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Introduct ion

Skills shortages in a wide range of occupations have plagued Australia for a considerable time.  In 

Tourism & Hospitality, chef shortages have been a constant issue since the Melbourne Olympics, 

in 1956!

A recent article by Anna Patty in the Sydney 
Morning Herald (2017) highlighted the results 
of a NSW Business Chamber survey, which 
found that regional skills shortages are as 
high as 70.6% in Western NSW, and the 
results from Sydney indicated that more than 
1 in 2 businesses had a skills shortage.

The current and continuing decline in 
Apprenticeship and Traineeship rates across 
most trades is a major cause of concern for 
all industry areas.

Research also highlights the fact that 
employers generally are not satisfied with 
the quality of graduates i.e. graduates are not 
meeting skill level expectations of industry 
employers.

Questions arising in regards to the existing 
system of ensuring job skills acquisition must 
explore the role and responsibilities of the 
key stakeholders, including:

• The part of Industry/workplace/employers

• The part of the apprentice or trainee

• The part of the RTO.

Successful apprenticeships address these 
challenges by having close links with industry 
and focussing on future employment, 
although there are many different approaches 
to accomplish this success. By looking at 
different apprenticeship and traineeship 
programs across the globe, the qualities of 
a successful program begin to become more 
apparent.  



Apprent iceships  and their  Role  in 
Skills  Development

The Australian apprentice and traineeship system has always been focussed on providing the 

workforce of the future. The key challenges facing the system are:

• Having a sufficient talent pool and entrants

• A lack of desired skill levels and expertise

• Completion rates

• Red tape and barriers

• Technology and generational challenges.

Exploring comparable systems in a variety 
of countries was seen as a valid approach 
to ascertain potential solutions or alternative 
approaches. The Australian model is widely 
based on the approaches of the United 
Kingdom towards apprenticeships and 
traineeships. 

European apprenticeship models differ 
as they are based on a dual approach of 
industry ownership and public formal training. 
This approach focusses on consistent supply 
of the labour force of the future within their 
respective economies. 

There are considerable variances in other 
countries; South Korea is using a different 
approach of aligning trade education with 
business degrees, whilst the American 
system focusses on institution based training, 
with subsequent internships. The New 
Zealand system has an institution based 
approach and a separate industry centric, 
apprenticeship on-the-job delivery model.
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Talent Pool and Entrants

To explore underlying issues with the 
potential talent pool and potential entrants, 
I felt it beneficial to explore practices in 
other countries. When comparing a variety 
of countries, the cultural differences and 
importance placed upon Vocational Education 
and Training (VET) and occupations is 
quite pronounced. The Australian school 
system still has a considerable bias towards 
University as a natural path towards a 
future career. A key issue when comparing 
apprenticeship entrants between countries, is 
the lack of basic literacy and numeracy skills 
in school graduates in Australia and the UK. 
This shortcoming makes it hard to prepare 
them for a future career that requires higher 
level workforce capability. 

In the UK, Toner, a well-respected 
researcher, conducted a series of interviews 
(Toner 2015, interviews) to build on his 
previous research, Workforce Skills and 
Innovation. It is a problem, Toner said, when 
‘kids cannot write and they cannot add 
up’. It’s a vicious circle, because low initial 
educational attainment tends to prolong the 
time needed in an apprenticeship to acquire 
the knowledge apprentices should have 
had on entry and their capacity to engage 
in innovation. A recent report published 
in England by the Office for Standards in 
Education, Children’s Services and Skills 
(Ofsted, 2015) supports this view.

The number of school leavers entering the 
trades has declined consistently in the last 
few years. Strong competition has ensued 
from all industry sectors to garner the best 
into their respective trades and careers. 

Whilst in Australia key emphasis during 
VET education is on gaining competencies 
with a strong focus on skills, knowledge 
and behaviour, other international systems 
focus more broadly on a knowledge-based 
education framework. Knowledge-based 
education requires that main subjects such 
as the home language, mathematics, related 
sciences, history, politics and sport are taught 
alongside practical occupational training: a 
requirement that has also been stated by 
the World Bank and International Labour 
Organization (2013).

The American system provides upfront 
training with integrated internship 
approaches, but this requires considerable 
financial commitment by the graduate. One 
of the leading chef schools, “Cordon Bleu”, 
closed all its campuses due to a range of 
reasons, but primarily a high cost of study 
versus a low payment scale thereafter.

In New Zealand, a new approach is focussing 
on an outcome-based model where 
graduate completion rates and subsequent 
industry jobs at the required qualification 
level are used to determine future funding. 
Clearly defined targets for completion and 
subsequent employment mean that the 
process has shifted from a funnel approach 
based on numbers to measuring outcomes 
and obtained skills. This has led to a focus on 
careful selection of graduates, closer links 
to industry and more involvement by the 
providers along the career journey.

Challenges to Skills Development | Reinhold Forster CEO Futura Group | Skills Symposium 31.05.2017

5



Skill Levels and Expertise

Industry has indicated that the skill levels of 
graduates are not sufficient to perform at the 
required level. In a comparative study (2015) 
by the University of Derby, the following key 
requirements for the apprenticeship outcomes 
were listed to highlight the differences 

in standards and outcomes between a 
traditional apprenticeship and an aspirational, 
world class apprenticeship model. These 
differences focus on productivity and work-
readiness outcomes and positive future 
impacts on graduates.
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Indicators Apprenticeships World-class apprenticeships

1. Training

1.1 entry requirements School leavers who have 
completed compulsory schooling

School leavers who have completed 
compulsory schooling with a good level of 
home language and mathematics education

1.2 years of training 1-2 years 3-4 years

1.3 scope of training Company/job specific training 
supplemented with some 
broader skills

Scientific and industrial skills and knowledge in 
breadth and depth

1.4 aim of training Increase the company/
job training and overall 
competencies

Increase occupational training and enhance 
productivity

1.5 on-the-job training By a workplace trainer in the 
company

By the “master” in the company

1.6 off-the-job training Competency based training Knowledge based education

 2. Skills and expertise

2.1 skills and knowledge To acquire the skills and 
knowledge necessary for a job

To acquire the skills and knowledge necessary 
to work effectively in an occupation

2.2 developmental goals To be a skilled worker To be a skilled worker within an occupational 
area with a critical and creative approach

3. Recognition

3.1 assessment Assessment of the company/
job specific and broader skills 
acquired

Assessment of the scientific and industrial 
skills and knowledge acquired

3.2 qualification Industry and/or nationally 
recognised vocational 
qualifications

nationally and/or internationally recognised 
occupational title

4. Progression

4.1 employment To be job ready To secure a long-term position in an 
occupational area

4.2 education and training Opens up opportunities for 
further training

Opens up opportunities for further training 
and/or higher education

4.3 productivity Increases individual productivity Increases company productivity

Table 1:”Indicators” for “apprenticeship” and “world-class apprenticeship” standards



Effectiveness of Apprenticeships 
 
In an analysis by country in the European Union it is shown that apprenticeships have consistently 
yielded positive employment outcomes and not only in countries typically associated with the dual 
training system like Germany, Switzerland and Austria. For most of the apprenticeship programs 
reviewed, the majority of apprentices secured employment immediately upon completion (e.g. 
AT, BE, DE, EL, FI, FR, IE, MT, NL, UK); the average proportion is about 60%-70%, while in some 
cases it is as high as 90%. In addition, within six months to a year after completing the scheme, 
the proportion of apprentices who secure employment increases even further and is often over 
80%.

Completion Rates
 
Completion rates vary greatly between countries and systems. For Australian government-funded 
programs commencing in 2014, the following NCVER figures highlight this considerable challenge:

 › The national estimated completion rate for government-funded VET programs at certificate I 
and above was 38.0%, up from 34.5% for programs commenced in 2013.

 › By program level, government-funded VET programs at certificate III (42.9%), certificate IV 
(41.6%), and diploma and above (41.0%) had the highest national estimated completion rates.

 › By field of education, government-funded VET programs in society and culture (49.5%), 
management and commerce (47.2%), and natural and physical sciences (44.9%) had the highest 
national estimated completion rates.

 › For students in full-time study aged 25 years and under with no prior post-school program 
completion, the national estimated completion rate for government-funded VET programs at 
certificate I and above was 51.6%, up from 41.6% for programs commenced in 2013.

In comparison, completion rates vary significantly internationally. In Germany, completion rates 
are between 80-90% depending on industry. Ireland has a completion rate of 60%.

Completion rates in the USA
 
The USA overall graduation rate between colleges varies with leading institutions such as the CIA 
having a 78% completion rate, and associate-degree graduates at 90% achieving their degree.

These rates compare to the national averages for two-year private colleges (51%) and four-year 
private colleges and universities (55%).* In comparison, Johnson & Wales reported an overall 
graduation rate of 58%. 

*Source: 2012 ACT National Collegiate Retention and Persistence to Degree Rates Report and IPEDS Data 

Center
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NZ Completion Rates

ANZSIC Industry 2002 
starters

5 year 
(percent)

6 year 
(percent)

2003 
starters

5 year 
(percent)

Accommodation and Food 
Services

63 38 43 142 42

Administrative and Support 
Services

8 13 13 48 10

Agriculture Forestry and Fishing 998 9 21 952 21

Construction 823 32 40 1,047 30

Electricity, Gas, Water and 
Waste Services

87 33 41 94 45

Manufacturing 581 39 44 502 44

Other 26 31 31 93 2

Professional, Scientific and 
Technical Services

1,041 44 51 805 42

Public Administration and Safety 30 30 40 10 10

Total 3,657 3,693

Table 2: Modern Apprenticeships Completion rates after 5 and 6 years by Start Year and Industry (ANZSIC 

2006)

The most important factor associated with 
completion of Modern Apprenticeships is 
industry. Holding all other factors constant, 
learners in some industries are more likely 
to complete their programs than those 
in others.  This is likely to be due to a 
variety of industry-associated variables, 
such as attitude towards workplace–based 
learning within the industry and wages and 
conditions, as well as economic imperatives 
and other factors. The implications of this 
finding are quite clear: the quality of Modern 
Apprenticeships learning across industries is 
uneven. 

The proposed volume of learning for 
each learner is also important. Modern 
Apprentices work towards National 
Certificates in their chosen field, which 
usually consist of 120 credits on the National 
Qualifications Framework. If a learner studies 
at 0.5 STMs, they should complete their 
certificate (and presumably their program) 

within two years of commencement (their 
rate of study is set at 60 credits per year). 
However, there seems to be a disconnection 
between the planned STM rate, and the 
actual duration of learning. Lower volume 
programs (which, by definition, take more 
time to reach the 120 credit target) are more 
likely to eventuate in completion than higher 
volume ones. This finding, along with the 
observed effects of duration on propensity 
to complete, (overall, observed completion 
rates are high for learners exiting at 5 and 
6 years) suggests that learners generally 
require longer than the standard prescription 
of four years to be successful in Modern 
Apprenticeships: those that work and learn in 
high intensity programs (for correspondingly 
shorter periods of time) are less likely to 
succeed. 

(Tertiary Sector Performance Analysis and 

Reporting, Strategy and System Performance, 

Ministry of Education)
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Red Tape and Barriers

The administrative procedures associated 
with apprenticeships may act as a 
disincentive to employers, especially 
SMEs. Changes in requirements and 
the bureaucratic processes can form a 
barrier. Group employers, such as HTN, 
are an example of an approach to remove 
the burden off the individual employer, 
taking care of the associated paperwork 
and providing additional mentoring for 
apprentices. It also allows for broader on-the-
job experiences, as smaller businesses may 
not be able to offer the full gambit of skills 
and knowledge required over the full term of 
an apprenticeship. 

A critical success factor for both 
apprenticeship and traineeship programs is 
the provision of adequate support, guidance 
and mentoring to the young participants, 
both at the workplace and at the RTO. Key to 
achieving a successful employment outcome 
at the end of the apprenticeship/traineeship, 
and in ensuring high completion rates on 
the program, is the match between the 
apprentice/trainee and their work placement 
host. 

For the apprentice/trainee, a suitable 
placement can help improve their self-
confidence, enable them to identify a job 
which is commensurate with their abilities 
and obtain a realistic job preview. This 
allows them to make a more informed career 
decision, and helps to keep them close to 
the relevant labour market, enabling them to 
build relevant contacts and networks. 

A European study, Towards a Model 
Apprenticeship Framework by the World 
Bank and International Labour Organization 
(ILO 2013) looked at impacts of funding upon 
provision of traineeship and apprenticeship 
positions; a strong link was found through this 
research. The provision of employer subsidies 
(either directly or through a reduction of non-
wage labour costs, total or partial exemption 
from social security contributions, tax breaks, 
etc.) contributes in many cases to a scheme’s 
success. 

This contribution is not only in terms of 
higher employer take-up, but also to close 
monitoring or quality assurance of the 
placement. A number of schemes, especially 
traineeships linked to ALMPs (Active Labour 
Market Policy) which involve employer 
subsidies, require that the employer keeps 
the trainee on for a period of time (usually 
six months) upon completion; however, 
information about the employment outcomes 
after this period varies both between 
programs and European member states. 
Interestingly, a number of programs use a 
sliding scale of subsidies to stimulate greater 
SME participation by providing higher 
subsidies to SMEs. This is significant as a 
number of employer surveys have shown 
the importance of subsidies, especially 
for SMEs. For example, according to a 
UK employer survey, subsidies were an 
important determinant of the decision to offer 
a placement for 58% of companies; this rose 
to 71% for SMEs.
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Financial Aspects and Impacts of Systems

The cost of apprenticeships or pre-vocational 
courses differs widely. Countries vary in 
regards to public provisions and private 
options. In some countries like Australia and 
New Zealand, a combination of offerings is 
available, however apprenticeships per se 
are government funded, whilst domestic or 
international students can choose Diploma 
courses in Tourism & Hospitality that contain 
some of the apprentice qualification units.     

These options and choices are often made by 
the customers based on a range of potential 
outcomes. The potential earning capability 
also plays a role, such as:

 › Trade qualifications leading to immediate 
employment in industry

 › Diploma qualifications leading to 
managerial positions

 › Potential pathways to permanent 
residency via skill shortages.

USA Systems
 
The American system is mostly private school and tuition based. The following schools and 
associated tuition costs are found in various locations in the United States:

College/University Location Institution Type Degrees Offered Tuition (2015-2016)

Institute of Culinary 
Education

New York, NY Private for-profit Diploma $37,160

Culinary Institute of 
America at Hyde Park

Hyde Park, NY Private not-for-profit Associate's, Bachelor's $29,250

Culinary Institute of 
America at Greystone

St. Helena, CA Private not-for-profit Certificate, Associate's $29,170

International Culinary 
Center

Broadway, NY Private for-profit Certificate $47,900

Le Cordon Bleu College 
of Culinary Arts - 
Chicago

Chicago, IL Private for-profit Certificate, Associate's $13,796

Kendall College Chicago, IL Private for-profit Associate's, Bachelor's $19,459

New England Culinary 
Institute

Montpelier, VT Private for-profit Certificate, Associate's, 
Bachelor's

$89,710

L'Academie de Cuisine Gaithersburg, MD Private for-profit Training Program $29,775

Auguste Escoffier 
School of Culinary Arts

Boulder, CO Private for-profit Diploma, Associate's $25,400

Johnson & Wales 
University Providence

Providence, RI Private not-for-profit Associate's, Bachelors $29,566

Source: National Center for Education Statistics
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This approach is interesting as there is no apprenticeship system that fulfils future staffing needs. 
On-the-job training and buddy training is quite common in the industry for operational level jobs. 
The table below shows average annual wages within the sector, which highlights why students 
undertake this quite expensive pathway as the wage difference between an operational job and 
supervisory job is considerable. It should be noted that the food & beverage job roles depend 
heavily on the American culture of tipping service staff. Whilst their base wage is very low they 
can expect to be tipped between 15-20% of the bill. This means that in practice many wait staff 
can earn more than the kitchen staff or even head chef.  

Average Wages within the USA Hospitality Sector
 
The table below shows the wage averages for related jobs in the USA Hospitality sector.
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Technology and Generational Challenges

Technological changes have impacted considerably on our daily lives. The internet, smart phones, 
tablets and a plethora of games online as well as Facebook mean that we have completely 
different ways of interacting with each other, how we access information and present ourselves 
to the world. Young people prefer to communicate via SMS rather than email or printed handouts. 
These changes in technology must be incorporated in learning models and delivery.

Chefs are by nature a very transient workforce and newcomers to the trade need to be 
encouraged to enter the career for the long term. Focussing on the individual, newer learning 
models are required that must be learner and industry focussed whilst still supporting educational 
outcomes.

A holistic approach to learning is used successfully by learning or corporate organisations where 
the focus is on the desired outcome e.g. skill sets and required knowledge. The learning model is 
then developed based on the outcome. We use the Pizza model to explain the concept.

If the desired outcome is seen as a whole pizza, it is made up of several components that achieve 
this outcome:
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Classroom 
Experience

Resources

Workplace
Experience

Mentoring

Teacher
Peer interactions
Hands on practice
Simulated environments

Daily tasks
Special skills
Tuition by supervisors
SOPs

3rd Party (e.g. apprentice 
contracts)
Workplace supervisor
Trainers

Print materials
Interactive resources
SOPs
Compliance references



The various segments can then be adjusted to allow for specific needs. For example, if you have 
excellent subject matter experts you may increase the classroom component, whereas a diversely 
located workforce may need materials that they can access 24/7.

With the financial imperatives being placed on government funding, workplace supervisors and 
RTO trainers need to think how they can impart the required skills and knowledge in a cost-
effective way. 

The learning continuum poses exciting challenges and opportunities. All components of the “pizza” 
contribute to learning. Creating positive impact at all levels leads to engaged learning and delivery.

The Restaurant and Catering Association of Australia Menu Based Delivery Model is a prime 
example of an applied model that works by providing industry input and commitment, RTO focus 
on key skills and compliance, additional mentoring and modern resources that can be accessed 
24/7. The model also provides a nexus via a sophisticated LMS with ease of reporting and creation 
of an ePortfolio.
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Key Success Factors for Successful Programs
Based on the various research papers and quantified outcomes, a range of contributing factors 

become apparent. There are strong organisational, cultural and structural impacts upon positive 

outcomes. The following table highlights key factors and contributing features:  

Key Success Factors Main Features

Robust Institutional and 
Regulatory Framework

A stable and robust institutional and regulatory framework 

Which sets the overarching context and baseline conditions within which schemes are 
implemented 

Active Social Partner 
Involvement

Strong employer engagement 

Constructive dialogue with trade unions and employee representatives 

Strong Employer 
Involvement

Including co-design of programs, supply of quality placements, support to the apprentice/
trainee, quality assurance, promoting schemes

Close Partnerships between 
Employers and Educational 
Institutions

Two-way interaction and exchange of knowledge between the educational system and 
employer skills requirements 

Ensuring the provision of practical training placements of sufficient quantity and quality 

Funding including Employer 
Subsidies and Other 
Incentives

The provision of adequate funding for the proper design and rigorous implementation of 
programs 

Sources include EU (including ESF) funds, national/regional funds, employer funds, and 
subsidies/incentives for employers 

Close Alignment with the 
Labour Market Needs

The alignment of the placement to national, regional or local labour market needs w

Which in turn inform the curricula or qualification framework 

Robust Quality Assurance Robust procedures, administered by an external single body or jointly by the sending 
organisation and host organisations 

Can cover i.e. learning content, length of training, equity of access and working 
conditions 

High-quality Guidance, 
Support and Mentoring of 
Apprentices/Trainees

Both at the workplace and at the sending organisation 

Critical for the successful completion and reduction of drop-out risks, as well as 
monitoring and quality assurance

Appropriate Matching of 
Apprentice/Trainee to Host 
Organisation (Company) 

Employers can use the work practice period to screen the potential employee 

The apprentice/trainee can obtain a realistic job preview, and enable them to build 
relevant contacts and networks 

Combination of Theoretical, 
School-Based Training with 
Practical Work-Related 
Experience 

Structured, blended learning, including school-based and on-site work-based learning 

Enabling an apprentice/trainee to achieve qualifications based on practical knowledge 
and skills 

Existence of an 
Apprenticeship/Traineeship 
Agreement 

The agreement delineates roles and responsibilities of all parties and specifies 
apprentice/trainee terms and conditions 

It is generally crucial for the successful achievement of the program’s aims and the 
protection of the parties involved 

Certification of Acquired 
Knowledge, Skills and 
Competences 

Accreditation of the knowledge and skills obtained in both the on-the-job and off-the-job 
phases of training 

The certification should state as a minimum the duration and learning content, tasks and 
activities undertaken, and the acquired knowledge, skills and competences 

Tailored and Flexible 
Approaches to the Needs of 
Vulnerable Young People 

The introduction of innovations to respond to specific needs in terms of pedagogical 
methods, flexibility of curricula, individualisation of learning pathways, partnerships with 
key stakeholders, funding mechanisms, and training environments

The NCVER research paper: The changing nature of apprenticeships: 1996–2016
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Conclusion

As can be seen from the many International examples, most countries are concerned about building 

the workforce of the future. Nobody has a perfect solution and cultural and historic circumstances 

play a large role in how people and industry respond to various approaches.

Attrition rates are an important factor that 
must be addressed to make programs 
more cost effective in regards to the ROI. 
Historically, industry and RTO delivery in 
hospitality has not always been integrated. 
Closer linkage between workplace skills 
acquisition and the knowledge skills 
required by workers, not just during their 
apprenticeship but along their career path, is 
very important. 

It is interesting to note that some of the most 
successful programs in Europe have a clear 
separation of generic skills which are taught 
in the institution versus workplace skills that 
are taught and regulated by industry through 
associations or the chamber of commerce. 
This buy-in from industry is important 
towards the positive impacts. 

New approaches in New Zealand towards 
outcome-based funding, completion rates and 
actual measures of future employment linked 
to the qualification level are very interesting. 
These strategies change the emphasis from 
a numbers-based focus at enrolment towards 
careful selection of potential students to 
maximise positive graduation outcomes and 
future employment. It has also enhanced 
links with industry as graduates are steered 
towards employers that support ongoing 
training at the workplace.

The RCA Menu Based Approach tries to 
involve all parties within the career path by 
focussing on industry relevant skills as part of 
a holistic approach instead of a strict Training 
Package compliance focus. Compliance 
ideally should happen automatically in the 
background; teachers and learners should 
focus on the skills and knowledge needed 
to improve their future career and lifelong 
learning.  
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