VET Review 2018

Stakeholder views – a strong network of
provision for all regions

What may need to change

What works

Providers
•

Most ITPs have some specialisation in niche areas where they meet national demand (e.g.
forestry).

•

We visited one region where degree-level provision was primarily from an ITP, as there was no
university based in that area. It demonstrated the value of flexibility in ITP roles to respond to
regional needs.

•

Both Māori and Pasifika Trades Training and Youth Guarantee programmes are useful in
supporting learners’ access to tertiary education.

•

We saw some examples of ITPs using flexible delivery approaches to the provision of
education and training to remote communities. It can be challenging to make such provision
viable, due to low learner numbers.

•

Some providers and tutors commented that competitive funding works against collaboration, and overregulation results in undesirable provider responses.

•

The funding system is designed so that only one provider (or ITO) receives funding for a learner. This can
present a barrier for providers seeking to collaborate.

•

The number of different funding initiatives and the different reporting requirements of each is
administratively complex, particularly for smaller providers.

•

Funding systems do not recognise the cyclical nature of employment/learning.

•

Enrolment-driven systems do not appear to be sustainable across the business cycle. Some ITP
stakeholders indicated a strong interest in shifting to an investment-driven model, away from a system that
is primarily driven according to per-student funding.

•

Union representatives noted that regional provision of all courses can be very difficult when ITPs are
closing satellite campuses and/or courses with low numbers of students.

•

Education Performance Indicators (EPIs) incentivise providers to hold on to students, or to progress them
to higher levels of study, at the expense of employment and life-long learning. Degrees can attract more
funding than diplomas, and as a result, ITPs are incentivised to shift learners into degrees when
employers may only require a diploma.

•

Tutors at one ITP told us there is pressure from management to increase the number of learners coming
into the system. We were told this can include enrolling learners who may not have the skills to pass
courses.

•

One peak body told us some PTEs have issues in how ITOs determine where off-job training should
occur, instead of learners.

•

Some PTEs told us that some former Youth Guarantee learners can be set up to fail as they don’t receive
adequate support and can end up repeating low level study (giving rise to churn).

•

If government was to focus on employment outcomes as a system measure, it would also need to
consider measuring learners employed overseas, or who enter a vocation with low income, but with high
life satisfaction outcomes.

•

Māori and Pasifika Trades Training brings employers to the table, but is under-funded. Wider outcomes
(not just apprenticeships) should be recognised.

•

Funding for programmes at Levels 1 and 2 needs substantive rebuilding to focus on quality provision,
particularly if outcomes for Māori are to be improved.

•

Learners (particularly Māori and Pacific learners) need better assistance in successfully moving between
types of provision and up a level.

ITOs
•

We saw several examples of how ITO/ITP
collaboration could support and strengthen
regional provision of training.

•

A regional ITO representative told us about
how her ITO and the local ITP collaborated
to ensure learners and learning stays
within a region with a low population base.
The ITP provided pre-trades training, then
supported learners to transition to an
apprenticeship through the ITO.

•

EPIs incentivise providers to hold on to
learners, even where a learner may be
able to complete their study within
employment.

•

Funding rates can incentivise ITPs to offer
Managed Apprenticeships over NZ
Apprenticeships.

•

It is unclear how much of a presence ITOs
have in regions with a very low population
base

•

Some learners are re-enrolling in lower
level qualifications, rather than progressing
to higher level qualifications and/or
employment.

•

One ITO noted that not advancing through
levels was a missed opportunity for the
learner, particularly when industries were
facing labour and skills shortages.
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Notes: these findings reflect the summarised views of providers, industry training organisations, employers, staff and learners from stakeholder engagement
undertaken by the Ministry of Education between April and August 2018.

Employer and learner experience
Learners and employers value tertiary education that is accessible
to them. For some learners, this means accessing degree-level
programmes in regions. One group of learners told us that it was
disappointing that some programmes of study were not taught at
the degree level within their region. Younger learners were
considering whether they had to leave the region, in order to
progress to higher levels of study. An older learner told us that she
would not be able to progress to higher levels of study as she had a
child, and could not move from the region. These learners told us
that they recognise the difficulty of degree-level provision in smaller
regions – and would be open to splitting their study between a main
city centre and satellite campus.

Stakeholder quotes – from
Auckland to Dunedin
“Most ITOs have shifted
from off-job provision, as
it’s cheaper, particularly
using online assessment”
– ITO

“Over the years I’ve
struggled with ITPs.
They’re quite interested
in EFTS [equivalent fulltime students], so if
you’re not doing a fulltime course, they’re less
interested in you. It
seems night classes and
advanced trades training
is less important to
them” – Employer

“We are interested in
ensuring that learning
stays within a region.
We are partnering with
an ITO to ensure that
learning and training
stays within the
region” – ITP
Management

“The way apprenticeships
are funded needs to
change and be more
balanced” – ITP
Management

‘The funding system does not support learners
to find employment before they finish a
qualification” – ITP Management
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Stakeholder views – work-based learning
that adapts to a variety of needs
Providers

What needs to
change

What works

ITOs
• Blended learning is effective for learners – having a mix of on-job
and off-job training works best.
• Work-based training is best for supporting learners to understand
and train in the latest technology available.
• Some work-based training was also aligned with industry
regulations. This was considered beneficial for learners and
employers.
• Mapping larger companies’ internal training to national
qualifications has benefits – ITOs validate training to meet industry
qualifications, recognises learners’ skills, and motivate employee
engagement within the company.
• Group training schemes (for younger people) work well for some
employers.
• Some employees contribute to the costs of off-job training – paying
up to $50 per week.

• ITPs have a significant role in providing support for learners. This
includes pastoral care, intensive learning support, and accommodating
people with disabilities.
• Tutors provide support to learners in finding work experience.
• Where workplace learning isn’t feasible, learners are provided with
simulated learning environments (e.g. maritime experience).
• Managed Apprenticeships are useful for those learners who require
high levels of support. They can also benefit employers with limited
capacity or capability to train and/or assess.
• Blended learning is effective for learners.
• Some providers are partnering with community organisations and iwi to
deliver work-based learning, particularly in areas with few employment
opportunities.
• A Pacific school teacher told us that bricks and mortar institutions were
going to be less important in the future and we needed to get more
Pacific people into workplaces to learn skills

• Some employers are not good at assessing skills. Some ITOs are
good at supporting employers to effectively assess industry
trainees. Other ITOs were less engaged.
• Some ITOs were not willing to map larger companies’ internal
training needs to a qualification. This meant the employer had to
find other work-based training routes.
• Some claimed qualifications (especially pre-trades courses) offered
by ITPs and some PTEs do not support learners to be work-ready
or prepared to enter a Level 4 apprenticeship.
• Some ITOs suggested the qualifications from ITPs are no longer as
standardised, with substantial regional variations, so they are less
transferrable nationally.
• Unequal funding rates for Managed Apprenticeships compared to
NZ Apprenticeships seen as problematic and unfair. ITOs noted that
the NZ Apprenticeship funding rates had not increased in several
years.

• Microcredentials and recognition of prior learning were mostly seen as
positive and a good way to recognise or extend employees’ skills.
Some ITPs recognised they could better target training. However,
some stakeholders (some tutors and some union representatives)
noted that these approaches should not be seen as a replacement to
a basic qualification, as this could limit learners’ career pathways.
• Some sole on-job (ITO) training does not provide enough supervision
and direct training of learners.
• The quality of on-job assessment facilitated by some ITOs was of
concern with some ITPs believing that providers are more suitable onjob assessors than employers. High-quality assessment is important,
so employers can focus on their business and not assessment.
• The Targeted Review of Qualifications (TROQ) has reviewed and
rationalised qualifications, but some stakeholders indicated that this
has slowed the process for getting new qualifications recognised and
reduced flexibility in meeting specific industry or employer needs.

Learner experience
Every learner we spoke to viewed workbased learning opportunities as critical
to their education and future
employment.
The range of workplace experience
required depended on the field of study and
level. Some learners in an ITP told us work
placements ranged from 80 hours (bakery)
to 200 hours (mental health).
Learners told us they were satisfied with NZ
Apprenticeships and Managed
Apprenticeships. Learners in a Managed
Apprenticeship appeared to appreciate the
additional support it provided, although a
few recognized that this support came at a
higher financial cost to them.
Māori and Pacific learners have more
difficulty transitioning to employment that
involves training.

Employer experience
Most employers appeared comfortable
with the quality of workplace training
provided.
However, we were told that certain ITPs
and ITOs were not easy to deal with and did
not provide qualifications relevant to work.
There is also overlapping provision
between ITOs and ITPs in some
disciplines and regions.
Some employers find it difficult to provide
on-job training and supervision, and they
want a choice of training arrangements.

“It’s possible that there is overlapping
provision in areas where there are lower
numbers of prospective apprentices” –
ITP tutor

“There is massive variability in the workplace. Some
apprentices get very little supervision. And take
longer to complete. Others get great supervision, so
come through faster” – ITP Management

“Most employers are looking for ‘just in
time’ training, given how they operate,
but the current system does not support
this. Microcredentials will help support
this type of training” – ITP Tutor

“Pastoral care is the biggest thing for student
success, including those in work-based learning.
A fair few students wouldn’t make it without this
support. This support is best utilised at the
beginning of training” – Group Training Scheme
“Where there are skills knowledge gaps, sometimes
you need more overseeing of learning and the best
place for that is the classroom” – ITO

We heard of several instances
where ITOs are partnering with ITPs
or PTEs to improve learner
engagement with VET. Many of
these partnerships were in their
infancy.

EIT and Skills Org
The Skills Org representative in
Hawke’s Bay is located on the
Eastern Institute of Technology’s
(EIT) campus. Both organisations
told us that there are benefits for
providers and learners. For
example, Skills Org often presents
to classes at EIT on employer
expectations, and learners are able
to better understand the potential
apprenticeship pathways available
to them.

Taratahi (PTE) and
PrimaryITO
Taratahi and PrimaryITO are
seeking to simplify provision of onjob training of specific Level 3/4
qualifications. They hope to pool
their funding, and allocate it to
where costs occur. This will allow
learners to smoothly transition
between full-time study and full-time
work/part-time study.

Glossary

Stakeholder quotes – from Auckland to Dunedin
“If employers are trained around the principles of
assessment, and have an awareness around what
they have to do, then there are no issues. But there
can be risks if they are not a trained assessor” – ITO

ITO & Provider
Partnerships

“It can be hard to find a place that
is willing to provide me with workbased learning” – Learner
“There is not much of a relationship
with ITOs – we just get on and do
our own thing. There’s a broken
relationship there. When it comes
down to it – we don’t know how to
work together” – ITP Management

Notes: these findings reflect the summarised views of providers, industry training organisations, employers, staff and learners from stakeholder engagement
undertaken by the Ministry of Education between April and August 2018.
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Stakeholder views – an effective system
for all learners

What may need to
change

What works

Learners
• Strengths-based approaches place a high value on the Māori and Pacific
learner’s culture, languages and values.
• Pacific families are strongly supportive of education, but family
commitments can at times get in the way of learning.
• Tutors that teach around workplace and home needs (e.g. childcare)
supports learner participation and success.
• People with autism benefit from workplace mentors.
• Proximity to campus supports learner engagement.
• Small, hands-on classes are good for learners.
• The fees-free policy has encouraged some learners to undertake study.
• Understanding why VET is necessary improves engagement.
• Support from providers to find relevant work experience is essential.
• The confidence boost from academic success motivates learners to
explore further study and employment opportunities.

• While most learners were keen to work, a minority had no clear plan. This
seemed to cluster around particular providers.
• Learners with disabilities struggle to transition from school to VET. For
example, job interviews are hard for people with autism, and some TEOs turn
away deaf students because they aren’t equipped to support their needs.
• Some learners with disabilities are not aware of the support they are entitled
to or it can be difficult to access support in a timely fashion.
• Distance learning is not easy to fully engage with. Blended learning
opportunities (online, workplace and block courses) are desired.
• Some learners cannot find workplaces that support studying while working.
• Some learners told us that they would not staircase to higher-level
qualifications as these were not offered locally.
• Some learners told us that the Unit Standard approach to assessing skills
levels does not incentivise excellence.
• Older learners find it difficult to return to study and require extra assistance.
• The system isn’t built for Māori learners and their needs, but it should be.
• Pacific learners find it difficult to navigate the system, and need assistance
beyond basic pastoral care support.
• Providers need to hire more Pacific tutors, and non-Pacific tutors need to
become more culturally aware.

A case study – Cargill
Enterprises

Employers & employees

TEOs

• Partnerships between regional economic development
agencies, TEOs, schools and learners are essential to
support school-leavers’ transitions into employment and VET,
particularly in early exposure to the variety of VET pathways,
or for learners with disabilities and special learning needs.
• Employers with female apprentices tend to take on more.
• Support for workplace literacy and numeracy training can
help employers train deaf people to communicate well in the
workplace.
• Some regions have schools that are more engaged in VET
pathways, as a result of new efforts to connect schools and
employers. These schools are generally positive about VET
once they understand the learning and employment
opportunities.
• Employers and ITOs who are committed to inclusion build
workplaces and training environments that are supportive of
learners with disabilities and special learning needs.

• Trades Academies, Māori and Pasifika Trade Training,
Secondary/Tertiary Alignment Resource, and Gateway have been
effective in retaining learners in school or transitioning them to VET.
• Māori and Pasifika Trades Training builds the expectation of a Māorior Pacific-centred culture and learning environment.
• Learner participation can be improved by meeting learners’ needs,
including transport assistance and on-site childcare.
• Techniques that trained tutors have to help learners with dyslexia or
autism actually help all learners.
• Effective learning seems to occur through blended learning (e.g.
block/night classes, some online, workplace based).
• Providing embedded literacy and numeracy training helps lift literacy
and numeracy skills.
• Neuro-diverse learners benefit from practical and transferable training
and assessment.
• ITPs that engage with Māori directly better service Māori learners.

• Need to ensure multiple learning methods are used.
Online learning is not suitable for second-time learners
with literacy and numeracy needs.
• Attracting young learners to undertake VET can be
difficult in some industries.
• Schools (and NCEA) appear to prefer pathways to
university over VET.
• Mainstream post-secondary education is not equipped to
deal with neuro-diverse learners.
• Employers can sometimes get wage subsidies for
employees with disabilities, but they don’t know about
them or the subsidies come too late.
• Some employers need to understand that women
apprentices are just as capable as male apprentices.
• Most employers are not focused on differentially
supporting a diverse workforce.
• The terminology of VET is not recognised and doesn’t
resonate with Pacific people. Trust needs to be built with
successful Pacific VET graduates telling communities how
VET worked for them.

• Learners with additional needs (e.g. dyslexia) must selfdeclare. Schools should share information with TEOs.
• Better support is needed for Māori learners coming from Māorimedium into English-language tertiary education.
• There should be more flexibility in the qualifications and
funding systems to support TEOs to delivery to learners with
disabilities and special learning needs.
• The fees-free policy may (incorrectly) be signalling to some
learners that Level 3 study is a big step up.
• Many learners do not have the literacy and numeracy skills to
achieve their full potential. Support is needed at all levels, not
just at foundation level.
• Many schools seem to have careers advice that markets VET
as less academic and prestigious than universities.
• There are financial barriers for older learners (student support
settings do not take their needs into account).
• Some employers face financial barriers to training staff.
• The number of women in traditional trades needs addressing.

Glossary

Stakeholder quotes – from Auckland to Dunedin
“We sometimes struggle to make student
numbers for some VET courses…. we believe a
shift also needs to happen in changing the views
of parents [on VET]…” – ITP management

“For me, one year of fees-free study was the
moment where I decided to undertake a mental
health course. In fact, I would say that this was
one of the main reasons many of the people in
my course decided to study” – Learner

“Current policy interventions are deficit framed. We
need to shift language away from ‘supporting Māori
learners’, which suggests the weakness or problem is
with them. Instead, the system should be designed with
Māori needs at the centre” – Māori staff member
“The biggest issue we face in getting learners into VET
is the ‘wallytech’ perception from schools careers
advisors [that VET is not academic and is second-class
to university]” – ITP tutor

“Around 25% of BCITO signups have done a
degree. Around 90% of these students have
told us that they shouldn’t have gone to
university, but their careers advisor said they
had good grades so they should go to
university” – Group Training Scheme
“It would be a lot easier if schools shared
learners’ history with us – this would allow us
to understand their learning needs” – ITP tutor

Notes: these findings reflect the summarised views of providers, industry training organisations, employers, staff and learners from stakeholder engagement
undertaken by the Ministry of Education between April and August 2018.

Cargill Enterprises is a Dunedinbased business with a social
purpose. It employs over 80 people
with some level of disability across
four different units focusing on wood
manufacturing and assembly, ewaste recycling, and food packing.
As part of their employment, each
worker is provided training in:
• the machinery they use
• literacy and numeracy
• health and safety
• workplace-ready skills.
These skills are formally recognised
through NZQA approved standards,
and are government funded
(through Skills Highway). For many
workers, these are the first NZQA
qualifications they have ever
achieved.
Ministry of Education officials had
the opportunity to visit Cargill
Enterprises and meet their staff. It
was clear to us that workers were
engaged in all areas of work at
Cargill. In fact, we were told by the
CEO, Geoff Kemp, that he has
difficulty in convincing his workers
to transition to working for other
employers! He told us that his
ultimate end goal for his employees
was that each felt empowered
enough to have employment
options that include working in the
open market.

“Employers should get a tax
break for hiring and training
neuro-diverse and disabled
people” – Employer

“I find it quite hard to find a
workplace that is willing to
be flexible around my study
needs” – Learner
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Stakeholder views – a system that
supports, and is supported by, industry
Employers & employees

ITOs

Industry–provider collaboration

Providers

The Electrical Training Company (ETCO)

What works

• Some employers have a strong commitment to training. Certain
industries are more likely to invest in training. One employer hired
additional staff so that other staff could attend training.
• A tight labour market is driving a growing interest in training to meet
immediate needs and as an attraction and retention strategy.
• Larger employers are more likely to have a clearer idea of their skills
needs and can deliver strategies and programmes to meet these
needs.
• Some providers actively seek industry input into desired qualifications
and/or skills. This supports employer engagement in training and can
ensure qualifications are relevant.

What may need to
change

• Increasingly, employer groups are proactively engaging with schools
and providers to support learners’ and educators’ understanding of
career pathways.

• Most employers highlighted issues with firms poaching skilled staff,
and/or small firms without the capacity to engage in workforce
development.
• Some employers were very frustrated with TEOs, and felt that they were
not being listened to. They connected this to individual TEO
performance issues, but also restrictions on the roles of providers and
ITOs.
• Some employers and employer peak bodies appeared to be more
focused on training to fill current labour shortages than longer-term
skills needs.
• The Care and Support Worker (Pay Equity) Settlement has had a
significant impact on training – both driving up training participation, but
also exposing tensions in the level of service available to employers
from the ITO.

• Some ITOs take an active
role in providing Skills
Leadership. Successful
ITOs recognised that they
had to work closely with
regulators, providers and
employers to provide
qualifications that meet
current and future industry
needs.

• The relationships between local tutors and
employers appeared to be stronger in
smaller regions. This enables frequent
informal engagement between tutors and
industry.

• Proactively engaging with
disengaged employers and
working with them to take
on apprentices.

• Flexibility about when and where training
occurs. For example, delivering training on
the weekend, or during evenings.

• Some employers,
particularly smaller
employers, appear unwilling
to take on apprentices or
trainees.

• One ITP told us that some employers /
industries only employed contractors. This
meant that employers were less invested
in training, and contractors had to choose
between earning an income or improving
their skills.

• Some ITOs struggled to
engage with employers in
certain industries. For
example, one ITO said that
only 13% of employers in a
specific industry were
engaged in training
apprentices.

• Regularly engaging with employers
through peak bodies, ITOs and
employment hubs (such as Ara in
Auckland) can help providers understand
employers’ needs.

• One provider noted that industry skills
standards can be pretty inflexible and
assessment heavy, rather than about
quality of learning. This can encourage
“teaching in compliance mode”, rather
than setting out to maximise the skills
attained by learners.

ETCO is a group training scheme established in 1991 to
support the training of electrical apprentices across New
Zealand. ETCO hires apprentices and seconds them to
employers, taking away much of the burden in managing
apprenticeships from employers.
ETCO has benefits for apprentices and employers. By directly
employing apprentices, it creates a clear pathway for young
people, and reduces the risk of taking on apprentices for
employers. ETCO told us that it works closely with employers
to ensure apprentices and employers are well-matched, and
that apprentices learn the skills they require.
BEL Group – Industry – Providers – TEC
BEL group, along with Fonterra, PrimaryITO, the Tertiary
Education Commission and other local farmers, collaborated
to hold an ‘open day’ for school-age children across the
Hawke’s Bay. This initiative sought to break down some of the
negative perceptions about working on a farm, and to highlight
the many different career pathways learners could take in the
dairy industry (e.g. working in finance or as a veterinarian).
We were told that close to 100 children attended this open day
in 2018. Feedback from schools and teachers was very
positive.
Aoraki Development – connecting schools to employment
Aoraki Development recently set up the Canterbury Youth
Transition Initiative that is focused on improving connections
between industry and youth, starting from Year 9 (with funding
from the Ministry of Social Development).
This initiative seeks to expose learners to the workforce, and
the workforce to learners. It also seeks to support both
learners and employers to understand the employment and
learning pathways (e.g. Dual Pathways, Gateway). The Chief
Executive of Aoraki Development, Nigel Davenport, told us
that schools, learners and parents were now beginning to see
the clear benefits of this programme in their community.

Glossary

Stakeholder quotes – from Auckland to Dunedin
“None of the training being provided by
education providers is driven by industry.
An ITO should be the body that deals
with that on our behalf. But ITOs are in a
position where they are funding
arrangements leading to qualifications
which they are also setting” – Employer

“How can government get
more employers to take on
apprentices?” – Union
“As an employer – it doesn’t
matter where training is
provided” – Economic
Development Agency

“There is insufficient scrutiny of national standards
and a tendency to not involve industry in decision
making for provider programmes of study [following
the Targeted Review of Qualifications ]” – ITO

“Getting employees work-ready appears to
be what industry wants” – ITP tutor

“Not everybody wants to
train people in industry.
There are quite a few
vultures out there, and
some of the bigger
industries will employ trade
assistants and pay them
less, rather than upskilling
them” - Employer

Notes: these findings reflect the summarised views of providers, industry training organisations, employers, staff and learners from stakeholder engagement
undertaken by the Ministry of Education between April and August 2018.
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