barriers - the attitude of small industry to non-traditional schooling and work.  Both reports emphasis the importance of employers' attitudes.  Other Australian initiatives include the DEET-funded Women in Entry-level Training Best Practice project.  This identifies and documents successful approaches that Australian companies use to recruit women into non-traditional occupations.  DEET is also undertaking case studies to monitor the Training Guarantee Act which came into effect in July 1990. This will include assessing how equitable employers' distribution of training has been among women.  

Work is already underway to field-test the Australian Vocational Certificate (AVC) training system before it is implemented in January 1995.  Work-based pilot projects are being used to trial methods of improving the training outcomes for women (both in traditional and non-traditional work) and other previously disadvantaged groups.  Many of the organisations running AVC pilots are also receiving support from DEET's Best Practice project.  

New Zealand's industry training strategy is moving towards a multiple pathway emphasis on the diversity of training options.  There can be clear benefits in having a wide range of ways to obtain qualifications.  On the other hand, there is also some evidence that women are less likely to benefit from these arrangements.  The WEETAG summary of overseas experiences of Women in Entry-Level Training
 shows that where there a number of different ways to get training (for instance, through schools, at work or in post-secondary institutions), women tend to be concentrated in poorer pathways.  These have less employer recognition, poorer long-term employment outcomes and less likelihood of receiving wages while training.  

In New Zealand, the qualifications framework is intended to ensure that so-called poorer pathways do not develop.  For instance, one recent New Zealand initiative which may temper the gender-segregation of training options is Skill Pathways which integrates institution and on-job learning.  The training it promotes must be undertaken jointly by an educational institution and an employer, with a minimum of 20% on-job training.   

Overall, this evidence reiterates the need to ensure there is adequate monitoring, coupled with pro-active interventions, of women's access to industry training.  

As the WEETAG report concludes, placing overall control of entry level training in the hands of industry - without such monitoring - is likely to replicate and reinforce women's secondary status. 

Conclusions

Clearly, there is a considerable amount of baseline data and monitoring required to accurately assess whether, and to what degree, women's access to employment and training within specific industries has improved under Skill NZ.  There is also much to learn from the success of overseas initiatives in this area.  Therefore, NACEW recommends that:
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ETSA continues to gather and analyse data on the access of women and other previously under-represented groups to industry training.  This information will then enable ETSA to work alongside individual ITOs helping them to develop and implement equity plans.  
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In taking action to meet its responsibilities under the Industry Training Act 1992 to improve equity of access to industry training , ETSA needs to use both a facilitative approach (providing practical advice for ITOs, employers and trainees) and its power as a funder (by extending ITOs contractual requirements beyond merely collecting information on who receives their training).  
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The Ministry of Education monitor the extent to which ETSA is using its powers to ensure that ITOs meet their equity requirements, and any shortfalls be addressed in the Document of Accountability signed between the ETSA Board and the Minister of Education (with the Ministry of Education acting as the Minister's agent)
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There appear to be clear merits in ETSA actively investigating overseas initiatives and, where relevant, either implementing these themselves or providing funding to enable ITOs to do so.  Existing funding criteria may need to be modified to encourage and support the development of these initiatives.  

Nature of the Training
So far, this report has covered the issues surrounding the establishment of ITOs and women's access to employment and training within those industries.  Another key issue remains - the adequacy and appropriateness of that training.  

As has already been mentioned, there has been a history of undervaluing many of the skills required in female-intensive occupations.  NZQA plays a key role in addressing this imbalance.  Their initiatives include policy on 'bias free materials' which recognises the need to ensure that unit standards are gender and culturally neutral.  

In addition, NZQA has focused on the recognition of prior learning (RPL) which values skills and knowledge gained through unpaid work, previous jobs, study and life experiences.  NZQA has provided seminars and a booklet offering training providers, ITOs and Advisory Groups (AGs) practical information on RPL.  As already noted, the very nature of women's labour market experiences mean they potentially have more to gain from these developments.  If taken together, RPL and a revaluing of the skills required in female-intensive occupations offer considerable potential for greater recognition of the work women perform.  

The onus to oversee the development of unit standards and then the implementation of training lies with AGs and ITOs respectively.  Overseas evidence and NACEW's assessment of ITO applications suggests that ITOs and AGs require information and guidance in this area.  For instance, a July 1992 survey of Australia's Industry Training Advisory Boards (ITABs) found a lack of clarity about their role and capacity to ensure gender equity.  

As Skills NZ is industry-driven, the actual membership of ITOs and AGs is of vital importance.  Both these decision-making bodies have much to gain from utilising the knowledge of qualified women (and members of other disadvantaged groups) as unit writers, training developers and employee-recipients.  The Australian report Women in Entry-level Training explicitly recommended that decision making bodies in the vocational field increase their level of female representation so that they accurately reflect the proportion of women employed in the relevant industry.  Currently, only 16% of Australia's Industry Training Advisory Boards have such proportional representation.  

Comparable information is not readily available regarding ITOs and AGs in New Zealand.  However, if the membership of these is similar to that of other industry organisations (for instance, company directorships) it is highly likely that women will be under-represented here as well.  ETSA's publication Responsiveness to People Under-represented in Training suggests that an industry's consultative and decision making bodies reflect their workforce
.  In male-intensive industries the initial appointment of women to an ITO may result in representation which exceeds the proportion of women employed in that industry.  However, this may be necessary if the specific needs and concerns of current and potential female employees are to be addressed.  

Conclusions

After reviewing New Zealand and overseas evidence regarding the quality and relevance of industry training available to women, NACEW concludes that:
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If the skills held by women are to be adequately defined and valued, it is essential that NZQA places a high priority on developing resources and models for the recognition of prior learning.  

symbol 183 \f "Symbol" \s 10 \h
There is an ongoing need for NZQA to assess the extent to which unit standards accurately reflect the breadth of skills required within an industry.  NACEW's particular concern is that unit standards are developed which cover the skills and knowledge required in female-intensive occupations and industries, and that their content and style is gender neutral.
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It is also important that NZQA and ETSA continue to provide guidelines and advice on equity issues to AGs and ITOs.  
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One of the implications of an industry-led strategy is that, under current legislation, neither ETSA nor NZQA have any responsibility to monitor the quality of industry training delivered.  Given that women have traditionally had less access to quality, relevant, nationally recognised training, NACEW is concerned that there is no ability to monitor whether or not this situation has improved under Skill NZ
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There are real benefits to be gained from ensuring that membership of individual AGs and ITOs more accurately reflect the increasing diversity of the workforce in the relevant industry.  ETSA and NZQA are in a position to promote this development and should definitely do so.   

Summary of Recommendations
1. Coverage of ITOs

NACEW recommends that the Minister of Employment:

1A
note that two outcomes of the essentially voluntaristic framework are that:


a)
to date, there are a significant number of female-intensive industries which 



have not formed ITOs; 


b)
even where ITOs have developed, there is some reason for concern that they 



will not adequately address the training needs of support staff within those 



industries;

1B
note that, as a consequence, there is a risk that significant numbers of women 


may be left outside the new framework thus limiting the extent to which Skill 


NZ effectively increases the skill base of the female labour force;


1C
note that the Ministry of Education, in consultation with other relevant 



departments and agencies, is undertaking policy work on options for funding 



mechanisms to ensure unit standards (including those for generic skills) are 



established and maintained;


1D
recommend that the Minister of Education direct the Ministry of Education, in 



this work, to develop options for funding mechanisms which address the 



requirements of female-intensive industries and occupations.

2. Women's Access to Employment and Training

NACEW recommends that the Minister of Employment:
2A
note that ETSA's current role in monitoring the extension of training to 





previously under-represented groups is of crucial importance.  This information


will then enable ETSA to work alongside individual ITOs helping them to 


develop and implement equity plans;  

2B

recommend that the Minister of Education direct the Ministry of Education to 



monitor whether ETSA is making sufficient use of both its facilitative role and 



funding powers to ensure ITOs meet the equity requirements of the Industry 



Training Act 1992;  

2C

recommend that the Minister of Education direct the Ministry of Education to 



address any shortfalls in ETSA's monitoring of ITO's equity requirements 



in the 'Document of Accountability' negotiated annually between the Ministry 



and ETSA;  

2D

recommend that the Minister of Education direct ETSA to investigate overseas



initiatives developed to encourage the extension of industry training to 



previously under-represented groups and report on whether these approaches 



could be adapted to New Zealand and, if so, how and when;

2E

recommend that the Minister of Education direct the Ministry of Education to 



report on whether such initiatives could be encompassed within existing 



funding mechanisms and, if not, what modifications would be required to 



implement them.  

3. Nature of Industry Training

NACEW recommends that the Minister of Employment:

3A

recommend that the Minister of Education direct NZQA to continue to:



a)
place a high priority on developing resources and models for the recognition 




of prior learning (RPL);  



b)
monitor the unit standards developed by Advisory Groups to ensure they 




cover the skills and knowledge required in female-intensive occupations and 




industries, and that their content and style is gender neutral;

3B

note the value and importance of the guidelines and advice on equity issues 



which NZQA and ETSA provide to AGs and ITO, in assisting them to extend 



the provision of industry training to previously under-represented groups;

3C

note that one of the implications of an industry-led strategy is that, under current 



legislation, neither ETSA nor NZQA have any responsibility to monitor the 



quality of industry training delivered.  Given that women have traditionally had 



less access to quality, relevant, nationally recognised training, NACEW is 



concerned that there is no ability to monitor whether or not this situation has 



improved under Skill NZ, or to take action to rectify such a situation if it did 



emerge;  

3D

recommend that the Minister of Education direct NZQA and ETSA to actively 



promote to Advisory Groups and ITOs the benefits of broadening their 



membership to more accurately reflect the gender distribution and cultural 



diversity of their workforce.  

APPENDIX 1

Table 1 analyses the fifteen industries with the largest number of female employees.  Its findings are of key importance as they indicate areas where the industry training framework currently does not cover large numbers of female employees.  

Table 2 shows the fifteen industries with the highest proportion of female employees.  Women's concentration in relatively few occupations and industries means there is a significant degree of overlap between Tables 1 and 2.  However Table 2 also provides an opportunity to assess whether there are particular female-intensive industries which have not developed ITOs.  Both tables are based on female full-time equivalents (calculated as the sum of female full-time employees plus half the number of female part-time employees).  

When applying for registration, ITOs are required to specify those industries which they cover.  Few relate this coverage to the NZ Standard Industry Classifications used in the Business Directory.  Assessments about whether or not ITOs have developed in particular industries have therefore been based on the overall information supplied in an ITO application.  

Table 1 - Industries with the Highest Number of Female Employees

Firstly, neither of the two industries employing the greatest number of women have formed Industry Training Organisations (ITOs).  Together the medical, dental, veterinary and education services account for 103,254 female full-time equivalent employees, or 25.1% of female wage and salary earners.  These industries include the female-intensive occupations of nursing and teaching.  The only workers within these industries who are currently covered by an ITO are those providing community services to people with disabilities.  

It is important to note however that this does not necessarily mean that there is no formalised training within these sectors.  Both nursing and teaching have a strong history of industry training which is imbedded in separate legislation which established the Nursing and Medical Councils.  Their slowness to enter the new framework partly reflects the fact that these pieces of legislation would need to be repealed if a education or health ITO was to develop.  

Public Administration and Defence, employs the third highest number of female employees (30,848).  The only ITO formed to cover these workers is in the area of local government.  Central government and defence still remain outside the industry training framework.  

Almost as many women (27,704) work within the business services industry.  This industry classification records both those women who perform generic office services (including typing and photocopying) as well as those providing more specific business services, such as accountancy or computing.  The only ITOs formed in this industry cover two very male-intensive industries - engineering and architecture.  In addition, bank or local government employees performing office services would fall within their respective ITOs.  The ability of ITOs to address the needs of support staff such as these is addressed separately.  

In the food manufacturing sector the only major industry group not covered by an ITO is slaughtering and meat processing.  This breadth of ITO development within food manufacturing is largely a result of the formation of the NZ Food and Beverage ITO.  This wide-ranging organisation is then supplemented by specific ITOs in the dairy, seafood, flour and baked goods sectors.  

In contrast, the industry training coverage is far from comprehensive in the food retail sector.  An umbrella ITO has not emerged in this area.  Only those workers within retail meat, seafood or bakery outlets are currently part of the industry training framework.  Those with no ITO coverage include employees in greengrocers, liquor outlets, newsagents, health food shops, milk vendors and general supermarket staff outside the meat, fish or bakery departments.  

Apart from food retail, two more retail industries feature in the list of top 15 employers of women.  These are textiles, clothing and footwear and the generic category 'retail trade not elsewhere classified'.  This latter category includes department stores, toy and gift shops, jewellers, music and sports goods stores, photographic, art and second hand dealers.  Together these two retail categories employ 15,696 female full-time equivalents.  The only ITO to emerge in the non-food retail sector is that covering jewellery and watchmaking employees.  
The tenth highest employer of women is the communications industry.  Whilst a Telecommunications ITO has developed, the large number of female postal and courier workers fall outside its coverage.  It is also likely that those employed in welfare services (child care, rest home and welfare institution workers) will not be covered by the Personal Social Services ITO.  
Table 2 - Industries with the Highest Proportion of Female Employees

Even fewer ITOs have developed in those industries with the highest percentage of female employees.  The only additional ITOs listed in Table 2 are those associated with ladies hairdressing and funeral services.  Both these ITOs cover the miscellaneous personal services industry.  

In many cases this lack of ITO coverage largely reflects the relatively small size of the industries concerned.  Five of the fifteen industries listed individually employ less than 2,000 women.  None of these are covered by ITOs.  

Nine of the top 10 female-intensive industries fall within the retail or personal and community services sectors.  Of these, only funeral services, ladies hairdressing, community support services for people with disabilities and those welfare or library services run by local bodies have any ITO representation.  

TABLE 1

HIGHEST NUMBER OF FEMALE FULL-TIME EQUIVALENT EMPLOYEES

	INDUSTRY
	NZSIC CODE
	NUMBER OF EMPLOYEES
	CURRENT ITO REPRESENTATION?

	Medical, Dental and Veterinary Services
	933
	53,666
	Community Support Services (ITO 48), Majority ------

	Education Services
	931
	49,588
	Community Support Services (ITO 48), Majority ------

	Public Administration and Defence
	910
	30,848
	Local Government (ITO 7)

Central Govt. incl. Defence ------

	Business Services

	832
	27,704
	Architects (ITO 44), Engineers (ITO 47), Majority ------

	Banking
	811
	17,224
	Banking (ITO 20)

	Food, Beverages and Tobacco (retail)

	622
	16,583
	Retail meat (ITO 9), Seafood (ITO 38), Baking and Flour Milling (ITO 42)

	Restaurants, Cafes etc
	631
	14,347
	Hotel and Catering (ITO 17)

	Food (manufacture)

	311
	13,190
	Food etc. (ITO 39), Seafood (ITO 38), Baking and Flour Milling (ITO 42), Dairy (ITO 3)

	Motels, Hotels
	632
	10,686
	Hotel and Catering (ITO 17)

	Communication

	720
	10,464
	Telecommunications (ITO 19), Postal and Courier Services ------

	Retail Trade n.e.c

	629
	9,203
	Jewellery, Watches and Clocks (ITO 32), Majority ------

	Apparel (manufacture)
	322
	8,904
	Apparel and Textiles (ITO 27)

	Welfare Services

	934
	8,650
	Community Support Services (ITO 48), Local Body services (ITO 7)

Others (eg. day care centres) ------

	Textiles, Clothing and Footwear (retail)
	623
	6,493
	------

	Printing, Publishing and Allied Industries (manufacture)
	342
	5,772
	Printing and Allied Industries (ITO 15)


Note:
------
no representation by ITOs

TABLE 2

HIGHEST PROPORTION OF FEMALE FULL-TIME EQUIVALENT EMPLOYEES

	INDUSTRY
	NZSIC CODE
	PERCENTAGE OF FEMALE EMPLOYEES 
	NO. OF WOMEN
	CURRENT ITO REPRESENTATION?

	Domestic Services
	953
	96.59
	99
	Community Support Services (ITO 48), Others ------

	Welfare Services
	934
	91.01
	8650
	Local Body services (ITO 7)

Community Support Services (ITO 48), Others ------

	Pharmaceuticals, Cosmetics (retail)
	627
	86.94
	3311
	------

	Apparel (manufacture)
	322
	82.50
	8904
	Apparel & Textiles (ITO 27)

	Medical, Dental and Veterinary Services
	933
	80.10
	66999
	Community Support Services (ITO 48)

Majority ------

	Miscellaneous Personal Services

	959
	79.86
	5066
	Ladies Hairdressing (ITO 6), Funeral Services (ITO 33), Others ------

	Textiles, Clothing and Footwear (retail)
	623
	78.40
	6493
	------

	Paper Products (retail)

	626
	71.73
	1712
	------

	Libraries, Museums and Other Culture
	942
	69.86
	2375
	Local Body libraries etc. (ITO 7)

	Animals and Unprocessed Primary Products (retail)

	621
	66.83
	1080
	------

	Banking
	811
	64.66
	17224
	Banking (ITO 20)

	Retail Trade n.e.c.
	629
	64.55
	9203
	Jewellery, Watches and Clocks (ITO 32)

	Education Services
	931
	62.93
	49588
	Community Support Services (ITO 48)

Majority ------

	Dry Cleaning and Laundry
	952
	62.51
	1235
	------

	Publishing
	834
	62.43
	1448
	------


Note:
------
no representation by ITOs

� Department of Statistics and Ministry of Women's Affairs, Women in New Zealand, (1990) p 57 and


   Department of Statistics Household Labour Force Survey, June Quarter (1993)


� Education and Training Support Agency, Responsiveness to People Under-Represented in Training, p 7


� Education and Training Support Agency, Responsiveness to People Under-Represented in Training, p 8


� Source: Census of Population and Dwellings, 1991


� Table 4.5 in the 1993 Statistics NZ publication All About Women in NZ shows that the percentage of women employed as university professors/lecturers rose from 15.7% to 20.7% between 1981 and 1986, and increased further to 26.1% in 1991.  However, more disaggregated data is required to accurately assess the position of women in university teaching.  For instance, Women in NZ highlights the fact that in 1988 women formed 43% of assistant lecturers but only 4% of professors.  


� In Gill Gatfield and Alison Gray's November 1993 study Women Lawyers in New Zealand, men were three times as likely as women to be full partners, women associate partners had more years experience than men, and firms tended to have high proportions of female rather than male legal executives.  Women in NZ also reports that in October 1989 only 4% of managers in the banking industry were women.   


� Statistics NZ, All About Women in NZ, December 1993, p 112


� Entry level training is defined as training which is provided to a new recruit (usually a new labour force entrant).  The training is designed to equip the new recruit with the skills and knowledge necessary for them to become a productive member of the workforce. Entry level training usually combines on and off-job training.  


� These structures set skill requirements for apprenticeships and supported apprenticeship training at a local level.  
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� This is holds true for each age bracket and despite the large increase in the number of male part-time workers during the 1980s.  Statistics NZ All About Women in NZ, December 1993, p 88


� Industrial Relations Service, Department of Labour, A Survey of Labour Market Adjustment under the employment contracts act 1991, November 1993


� Clarke, K; Women and Training: A Review of Recent Research and Policy, Equal Opportunities Commission, 1991 in Payne, Joan; Women, Training and the Skills Shortage - the case for public investment, Policy Studies Institute, London, 1991, p 18


� Education and Training Support Agency The Government's New Industry Skills Training Strategy, December 1991, p 8


� These responsibilities are outlined in sections 13 (b) and 11 (d) respectively of the Industry Training Act 1992


� Statistics NZ All About Women in NZ, December 1993, p 102


� As participation data is currently unavailable, the following Evaluation Report focuses on coverage of ITOs rather than on participation in training.  Sufficient and adequate participation data (broken down by gender and ethnicity) is unlikely to be available for at least a year.  


� In fact 49 ITO applications had been lodged, but 2 have been withdrawn and a further 2 amalgamated to leave 46 active applications.  


� Industries with high numbers or proportions of female employees were identified from a three-digit industry breakdown of the Department of Statistics' Business Directory (February 1992).  NACEW then investigated the extent to which ITOs have formed (that is, applied for recognition) in the 15 industries with the highest number, and those 15 with the highest proportion, of female workers.  The actual tables and a more detailed description of the information they contain are included as Appendix 1 to this report.  


� NACEW is aware that the education, health and public sectors have all considered developing ITOs and have undertaken various amounts of consultation and other preliminary work.   


� There is some argument that the National Qualifications Framework, by increasing the portability of skills, may lead to higher levels of turnover and therefore less incentive for employers to train.  


� In this context support staff are defined as employees who predominantly perform tasks other than those specific to the industry concerned.  This may include receptionists, pay-roll staff, cleaners, supervisors, managers and retail staff (outside the purely retail sector).  


� Listed below are the generic skill areas specified by the 49 listed ITOs:


administration(4), supervisory or management training (4), retail (2), and one reference to each of the following; information technology, reception, communication, cleaning, core generic, workplace safety, and trades skills.  NACEW realised that an ITO may be interested in particular generic skills but not setting unit standards in this area because they had already been developed by an Advisory Group from another industry.  Therefore, any interest in generic skills was noted favourably.  


� WEETAG, Department of Employment, Education and Training Women in Entry-Level Training: some overseas experiences, Australian Government Publishing Service, Canberra, 1992


� Education and Training Support Agency, Responsiveness to People Under-Represented in Training, p 15


� This industry grouping includes:


	typing, duplicating and other business/office services; legal, accounting, computer consultancy,                                                                                                                                                              	engineering, architectural, technical and advertising services.  


� This industry grouping includes the following parts of the retail sector:


	groceries and food, greengrocers and fruiterers, licensed takeaway wine, spirit and beer places, 	newsagents and tobacconists. 


� This industry grouping includes the following parts of the food manufacturing sector:


	slaughtering and meat processing, dairy products, processing of fruit and vegetables, fish and 	shellfish, oils, grains, sugars and bakery products.  


� The communications industry includes telecommunications, postal and courier services


� This industry grouping includes:


	photographic dealers, jewellers, music and sports goods stores, toy and gift shops, art dealers, 	second-hand dealers and general or department stores.  


� This industry grouping includes:


	old people's licensed rest homes, day care centres and creches and other welfare institutions eg. 	IHC hostels, homes for the blind and health camps


� This industry grouping includes:


	hairdressers and beauty shops, photographic studios, funeral directors, massage parlours, janitors, 	rest room operation, and other personal services not elsewhere classified.  


� This industry grouping includes booksellers and stationers.  


� This industry grouping includes:


	florists, garden centres/supply shops, pet shops, wood and coal merchants.  
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