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available) were trained during the year (Dexcel, 2003, p.11). Another nearly $900,000 was
granted to Dexcel to:

continue to strengthen the education framework within and available to
dairying to meet changing industry and farm business needs and to assist in
raising the perception of dairying as the career choice of intelligent people
(Dairy InSight, 2004c, p.1 emphasis added).

Dairy InSight also funded a Lincoln University report that aimed “...to evaluate the future
employment situation of the New Zealand dairy farming industry” (Tipples et al., 2004,
p.1). This report provided a statistical profile of the industry, and inter-census changes to
that profile. While acknowledging the initiatives outline above, the report found that:

The dairy industry’s image continues to be unattractive to potential entrants
and is resulting in too few people entering the industry. The low levels of
qualification of the existing labour force and the problems of retaining the
20-29 age group is depriving the industry of the skill it requires (Tipples et
al., 2004, p.95). - -

There is an increased level of awargnéss of the need to rectify such image issues and to
invest in training at the regional level. For example, in 2000 a group of dairy farmers in
North Canterbury banded together to form the Amuri Dairy Employers Group, in response
to difficulties in attracting and retaining staff (Edkins, 2002). While such problems were
endemic to dairying in Canterbury as a whole, they were particularly severe in the Amuri
area, for three reasons. First, dairying was comparatively new to the area, meaning that the
Amuri was not well-known for dairy employment. Second, many of the farmers were
relatively inexperienced, resulting in some cases in unhappy staff, poor employment
relations and high staff turnover. Third, the area is quite isolated, presenting social
problems for staff, many of whom are young, single males. Thus, “the entire region
developed a bad reputatibn as somewhere to live and work” (Edkins, 2002, p.225). The
response to these issues from the employers’ group was to develop a code of practice,
covering such things as hours of work, employment conditions and training. The group also

aims to promote the dairy industry as a positive career choice (Mathais, 2002, p.16).

Status of agriculture
As with the other case studies, the low status of agricultural work was of great concern:

Agriculture is not, probably never has been, a favourite occupation/
profession for capable young people. The unfavourable perceptions of
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agriculture were made worse by dramatic, often disastrous, events in New
Zealand agriculture in the 1980s (Holmes, cited in; "Code key to building
skilled labour force," 2002).

Many of the perceptions plaguing the engineering, electrical and hairdressing trades have
also been cited as reasons for difficulties with recruitment and retention in agriculture: low
pay, poor working conditions and a predominance of ‘dirty’ or manual tasks. Over-riding
these commonalities, however, was a feeling that agriculture, in particular, was the epitome
of an unfashionable, ‘un-sexy’ industry. Contributing to this is the broader repudiation of
the importance of agriculture to New Zealand. Baragwanath (2003) described this as
“(agri)cultural cringe — embarrassment at New Zealand’s ‘unsophisticated’ pastoral
heritage” (Baragwanath, 2003a, p.3). Thus, despite the fact that the primary sector is the
single largest contributor to New Zealand’s export earnings, and the fact that productivity
levels in the sector are amongst the best in the world, the government’s attempt to insert
New Zealand into the global ‘knowledge economy’ via biotechnology, information
technology and thg ‘creafcivg’ industries virtually ignores New Zealand’s traditional area of
expertise. It is little wonder that th]S message filters down to many school-leavers to brand

agriculture as a ‘no-go zone’.
8.3 Theoretical reflections: Knowledge and skill ‘down on the farm’

In this chapter, I have examined the particular nature of industry training in agriculture.
While it may be a strain to conceptualise agriculture in a narrow ‘Fordist’ sense, using
Jessop’s broader scheme proposed in Chapter Two does allow the use of this lens. Thus, the
traditional ‘mass production’ of agricultural goods for the mainly British market was
replaced from the mid-1970s by the need to seek out new ‘niche’ markets, to add a great
deal more value to products within New Zealand, and to retain and extend quality and
productivity levels. Cleaﬂy, these imperatives required a more highly skilled workforce,
both on the farm and within the primary processing industries. Yet, the same forces that
generated these needs, the pressures for reform that became evident as the Fordist
consensus unravelled, also in many ways added to the traditional constraints to formal

agricultural training.
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As the historical sections of this chapter illustrated, the nature of industrial relations within

the agriculture sector, together with a deep suspicion on the part of many farmers about the
‘theoretical’ (as opposed to the practical or hands-on) and the fact that many farms are
small or family-based businesses, have been barriers to formal training. But as farming was
exposed to the rigours of international competition without the safety net of guaranteed
markets, three factors over time exacerbated both the ability of farmers to offer training and
lessened the likelihood of people wishing to take part in that training. First, the removal of
subsidies in the mid-1980s severely impacted on agriculture. Many farmers were forced off
the land, or into survival mode; training was clearly not a priority in that environment.
Secondly, in the same neo-liberal vein, training itself was exposed to market forces during
the 1990s, with the outcomes described earlier (p.201). Finally, although agriculture may
have survived the harsh medicine meted out in the 1980s and is now relatively thriving, the
latest manifestation of post-Fordism, the “knowledge society’, has only limited tolerance

for a (supposedly) old-fashioned, commodity-based industry.

Summary

This chapter has examined skill formation in the agriculture industry. There is a clear
enthusiasm for training on many farms and a growing recognition within the industry that
good training practices are an important part of the solutions to many of the challenges
facing farming. The immediate benefits of training, a better skilled workforce and improved
productivity, are obvious, but training may also help with worker retention, play a role in
developing surer career paths in the industry, ease the adoption of new technology and
assist in raising the image of the industry. Formal training may also encourage a more
diverse workforce; not coming themselves from a farming background is less of a barrier if
recruits know they will be well-trained and supported. In the long term, as was seen in the
previous case studies, an employer who has received formal training is likely to feel
obliged to ensure his or her workers are also trained; therefore as formal training becomes

more the norm in agriculture, it may become a self-perpetuating ethos.
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PART THREE: ANALYSIS AND CONCLUSION

CHAPTER 9

ANALYSIS

In this chapter, I synthesise the themes and issues raised in the case studies, informed by the
understandings gained from the historical chapters. This chapter is divided into two parts,
which follow the research questions posed in the introduction. Thus, in Part One, T address
the first research question: what can or should New Zealand expect from its industry
training system? I then assess the extent to which the current industry training strategy
contributes to those expectations and offer some reasons for its lack of success in a number

of areas.

In Part Two, I ask why the industry training system fails to deliver all that might be
expected. My argument is that, for the past three decades, the problems, and solutions
thereof, of skill formation in New Zealand have been understood in terms of the supply-
side. That is, we have either critiqued, or looked to reform, whatever system has been in
place to train skilled workers. The inadequacy of this approach is evident from weaknesses
in the ability of either the prescriptive apprenticeship system or the voluntaristic industry
training strategy to deliver an appropriately skilled workforce. Thus, I argue, it is necessary
~ to also examine the demand side of skill formation: the wider influences that impéct on
employers’ training decisions. As Fevre et al. (1998) argued, rather than patterns of
education and training determining economic success, “the economy determines patterns of
participation in education and training” (Fevre, Rees, Gorard & Furlong, 1998; cited in
Keep, 2002, p.470).
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Part One

9.1 What might New Zealand expect from its industry training system?

It is clear that some have very high expectations of industry training in New Zealand. The
Prime Minister, Helen Clark, announcing in March 2004 an increase in the numbers in
industry training, declared:

Our government has aggressively expanded industry training so that New Zealand
can become a world-beating knowledge economy and society. More skills in our
workforce will lead to higher productivity, more innovative products and services,
and secure employment opportunities (“Big boost in industry training numbers,”
2004).

The connection between industry training and the benefits envisaged by the Prime Minister
is not, however, as straightforward as the quotation suggests. While it may be valid to make
the argument that a skilled workforce' isa hecessary condition for a ‘world-beating
knowledge economy and society’, it is certainly not a sufficient condition alone. Also, as
this research has shown, global influences, wider government policies, work organisation

and employer practices all impact on productivity, innovation and security of employment.

It is also clear that, in terms of industry training at least, while the state may have ‘dried
out’ a little, it has not ‘withered’; nor does it appear likely to do so. While there was a great
deal of comment by the case study respondents, and by the media, on the fine-tuning of
industry training and skill formation in general, the (usually) unspoken assumption was that
the state still has a vital role to play. The notion accompanying/ driving much of the reform
in the early 1990s, tﬁat the market would work its ‘magic’ and that gradually industry
would take full responsibility for its training, seems to have disappeared quietly.

Adequate and timely supplies of appropriately skilled workers

Regardless of whether industry training is state or market-organised, it is clear that New
Zealanders expect that ‘someone’ should ensure adequate supplies of appropriately skilled
workers. While currently there is political commitment to industry training, supported by

many initiatives at individual, firm, industry and local government level, my research has
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confirmed that no form of training system alone is able to deliver a skilled workforce. The
wider factors that influence skill formation are discussed in greater detail later in this
chapter, but as an introduction, I mention two potential challenges to the sustainability and

longevity of current industry training initiatives.

First, a downward swing in the economic cycle in the past has inevitably resulted in the
contraction of training, particularly at entry-level and for young people. If could be argued
that the steady growth in industry training numbers (see Figure 4.4, p.97, and Figure 9.1,
p.228) since the inception of the scheme in 1992 counters this claim.'"” The industry
training system, however, is relatively new and has thus not yet been greatly exposed to
economic fluctuations, it has been well marketed and funded, and it has been subscribed to
mainly by larger employers. There is a sense in which the numbers involved in the scheme
could be seen as a ‘catch up’: low levels of training in the early 1990s, the development of
national qualifications, requirements for bench-marking and various legislative
requirements, for example, health and safety, have fueled employers’ demands for training,
The level at which this demand wﬂi be satiated, and the robustness of the demand if the

economy tightens, are yet to be discovered.

The second challenge to sustaining levels of industry training comes from future political
changes. The present Labour-led Government has shown a commitment to stimulating the
supply-side of skill formation. Whether such funding would remain intact under a ‘drier’
Labour Government, or a National Government possibly pledged to less state intervention,
or tax cuts, is also unknown. The Modermn Apprenticeships scheme, in particular, is
relatively expensive and therefore vulnerable (see Chapter Four, pp.107-108).

17 1 thank Darel Hall, of the Industry Training Federation, for making this argument.
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Figure 9.1: Number of industry trainees, 2000-2003, as at 31 December " (Tertiary

Education Commission, 2003a; Tertiary Education Commission, 2004b)
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Regardless of employer commitment or government intent, however, there are three
reasons why workplace-based training will become increasingly important in the future.
First, although there may be scepticism about the extent and the depth, there have
undoubtedly been many significant changes in work organisation and processes, and many
of New Zealand’s industries are now (more fully) exposed to international competition. The
way in which New Zealand’s economic base has altered since 1960 is illustrated in Figure
9.2 (p.229), which shows how the composition of New Zealand’s exports has moved from
traditional commodity products. These changes do require a workforce that is competent

and adaptable, and workplace-based training can play a significant role in delivering this.

112 The annual stocktakes of industry training numbers use two sets of figures: the number of trainees
registered with ITOs as at 31 December; and the number who have participated in industry training
throughout the year. The former are used in Figure 9.1.
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Figure 9.2: New Zealand exports (by value), 1960, 1980 & 2000 ' (New Zealand Official
Yearbook)
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1191 thank Professor Paul Dalziel, Lincoln University, for suggesting this format.
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The second reason why workplace-base training is important is that there are many people
for whom the formal education sector is patently not suited. The workplace may thus
become a site for education, personal development and fulfilment. While it is easy to argue
against ‘empty’ qualifications, in a society obsessed with pieces of paper the chance to

obtain qualifications for ‘doing what you do do well’, is validating,

The third reason for the importance of workplace-based training is the changing nature of
New Zealand’s demography. Statistics New Zealand’s population projections predict that:

The age structure of New Zealand’s population will undergo significant
changes, resulting in fewer children, more older people and further ageing of
the population. This reflects the combined impact of sub-replacement
fertility, longevity gains and the ageing of the large birth cohorts of the
1950s-1970s. By 2051, half the New Zealand population will be older than
45 years, compared with a median age of 35 years in 2001 (Statistics New
Zealand, 2002d). _ ' R

The ethnic composition of New Zealand’s population age structure is also predicted to alter.
Both Maori and Pacific f;eoples are likely to have higher population growth rates, fueled by
higher fertility rates and the fact that both groups also have a younger age structure with a
relatively large proportion in the main reproductive ages (Statistics New Zealand, 2002b,
2002c). Thus, “the need to improve Maori and Pacific educational performance is not just a
question of social equity — demographic trends mean that it is also an economic imperative”
(New Zealand Government, 2004, p.2).

The ‘ageing’ of the workforce is a recognised phenomenon in many countries. OECD
(2002) figures suggest that over the next 25 years, there will be around 70 million people
retiring from the workforce in OECD countries, to be replaced by only five million people.
Comparatively, over the last 25 years, 45 million retired from the OECD workforce, and
were replaced by 120 million people (Ministry of Economic Development, Ministry of
Social Development, Department of Labour & Statistics New Zealand, 2003, p.8). The
impact of this ‘mega trend’ was illustrated clearly in the case studies, with statistics of the
age composition of the respective workforces (see Tables 5.4, 6.5 and 7.3). As
internationally there will gradually be a relatively smaller pool of young people available
for entry-level training, it will become essential to upskill and reskill existing workers and

to provide opportunities for lifelong leaming (Davey & Cornwall, 2003).
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Secondary benefits

Some would argue that the expectations discussed above, a skilled workforce and the
ability to upskill and reskill that workforce, are the only legitimate aims of an industry
training system. Nevertheless, there are several potential ‘spin-off® benefits from industry
training. The degree to which these are fostered and funded depends upon the ethos of the
government, the malleability of industry and the wider economic and social circumstances.

I now discuss some of these possible benefits.

Clear transition routes for young people

School-leavers in New Zealand at the beginning of the 21* century face a
labour market characterised by high levels of uncertainty... Where once
relatively uncomplicated transitions were established...in recent years the
multiplication of post-compulsory education courses, the fragmentation of
the labour market and the attenuation of the link between education/training
and the workplace have combined to make transition between education and
employment a complex process (Higgins, 2002, p.44).

The complexity of the tfansition prbcess highlighted by Higgins; the ‘mill and churn’ that
young people experience as they move from adolescence to adulthood, requires that as a
society we construct thoughtful and accommodating pathways to assist our young people.
Although there is no necessary link between industry training and youth transition, I would
argue that tradition, practicality and an ethical responsibility to our young people mean that
as a country we are both justified and obligated to ensure that industry training is first,
accessible to young people and second, that its structures facilitate transition (even if it is
acknowledged that this is a secondary benefit).

Higgins (2002) analysed the two policy paradigms that have structured youth transitions in
New Zealand in the post-war years. During the ‘Fordist’ years of full employment,
transition policy was informed by ‘straightforward’ (if sometimes contested) assumptions
that “an elite would carry on to university and that the remainder would move into
(gendered, and to an extent, ethnically segregated) employment straight from school”
(Higgins, 2002, p.47). As one of my respondents said, referring to his entry into
employment in 1975;

I was never going to be a doctor or a lawyer, so some sort of trade...was
inevitable I guess... Most of them [ended up as apprentices], most of the guys
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I hung round with did, there was one or two maybe that didn't...Most of the
guys I knew went for apprenticeship, not too many went to University, which
was the only other step really. You either went to University, or you got an
apprenticeship (Interview with electrician).

The crisis of Fordism challenged many societal assumptions, not the least those
underpinning transition policies. As unemployment increased from the mid-1970s,
increasingly desperate governments attempted to stimulate employment via job creation
schemes and subsidies.'” Such policies, however, became an anathema after the election
of the 1984 Fourth Labour Government. A new transition model based on ‘training’
evolved, bringing together human capital theory and, into the late 1990s, the discourse
surrounding the knowledge economy/society. The exemplary transition path prescribed by
this model led “from qualifications gained through investment in education to sought-aftér
skills in the labour market and thence to income through employment; student loans are
repaid; income forgone over the training years is recouped” (Higgins, 20b2, p.51). Asin

many views of wider skill formation policies, this model emphasised the supply-side.

That this model can be subject to all the criticisms that are made of the human capital
approach, and that it also sits in the ‘knowledge economy optimist’ camp, with its attendant
difficulties, does not mean that it should be rejected, or that it is not a fair reflection of the
transition paths of some young people. Rather, in keeping with the human capability
framework, recognition of the wider influences on the transition process may allow a more
nuanced account, which better reflects the actuality of the transition paths that young
people take (or forge). An OECD (1999) review of transition, for example, suggested that
the key ingredients for a successful transition system were: a healthy economy; well-
organised pathways connecting education with work and further study; opportunities to
combine study with workplace experience; secure safety nets; good information and
guidance; and effective institutions and processes (Skill New Zealand, 2002b, p.4). This
recipe is particularly useful for its emphasis on wider economic factors, and for the
recognition of the importance of information and guidance, which is discussed later in this

chapter.

120 For an examination of the Muldoon Government’s response to unemployment, see Murdoch (2001).
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Equity
As with the link between industry training and youth transition, there is nothing that implies
that an industry training system must embrace equity goals. Indeed, it is questionable
whether, if left to their own devices, any but the most enlightened of employers would
actively pursue socially equitable outcomes when considering their training options.'?! The
reason for this, namely that the majority of employers consider that ‘the business of
business is business’, also tends to produce sub-optimal levels of training (Keep &
Mayhew, 1998), which, it is usually agreed, requires some degree of government
intervention to correct. While it is beyond the scope of this thesis to debate the merits of
intervention to better the lives of certain groups of people, it is fair to say that it is generally
accepted that with government funding come obligations:

Government can say, ‘Well, here’s a hundred million bucks, now for that
hundred million bucks, we want this level of credit achievement, we want this
level of qualifications completion, we want to start playing around with the
profile of trainees... we want more women, we want more young people, we
want more Maori’ (Interview with industry training official).

Key or generic or core or foundation or ‘soft’ skills

The nomenclature surrounding such skills is as fraught and as politically loaded as the
debate regarding the responsibility for their attainment. For the purpose of this discussion,
however, I use the most recent term employed by the Tertiary Education Commission:
‘foundation skills’, which is taken to mean ‘literacy, numeracy and other basic skills’.
Improving these skills so that “more New Zealanders are able to participate effectively in
the economic and social benefits of our vision for national development”, was the third of
six strategies of the Tertiary Education Strategy 2002-07, which underpins current tertiary
education policy (New Zealand Qualifications Authority, 2003).

This push for an improvement in foundation skills was initiated by the findings of the 1996
International Adult Literacy Survey, which showed that “40 per cent of people employed in
New Zealand [were] below the minimum level of competence required for everyday life

and work, and 20 per cent [were] at the very lowest level” (Skill New Zealand, 2002f, p.4).

1 it must be noted that there are some businesses and employers whose use of ‘triple bottom-line’ accounting
does create a climate favourable for some recognition of the ‘public good’ aspects of business and
employment (for example, see Footnote 129).
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This translated to over 200,000 people in the New Zealand workforce functioning at very
low levels of literacy. Poor literacy levels, exacerbated by high numbers of workers with
English as a second language, were of grave concern in the manufacturing sector, for
example: “[very poor levels] of literacy and numeracy nobbled manufacturers’ productivity
and posed health and safety risks” (Sinoski, 2003, p.1). Workbase, the National Centre for
Workplace Literacy and Learning, estimated in 2003 that 50 percent of manufacturing

employees were below the minimum level of literary competence (Sinoski, 2003).

While some in ‘industry’ may quail at being expected to deliver government-designated
social equity outcomes, there appears to be greater support for the role of industry training
in improving foundation skills.'* This is not unqualified, however. The 2002 interim
evaluation of the Skill New Zealand Workplace Literacy Fund, established in 2001,
reported that employers often felt that literacy was not their responsibility, given the wider
benefits that it conferred to both the individual and society.'?® Industry training
organisations, althoﬁgh often aware of literacy problems in their respective industries, also
maintained that “liferacy skills weré not part of their core business and not a priority for
funding from the Industry Training Fund” (Skill New Zealand, 2002f, p.2). Thus, the joint
funding process'?* of the Literacy Fund was welcomed by ITOs and many initiatives were
developed, with best practice involving the integration of literacy with industry training and

firm-specific goals (Brumby, 2003, p.2).

Despite the obvious benefits of increasing foundation skills via industry training, there is a
danger in conflating the (hopefully) “prestigious pathway’ with (putatively) remedial
activity. The already perilously low status of workplace-based training may not necessarily
be enhanced by identification w1th improving literacy levels. John Blakey, former head of
the Industry Training Federation, argued that the ability to provide qualifications above
Level Four (conferred in 2002 as a result of the Industry Training Review) gave industry
training “a strong platform for breaking out of the ‘second chance education’ stereotype

... the notion of industry training as simply teaching people to read or do arithmetic because

122 Although, given the concentration of poor literacy skills amongst Maori, Pacific peoples and some ethnic
minorities, improving foundation skills is indirectly as much about equity as literacy (Skill New Zealand,
2002f).

123 Clearly in keeping with the tenets of the human capital approach! (Chapter Two, pp.27-31).

124 Contracts funded by the Skill New Zealand Workplace Literacy Fund were with a variety of ITOs,
enterprises and providers, with some “complex stakeholder relationships” (Skill New Zealand, 2002f, p.3)
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they did not learn those skills at school” (Gerritsen, 2002, p.5). Nevertheless, I would argue
that literacy is a goal of intrinsic merit, as well as of economic and social benefit. As such,
even at the slight risk of compromising the industry training system, it can and should be

delivered where appropriate through that system.

This discussion of what New Zealand might expect from its industry training system has
canvassed some of its direct and indirect aims. Industry training sits astride the institutions
of the labour market and education (Schofield, 2000), and also encompasses public policy
and private needs. Little wonder that the expectations of the system are complex and

contested, and that it often fails to provide the panacea that some would promote.

9.2 How does the current industry training system perform?

-

In this section, I focus on three areas: how does industry training in New Zealand perform
in the provision of skilled workers (with regards to both the quantity and quality of those
workers); in providing opportunities for workers to continuing to upgrade their skills; and
in providing transition routes for young people? The equity imbalances in both industry
training and Modern Apprenticeships have been discussed in detail in Chapter Four (p.101
& pp.111-114). Because ‘generic’ skills are integrated into national qualifications, it is not
possible with the limited data available to assess how well the industry training system
delivers such skills. As discussed above, literacy and numeracy programmes are currently
being delivered outside of the industry training framework, and therefore, while crucial,

also fall outside of my analysis.

Adequate and timely supplies of appropriately skilled workers

If indeed New Zealand expects its industry training system to provide adequate supplies of
skilled workers, then many ‘screaming’ headlines throughout 2003 and early 2004 attested
that it was not performing well. The Department of Labour’s February 2004 report, Skill in
the labour market, confirmed these media perceptions. Difficulties in staff recruitment were
found to be “more of a problem in recent quarters than at almost any point in the last 25
years” (Department of Labour, 2004b, p.1). Fifty per cent of firms surveyed reported
difficulty in finding skilled staff, 27 per cent in finding unskilled staff (higher levels than at
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anytime since the 1970s); and 20 per cent listed labour as the main constraint on expansion
(a figure unprecedented in post-1984 New Zealand). Some of the most severe shortages
were reported in areas where the industry training system is the main supplier of skilled
workers, for example, building and construction; vehicle and engineer service and repair;

and engineering (Department of Labour, 2004b).

As T argued in Chapter One (p.5), however, it 1s unrealistic to blame the industry training
system alone for shortages of skilled workers. There are several factors that have
exacerbated the current shortages — the shortfall in training from the 1990s, the reasonably
strong level of economic growth and low levels of unemployment,'?* for example. Given,
however, that the last two of these factors are viewed as desirable by many people and that
much of the present Government’s focus is on at least maintaining, if not extending, growth
and employment levels, it seems reasonable to argue that New Zealand’s industry training
system needs to incorporate enough flexibility to cope with periods of economic expansion.
Yet, as the lessons of the 1990s have showh, it must also be empowered to encourage
counter-cyclic training when the eéonomy contracts. The wider factors that encourage or

constrain such flexibility are discussed in greater detail in the following section.

Ability of workers to upgrade their skills

Clearly, the skill shortages discussed above mean that there is a present and urgent need for
New Zealand’s industry training system to have the ability to upskill and reskill workers,
on top of the ‘bigger picture’ requirements discussed earlier (pp.228-229). In a time of
acute labour shortages, firms need to provide training first to retain their current workers
and second to enable them to perform a wider and deeper range of skills. Third, in a tight
labour market, the ability of firms to source or ‘poach’ skilled labour may be
circumscribed, and therefore they are often obliged to hire and upskill semi-skilled workers,
or to train unskilled workers. While immigration has been posited as a potential solution for

skill shortages, the process is lengthy, overseas qualifications do not always transfer well

125 For the year to March 2004, New Zealand’s growth rate was 5 per cent (measured as the annual percentage
change in production GDP) (Department of Labour, 2004a) and its unemployment rate was 4.3 per cent (the
fourth lowest rate in the OECD countries) (Statistics New Zealand, 2004b).
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and New Zealand must compete with other countries for the 1imitéd supply of skilled

workers. 2

No doubt these requirements have helped boost the numbers in industry training and in part
account for the increase of numbers of employers participating: an increase from 21,901 in
2001 to 29,206 in 2003. In many respects, then, the workplace has become a learning place.
In 2002, just over 2 million credits towards national qualifications were achieved, with 71
per cent of these being at Level Three or above. Trainees completed 9,761 National
Certificates, 79 per cent of which were at Level 3 or above. One of the most heartening
statistics was that 28 per cent of trainees had no previous qualifications. Thirty-nine per
cent of Maori and 34 per cent of Pacific trainees were in this category (Tertiary Education
Commission, 2003a, 2004c¢). '
It. is difficult to ascertain from the statistics, however, exactly how many trainees are
acquiring ‘high-level” skills; which could bé regarded as contributing to “higher
productivity” or ‘innovation’. As John Blakey, the then head of the Industry Training
Federation, admitted, “most of the 81,000 people involved in industry training [in 2001]
were training at about level two of the National Qualifications Framework, a level as much
about giving people confidence in their ability to learn as it is about actual training”
(Gerritsen, 2002, p.5).127 Again, the issue arises as to the respective merits of the
acquisition of remedial, ‘soft” or generic skills versus the acquisition of complex, ‘hard’ or
industry-specific skills. As one respondent said:

What we found was that with all funding that was going into Level I and 2,
which are process workers, and, ‘Can you speak English?’ and stuff like that,
all the funding was going into that, and there was very little going into Level
4, Level 5, and should be Level 6 and Level 7. Whereas now, I’'ve been
looking for courses for the leading hands and foremen to do, for about the
last three years, and that’s why I was getting really frustrated. There was
nothing, it’s all this lower end stuff, which doesn’t help, you know, they talk

126 As at June 2004, trades sought on the Immigration Service’s Priority Occupations List were electrician and
automotive mechanic. On the Occupational Shortage List, trades that had a national shortage were: aircraft
engineer; auto electrician; boatbuilder; builder; plumber; telecommunications engineering technician; cabinet
maker; carpenter/joiner; drainlayer; fitter & turner; gasfitter; heating, ventilation and refrigeration mechanic;
line mechanic; and welder (www.immigration.govt.nz).

127 1 a much ruder vein, in South Australia, Certificate 1 (the equivalent of Level 1 in New Zealand) awards
are apparently referred to as the ‘budgerigar’ level, which stems from a comment made on the required
achievement for the certificate: “My budgie can do that’ (Ryan, 1997, p.8).
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about technology economy — it’s just a joke! (Interview with manager,
engineering firm).

Youth transitions

In the previous section, I argued the case for using industry training to facilitate youth
transition. While the percentage of industry trainees aged 15 to 19 years has improved,
rising from 8.5 percent (8097) in 2001 to 9.7 percent (10379) in 2002, much of this
improvement was due to the Modern Apprenticeships scheme (Tertiary Education
Commission, 2003a). I do not question the value of this scheme but, as discussed in
Chapter Four and in the case studies, the entrance requirements for Modern
Apprenticeships tend to be reasonably rigorous. Thus, many of the young people who could
benefit from access to a formal transition route via industry training are still excluded

because they are either unemployed, or have no or few qualifications, or both.

Since the intfoduc’tion to‘thlis thesis was written, using 2001 figures, there has been little
improvement in the rates of youth unemployment. While the total unemployment rate
dropped from 5.3 per cent in June 2001 to 4.6 per cent in June 2003, and there was a
corresponding drop in the unemployment rate for 15 to 19 year olds, from 15.7 per cent in
June 2001 to 13.6 percent in June 2003, the rate remained unacceptably high, as shown in
Figure 9.2 (p.239). This percentage translated to a figure of nearly 20,000 unemployed 15
to 19 year olds in June 2003. The total unemployment rate was also considerably worse for
Maori (10.4 per cent) and Pacific peoples (7.1 per cent), compared with the European/
Pakeha rate of 3.4 per cent (Statistics New Zealand, 2003c¢).

Part of the reason for these levels of youth unemployment is likely to have been the
continuing numbers of young people who left school with no or few qua]iﬁcations.128 In
2002, 18.3 per cent (9600) of students leaving secondary school did so with no or few
formal qualifications (17 per cent in 2001). Thirty-five per cent (3301) of Maori students
and 38.3 per cent (1753) of male Maori students were in this category (37 percent in 2001).

128 During 1991 and 2000, between 30 and 40 per cent of the young people aged between 15 and 24 who
received an unemployment benefit had no qualifications. In the same years, between half and two-thirds of
domestic purpose beneficiaries aged 15 to 24 did not have any school qualifications (Statistics New Zealand,
2001b).
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There was also a regional dimension to these statistics with areas such as Northland (25.1
per cent), Gisborne (24.3 per cent), West Coast (30.1 per cent) and Tasman (31.1 per cent)
having significantly higher percentages than the average. The numbers of students leaving
with few qualifications were also concentrated in the lower decile schools. Of the 10,032
students in Decile 1 to 3 schools in 2002, 31.3 per cent left with no formal qualifications,
compared to just under 10 per cent of the 17,283 students in Decile 8 to 10 schools
(Ministry of Education, 2003).

Figure 9.3: Unemployment rates, 2001-2003 (Statistics New Zealand, 2002a, 2003c)

Unemployment rates, 2001-2003
(by selected age groups)

15-19
B 20-24
O Total

2001 2002 2003
Year (June)

These figures should be a source of national shame. Neither the waste of such a valuable
resource, particularly in light of the skill shortages discussed above, nor the effective
consignment of so many young people to the ‘scrap heap’, are acceptable in a country that
has any pretensions towards becoming a ‘knowledge society’. The New Zealand Business

129

Council for Sustainable Development, “~ together with the Mayors” Taskforce for Jobs,

recognised this and established in 2002 a Youth Employment Project. Of interest to this

129 A coalition of leading businesses established in May 1999 to promote “sustainable development via the
three pillars of economic growth, environmental protection and social progress” (New Zealand Business
Council for Sustainable Development, 2003, p.i). :
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research is the way in which some of the participants in the Project have used the industry
training system to first, give unemployed young people access to training and second, to
make that training meaningful and ongoing. For example, in Christchurch, City Care, the
construction and maintenance arm of the City Council, developed a scheme to “ease young
people into trades training” (New Zealand Business Council for Sustainable Development,
2003, p.14). In September 2002, twenty young long-term unemployed people were offered
a year’s paid employment and training, moving through eight of the organisation’s
occupational areas, with apprenticeship opportunities for at least twelve trainees at the end
of the year. Training included generic trade skills, life skills and mentoring via a ‘buddy’
system, with trainees working towards a National Certificate in General Contracting Skills
(Level 2) (New Zealand Business Council for Sustainable Development, 2003). The
scheme resulted in twelve trainees moving into apprenticeships with City Care, with the
remaining trainees also being placed in employment with other organisations. The scheme
has been repeated in 2004, with 24 pre-apprentices (five school leavers and nineteen

unemployed youth) and there are plans to éxpand the scheme to the North Island."°

There has also been recognition of the importance of youth transitions at government level.
In the 2004 budget, $56 million was allocated for a Youth Transitions package. This
funding included the expansion of the Gateway scheme (see p.154) to all Decile 1-6
schools by 2008, funding for an extra 500 Modern Apprenticeships places and various other
initiatives designed to ease the transition process. The government’s goal was “by 2007, to
have all 15-19 year-olds engaged in education, training, employment or other appropriate
options which will lead to long-term economic independence and well-being” (Tertiary

Education Commission, 20044, p.1).

In this section, I have shown that the performance of New Zealand’s industry training
system is less than desirable in some areas. There are acute skill shortages in many
occupations and regions. While many people are gaining new skills through the system,
there is some doubt as to whether they are necessarily at a level that will contribute to a
‘knowledge society’; and the equity of the system is questionable. In Part Two of this
chapter, I offer some thoughts on possible reasons for these shortfalls.

130 § Holst, Human Resource Manager, City Care, personal communication, 26 July 2004,
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Part Two

9.3 Why does industry training not deliver as well as it should?

In Part Two of this chapter, I follow Toner’s (2003b) useful analytical distinction between
supply-side and demand-side explanations for skill imbalances. Although Toner used this
approach to examine declining apprentice training rates in Australia, it is equally applicable
to the “bigger picture’ of skill formation in New Zealand. It helps the argument that T have
been moving towards to coalesce: that considering the supply-side alone is not adequate
either for skill formation policies, or for attempting to understand those policies. In contrast
to the previous sections, where I have discussed upskilling or reskilling and equity issues
separately, L now integrate them into the wider discussion, in order to consider them within

~

the supply/demand-side framework.

Of course, sﬁpply/demaiid-éide economics have to do with much more than just skill
formation. Supply-side and demand-side approaches depend on “distinct analyses of the
bases of production, exchange and competition” (Toner, 2003b, p.458). Demand side
economics examines the demand for any given good or service, and the factors that affect
that demand. As a description: “the supply side of an economy is where production is
organised, factors of production are hired, and prices are set” (Bertram, 1997, p.49). Asa
prescription: |

supply-side economics focuses on the investment, savings and work
decisions of individuals and how these are affected by government social
spending and taxation...It is assumed that individuals are motivated
primarily by monetary considerations... Supply-side implications for policy
include rationales for tax and welfare cuts, as well as support for market
liberalization (Goldfinch & Roper, 1993, pp.62-63).

Such ideas clearly underpinned many of the post-1984 changes: “New Zealand’s economic
policy focus [shifted] from Keynesian demand side intervention to individualist supply side
intervention” (Bertram, 1997, p.44). The efficacy of these reforms has been the subject of
much debate (see Chapter Four), but Bertram’s assessment that the post-1984 decade “left

the productive side of the economy weakened by a decade of low investment and the
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deskilling effects of long-term unemployment” certainly fits with the legacy of skill
formation from that time (Bertram, 1997, p.54).

With regards to training, the supply-side approach is rooted in human capital theory,
arguing that employers and trainees make rational training investment decisions based upon
cost-benefit analysis. The demand-side approach focuses on structural and institutional
influences on the level of training, and takes more account of cultural and historical
specificities (Toner, 2003a). With this distinction in mind, I revisit the human capability
framework (see Chapter Two, pp.31-32) to analyse, at a more specific level, some of the
factors that prevent New Zealand’s industry training system from delivering the required
numbers of skilled workers. I begin with the ‘capacity’ or supply influences, providing first
an overview; second, discussing the gaps in training capacity that resulted from the
voluntaristi¢ model introduced in 1992, and third, examining the wider societal influences
that have made the ‘trades’ or industry a ‘second best’ choice for young people. I then
examine the ‘demand-side, or ‘labour market opportunity influences’, which, I argue, have
a much greater inipact on skill levéls than supply factors. I begin with demand constraints
at the level of the employer or firm, and then discuss wider institutional and societal

attitudes, expectations and obstacles to appropriate skill formation.

The supply-side: Reviled, reformed and revered?

Overview

There are three (albeit blurred) phases to the supply-side explanation for why New
Zealand’s industry training (or apprenticeship) system did not and does not always deliver
the desired results. The first phase, discussed in detail in the closing pages of Chapter Three
and in Chapter Four, occurred from the mid 1970s as governments and industry struggled
to cope with the results of the unravelling of the Fordist consensus. The existing
apprenticeship system was increasingly critiqued for being conservative and inflexible, and
for failing to provide workers with skills necessary for rapidly changing work processes. As
-shown in both Chapters Three and Four, the plethora of government reports throughout the
late 1970s, the 1980s and the early 1990s, in keeping with the underpinning human capital

approach, concentrated almost exclusively on the reformation of skill supply mechanisms.
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As neo-liberalism cemented its economic dominance in the government’s thinking in the
late 1980s and early 1990s, the market became the ‘answer’ to the perceived ‘supply-side’
problems. Thus, the second phase began, ostensibly with the 1992 Industry Training Act,
which exposed skill formation to the rigours of the market. As Keep and Mayhew (1999)
pointed out, however (talking about the United Kingdom, but of equal relevance to New
Zealand), while direct state regulation (and therefore responsibility) was removed, it was
replaced by a morass of indirect regulation: the national qualifications framework,
contractual relations with industry training organisations, and ‘outcome’ requirements for
training providers, for example (Keep & Mayhew, 1999). As a background to this phase of
market reformation of the supply-side, the state may be conceptualised as the ‘enterprise
state’ in which “public functions are contracted out to semi-independent agencies... [This]
shifts the responsibility for policy effectiveness off governments’ shoulders and allows
blame for failure to be privatised” (Vickerstaff, 1993, p.153).

As the limits of the quasi-market model for facilitating skill formation became clear
through the late 19905, the fhird pﬁase of the supply-side approach began to emerge. In
light of the ‘third way’ rhetoric, and in keeping with its holy grail, the “knowledge
economy’, a supply of highly-skilled workers came to seen as the warp and weft of the
magic carpet that would carry New Zealand to the top of all the OECD tables. One of the
characteristics of Jessop’s (2000) Schumpeterian workfare post-national regime,
“international competitiveness and socio-technical innovation through supply-side policies
in [a] relatively open econom([y]”, is clearly evident as underpinning yet another reworking

of faith in the supply-side of skill formation policies (Jessop, 2000a, p.2).

In summary, as the ‘golden weather’ ended in New Zealand, the apprenticeship system that
supplied the country’s skilled labour got much of the blame for economic decline; from the
late-1980s it was believed that the market reforms would provide the supply of whatever
levels and types of skill were deemed necessary; and from the late 1990s, the supply-side
has been regarded as New Zealand’s saviour — secure a skilled workforce and nirvana will
follow. As has become clear throughout this research, however, New Zealand’s economic
woes in the 1970s went much deeper than skill obsolescence or mismatches; the market did
not deliver a skilled workforce in the 1980s or 1990s; and nirvana in the twenty-first

century will require much more than a skilled and well-qualified workforce.
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The supply-side: Market magic?

The ways in which supply mechanisms were reviled and reformed were discussed at length
in Chapters Three and Four, and in the earlier sections of the case studies. The result of the
debate, the introduction of a voluntaristic industry training system, allowed training to stop
altogether in some areas and severely impacted on training levels in other areas. Of course
it is unfair to blame the new system entirely for this; recession, the demise of government
training; and the accompanying increase in self-employment, for example, also contributed
to the decline in training. Nevertheless, the removal of both legal regulation and the moral
obligation to train embodied in the tripartite apprenticeship committees, allowed many
employers to lapse into the short-term benefits to be gained from not training. One of the
most obvious weaknesses of throwing training to the marketplace is that the underlying
assumption of the human capital approach, that employers will make rational decisions
with regards to training, based upon cost-benefit analysis, is exactly what happens! In tight
economic conditions, with uncertain forward workloads and a reasonable supply of already
trained workers, cutting training is‘ an eminently sensible response at the level of the

employer or firm.

The voluntaristic system also reinforced the disadvantages that women faced in gaining
access to industry training. Pocock (1992) compared entry-level training for women over
several countries, finding that industry-led training systems first tended to constrain access
to training and, second, tended to reinforce poorer outcomes for those women in training:
“Placing overall control of entry level training in the hands of industry — without a firm
legal framework and frequent monitoring — will widen... gaps and replicate and reinforce

women’s secondary status (Pocock, 1992, p.ii).

That New Zealand paid the price for leaving levels of training to be determined by the
market was evident in the case studies. The skill shortfall was thrown into greater relief as
the 1999 Labour-led Government, and its 2002 successor, looked to an improvement in
skill levels as a ‘silver bullet’. New Zealand has been repositioned as an ‘innovative’
economy, focusing on biotechnology, information and communication technology and the

‘creative industries’, the argument being that if only we can supply these industries with
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lots of highly skilled workers, they will move New Zealand away from reliance on the ‘old’

commodity-based industries and create new levels of wealth (Baragwanath, 2003a).

Despite a degree of naivety in the faith placed in the transformational powers of such
industries (see Baragwanath, 2003, for a critique), and despite the fact these industries may
require relatively few highly-skilled workers, the rhetoric surrounding ‘knowledge’ and
‘innovation’ has fueled an increasing emphasis on the value of tertiary education for young
people. This trend, which emerged during the 1980s (partly in response to burgeoning
unemployment), privileges academic or institutional ‘education’, at the expense of work
placed-based ‘training’, exacerbating the perennial problem of the low status of the trades
and ‘industry’ in New Zealand.

The supply-side: Industry training, “A great idea for other people’s children” 3
There are three strands to the ‘supply-side’ of skill formation (in the context of industry
training). There must be the opportunity to train (provided in New Zealand by employers),
there must be the fneans to compl.efe the formal requirements for certification (generally via
training providers); and there must be those willing to undertake training. In Chapters Three
and Four, and in the case studies section, I have examined the vagaries of employer
commitment to training, worsened by deregulation, and the changes that have taken place
in the off-job training and certification. In this section, I discuss the third strand, the supply
of those who wish to take part in training. I examine the overwhelming view of those in
industry that the trades and industry are not attractive to young people and that the blame
for this lies almost exclusively with schools. 1 offer some responses to this generated from

interviews with careers counsellors from a selection of Canterbury schools. '

As illustrated in each of the case studies, it was clear that many of the respondents felt that
their trades, and industry as a whole, were held in low repute and were not considered
viable career options (if they were considered at all) by young people. The education
system received the lion’s share of the blame for this: “It’s hard to find a senior trades’
professional who doesn’t hold the view their trade fell out of favour with school career

guidance counsellors” (Fallow, 2003). As one respondent said:

31 (Wolf, 2002, p.56).
132 Careers counsellors from four schools were interviewed: three co-educational and one single-sex (boys).
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The other issue we’ve got is trying to convince teachers, who may have the
opportunity of saying to these guys, ‘Do you want to be an electrician?’,
what they're going to need. My experience is, and it’s a little bit
controversial, that teachers are hell bent on keeping all their kids to the 7"
form now because of bulk funding. Anyone leaves in the 6" form; they don’t
get the funding for them in the 7" form. So the teachers are not encouraging
them into trades. They want them all to go to university...I see by the amount
of applications I get, that there has got to be more than this amount of kids in
Christchurch who want to do an electrical apprenticeship, there’s got to be. 1
don't think the schools are doing us much-service (Interview with group
training company official; respondent’s emphasis).

It was not necessarily the teachers who were applying such pressure, however. The mixed
messages that students received from government and wider society were identified by
some respondents: on the one hand, ‘become one of our flash new Modern Apprentices’,
and on the other, ‘stay af school for as long as you can’. As one careers counsellor
described: A | | )

This lad could have had an apprenticeship with an engineering firm but, no,
he had to stay [at school]... He was doing motor industry training here at
school and with Avon City Ford...and the last time that he was supposed to
be out for a full week at Avon City Ford to do all his trade tests, he came and
said, ‘No, I'm not going — it’s much more important that I stay at school,
‘cos I've to get my tourism unit standards, ‘cos I’'m going to be a travel
agent’. And he hadn’t a hope, not a hope..you know, if he’d followed
through at least he would have had a completion of virtually the first year of
his apprenticeship in the motor industry...and he threw it away, 'cos he ‘had
to stay at school’. Now he's doing a dead-end job, when he’s actually turned
down two fantastic opportunities, because he was ‘going to do tourism or
travel’ (Interview with careers counsellor).

There were three components to the concerns regarding the education system expressed by
many of the industry respondents. First, some were shocked by the lack of basic abilities
that some of the applicants for training positions exhibited:

Just can’t fill them [advertised positions] with suitable candidates, the
people we get can’t read and write, you know. I could show you a simple
maths test [ gave six candidates in Timaru last week, and nobody got over
seven right, and you know, it was, ‘I've got 4 kegs of nails, a 100 kg in each
keg, how much have you got?’ And they couldn’t multiply 4 by 100, ‘cos we
don’t give them calculators (laughter). And what I'm saying is, the system
has been built on shaky sand, you know, the schools are not doing the basics
right, so these kids can actually go back and do these things (Interview with
group training official).
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The second component was complementary to the first; the lack of ‘suitable’ candidates
applying for positions. While the respondents involved in the recruitment of apprentices
seemed generally happy with those they did employ, it was felt that there was a very small

pool from which to choose, and some reported unfilled vacancies.

The final component was criticism of changes to the school curriculum. For example,
Bruce Howat, of Apprentice Training New Zealand, argued that: “many young people were
ill-equipped to start apprenticeships because the amount of practical woodwork and
metalwork in the new school technology curriculum had been reduced. At home,
opportunities to work with tools had been reduced because housing space did not allow for
workshops and many children were in one-parent homes” (Collins, 2003). The trend

towards the ‘academicisation” of traditionally ‘manual’ subjects was also noted by a careers

~

counsellor: ~

And we've actually had a debate here within the last week, where the
comment was made that we don’t have enough practical subjects, that don’t
include academic stuff now, because the way that the 5" and 6" form
qualifications in say metalwork have gone, is it’s design and build, and a lot
of the kids get put off by the design side of it, they either can’t do it, or
they're incompetent at it, and they hate that part, and if they don’t design
something, they don't get to build anything, and they fail the course because
they didn't design properly, or they get a low grade because they didn’t
design properly (Interview with careers counsellor).

Despite the bemoaning by some in industry of the poor calibre of many applicants, and the
setting of higher entrance benchmarks for some trades, a common theme expressed by
industry respondents was that apprentices or trainees needed to be merely ‘good enough’,
that is, able enough to cope with the work and training, but not so clever that they would be
bored, and move on or be ‘poached’:

You know, we’re not after rocket scientists, what we’re after is people from
average to upper average. If they come to us and they’ve got School
Certificate marks of, sort of, between 50 and 65 for say English, Maths and
technical, or metal-work or something like that, they're probably going to
make a good apprentice. And if they’ve come off a farm, they’re probably
going to be an even better apprentice! (Interview with manager, engineering
firm).
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There was recognition by some respondents that the type of recruit who may be desired at
industry level would not necessarily be favoured at the firm level (see Chapter Six, p.181
for an example of this). Rikowski (2001) argued that often “employers’ statements
regarding their needs in relation to youth labour [were] either ambiguous, or confused, or
downright contradictory” (Rikowski, 2001, p.30). This may shed some light on the
vehemence of the attacks on the education system by those in industry. Given the rather
‘Goldilocks’ specificity of their requirements: ‘not too clever, not too dull’; ‘not too cocky,
not too shy’; ‘not too adventurous, not too dependent’; and so on, it is not surprising that

the education system fails to turn out the ‘just right” product expected on every occasion.

While many of the concerns discussed above are hardly new in New Zealand (see Chapter
Three) and are also consistent with Rikowski’s ‘long moan of history’ (Chapter Two, p.25),
there is little doubt that the catchment of young people interested in the trades or industry
has diminished. For example, a 1999 study into the transition experiences of a group of
New Zealand school students found that of a sample of 321 students in their final year, only
2 per cent (6) aspired toa céreer in the trades. A year after leaving school, the number
interested in the trades dropped to five, while 27 percent (85) aspired to be professionals
and 20 per cent (63) planned to become technicians or associated professionals. While these
results were skewed because the majority of students (78 per cent) surveyed were in Year
13 (it would be fair to assume that many interested in apprenticeship or pre-apprenticeship
courses would leave after or during Year 12), they still indicate a general lack of interest in
the trades (especially when compared with intakes of over a third of male school leavers
during the halcyon times of the late 1950s!) (Boyd, Chalmers & Kumekawa, 2001). The
success of the ‘rebranding’ of apprenticeship via Modern Apprenticeships was also called
into question by a ‘Destinations and Tracking’ survey carried out in 2003 by Careers
Services, where Modern Apprenticeships “barely register[ed] as a choice and certainly not

[as] a priority” (Career Services, 2003).

One of the most significant changes reported is that those who are academicalily sound, but
not necessarily high achievers, and who in the past may have considered apprenticeship,
now do not; rather, they more often move into some form of tertiary study. For example, an
engineering company manager in Timaru reported difficulty in getting people to train

because of lack of basic qualifications: “I don’t see how it’s going to change. People who
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have the ability to become good tradespeople are going to university rather than entering
the trades field” ("Lack of qualified staff costing firms work," 2000, p.1). One respondent,
a careers counsellor, identified the difficulty that the ‘trades’ had in attracting this valuable
‘slice’ of those leaving school:

Let’s look at it from industry’s side. Think of your engineers and your
Sfurniture makers and your mechanics. They haven't invested in training for
numbers and numbers of years, and the highly skilled, the brighter guys, the
clever guys, who are now are 45, 50, 60 are moving out. They’re not having
too much trouble replacing the labouring type guy, who just gets through an
apprenticeship, they're always available, I think what they’re desperately
short of is the A grade mechanic, as opposed to the labourer...and so now
the big, big focus for industry, and they’re realising, ‘Man, we haven't got
these people’, they 're actually tapping into and wanting to get what everyone
else wants to get, and they 're the top 10, top 15 per cent, and those guys all
believe, the top 20 per cent believe, they’re going to university...and the
army wants them..and the navy wants them.. (Interview with careers
counsellor; emphasis added).

~

Wolf (2002); a British ébminentatbr, argued that the actions of many young people in
opting for tertiary education, rather than entering the labour market straight from school,
was a perfectly rational response by young people and their families to changing

conditions. Thus, when it is perceived that the “labour market is constantly changing and
constantly insecure”; when there is the high chance of many occupational changes
throughout working life; and when tertiary education is no longer confined to an elite, then:
“it is no longer a question of whether it makes sense to stay on longer [in formal education],
but of whether they can possibly not stay on without putting themselves at a serious
disadvantage” (Wolf, 2002, p.86).

These trends and the generally poor standing of the industry and the trades were recognised
by the careers counsellors I interviewed. In many ways, the careers counsellors were the
‘meat in the sandwich’ between the often largely academic aspirations of their schools, and
the disdain with which the education sector was regarded by those in industry:

I know that assemblies at our school... there’s a big, big emphasis; academic,
academic, academic, and unless a kid was really, really, really listening
hard...that’s clearly identified with university (Interview with careers
counsellor).
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Given that industry and the ‘trades’ must cope with the facts that they have a smaller pool
of young people from which to recruit; that there may be a wide range of abilities within
that pool; and that there are longstanding status issues with the sector, the comments of the
careers counsellors highlighted three issues that contributed to the recruitment difficulties

encountered by those in industry and the trades.

First, families are a significant source of information for young people (Boyd et al., 2001).
It is clear that the trends discussed above, and the impact of changes to the training system
through the 1990s, have not escaped the notice of either young people, or their parents and
families:

The biggest influence on kids’ career choices is still the family and the family
who's got a 16 year old kid has known that ever since their kid was born,
there’s been no apprenticeships. So what’s the family saying? When you
leave school, if you can’t go to university, you'll struggle to get a job,
because there’s nothing else to do, and so you'll have to go and work in
Kentucky Fried or McDonalds ... (Interview with careers counsellor; emphasis
added).

You can’t get apprentices... We've got four apprenticeships at the moment
been offered to the school and we can’t get anybody to take them.
Apprenticeship, unfortunately, I think because of a lot of adverse publicity a
few years ago, like ‘apprenticeships were finished’, and this is the message
that went out there... (Interview with careers counsellor).

The careers counsellors were clear about the need for publicity to counter some of the

perceptions regarding industry training and apprenticeships:

So we need Skill NZ and/or industry to advertise on the TV, (‘cos that’s the
only thing that people notice) to advertise on the TV that there are
apprenticeships, and people desperately need them (Interview with careers
counsellor; respondent’s emphasis).

Second, the perception of industry and the trades is incontrovertibly both poor and
incomplete. While patchy knowledge may also be an issue with other careers, it often tends
to work in favour of the occupation, whereas many of the myths surrounding the trades
(that they are low paid and dirty, for example) are negative and may have at least some

basis in truth:
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Well, I suspect from the kids’ point of view, it’s a bit misted over by parents,
who still sort of see factories, oil, smoke pouring out of a chimney- ‘Trades!
Phew, we’ll go to university!’ (Interview with careers counsellor).

1 think with some of the kids, they see a trade as a carpenter or a builder or a
plumber, but they don’t see all the other technical trades... They think it’s
building and mechanics, and then they generally stop...and then they might
stretch to automotive electrician, because their interest is cars... (Interview
with careers counsellor).

1 think we're becoming a service industry country..l mean, tourism is
everything, and so cafes and shops and tours... that’s very visible, whereas
what's going on in the depths of Sydenham or Woolston is not visible at all
and it probably looks like, it probably is, an old building that's dirty and
dusty on the outside, might be quite clean inside, but outside it hasn’t been
painted bright orange with flash words on the outside. It’s just a shed that
people work in (Interview with careers counsellor; respondent’s emphasis).

-

Third, in defence of the attacks on the education system by those in industry and the trades,
the careers counsellors commented on the need for industry to better market itself. They
were unanimously prepared to be a conduit from industry to the students, and worked
extremely hard to promote the opportunities that were offered; but battled a lack of
information and the attitudes discussed above:

Industry has a responsibility! You bring some of our old boys back in here,
-and you put them on the stage, and get your old boys to talk on the stage
(Interview with careers counsellor; respondent’s emphasis).

Industry needs to be in our workshops, beside our teachers. They need to
send a senior apprentice down, to assist the teacher, once or twice a week,
and they need to be getting schools placement, and they need to be getting
schools into projects (Interview with careers counsellor).

The comments of my respondents were echoed in the findings of a study carried out by
George (2002). She surveyed 104 Otago University students regarding their knowledge and
perceptions of the ‘trades’, finding that “students had a limited knowledge of what
occupations denote a trade, what skills and training are required to become a tradesperson
and finally what financial return and employment prospects can be offered by the trades™
(George, 2002, p.ii). The problem of the low status of industry and the trades, and of
apprenticeship, is not confined to New Zealand. In Australia, for example, a study by
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Marshman that examined barriers to the employment of apprentices, reported identical
issues to those highlighted by my respondents (Marshman, 1996). Similar themes were
identified in Canada by Robeﬁ;o'n (1998).

The supply-side: Summary

A supply-side analysis of skill formation would argue that increasing the supply and quality
of skilled workers via industry training, best achieved by, first, allowing market
mechanisms to determine the level of training and, second, by giving training providers the
flexibility to tailor formal training as required, should be sufficient to move a country to a
‘high-skill” or knowledge economy. As we have seen, however, New Zealand’s faith in the
supply-side over the last three decades has been somewhat misplaced. We have dire skill
shortages; access to industry training is often inequitable; and perceptions regarding
industry and the trades have impacted upon the number and quality of young people
attracted to the sector. The supply-side ‘diagnosis’ of these problems, that “work-based
training was prejudiced by a series of market failures affecting the decision-taking of both
employers aﬁd wbrkers”, has resulted in continual tweaking of the system, to little avail
(Keep & Mayhew, 1999, p.4). I now turn to demand-side explanations for why the industry

training system alone can not be expected to be the ‘answer’,

The demand-side: The ‘too hard’ basket?

As the historical and case study chapters illustrated clearly, training decisions made by
individual employers, the aggregation of which represent the level and quality of training
for New Zealand as a whole, are influenced by a plethora of factors. In this section, I first
discuss such ‘demand’ influences at the micro level of the employer or firm, exploring
barriers to training and some of the constraints to the demand for skills. In terms of J €ssop’s
levels of analysis of late capitalism, I consider the impact on training of changes at the level
of the labour process. I then move to broader influences (the accumulation regime and the
mode of regulation), such as the changing shape of the workforce, labour market regulation
and wider economic factors, all of which impact on training levels. I must also note at this
point that my ﬁéld work was conducted exclusively with respondents who were involved
with training, either with its delivery, its organisation or as part of a business that had a

commitment to, and was actively participating in, training. Thus, while my data enabled me
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to explore some of the factors that encouraged or constrained training, it does not shed any

light on firms or employers who simply are unable, or choose not, to train.

This caveat was also noted in the report of the Business NZ'** Skills and Training Survey
(2003), which provided further empirical data for this section. The sample for this survey
was taken from the members of the regional business associations constituting Business

NZ:

Firms that join business organisations are more likely to be secking to
improve the overall performance of their enterprise, and may therefore be
more likely than others to engage in training and skill development for their
employees. Overall, the results of this research are likely to tell us more
about those firms which do engage in training and skill development, and
why they do so, than about those enterprises that do not do so (Business NZ
& Industry Training Federation, 2003, p.13). '

The survey drew a response from 479 enterprises, which employed over 49,000 workers. In
summary, 89 per cent of enterprises surveyed were providing training for their employees
and over half of the entérpﬂses had increased the training provided over the last two years.
Although there were significant differences in the amount spent on training across
industries, the mean amount spent on training over the previous year was 3.7 per cent of
total payroll. Further survey results will be discussed as this section unfolds, including
reasons for, and barriers to, training. It is interesting to note that “significant numbers of
firms indicated (unprompted) that they would ‘always provide training’, irrespective of any

reasons why they might not” (Business NZ & Industry Training Federation, 2003, p.8).

The demand side: What encourages firms to train?

Stonyer and Marshall (2002) set out cogently some of the major factors that drive industries
to take part in training. These are: competitiveness; the need for a flexible and multi-skilled
workforce; the regulatory environment; workplace change, both technological and
organisational; and a commitment to a learning organisation, which they described as a
synergy between training and business strategy (Stonyer & Marshall, 2002). To these, I

would add the moral obligation to train that many employers feel, especially those who

133 In 2001, the New Zealand Employers’ Federation joined with the New Zealand Manufacturers’ Federation
to become Business NZ (Business NZ & Industry Training Federation, 2003, p.11).
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have themselves had the benefit of structured training.** While all these factors are
important, and were reflected to varying degrees in the case studies, the Business NZ Skills
and Training survey identified a more pressing impetus for training in New Zealand in
2003. Fifty-five percent of those surveyed identified skill shortages within the enterprise as
the most important reason for training, With 48 per cent mentioning skill shortages at the

industry level (Business NZ & Industry Training Federation, 2003).

The demand-side: What are the barriers to training at the level of the firm?

There is a fundamental problem there, that industry is not here, we're not
here to be a training organisation, we’re here to manufacture and make
money, and that’s... we 're expected to be partially a training organisation, so
that's the problem, yeah. I don’t know what the solution is, really (Interview
with manager, engineering firm).

Cost The cost of training is clearly oné of the biggest barriers to training. The Business NZ
Skills and Training survey found that cost was the reason most often given for not
profzidjng training (or fdr providing less than desired amounts of training), being mentioned
by 52 per cent of those surveyed. Concerns about cost were also indirectly reflected by
respondents who preferred to employ skilled staff rather than train (14 per cent) and those
who were worried about the possibility of poaching (19 per cent) (Business NZ & Industry
Training Federation, 2003, p.8).

The nature of the cost involved is dependent upon the type of training. There may be direct
costs in sending staff on a course, or paying a trainer to come into the work place. The
focus of this thesis, entry-level training, also has indirect costs:

There’s quite a number of costs involved in taking on an apprentice because,
obviously when they 're not experienced, they need more supervision, they're
not as productive... (Interview with contracts manager, electrical company).

Despite concerns about the cost of training, none of the case study respondents who were
employers or in a management role spoke of directly quantifying the costs associated with
training; Is there any reason why we should [quantify costs]? ... it’s just part of my role,

really... (Interview with contracts manager, electrical company). The Business NZ Skills

134 This factor was borne out by Australian research into factors affecting the provision of entry-level training,
which, while reinforcing the above factors, also discovered that: “if the head of a firm has a trade qualification
then the firm is highly likely to conduct apprentice and trainee training” (Ball & Freeland, 2000, p.5).



255
and Training survey found that many firms reported difficulties in assessing the value of
training, yet it would appear from the case study industries that those employers who are
committed to training will do so to some degree without needing to see direct or immediate
benefits:

We take a different approach [to training] because of our size, we need them
[apprentices], to make our company be here in five years time, full of
tradesmen... (Interview with director, electrical company).

The paradoxical nature of the attitudes of many businesses and employers to the cost of
training were recognised by one respondent, an industry training official:

The biggest difficulty in all of this [paying for training] is actually getting
industry to articulate a coherent training requirement, ‘cos they don’t do it,
they don't do it very well ... Very few industries really know what they want ...
there's not many companies that know exactly what they want, and why they
want it (Interview with industry training official).

-~

The respondent then contrasted this lack of awareness with the proactive nature of the few
companies who had articulated training requirements, and had invested heavily in training.
For example:

They've [a security company] actually invested, I think, over three or four
years, you know, maybe as much as $10 million... and they have tracked that
expenditure really closely: what they spemt it on..it’s all unit standards
based. They know the people they 've spent it on, and they can track precisely
the return on the investment, they can track return on investment in terms of
reduced OSH [occupational health and safety] claims, lower turn-over in
staff. They can track in terms of higher qualifications of staff, but more
importantly, they can track in terms of profitability, new products, new
markets, new clients... something’s happened for their dollar. And they re the
exceptions, you know, those companies, you know they’re not common,
companies that know exactly why they’re in the business of training
(Interview with industry training official). '

Organisation of training Difficulties (either encountered or perceived) with the
organisation and bureaucracy of industry training were another barrier to training identified
in the case studies:

You can see that half of the managers and company owners that go to these
meetings [of an employers’ group] still don't understand how industry
training operates...it’s amazing that 10 years down the track, there's still a
lot of misconception. And it’s because it threw the onus...I mean, going from
the old apprenticeship system, where, basically you took on an apprentice, he
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worked alongside tradesmen, he went to polytechnic, the companies weren’t
really responsible for, for the outcomes of their training, basically companies
would leave it up to polytechnic to sign off the formal learning side of things,
and then when it was all thrown onto the companies, a lot of people just got
scared off (Interview with manager, engineering industry).

The Business NZ Skills and Training survey found that the lack of availability of suitable
training options discouraged 46 per cent of those surveyed from training, with around 20
per cent of respondents seeing “red-tape and a lack of information about training as
potential barriers to offering optimal levels of training”(Business NZ & Industry Training
Federation, 2003, p.8). As discussed in Chapter Four, part of the rationale for the Modern
Apprenticeship initiative was to ease the administrative burden for employers and there is
little doubt that part of the high demand for the scheme, as reported by the Industry

Training Federation, stems from this.

-

Enterprise size There is a strong relationship between firm size and participation in
training, which is of crucial significance given New Zealand’s high preponderance of small
and medium-sized businesses. For‘ example, OECD research cited by the Department of
Labour in 2000 found that in New Zealand, 30 per cent of those working in firms with less
than 20 employees received job-related training, compared with 56 per cent of those
working in firms with 22 to 99 employees (Department of Labour, 2000). Some of the
difficulties that small to medium-sized enterprises (SMEs) face with regards to training
have been previewed in the introduction the case study section (p.129). If cost and
organisational issues are generally seen as barriers to training, then these factors become
especially pertinent for smaller firms: “Financial and opportunity costs are perhaps the most

obvious and concrete of barriers to SME engagement with training” (Vaughan, 2002, p.5).

Vaughan (2002) listed several further barriers, both ‘material and perceived’, to SMEs
engaging in formal training, which had been identified in international literature: short-term
survival often took precedence over the longer-term planning required for training;
employing already-skilled staff was preferred to training; it was felt that formal training
was often inflexible and oriented to larger firms; informal training was often preferred over
formal; and the benefits of training for SMEs were not alwéys clear. Vaughan (2002) also

. pointed to a ‘legacy of mistrust’ of government training policies from SMEs, stemming
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from their marginalisation by those policies in favour of larger enterprises (Vaughan,
2002).

The Business NZ Skills and Training survey provided evidence for the general
disenchantment of SMEs with formal training. Over 30 per cent of micro-enterprises
(employing five or fewer workers) surveyed provided no training. Of those who did train,
only 39 per cent provided formal training (where assessment occurred), compared to the
average of 43.4 per cent, and the 45.5 per cent of enterprises with over 100 workers who
provided formal training, Nearly 70 per cent of micro-enterprises surveyed disagreed or
strongly disagreed with the statement that ITO-arranged training effectively contributed to
skill development within their enterprise, and over 60 per cent disagreed that ITO training
contributed to skill development at the industry level. Modern Apprenticeships was judged
equally ineffective (or invisible), with 67 per cent of micro-enterprises feeling that the
initiative did not contribute to skill development in their enterprise, and nearly 60 per cent
that it did not contribute at industry level (Business NZ & Industry Training Federation,
2003),'% |

The importance of engaging SMEs in training becomes obvious when Table 9.1 (p.258) is
examined. This shows that in 2003, 86 per cent of New Zealand enterprises employed five
or less workers and that 42.3 per cent of workers were employed in enterprises with fewer
than 20 full-time equivalent workers. The SME sector is thus of too great an importance,
and employs too many workers, for it be disenfranchised from industry training. Tailoring
training to suit the needs of SMEs is also important for a second reason. The Government
has a stated aim of expanding the number of industry trainees to 250,000 by 2007 (Skill
New Zealand, 2002a). This will only be achievable if SMEs are able to see the benefits of

structured training and are enabled to participate in such training.

13 It must be noted, however, that, first, not all of the enterprises surveyed were in sectors with ITO coverage
and that, second, only 15.4 per cent of the firms surveyed were micro-enterprises (see Table 9.1 for a
comparison) (Business NZ & Industry Training Federation, 2003).
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Table 9.1: New Zealand business enterprises'*® and full-time equivalent ( FTE) persons
engagcd,137 February 2003 (Statistics New Zealand, 2003¢)

:‘;rgfglfd“"“’ 0-5 6-9 10-19 20-49 50-99 100+ Total
size groups

Enterprises { 253,655 | 19,286 | 12,704 6350 1610 1349 294,954

% of total 86.0% 6.5% 4.3% 2.2% 0.6% 0.4% 100%

FTEs 347,370 | 133,440 164,900‘ 185,260 | 109,030 | 587,220 | 1,527,200

% of total | 22.8% 8.7% 10.8% 12.1% 7.1% 38.5% 100%

Work organisation There are two interrelated aspects to how work organisation may
impact upon levels of training. The first aspect is that of technological change and the
second that of how fhe work process is organised. The impact on trainirig of changes to the
organisation of work may be considered at two levels. First, ‘new management practices’,
such as tearﬁ-working and total quality management, require training in a very different set
of skills than the strictly technical (Smith, Oczkowski, Noble & Macklin, 2004). As my
case studies did not include any large firms, where such ‘new management practices’ could
expected to be concentrated, I focus on the second aspect of changes to work organisation,
that is, the increasingly permeable nature of the work process of many firms, involving

greater use of, for example, contractors and outsourcing.

The impact of technology has already been identified as a ‘double-edged sword’. As
discussed in Chapter Two, there is a wide variation in the conceptualisation of
technological advance within the post-Fordist debate. At one extreme, it is argued that
technology allows the deskilling of the labour process, requiring merely a few highly
skilled workers, while the majority must be ‘trained’ to be adequate, compliant and
preferably cheerful. At the other extreme, technological advances are viewed as allowing
flexibility and innovation, and as requiring a correspondingly flexible and innovative

workforce, where all are trained to be multi-skilled, responsive and still preferably cheerful.

13 Economically significant enterprises, generally defined as enterprises with more than $30,000 annual GST
expenses or sales, or enterprises in a GST exempt industry.

137 Full-time equivalent persons engaged (FTE) equals the sum of the full-time employees and working
proprietors plus haif the part-time employees and working proprietors.
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As the case studies have illustrated, however, there may be little correlation between what
technology is adopted, how it is used, and how the workforce is trained. For example, in the
engineering industry, some firms have bought very clever machinery, which they use to
make very well a simple and specific product. The training needs of one such firm were
satisfied by recruiting from pre-apprenticeship courses, where a basic knowledge of
engineering skills had been taught:

You’ll find they employ people just to push buttons. Now we’ve had people
that come off the METS [pre-apprenticeship] course: ‘got a job, got a job!’.
And I go through the whole thing with them, and the biggest thing [the
company] will take on is a traineeship, so you're not getting... A traineeship,
I think is probably Level 2, Level 3 at the most... it’s just a button-pushing
certificate. And they really don’t learn the full thing, they just learn that ‘this
is how I set it up, this is how I put the material in, this is the button I have fo
press, and oh! - it needs reprogramming, oh, can’t do that, call the man...".
So they obviously have technicians there who deal with that-sort of thing
(Interview with polytechnic tutor, engineering industry).

Other firms .have also b:(»)ug.ht very clever machinery, which they use to make extremely
complex products, often requiring staff who are more highly skilled than is attainable
through the traditional apprenticeship system. Yet, they use and support this system,
cobbling together the higher level training that is required. Thus, the adoption and
‘manning’ of new technology is complex and contested,"*® and while technological change
may be an impetus for training, it may also discourage training, permitting tasks to be
simplified or substituting for skilled workers; witness a recent newspaper article: “robots
are set to take over milking on New Zealand farms” ("Robots ready to try milking NZ
cows," 2004, p.A6).

While the impact of technological change on training levels may be mixed, there is little
question that other changes in work organisation have severely festricted the number of
training opportunities. The electrical industry case study, described in Chapter Six, showed
clearly the impact of the corporatisation and privatisation of government services on work

organisation in the electrical industry and upon training within that industry. As was shown

138 Roberta Hill’s study of technological change in the printing industry in the late 1970s and early 1980s, for
example, showed how the male printers were able to ‘capture’ the skills required to operate new technology
(Hill & Gidlow, 1988).
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in the engineering and agricultural case studies, the impacts of increasing international
exposure and competition accompanied intensifying national political changes. While the
gutting of the public sector may have been harsher in New Zealand than Australia, both
countries have been more fully opened to global competition. Toner (2003b) analysed the
changes to work organisation in Australia resulting from increased competition, including
the intensification of work; increased outsourcing of functions; and the growth of labour
hire (Toner, 2003b). I now discuss the impact on training of these factors in the New

Zealand context.

While increased competition may have provided an impetus for training, as suggested
above, it may also have the opposite effect. Toner (2003b) cited research by Littler (2003),
which showed that, internationally, restructuring and the ‘stripping-out’ of management
layers in the name of competitiveness had resulted in the intensification of work, that is, in
both increased hours and responsibilities (Littler, 2003). Thus, as discussed in Chapter
Two, rather than attaining the flexible specialisation ideal of empowered, multi-skilled
workers, the inteﬁsiﬁcation of work resulting from ‘flatter’ management structures may in
fact have resulted in a reduced capacity to train. A study of Victorian manufacturers found,
for example, that “as a result of reduced employment the intensity of work in the remaining
workforce had increased to the point where there was simply no surplus labour capacity to
disengage experienced tradespersons from production to train and mentor apprentices”
(Toner, 2003b, p.473). This difficulty was also recognised by one of my respondents:

It is more time-consuming than it used to be, and I think .. we're in a very,
very competitive world, we don’t have the spare time or the spare cash to
throw at training, and we should be (Interview with manager, engineering

industry).

Aside from capacity issues, another respondent spoke of a lack of experience engendered
by the fracture of the training ethos; tradespeople had lost the knack of mentoring

apprentices because there were very few upon which to practice.

The need for businesses to be ‘lean and mean’ in the new competitive environment also
impacts upon training. As was seen in the case studies, training intakes are very sensitive to
business conditions. While this was also historically the case, increased competition means

there is less ‘fat’ in many firms to take on or carry apprentices when there is uncertainty
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about forward work-loads. Two responses to this are the outsourcing of work and the use of

temporary labour firms.

There are several variations of ‘outsourcing’. First, as government departments and other
large organisations moved to operating under commercial models, shrinking their functions
to ‘core’ business, many contracted out service and maintenance tasks previously carried
out by workers employed and trained by the organisation. Many electricians served their
apprenticeship with hospital boards, and engineers with freezing works, for example. The
servicing and maintenance of such enterprises is often now outsourced to small businesses
(often set up by ex-workers), which, as SMEs, have all the constraints to offering training
discussed above. Second, businesses may contract out certain parts of their production
process, allowing them to concentrate on a narrower band of processes, and therefore
removing the need to train in a full range of skills, or, in some cases, at all. Third,
businesses may bring in specialised staff for one-off or infrequent tasks; several firms
sharing the worker’s skills, rather than training one of their workers. This is not to say that
these are not all sensible responseé to a competitive environment, simply that they are not

conducive to thorough or on-going training.

In a similar vein, the use of temporary labour firms has become more prevalent in New
Zealand. Despite difficulties in exactly enumerating its extent, Burgess, Rasmussen and
Connell (2004) traced the growth of agency employment in New Zealand in recent years,
arguing that it “provides employers with extensive numeric, functional and labour cost
flexibility ... temporary agency employment not only offers flexibility and cost saving
potential, it also potentially removes responsibility for the compliance with many
employment regulations” (Burgess et al., 2004, p.4). According to an inferview I conducted
with the director of a temporary employment agency, the current shortages of skilled
tradespeople have prompted strong growth in agencies supplying such workers. While it
could be assumed that the nature of temporary work would undermine training, this agency
has taken a longer-term approach:

The reason that we got into it [training] in the first place was that the
decision sort of came from a realisation I had about three or four years ago,
when we were running more that 50 carpenters through this business in
various temporary roles, and this was just in Christchurch, and we couldn’t
get any more, and everybody that we spoke to said, ‘There's just not enough
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carpenters’, and I thought, ‘Bloody hell, we've got 50 of them here and not
one of them is training anyone!’ We're actually contributing to this, ‘cos if
these 50 people were in full-time work, maybe five of them would be training
an apprentice. So I thought, well here’s us, who are running all these
carpenters, and making money from them, and supplying to the building
industry, on one hand we're doing that, and on the other hand we're
complaining that there aren’t enough being trained... And we’re part of the
problem... at that time I thought, ‘Well, we’ve got to do something about it’
(Interview with director, temporary employment agency).

The role of the agency in this apprenticeship scheme is that of a de facto group training
company. The company receives no government funding but covers its costs via the
charges to the companies who hire the apprentices. Interestingly, the agency contemplated
joining the Modern Apprenticeship scheme but ultimately preferred the flexibility of
running their own scheme. Nonetheless, some of their apprentices are Modern Apprentices,
with co-ordinators in other organisations:

-

Some of our guys are actually labelled as Modern Apprentices and various
Modern Apprenticeships co-ordinators around the town clip the ticket on
that, but that doesn’t affect the way that we run things... We do have our own
income stream off them as well. Where a Modern Apprenticeships co-
ordinator is funded to get the guy and to run through the requirements of the
programme, we 're actually employing them and placing them into work and
" we're receiving income on the time that they work... They like us [the Modern
Apprenticeships co-ordinators], we run a number of apprentices, and they
know that we manage them very, very well, and they receive the funding
stream (Interview with director, temporary employment agency).
It must be noted that this response from a temporary employment agency is the exception,
rather than the rule, and I have been unable to locate any similar schemes. The
establishment of the agency’s apprenticeship scheme has been driven by its director, who

appeared to be motivated by a happy collision of public good and business benefits.

The demand-side: What are the barriers to training at the wider level?

I now discuss barriers to training at the broader institutional and societal level. As was
shown in Chapter Four and the case studies, New Zealand’s ‘transition’ to whatever form
of somewhat post-Fordist society it may now be considered, was swift and brutal. The
harshness of the ‘delivery’, supervised by midwives Douglas, Richardson et al., left a
country bereft of some of the institutional and societal supports that had encouraged and

facilitated skill formation. In this sub-section, I first consider the changing nature of the
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work force. While demographic and social factors made changes in the profile of the
workforce inevitable, the shape and extent of those changes was intensified by the political
decisions made in the name of neo-liberal reform. Second, I consider barriers to skill
formation in terms of Culpepper’s (1999) analysis of the institutional features of the
political economy of a country: the system of industrial relations, the financial system and

the predominant organisation of production (Culpepper, 1999).

Changing shape of the workforce There 1s ﬁo doubt that many of the changes to the
workforce that post-Fordist analysis both predicts and attempts to explain have occurred.
Three of the most salient (and inter-related) changes that impact on levels of training are
the growth of the service sector, the increase in non-standard work and an increase in
workforce ‘flexibility’.

The first change discussed is the growth of the service sector. As with other OECD
countries, currently almost two-thirds of New Zealand’s workers are in service industries
and about a third.a.re empldyed in the goods-producing sector (Deeks & Rasmussen, 2002).
In the 15 years prior to 2002, three broad service industry groupings added more than 90
per cent of new jobs: wholesale and retail trade, restaurants and hotels; finance, property
and business service; and community, social and personal services, while employment in
the primary sector and manufacturing remained static or declined (Department of Labour,
2003e). A Department of Labour analysis of occupational trends from 1991 to 2001 further
illustrated the grthh of service work. Over the decade, the two occupations that
contributed the most to employment growth were that of caregiver (over 20,000) and sales
assistant (over 16,000). Neither these nor the remainder of the top ten contributors to
growth are readily identifiable with any sort of ‘knowledge society’ idéal13 ? (Department of
Labour, 2002). This is in no way to denigrate the importance of these occupations but the
service sector in general does not have a history of structured training and service

occupations are often characterised by a high rate of turnover.

139 They were, in descending order: general clerk, administration manager, technical representative, general
manager, teacher aide, financial advisor, cleaner and catering counter assistant. These ten occupations
contributed 29 per cent of the total rise in employment from 1991 to 2001 (Department of Labour, 2002).
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The second change to the workforce I consider is the rise in ‘non-standard’ and precarious
work, such as part-time or casualised work. The rate of both part-time employment
(particularly for women) and self-employment in New Zealand has increased steadily from
the mid-1980s (Deeks & Rasmussen, 2002; Tucker, 2002). There are clear connections
between non-standard work and lower levels of training (Ball & Freeland, 2000; Toner,
2003b; Tucker, 2002). Romeyn (1992) delineated four factors that “actively block the
human capital development of part-time and casual work™ (Tucker, 2002, p.48). First, the
institutional culture of many workplaces views non-standard workers as peripheral and they
are therefore not included in training. Second, the organisational concentration of non-
standard workers in low status jobs restricts access to training. Third, managers may make
attitudinal assumptions about the motivation and commitment of non-standard workers.
Finally, there may be structural constraints to accessing training, for example, the timing of
courses (Romeyn, 1992; Tucker, 2002).

The third element of workforce éhange I consider is that of increased flexibility. While the
term ‘flexibility’ epitomises post-Fordism, its meaning has same Carrollian breadth as that
of ‘skill’ (see Chapter Two, p.24). With regards to the workforce, Deeks and Rasmussen
(2002), synthesising several flexibility typologies, described three main forms of workforce

flexibility, each of which have a potential influence on skill formation.

The first form of flexibility is contractual, whereby employers seek to expand and contract
their workforce as required, reducing the ‘core’ workforce and increasing the use of non-
standard or ‘peripheral’ workers {Atkinson, 1984), thus resulting in the constraints to

training as described above.

The second form is pay flexibility, whereby employers seek remuneration to be set at the
individual or enterprise level, with pay rates related to the employer’s profitability, rather
than to what the job is ‘worth’. One major impact on training levels of this tendency is
downward pressure on pay rates for entry-level trainees, further reducing the pool of those
who may be interested in certain occupations. For example, Simon Carlaw, the Chief
Executive of Business New Zealand, while commenting on the removal of the exemption
from the Minimum Wage Act for those in training (see Chapter Seven, p.197-198), claimed
that “New Zealand has relative price inflexibility in wages, particularly at entry level.
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Removing the exemption. .. will have added to the costs to firms, especially small ones, of
developing skills — restoring it would help get more trainees” (Carlaw, 5 September, 2002,
p.1). Although the views expressed by Carlaw are supported by many employers, recent
research in New Zealand found that lowering the age of eligibility for the adult minimum
wage to 18 and raising the level of that wage, as occurred in 2001, produced “no robust
evidence of adverse effects on youth employment or hours worked” (Hyslop & Stillman,
2004, p.1).

The third form of flexibility in Deeks and Rasmussen’s (2002) taxonomy is that of job
flexibility. This requires such things as broader occupational classifications, an emphasis on
the needs of the enterprise, multi-skilled workers and flexible working hours. Employers’
requirements for this type of flexibility may potentially increase the amount of training
offered yet, as discussed in the previous sub-section, changes in how work is organised
have mixed effects on skill formation. Rather than the ‘knowledge economy optimist’
vision, described in Chapter Two (p.51), of education and training leading to a flexible,
creative and autonomous workforce, it could be cynically argued that “flexibility is defined

as the willingness to conform to neoliberal {sic] economic strategies” (Vallas, 1999, p.87).

In summary, an ‘optimistic’ viewpoint might claim that the changes to the nature of the
workforce described above: the increases in service sector jobs, non-standard work and
workplace flexibility, do not necessarily imply lower levels of training. Schofield’s (2000)
comment on the Australian situation, however, seems to resonate with at least some sectors
of New Zealand’s workforce: “The shift to a high-skill economy is simply not occurring.
Much of the job creation is in low skill areas and the much-desired flexibility is being
achieved not through skill formation but through the rise of non-standard work” (Schofield,
2000, p.10).

Industrial relations Few of the changes to the workforce discussed above would have
been possible under New Zealand’s ‘old’ arbitration system (see Chapter Three, pp.57-60).
One of the most salient differences between the ‘old’/Fordist and the ‘new’/post-Fordist
New Zealand is the system of industrial relations. Examining the changes to the union
movement in New Zealand over the past sixty years provides an almost text-book example

of one aspect of Jessop’s analysis of the transformation of late capitalism. According to
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Jessop, the accumulation regime of Atlantic Fordism was dependent upon “norms of mass
consumption” made possible by “the development of collective bargaining indexed to
productivity”, as occurred with the New Zealand arbitration system (Jessop, 2000b, p.67).
The Fordist crisis saw production and consumption spin out of balance. In New Zealand,
the conservative union movement was as ill-equipped to copé with the changes as were its
other social partners. Post-Fordism, requiring flexible production processes and a
differentiated and flexible labour market, favours an enterprise-based, flexible union
movement. It becomes clearly problematic, however, for a localised and fragmented union

movement to support a coherent, nation-wide training strategy.

In the New Zealand context, the union movement, always a stalwart supporter of
apprenticeship, as shown in Chapter Three, was decimated by the quintessentially neo-
liberal Employment Contracts Act 1991 (see Table 9.2, p.267). While national union bodies
played an important role in articulating the need for a highly skilled workforce in the
‘new’/post-Fordist environment, they were marginalised in the industry training strategy
developed in the early 1990s (see Chapter Four, p.91 & p.93). There has been a greater
union influence on the development of more recent skill formation policies and, as a result
of the 2001 Industry Training Review, there is now statutory recognition of the role of
unions in industry training organisations.'*’ While continuing to acknowledge the
importance of training and skill development to workers’ empowerment, the under-
resourced union movement must deal with a raft of other crucial issues, including its very
survival. This is perhaps reflected in the difficulty I experienced in sourcing union

respondents. !

1 The Industry Training Amendment Act 2002 charges ITOs with developing “arrangements for the
collective representation of employees in the governance of the organisation” (New Zealand Statutes, 2002).
1411 spoke to a national union official early in my research but, despite several attempts, I was unable to
interview any local representatives.
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Table 9.2: Unions, union membership and union density:'** 1985, 1991, 1997 & 2003
(Deeks & Rasmussen, 2002, p.84)

As at December: | Number of unions Membership Density (%)
1985 259 683,006 43.5
1991 66 514,325 35.4
1997 80 327,800 18.8
2003' 180 342,000 21.7

The financial system Despite tentative ‘third way’ tinkering since the election of the
Labour-led Government in 1999, New Zealand’s financial system has remained, since the
neo-liberal reforms of the mid-1908s, deregulated and market-driven. Lloyd and Payne
(2002) characterised the mode of reg_ulation within which this financial system is set as
‘Anglo-Saxon’ capitalism: “deregulated labour markets, cost-based competitive strategies,
and short-term pressures on management to satisfy shareholders” (Lloyd & Payne, 2002,
p.370). This ‘shareholder’ model of capitalism is “geared to short-term profit maximisation
and inimical to long-term investment in people, plant and technology” (Keep & Payne,
2002, p.3). The pervasiveness of the model helps explain the tendency in New Zealand both
to conceptualise training as a cost, rather than as an investment, and the intimate connection
between the state of the economy and training levels. This contrasts strongly, for example,
with the training ethos enabled by the ‘patient capital’ of Germany (see Chapter Two,

p.38), where the “preponderance of bank-based finance... accompanied by extensive cross-
shareholding and regulation that discouraged hostile takeovers... enabled... companies to
take a longer view than companies operating in equity-based systems” (Culpepper, 1999,
p.44).

The organisation of production The barriers to training resulting from changes in work
organisation have been discussed above. At a broader level, however, several (mainly

British) theorists have argued that one of the main constraints to training is the lack of

42 Union membership and bargaining are heavily concentrated in the public sector (Deeks & Rasmussen,
2002).
193 (Industrial Relations Centre, 2004).



268
demand for skills from employers (for example, Finegold & Soskice, 1988; Keep, 2002;
Lloyd & Payne, 2002). The stifling of demand for skills was characterised by Finegold and
Soskice (1988) as the ‘low skills equilibrium’. Thus, rather than striving for high
performance workplaces, staffed by highly skilled workers, many firms achieve perfectly
acceptable results through ““low road’ approaches based on cost-minimisation, long
working hours and reliance on a low wage, low skill, casualised workforce” (Brown &
Lauder, 2001; cited in Keep & Payne, 2002, p.3).

The demand-side: Summary

In this section, I have explored some of the many factors that may constrain employers
from training. The title of this section was ‘The demand-side: The ‘too hard’ basket? I trust
the reason for my choice of title has become clear as this section has progressed. While
increasing or altering the supply of skills may be expensive and difficult, the mechanisms to
do this at least sit within what is generally regarded as the role of the state in New Zealand.
The constraints to training-on the demand—side, however, sit within the micro-economic
behaviour of individual firms or within larger institutions, such as the financial system,
neither of which are necessarily amenable to state direction or manipulation, given the
current political and societal ethos in operation in New Zealand:

Rather than a training problem, what we might be faced with, at least in
certain parts of the economy, is a problem with product market strategies,
work organisation, job design, and therefore demand for and usage of skill.
Creating a high skills economy...requires more and different policy
interventions from Government than simply increasing the size of the
education system, exhorting employers to do more, and extolling the
manifold benefits of investing in training (Keep, 2002, p.468).

9.4 Conclusion

In this chapter, | have used the grounded evidence provided by the historical chapters and
the case studies to support an analysis of the wider issues surrounding skill formation in
New Zealand. Much of the evidence points to continuities in those issues. The problems in
obtaining an appropriately skilled workforce and the low status of the trades and industry in

general, for example, are longstanding. It is clear however, that the pressures generated by
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the political, economic and social changes associated with the ‘transformation’ of late

capitalism have exacerbated existing problems and created some new difficulties.

The rhetoric of the knowledge society has led to increasing expectations of New Zealand’s
industry training system. To service the knowledge society, it is no longer sufficient to have
a ‘just-enough’ skilled workforce; workers must be multi-skilled, innovative, creative and
‘flexible’. This will be achieved, we are led to believe, by increasing the numbers in

training and extending training to all manner of occupations.

Despite the seductive nature of this rhetoric, the reality is that there are many areas where
industry training is failing to deliver. In analysing some of the reasons for this, it becomes
clear that the blind faith in the reformation of the supply-side of skill formation exhibited
for many years has been misplaced. In order to improve skill formation in New Zealand, I
argue that it is necessary to move beyond the rhetoric and acknowledge that, first, many
firms do not produce or work in ways that conform with any ‘knowledge society’ ideal and
that therefore an increasing supply of skilled workers may be of little relevance; those firms
are happy with ‘just-enough’ skill. Second, industry training is inescapably set within wider
systems of work organisation, finance and industrial relations, all of which impact upon
how employers’ demands for skills are structured. Prior to the deregulation and
liberalisation of the post-1984 years, the state had a role in work organisation (through its
role as an employer), in the financial sector, which was a “bastion of regulation and
control” (de Bruin & Pinfold, 2001, p.230), and in industrial relations through the
arbitration system. The legacy of neo-liberalism, however, has made these areas virtually
‘out-of-bounds’ for any sort of state activity; the state must content itself with endlessly
fejigging supply factors with little control over how that supply is used and even less ability

to predict or shape future demand.
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CHAPTER TEN

CONCLUSION

This thesis had three broad aims. First, I wanted to continue the story of industry training in
New Zealand from the point where my Masters thesis concluded, exploring the impact of
the economic, social and political changes of the mid-1980s and 1990s, and, more
specifically, of the introduction of the /ndustry Training Act 1992. Second, I wanted to
consider those changes at a theoretical level, examining them within the context of, at one
level, the human capital approach and, at a broader level, the post-Fordist debate. Finally,
in keeping with the essentially grounded nature of this work, I hoped to be able to offer
some thoughts on the last question guiding this research: how can New Zealand overcome
some of the barriers to developing an appfopriately skilled workforce. Put more

evocatively, who, indeed, will get their hands dirty in the “knowledge society’?

In the first section of this conclusion, I summarise the main themes that have emerged from
the substantive chapters. It is a mark of the continuities associated with skill formation that
the themes identified in my Masters thesis - skill levels, the academic/vocational divide and
the role of the state in skill formation - remain useful tools for organising this section. In
the second section, I place my findings against the theoretical backdrop and assess the
adequacy of the ‘fit” and of the explanatory value of the theoretical framework I employed.
Finally, I examine some of the skill formation initiatives that have worked and suggest
other approaches that may help New Zealand embrace and sﬁstain appropriate skill

formation policies.
10.1 Summary

Skill levels

While one of the stated aims of New Zealand’s industry training strategy is to raise the skill

levels of many sectors of the workforce through workplace-based training, this thesis has
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concentrated on a narrower ‘slice’ of skill formation, that is, on entry level (or
apprenticeship-style) training for the skilled trades. Chapter Three outlined the history of
apprenticeship in New Zealand, ending as the ‘Fordist consensus’ that had supported
apprenticeship was finally undermined. The neo-liberal ethos of the Fourth Labour
Government, and the following National Government, exposed skill formation to a ‘double
jeopardy’. At the very time when technological innovation, an emphasis on ‘knowledge’ as
the basis for economic growth and greater international competition (sought by those
governments both as an incentive and a weeding-out process for New Zealand’s industries)
made a skilled workforce desirable, many of the institutional supports for training were

ripped away and skill formation was thrown to the market.

" Chapter Four examined the impact of the introduction of that voluntaristic, industry-led
industry training system. Although the new system was not solely responsible for the
ensuing weaknesses and gaps in training and concomitant skill deficits, instead of
encouraging counter-cyclic training the ‘choice’ the industry training system offered
reinforced the short-term focus of many employers. The introduction in 1999 of the Modern
Apprenticeships programme was one response to the alarming decline during the early
1990s of the numbers of new entrants to the skilled trades and industry in general. There is,
however, a sense in which the Modern Apprenticeships programme ‘preaches to the
converted’ — the industries where the initiative is strongest tend to be the traditional
apprenticeship industries. As was seen in both the electrical and engineedng case studies,
the decline in the number of skilled workers was recognised much earlier at industry level,
prompting the development of group training schemes. These schemes, although not a
complete answer to skill shortages, at least ensured that training continued and helped to

| mitigate current skill shortages. While the Modern Apprenticeships programme has been
adopted in the electrical and engineering industries, there was a distinct feeling of ‘too

little, too late’.

The current skills ‘crisis’, described in each of the case studies and in Chapter Nine, has
many facets. In some industries and regions, there is simply a lack of skilled workers. In
others, the levels of pay are insufficient to attract trainees or to retain the skilled. The
question of adequate remuneration has become more pronounced with low levels of

unemployment. In yet other occupations, the shortages have been exacerbated by
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exceptional circumstances. The current building boom, fueled by immigration, provides an
interesting example of this. There is a serious shortfall in the quantity of builders and
workers in allied trades. At the same time, the industry is being asked to lift its standards —
the ‘leaky buildings’ issue has prompted calls for improvements in the quality of
tradespeople. These factors also intersect with wider government action. Changes in
immigration policies could rapidly deflate the boom. Re-regulating the industry may drive
up the price of building and thus dampen demand. Clearly, then, the optimum skill level of
a country involves much more than simply ensuring an adequate supply of appropriately
skilled workers. Those skills are embedded in economic, social and political processes,

which are contested at workplace, industry and national levels.

The academic/vocational divide

That this theme, pervasive throughout my Masters thesis, still has a great deal of salience
Was shown by the unanimous concern expressed by the case study respondents regarding

- the low status of the trades and industry. Although the disparagement of ‘manual’ or
practical work is not a new phenomenon, it was perhaps less influential when only an ‘elite’
continued on to further education. In the ‘knowledge society’, however, the prevailing
discourse promulgates an expectation that most young people will be involved in some sort

of tertiary education.

As aresult, many young people are burdened with high levels of student debt (a more
realistic term than the euphemistic ‘student loan’). This indebtedness would be more
acceptable if the level of debt correlated with increased earning capacity. Yet, there are
oversupplies of graduates in many areas and in other areas, as detailed in the hairdressing
case study, the expense of a full-time course may not be justified by an increase in earning
capacity. Conversely, industry and the trades, which may offer good incomes, career
progression and, in many cases, a route to self-employment, are under subscribed,
especially on the part of the more capable. The paradoxical nature of this issue could bear a
great deal more research. A study of the construction of occupational images, for example,
would provide much more than mere sociological fodder — how young people choose
careers and structure their entry to the workforce has direct relevance to developing the

skilled workforce required for sustainable economic growth.
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The role of the state

While the ultimate decision to train remains with employers, I have aimed to show the
influence of state action, both direct and indirect, on employers’ decisions. Chapter Three
illustrated the strength of the tripartite arrangements that supported the apprenticeship
system. Chapter Four traced the impact of the handing over by the state to the market of
some of the responsibility for training. It then detailed the subsequent re-engagement with
training (via increased funding for industry training and the Modern Apprenticeships

scheme) embarked upon by the present Labour-led Government.

The case studies each illustrated a different aspect of the role of the state in industry
training. The engineering case study emphasised the indirect influence of the state on levels
of training in the industry. The historical section showed how changes in various tariff
fegimes altered the range of products and, therefore, training requirements. Deregulation
through the 1980s impacted severely on the engineering industry and the numbers in
training suffered accordingly. While the electrical industry was also affected by such
changes, this case study focused on the impact on training of the shrinking of the
government sector. The loss of government training positions and the subsequent
alterations to the nature of the electrical workforce significantly impaired levels of training
in the industry. The hairdressing case study showed how state support for private training
establishments impacted, through accreditation of the courses offered and students’
eligibility for loans, upon the nature of training in hairdressing, with many trainees
choosing full-time study over apprenticeship. The agricultural industry case study also
showed how deregulation and increased international competition impacted on training; the
latter made it crucial, while the economic hardship brought about bry the former made it

more difficult to accomplish.

Thus, while the nature of the role that the state has played in skill formation has altered
over the time span considered by this thesis - interventionist and prescriptive in the post- -
war years; somewhat ‘hands-off” through the height of the neo-liberal post-1984 decade;
and now purportedly ‘third way’ (facilitative, but at one step removed) - the importance of

the role of the state is clear.
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10.2 Appropriateness of the theoretical approaches

As discussed in Chapter One, the decision regarding the most useful theoretical framework
to analyse this research evolved as the research developed. Initially, as most of the debate
in New Zealand relating to skill formation seemed to be couched in terms of improving the
country’s stocks of human capital, thus allowing New Zealand to become competitive in
the global ‘knowledge economy’, it made sense to examine and critique the human capital
approach. My early analysis reinforced the inadequacies of the approach identified in the
literature. The market failures endemic to skill formation, for example, the time lag in
training, the fear of poaching, free-loading and imperfect information, all impede any sort
of rational model of skill acquisition. Even if that were not so, and employers and trainees

- did all indjx;idually rationally invest in training, those individual decisions would not
hecessarily add up to optimum training for the industry or, of themselves, result in the

development of a highly skilled workforce.

The factors that influence workforce development seemed to be better understood through
the use of a broader lens, as provided by the human capability framework. This framework
allowed labour market opportunity influences, or demand factors, such as the international
environment, technology, the business and regulatory environment, and finance and capital
to be taken into account. As I examined the international literature and began my field
work, it became clear that the influences on the demand for skills discussed above were
crucial to understanding how skill formation ‘worked’ in New Zealand. Therefore, 1
required a theoretical approach that encompassed analysis at the point of production, at
industry level, and at a national and societal level. The post-Fordist debate certainly
provided the breadth I needed, but the range of analysis under that umbrella, and the
contradictory nature of much of it, often obfuscated rather than clarified. Thus, I chose to
sharpen my analytical tool by adopting the regulation approach and, within that approach,
Jessop’s spatially-located characterisation of the transformation of late capitalism; the
movement from the ‘Keynesian welfare nation state’ mode of regulation to the

‘Schumpeterian workfare post-national regime’.
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The use of Jessop’s analysis allowed a multi-layered examination of skill formation in New
Zealand. The changes in skill formation brought about by complex and interwoven
technological, economic, political and social changes could be separated out for analysis.
New Zealand in the post-war years exhibited many of the characteristics of Fordism. The
apprenticeship system was underpinned by a corporatist consensus, the cost of training was
implicitly absorbed between employers, apprentices and the state, and the breadth and
depth of skills delivered reflected an interesting (if at times unresponsive) mixture of the
requirements of small, versatile workshops and the “mass-production’ of narrow product

ranges or large (often public sector) workshops.

The debate surrounding New Zealand’s reaction (or lack thereof) to the Fordist crisis
throughout the 1970s and early 1980s is ongoing, as is an assessment of the enthusiastically
neo-liberal {over-) reaction to the legacy of the purportedly ‘fortress’ years. What is certain
is that if Rip Van Winkle had gone to sleep in New Zealand in 1980 and woken in 2000, he
would be very, very surprised. The extent to which the changes he would observe could be
explained by usiﬁg post-Fordist aﬁalysis is also debatable. Nonetheless, if it is accepted, as
the regulationists claim, that capitalism tends to “coalesce and stabilize” around an (albeit)
“partial and temporary” mode of development, then post-Fordist theory does help to
understand some of the aspects of the regime currently in evidence in New Zealand (Amin,
1994, p.7).

There is, for example, a greater emphasis on ‘flexible’ production. In the best cases,
technological advances and more fluid industrial relations do allow innovative production
and work processes, although in many other cases that flexibility is of the ‘nasty’ variety,
dependent upon cheapening and casualising labour. Growth is powered in some sectors of
the economy by international competition requiring ‘knowledge’ and innovation, and
adding value within New Zealand, yet there are other areas where adequate profits are
made with a dispensable workforce easily skilled in a narrow range of processes. This
divergence translates to wide-reaching differences in attitudes to skill formation, with large

variations in the level of commitment at both employer and industry level.

The increasing predominance of the contractual model, both in the workplace and as a state

mechanism, also impacts on skill formation. Much of the ethos that supports skill formation
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is not explainable by, nor reducible to, the ‘inputs’ or ‘outcomes’ favoured by a contractual
mode of operation. At the workplace level, a contract deals with the task at hand and it is
obviously difficult to specify that training shall occur or should have occurred. At the state
level, the moral obligation to train, and the informal networks that support that obligation,

are not necessarily amenable to articulation in a contractual manner.

Lloyd and Payne’s (2002) characterisation of theoretical views of skill formation in the
knowledge economy - optimists, pessimists and sceptics (see Chapter Two, pp.50-52)
captured the range and paradoxical nature of much of what this thesis discusses. There have
been wholesale economic, political and social changes in New Zealand that have translated
into distinct differences in the way work is organised, and in how people are skilled for that
work. Those changes, however, do not represent a rupture in the course of capitalism; the
continuities in the debates surrounding skill formation are evidence that much remains the

same.

10.3 How can New Zealand overcome some of the barriers to developing a

skilled workforce?

In this section I offer some thoughts on what a ‘gobd’ industry training system should
deliver, what factors currently contribute to such provision and what steps could be taken to
move further towards that ideal in New Zealand. An ideal industry training system would
deliver an adequate (if not optimal) and timely supply of appropriately skilled workers.
Those workers would have in place the building blocks to acquire further skills throughout
their careers. The system would provide transition routes for young people and could be
used to increase equity in the New Zealand workforce. My vision is of a society in which
literate and well-paid workers engage in work that is meaningful and dignified, and which
offers a degree of autonomy. The current rhetoric focuses on education and training as a
means of securing economic growth, yet educating and training workers and employers, in

both skilled and unskilled jobs, could contribute to achieving the wider benefits desired.



277
The workplace

Some of the main barriers to training at the workplace level identified in this research were
cost, the organisation of training and the prevalence of small to medium-sized businesses in
New Zealand. It is easy to say that the fact that training is considered a cost, rather than an
investment, is reflective of the short-term focus of many employers; a ‘just-enough’ skill
mentality. It must be recognised, however, that many New Zealand business are small,
tenuous and extremely sensitive to compliance costs. My case study data support this
observation. If the aim is to encourage and extend training, it is necessary to support
employers rather than to chastise thém. Two workable solutions to many of the barriers to
training in the workplace are group training companies and the Modern Apprenticeships
programme. Both initiatives take the direct responsibility for training away from the
employer and assist with the bureaucracy of training, thus indirectly also providing cost

savings. ' : .

The group training model could successfully be extended to a wider range of industries and
would be especially suitable in industries with a large proportion of small businesses. An
important component of the success of the group training companies examined in the case
studies appeared to be that they were ‘organic’ — grown by each industry in response to a
perceived need and staffed by people with credibility and strong links to industry networks.
| This may not, therefore, be an area suitable for direct government intervention;
nevertheless, seeding finance and publicity could encourage the formation of similar

initiatives.

The worth (along with some concerns) of the Modern Apprenticeships programme has
already been canvassed in Chapter Four. There is little doubt, however, that the role of the
co-ordinator in mentoring the apprentice and supporting the employer is highly beneficial.
The size and complexity of many training manuals alone is sufficient to discourage some
employers from training; to have access to a co-ordinator who deals with the ‘paperwork’
of training is invaluable. Although there has been no official research as yet, anecdotal -
evidence would suggest that the completion rates for Modern Apprentices in some
industries may be significantly higher than for ‘ordinary’ apprentices. If this proves to be

s0, there will be a good case for extending the co-ordinator function to all industry trainees
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who are completing Level Four National Certificates. This would, of course, be expensive,
but the long term returns from better retention and completion rates would more than

compensate.

Industry level

In this thesis, I have generally been scathing about an ‘industry-led’ training system and,
indeed, the results of 12 years of such a system leave a great deal to be desired. Yet, in
many ways it is crucial that ‘industry’ takes charge of its skill formation. It is those who
work in an industry who have the historical background, the current knowledge and the best
idea of the impact of future trends. What is required, however, is a much more inclusive
and robust notion of what constitutes ‘industry’. At the moment, those who speak for
‘industry’ with regards to skill formation often only répresent employers, and usually
merely a sub-section of employers at that. While many of those representatives are deeply
committed to training, they often battle indifference to and ignorance about training from
many of the constitutive members of their industry. The degree to which an associative
ethic could be imposed on industry is a moot point. There is provision in the Industry
Training Amendment Act 2002 for the imposition of a training levy on members of an
industry if 60 per cent of the members agree. It is too early to judge the impact of this
provision, but if such a levy was acceptable to those in the industry, it could assist in
overcoming free-riding and the fear of poaching that discourages many employers from

training,

Of course, a greater involvement from more employers is only one aspect of strengthening
the notion of ‘industry’. There is no industry without those who work in it; workers power
the industry and are the repositories of skill within that industry. To talk of skill formation
without considering the views of those who ‘do’ the skill is to greatly enfeeble that
discussion. The traditional voice of those workers, the union movement, is slowly making
itself heard at the discussion table again, but its position and strength are tenuous. Aside
from rebuilding capacity after the onslaught of the Employment Contracts Act 1991, the
union movement also must counter a new individualism engendered by twenty years of
neo-liberal dominance and a growing cohort of workers for whom unionism is something

they (may have) heard about at school. Nevertheless, if industry-led skill formation is to be
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encompassing and sustainable, it must include the voice and aspect of those who work in

the industry.

Regional level

Some of the most interesting skill formation initiatives noted in this research have occurred
at industry or regional level (for two examples, see Chapter Nine, pp.239-240 & p.261-
262). Other examples, not discussed in this thesis, of training initiatives organised by local
bodies, charitable or community organisations, and local or regional industry bodies also
exist. Such organisations source a vém'ety of funding options and form partnerships with a
multitude of agencies, both government and non-government. Jessop’s notion of the post-
national is clearly in evidence (see Chapter Two, p.32): there is “widespread concem to
find creative ‘post-national’ solutions to...problems rather than relying primarily on
national institutions and networks” (Jessop, 2000a, p.2). Optimistically; this may mean
fluid, multi-levelled entities that form to meet a need, but on the negative side it may
translate to cobbled-together groups that must constantly scrabble for a share of hotly
contested funding pools. Nevertheless, as New Zealand is not a homogenous society, one
key to ‘best-fit’ skill formation may lie in regional initiatives that take account of

geographic and demographic specificities.

National level

Despite the devolution of some of the responsibility for skill formation to regional or
industry organisations, or the ‘market’, the state remains the main player in the funding of
industry training, and in the delivery of the off-job component of that training.*** Through
its fiscal policies, then, the state can shape and direct the quality, quantity and range of that
training, and attempt to influence social and equity outcomes. The current government
claims a strong commitment to industry training and funding has steadily increased.
Pledged future funding, however, does not match the government’s expectation for
increases in the numbers of industry trainees (the government’s target is 250,000 people in
industry training in 2007) (Industry Training Federation, 2004b). Funding for industry
training and Modern Apprenticeships is also effectively capped, whereas funding for other

1% For a detailed history of the funding of industry training, see Green, Hipkins, Williams & Murdoch (2003).
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tertiary options has been based upon the numbers participating. > One means to improve
the quality and quantity of industry training would thus be to simply increase and extend
funding, Given the success of the New Apprenticeship programme in Australia, there is
also a strong case for the targeting of funding, via incentives, to both achieve equity goals

and to help alleviate particular skill shortages (see Footnotes 16 and 43).

Societal level

Direct government action through funding measures, however, is only part of the answer to
improving skill formation in New Zealand. The government sends messages regarding the
worth of industry and trades training through broader policies, such as the funding regime
for the education sector as a whole, and through the discourses that it chooses to frame the
choice of those policies and their implementation. These discourses are both shaped by and
_reinforcinggof deep-seated attitudes within New Zealand society, which are often
disparaging of the ‘hands-on’ and the vocational. Improving the image of the trades and
indﬁstry in general, thrb‘ugh education and publicity, would greatly aid sensible and realistic

career choices by young people.
10.4 Conclusion

I end this thesis by, first, noting some areas that might benefit from further research and,
second, by examining some of the broader understandings that I have gained from the

research process and findings.

Skill formation in New Zealand is woefully under-researched. Many of the theoretical
understandings that underpin this work were gleaned from Britain, where there is a strong
tradition of critical analysis of skill formation, backed up by many mid-range and micro-
level research projects. Australia has a plethora of institutions where every aspect of skill
formation is examined. Although the focus there has been on researching grounded and

practical issues, there has recently been an increasing emphasis on exploring the wider

145 In 2003, for example, industry training received $90 million, while community education received $105
million, an increase of $92 million from 2000. Community education programmes were funded at $5302 per
EFTS and education providers received $8700 per EFTS for non-degree trade training, Industry trainees,
however, were funded at an average of $3000 per EFTS (Industry Training Federation, 2004d).
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picture of skill formation. The concept of “skill ecosystems’: clusters of varying levels of

competencies existing in a particular region or industry, for example, suggests a different

and possibly fruitful way of examining some skill-related issues (Buchanan et al., 2001).

If New Zealand is to do more than pay lip-service towards moving towards a high-skill’
society, then there is a great need for a thoughtful and coherent research programme. At the
micro-level, there is, for example, a need to understand what motivates and encourages
employers to engage in training. At the mid-range, research at the level of the industry
could help discover how demand for skill is structured and altered, and how that demand
intersects with the skills that are taught in the formal education sector. At the macro-level,
as this research has attempted to illustrate, skill formation is inextricably set within wider
institutional and societal attitudes and expectations, which research could help uncover and

-

make explicit.

As a society, New Zealand needs to have informed debate about its goals and the best
means to achieve those goals. One of the main things that I have learnt from carrying out
this research is the power of rhetoric. New Zealand appears to have jumped
unquestioningly onto the ‘knowledge society’ band-wagon and now policies are often
formed as if New Zealand is a ‘knowledge society’ (whatever that may mean), and as if
being a ‘knowledge society’ is all that matters. Yet, the cutrent emphasis on ‘knowledge’
and ‘innovation’ marginalises the concrete, the practical and the established:

Mostly forgotten in present-day paeans to high-tech and high skill, of
information age and ‘symbolic analysts’ are the great swaths of ordinary jobs
held by ordinary people without much claim to modernist fame (Walker,
1999, p.269).

It is these ‘ordinary people’ who get their hands dirty in the knowledge society and the jobs
which they do that underpin that society. An inclusive, well-funded and robust industry
training system is essential for both sustainable economic growth and for empowering

those workers who contribute to that growth.
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Appendix I: Information letter

Dear ...

Information Sheet:
Lincoln University, Human Sciences Division.

You are invited to participate as a respondent in a project entitled “Industry Training in
New Zealand”. Participation in this project is entirely voluntary. The aim of this project is
to examine and critically assess New Zealand’s industry training provision and policies.

Your participation in this project will involve one interview of approximately one to two
hours in length. In the course of this interview, you do not have to answer any questions
with which you feel uncomfortable.

-~

The results of this project may be published, but you may be assured of the complete
confidentiality of data gathered in this investigation. The identity of participants will not be
made public without their consent. To ensure anonymity and confidentiality, participants
will not be identified by name, and all data will be stored in a locked cabinet.

In the presentation of research findings, names will not be used, and any details of
participants’ roles that may make identification likely will either be avoided or altered. If
there is any question of possible identification, specific permission to use the relevant
material will be sought.

This project is being carried out by Nicky Murray, Ph 325 2778 (email
murran@lincoln.ac.nz). The supervisors for this project are Bob Gidlow, Ph 325 2811,
extn: 8766 (email gidlow@lincoln.ac.nz ) and Alison Kuiper, Ph 325 2811, extn: 8963
(email kuiper@lincoln.ac.nz). They will be pleased to discuss any concerns you have about
participation in the project.

The project has been reviewed and approved by the Lincoln University Human Ethics
Committee.

Yours sincerely

Nicky Murray
Postgraduate Student
Human Sciences Division
Lincoln University
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Director of temporary employment agency

: Electrical Engineering Hairdressing | Agriculture
' Industry body Ecanz official Industry Advisory Observation
Group
Industry Electrotechnology Hairdressing | Agriculture ITO
training ITO regional official ITO national | regional official
organisation official
Industry Training Hairdressing
Federation ITO regional
official official
Union
NZCTU official
Provider Polytechnic tutor Observation
Provider staff
association
official
Employer/ Contracts manager | Works manager Dairy farmer
Management - | Company director Factory manager
Contracts manager | Chief engineer -
Company director (retired)
Worker Fitter and turner Hairdresser
Apprentice Two Trainee
apprentices
Group Training | Training co- Training co-
Company ordinator ordinator
Modern Modern Modemn Modern
Apprenticeships | Apprenticeships co- | Apprenticeships Apprenticeships
ordinator (group co-ordinator co-ordinator
training company) (polytechnic) (ITO)
Modern
Apprenticeships
co-ordinator
(group training
company) ‘
Government Transition
Department of Labour official Business-education partnership facilitator
Skill NZ regional official Careers advisors: single sex school
Skill NZ national official Careers advisors: co-ed school (Gateway)
Other Careers advisor: co-ed school (Gateway)

Careers advisor: co-ed school
Training co-ordinator of temporary employment agency

NB: Some respondents were interviewed in more than one capacity.
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Appendix III: Question guide

General interviews

What is your role/position?

What is your interest in/knowledge of industry training?

Can you please explain briefly your understanding of the current industry training
strategy? '

Which aspects of this strategy do you think work well?

Which aspects of this strategy caﬁ you see problems with?

What are your/your organisation’s relationship(s) with government agencies/industry
training organisations/training providers/employers/unions/employees/trainees etc?
How do you think that industry training is best funded?

What do you think is the best way to deliver the practical aspects needed for industry
training?

What do you think is the best way to deliver the theoretical aspects needed for industry
traim'né? - ‘

Where do you think the responsibility lies for the delivery of each of those components?
What is your opinion of the on-job/off-job assessment of industry trainees?

Do you believe that there is a shortage of skilled workers in your area/in general?
Where do you think the responsibility lies for achieving the correct number of skilled
workers?

Do you think that literacy/numeracy skills should be included in industry training?

Do you think that industry training should be used for ‘positive action’ initiatives, for
example, for increasing the number of women in the skilled trades, or for attempting to
reduce unemployment in some regions?

Are you familiar with the old ‘apprenticeship’ system?

How would you compare the current system with the old ‘apprenticeship’ system?

Apprentice interviews

What made you decide to become a ......................... ?
How did you find out about it?

How did you find your employer?

What steps did you go through to become an apprentice?
What do you enjoy about your job?
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Are there any aspects you don’t enjoy?
‘What sort of off-job training do you do, and where?
How is your on-job assessment carried out?
What do your parents think of your job?
What do your friends think of your job?
What are your plans for the future?

Any other comments?

Careers advisor interviews
What is the general set-up of the careers advice structure in your school?
Does the school offer credits on the national qualifications framework? In which areas?
What do you understand by ‘industry training’?
In what ways are workplace-based training opportunities presented in your school?
Do yo;1 have any relationships with industry training organisations or-Skill New
Zealand?
Do you have any. direct relatiqnships With ‘industry’? If so, of what nature? How
effective are they?
Are you aware of the Gateway programme or Modern Apprenticeships?
How do you think students perceive: ‘industry training’?

‘apprenticeship’?

‘workplace-based training’?
How do you think parents perceive: ‘industry training’?

‘apprenticeship’?

‘workplace-based training’?
Any other thoughts?





