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Executive summary

This scoping studgimsto determine issues in skills recognition in select rail companies, and
to examine how skills recognition practiceincluding Recognition of Prior Learni(igPL)
and Recognition of Current Competenci@®C{E ¢ are employed in these companie$he
research has led to pmising findings around how a broader understanding of skills
recognition offers potential for improving workforce planning and assessment during
restructuring and workplace changand for supporting a more sustainable rail industry

Thestudy was completed through a twsiage research process the last quarter of 200%

review of relevant national and international literaturend onsultations with 15 staff

involved in skills recognition frorfour rail companies A draft reportwas prepared and
revised in consultation with the ProjectegringCommitteein February 2010.

Industry onsultations identifiechotential benefits of skills reognition processes as
e enhancing attraction, recruitment and retention
e providing companiesvith a more competitive edge
o facilitating nore efficient and coseffective training and development
e reinforcingemployeeconfidence

Key difficulties with current skills recognition processes included:
e inconsistency in how skills recognition, RPd BECCra understood and practisl
e lack of consistency imuality and durationof training and skills recognition
processes
e problems with skills matching
e concerns around integrity and equity in skills recognition proesss

A number ofurrent and emerging issues were identified from this research

e skills recognitiorRR. isviewed and practisd differently across companies and locations

e <Kkills recognition is more widely practised thamany rail companies realise

e <Kkills recognition is integral to many aspects afriforce development

e there is currently no nationally recognis&ramework forskills recognitionn rail

o gsafety is a key concern in skills recognition planning, assessment and development

o effective skills recognitiompractices need to beole specific asneeds and processes
vary considerably between job roles

e there is a need to ensure consistency and integrity in skills recognition processes and
outcomes

e sKkills recognition can be\aluablecareer development tool/pathway

e industrial issuesare perceived @ have a significant impact on skills recognition
processes

e transferability within and between states and companies requires considerable
attention

e there is an important and integral relationship between skills recognition and training

\%
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The study oncluded with recommendations for further research:

1. Mapping skills recognition within and outside the rail industry

The rail industry could enhanaarganisationalprodudivity and employee engagement in
learning and career pathBy mappingW{ ®d pRaaticeQ Suggestions includemapping of
skills recognition processes areas such askills audits,competence assurance, talent
managementand change managemengn analysis of the role of skills recapn in
assisting productivity and career patays;and ecommendations on how to enhantleese
skills recognition processes.

2. Compilingarail-a LISOA FAO KI Yy RO 2 2 kill2rgcoghitforSstraiegiey 3 LINT OG A OS

Suggestions include raview and analysisf relevant policies and proceduré@mpading on
guality and the management of rislssociated with the use of skills recognition as a basis for
training and @velopment assessment decisionmsesearch on how skills recognition might
assist in positioning the culture of rail for the futurequiry into the role of skills recognition

in promoting workforce renewaknd investigation into the role of technologgnd the value

of e-portfolios forimproving and expanding skills recogniti@omplementing P4.108)

3. Developing a national skills recognition framework, including accompanying tools

A national skills recognition framework is clearly required to support more consistent,
cohesive and eqtable skills recognition practiceResearch could support this process
through astudy of national frameorks and qualifications pathways for the recognition of
skills that have been developed in other industri€seinquiry would examinehow
state/locational differences should be accaed for, what generic, elective armistomised
competencies might bencluded and how training might be adapted to support a national
model.Such a study woulad to the development ad skills recognition framework
inclusve of customiedtools that could be used to enhance and standardisds
recognitionpracticesaaoss rail companies

1. Introduction

1.1 Overview of the report

The aims of the study wergvofold: to determine issues in skills recognitionparticipating
rail companiesand to examine how Recognition of Prior LearniR§Land Recognition of
Current Competencieg$RCCpracticesare employed in these companies.

The two main components of the study were: a review of the national and international
literature pertaining to skills recognition in the rail industry and related VETosecand
consultations with key personnelinvolved in skills recognition planning, training and
assessment in four rail companies.

vi
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The report is organised into six sections. Secti@udresses the need for research on skills
recognition in the rail industryprovides defiitions and terms pertaining to skills recognitjon
and describeghe researchmethodology Section Zummarises key issué®m the literature
review Section 3 presents and highlights théndings from consultations wittthe rail
companies. Section donsders the potential of skills recognitiorwithin the rail industry,
while Section 5 identifie1 emerging themedgrom this researchThe last section provides
conduding comments and offersuggestions for further research intskills recognition br
the rail industry.

1.2 The need for focused research on skills recognition in the rail industry

While skills recognition has recently received increasing attention from government, training
providers and industry (see Blgr@layton, Batemaet al, 2004a; WADET, 2009), there are
gaps in applicationwvithin the rail industry (ARA, 2006; ARA, 2008) and a critieedl for
research to informthe further development of skills recognition in rail (ARA, 2006; ARA,
2008; Tansport andLogistics Centrg2003.

The Changing Face of Rail (ARA, 2006¥ 2 dzy R G KIF Y WgKSy |a1SR K2¢g o
and types of skills available in the industry met the projected skills requirements, the
overwhelming response was that companies did not have an accurdigreicf the skills

they currently had, and did not have the information to projectawlthey needed in the

F dzii diNSH 0P ¢ KS NI A f AY Rdza 0 NE dppmdadhiSty 8kill FI OS &
development [which]restricts its effectiveness to meet woFkz NOS NBIj dzZA NBYSy GaQ |
the loss of industry and technical knowledge (ARA, 2008, p.8).

This scoping study and proposed directions for further research can ifossible solutions
to address constraintsand enhance and exparstills recognition tavards a more productive
rail industry workforce.
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1.3 Definitions and terms

There is no clear consensus on what skills recognition is, does or inv@kés recognition
has bea in part understood and pracgsl in the rail industry under the headingé
Recognition of Prior Learning (RPL) and Recognition of Current Competenciés{&CC)
definitions considered useful for the purpose of this study are outlined below.

In an effort to build onrather than duplicate existing literature, our concernréds with
O2yOSLIJia YR RSFTAYAlGA2Yya 2F WaiAftfta NBO23IyAdAz
Skills recognition processes may be used to map skills and knowledge gained through

informal, nonformal and formal learning against defined competescigenerally toward a

formal qualificatiof. Skills recognitiorcan inform industry what standardsemployees

should meet for any particular taskrovide thetools to assess whetheemployeesare

meeting those standardand assist processes afpsizing, dwnsizing, restructuring and
changemanagement.. Table Iprovides explanations dhe definitions usedn this study.

Table 1: Explanation of key terms for the purposes of this study

Key terms Explanation

Skills recognition Wi YSI ya 2T YYHEENMYE 3N T
Department of Education & Training, 2009)

Recognition of Wy aasSaavySyid LINRBOSaa {érhaland

Prior Learning informal learning to determine the extent to which that individy

(RPL) has aclt 3SR (G KS NBIljdzA NBR  SI Ny A
(Hargreaves, 2006, p.4)

Recognition of Wi GSNY LI NIGAOdzZ F NI & dzaSR oé

Current LINPOS&aa +ta FraaSaaiAy3a yR NBO

Competencies perF2NX¥Q 61 F NANBF@S&> wnncs LI®

(RCC)

1.4 The research approach

This study involveda) a review of relevannational and internationaliterature on skills
recognition and(b) consultations with rail industry personngivolved in the management
and implementaibn of skils recognition pradces and some employees who had
experienced these practices in the workplace

1.4.1 Content analysis of relevant literature

A literature review was undertaken between October 2009 and January A0E)review

sourced relevat literature through searches of several electronic databases (including
Cambridge Scientific Abstracts, EBSCOhost, VOCED UNESCO NCVER research database, SAGE,

1SeeCoIardyn, 2009; Hargreave€); Cameron, 2004; Smith, L, 2004

2 SeeBoyle,2009;Mason, Perry & Radford, 2007; ANTA, 2@rjth & Clayton2009 Colardyn, 2009;
Hargreaves, 2006; Camera2004; Smith, 2004or definitions.

% Western Australia Department of Education and Training (2009)

NSW Deartment of Educatiorand Trainingwww.skillsrecognition.nsw.gov.au/industry/general/industry.html
[accessed 1 Febary 2009].

3
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Scopus, Informit), skills recognition websites (see reference list) and through the collgfction

key papers recommended by prominent researchers in RPL, RCC and rail. The reviewed
literature included recent academic and industry reports from Australia and abroad. We
considered that the rail industry mighie better informed byskills recognition pactices,
approaches and inquiries in related industries and therefore searched and reviewed key
papers in skil recognition, RPL and RCC in VET more generally, with a focus on skills
recognition in industry rather thafrom within educatioral institutions. A summary of the

key issues is presented $action 2, while a more extended version of the review is provided

in Appendix A.

1.4.2 Consultations with industry
Consultations with industry involved a series of seimiictured interviews within four rail
companies.

The interviewees within these companiggluded human resource and training managers,
drivers and customer service assistants who had experienced the RPL process.

The interview questions were designed by the researchers and discussed with the Project
Steering Committedn practice, we found that the knowledge, viewpoints and concerns of
various interviewes varied greatly, depending on their place of employment and position,
and therefore the actual discussions varied from interview to interview. Notes were taken
during the interviews and latdranscribed

Policy documents and guidelineslated to RCC, RPL and other aspects of skills recognition
were also collected from the companies as secondary data sources, although due to
confidentiality requirements the reference details of company documents have not been
detailed in this report. Fthermore, the names and identifying details of participating
companies and interviewees have not been used in order to protect the confidentiality of
research participants.

Interview transcrips and skills recognition documents from the consulted canigs were
analysed to identify skills recognition processes, related limitations and potentials and
emerging themes.

1.4.3 Limitations of the study

Limitations of this study related to restrictions imposed by te&atively small quantumof
funds availake and the simonth timeframe. The study wagestricted to interviewing a
small number of personnel (15) from four rail companies

The study was also limited in terms of the range of interviewees. While we consulted human
resource and training managers from these four companies, as welbm® drivers and
customer service assistants, interviewees tended to be working with a limited range of rail
employees (including drivers, guards, customer service officers, transit eoffiaad
managers). We had little contact with those engaged in skills recognition with rail workers in

4
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other fields, who may have presented quite different insights. Migrant skills recognition, for
example, was considered more of a priority in other areashsas engineeringnd involves
issues related to recognition of skills and overseas qualificatMoseover, we did not speak

with non-English speaking background migrants, Indigenous or disabled employees, very
young employees or those who had recendingd the company.

2. Key issues from the literature

An overview of emerging issues and gaps in the research literature worthy of further enquiry
are outlined below. The full literature review,findings and reference details are provided in
Appendix A.)

2.1 Emerging issues identified in the skills recognition literature

Learning pathways in rail: There is an important relationship between skills recognition
processes and pathways to further learning. To date, howewhere are limited formal
pathways forrail industry employees to obtain qualifications higher than AQF 4 level and
few railway operations courses available at undergraduate or higher levels. Opening
pathways to further learning in rail is required for letgym workforce planning.

Workforce renewal: RPLhas beerusedto addressndustry decline and promotgquality and
workforce renewal

Equity concerns: Little research has been undertaken on equity issues in rail specifically. The
skills recognition literature reports that those who are hedtablished in the workforce and
already able to draw on substantial educational capital are most likely to access RPL/RCC
Theseskills recognitionprocessesare seen asess relevant fothose who have not engaged

in formal learning for some time thaor those familiar with education and training systems.
Equity groups (Indigenous, ndinglish speaking background, women returning to the
workforce) are less likely to access and complete RPL or RCC processes.

Equity concerns - Indigenous groups: Indigerous worker access to RPL and RCC is low.
Reasons given include confusing and tooasuming procedures, lack of flexibility and
culturally inappropriate modeldVhile some Indigenous workers prefer to demonstrate their
knowledge orally, skills recognitiomssessment processes tend towards written forms of
evidence. Eportfolio software offers potential for improving skills recognition with
Indigenous participants.

Skilled migration and RPL: The migrant skills wastage resulting fralmwnward occupational
mobility could be addressk through programs that recogmasformer qualifications and
update role specific skills. Impediments to migrant skills recognition inctiiffierences
between occupational conventions and health and safety requirements and lackenfday
and/or specialised technical English skills.

Theoretical insights: Conventional ways of reporting RPL reseadih not encourage

5
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theoretical engagement that might inform understanding of, for example, how current
systematic practices can confineopgesses such as RPL to fit existing systems rather than
exploring the potential of more innovative skills recognition.

New models: A number of new models respond to current challenges and opportunities in

RPL, includinthe model of RPL by Cameron andIBtio H n ny 0 X 0 | a $rientedly | WLIS N
KdzY yAad ARS2ft23eQ GKIFIG ood WHASgAE € SENYyAy3a |
reflection, transformation and self direction. The model embeds principles of equity with the

role of the facilitatororlearyf 3 YSy 2 NJ 6 SAy 3 ONHzOA I £ Q 6 LIbc o d

2.2 Gaps identified in the skills recognition literature
e Limited research focused on RPL/RCC in the workplaceeeadless still on RPL/RCC
within enterprise based training environments or specific industries such as rail.
e Lack of research dmw RPL works.
o Relatively éw studiesexplore the social, economic and pol@iconditions under which
RPL andRCC have developed in Australia.
o Skills recognition has rarely been seen as a process that attempts to work within the
constraints of a company and/or RTO and their various demands.
o Limited research on the experiences of those who have sought to have the skills they
acquired through nosiormal or informal learning recogresl.
. Limited insight intchow the range ofstakeholdes involved inRPL and RCC process
understand and value knowledge.
. RPL is often seen as simply another form of assessment which has meant the focus is
often limited to procedural issues.
. Relatively few studies analysthe way RPL or RCC is constructedhiwita
competencybased assessment environment.
o Research on RPL and RCC could do more to inform industry practice if practitioners
were able to engage in research in their workplaces (Smith, 2008).

3. Rail industry consultations

3.1 Skills assessment and recognition in the rail companies

3.1.1 Explanation and use of terms

Understandings of RPL, RCC and skills recognition varied between and within companies. In
one company RPL was the preferred term, two companies tended to use RCC and another
preferred the tem skills recognition. Among the drivers and CSAs interviewed who had
undergone RPL, there was a general lack of clarity about what the term meant.

Guidelines and policy documents from the four companies consulted explained skills
recognition and relatederms as follows:

Table 2: Skills recognition and related terms used by participating rail companies
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Company | Term Explanation

A RPL An assessment in which previous learning is mapped ag
units, objectives, performance criteria of competenciesd dor
which full or partial exemption is granted. RPL can be def
as Ghe acknowledgement of skills and knowledge obtair
through formal training (industry and education), wag
experience or life experien€ed

D RCC The acknowledgement of current dkiland knowledge held as
result of: formal and informal training and education; wq
experience; (and) life experience.

RCC was initiated to ensure that competency, not just learr]
could be demonstrated as a current skill’knowledge.

D RPL An interchangeable term that has a similar meaning

recognition of current competency (RCC). RPL referg
recognition of previous learning so individuals could rece
WONBRAGQ F2NJ GKAA £SIFNYyAy3

D Skills Captures bottRCC and RPL.
recognition
B Skills The new, single term which is replacing the synonymous tern

recognition| recognition of prior learning (RPL) and recognition of curi
competency (RCC).

3.1.2 Which groups are targeted for RCC/RPL?

There were some differencdsetween companie®n which groups @ targeted for RPL or
RCC. In Company RPL and RCC weyenerally offered to new and existing employees who
felt they may possess competencies/experienpglevant to a course or qualifications. The
focus was on blueatlar workers, with managers and higher level workers being less likely to
go through RPL processes.

Company D specified the main audience groupshas employees who were undertaking
operational/technical initial training;  current employees undertakm
leadership/management trainingcurrent employees seeking formal recognition of existing
skills and knowledge; and current employees transferring from one operational role to
another.

3.1.3 Considerations in deciding whether or not to offer RPL/RCC

Economic costs, human resource costs andtime considerations were important indecisiors
about whether or not to offer RPL and RCC. In some cBfts and RCC processes were
considered more time&onsuming, human resource intensive and costly than putting
employees through regular training programs.

Currency was also noted as an issue with skills becomingodulate relatively quickly and
employees who left their role being required to retrain if they returned after some years.

A number of interviewees notetthat a key reason for requiring training rather than RPL was
the need to ensure that staff had the required skills and knowledge to erssfieey. One
interviewee noted thatfor workersjoining the organisation with prior skills and knowledge,

7
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while RPL and RCC would not be given in initial training, it would be considered in later
training through processes such as 4lisised training needs analysis (discussed in further
detail below).

According to several managers and employees, doiaiing was often less troublesome
than going through RPARCCprocesses and many employees would prefer to retrain as
training was seen to have other.¢esocial) benefits. Some interviewees proposed that skills
recognition should be integrated into training ®void unnecessary training and build on
existing skills.

3.14 Which prior learning and current competencies might be recognised?

Consultations suggested that recognition of the skills of rail employees from other countries,
states, regions and operatiah roles, as well as employees from other rail companies or
related industries, was limited. There were variations between companies in the extent to
which prior learning or auent competencies were recogmed.

Human resource and training managers froth ampanies claimed that tlyewould not
provide full RPIRCC to interstate or overseas workers. In some companies, workers from
other areas (g.country to urban) might receive some RPL/RCC but were also retrained to
become familiar with the local trackgension, different ways of working etc. Interstate and
overseasemployeesgenerally retrained with untrained workers. Company D noted ,that
while new employees were rarely fast tracked or given customiisgding on an individual
basis,f a group of iterstate or overseas workers were recruited at the same time they might
be fast tracked. In company D, internal staff who transferred from one role to another were
almost fully retrained, the only exception being that they were not required to redo the
induction and perhaps some general training in such areas as safety which were common
across roles. One interviewee from company D mentioned that for workers with past
experience, such as former drivers, the hours they were expected to accumulate would be
reduced. Company D offered two driver coursesgeneral one and a slightly amended one
for guards. While Company A gave some recognition to former bus and tram drivers,
company D required drivers transferrirtg rail from other transport industries to full
retrain.

A distinction was made between recognition and formal accreditation. It was, for example,
common to recognise that experienced rail industry workers from overseas and interstate
had relevant experience and to recruit these applicants over athdth no experience, but
new rail workers from overseas and interstate were often required to undergo full retraining.
Some rail companies were considered to offer their employees better quality training
programs and better skills recognition processebeWrecruiting new employees, applicants
from highly regarded rail companies could be considered better skilled but if recruited, these
new recruits would still be required to retrain.

Distinctions were also made between technical and -texrhnical ski, or hard and soft
skills. Company D stated that when recruiting new staff, particular attention was given to

8
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identifying the required nostechnical skills which were seen as fundamental to workforce
competence. Technical skills would thée built on these nontechnical skills through
training and work experience. Technical skills, ondtieer hand, were rarely recognizeds

these were regarded as varying considerably from company to company, region to region,
and situation to situation.

Importantly the limited timeand funds of this initial scoping study meant we did not go into
specific detail on which units of competency within given qualifications wkedylto be
recognised and how.

3.15 Recognition of qualifications

While skills recognition pcesses were explored more broadly, when discussing RPL/RCC for
specific qualifications, the focus tended to be on such qualifications as Certificates Il and IV
in Transport and Logistics (rail operations).

Certificates attained by rail operators withia given company did not qualify workers to
function in the same role in another rail company. Some of the drivers and CSAs interviewed
were however under the impression that qualifications gained through RPL would be
nationally or even internationally regnised.

Managers, human resource personnel and drivers interviewed from several companies did
note, however that attainment of qualifications were (at least informally) recognised by
some other industries such as mining, and that a number of empldgde®r higher paid

jobs in other industries when skills recognition was attained.

Figure 1 Specialised skills regmition in specialised fieldg the case of transit officers

With some specialised fields, particular those where safety was a particular concern, such as transit
officers, little or no RPL took place in initial training although they was some scope for RPL in
continuing training. Doing RPL with transits was reported as very challenging due to the skills and
1y26f SRIS 02y ONONJONR LASAHSD WA KIS YI Ay ONMHzE

The only item which transit officers might receive RPL for was a security license. At the same time,
recognising skills was integral to the management of transit officers. Certain relevant skills, knowledge
and aptitudes were recognised among workers who come from law enforcement roles such as rangers,
L2fAOS YR &aSOdz2NA (& 3Jdz2 NR&A 6SNB Y2NB fA1Sft
funding pressures meant individual training was rarely or never carried out in many other professions,
individual training was organized when needed for transit officers. If for example, a transit officer was
injured and unable to attend group training, it would be necessary for him/her to undergo individual
training. The need to keep up to date with current safety concerns meant that the security division
business group who ascertained what skills and training people needed were continually asking what
skills and knowledge were required to do the current job and what continuing training was required to
fill skills gaps. Certificates of competence were issued every two years. Close work with the police also
helped to ensure recognition of relevant and current skills and knowledge around safety.

3.2 Skills recognition processes
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3.21 RCC and RPL procedures

While RCC/RPL processes varied within and between companies, there tended to be a
general procedure of application for RPL/RCC followed by the assessment of a portfolio of
evidence as detailed in AppendC

3.2.2 Evidence required

There were many similarities in the types of evidence required by the various companies. In
general] companies combined the collection of a portfolio of documents with personal
assessment through interviews, examinations, pot§, demonstrations and observations. A

list ofthe types of evidence required from participating cpamies is provided in Appendix D

3.3 Skills recognition, innovation and learning

331 Skills recognition pathways (education institution-based, workplace-based)

The rail companies consulted included those operating as RTOs and conducting their own
skills recognition and training, those using external RTOs to conduct skills recognition and
training and a combination of the tw@ompanyD had partneedwith seleced TAFEs and
universities to open learning pathways.

Pathways to recognition of skills in the rail companies included: Avased training and
assessment; education/training institution based training and assessment; a combination of
institution and workbased training and assessment; RPL/RCC; and a combination of
RPL/RCC and further training.

3.3.2 Skills recognition and higher education

In Company D, RCC was playing a role in enabling employees to take up assessment and gain
higher level projet management qualifications. Qualifications included introductory,
certificate and advanced courses in project management with efforts currently underway to
open pathways for a higher level advanced diploma course in complex project management.

It was perceivedhere to be a current lack in provision of higher level project management
courses. Potential applicants were often concerned about whether or not courses were
nationally recognised.

Interviewees said that experienced rail workers who hadhgdi the rail industry before
completing high school were often granted RPL from universities and TAFE, as were
applicants with foreign qualifications. It was however a big jump to academic literacy,
research and presentation. To assist employees in matiig jump, Company D was
providing some computer training and encouraging applicants to use university resources,
although further support such as s$efire training, study workshops and study growpas
recommended. While the company was encouraging warkerundertake higher education,
there was a problem with these workers already working extra hours without concession.

One interviewee suggested that one way to improve skills recognition and development in
relation to higher education was to promote esgialised areas of further education across
sectors, encouraging employees to recognise how skills and knosviedglated areas are

10
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relevant to enhanced workplace productivity. Spreading the philosophy of asset
management across other areas was citecas example. Asset management would enable
finance officers to develop valuable skills and knowledge but without company promotion,
finance officers rarely made the jump away from their defined qualifications to consider
further study in this area.

Figure 2: Innovative skills recognition strategies C risk-based training needs analysis

One of the companies consulted provided an interesting example of how skills recognition might be
effectively used to manage workforce skills, to show what standards staff should meet for particular
tasks, and to give the tools to assess whether staff are meeting those standards. The strategy was
used to assess the skills of employees in many but not all roles in the rail company. It also functioned
like a gap analysis in response to change.

The company was engaged in developing an organisational strategy around how people develop and
maintain skills referred to as a risk based training needs analysis. The strategy was based on task
based analysis of risks. Skills sets comprised of those skills which need to be continually assessed were
identified.

As it was not considered possible to frequently reassess all tasks, a decision was made as to which
tasks were most likely to pose a risk if not performed correctly and these priority tasks were then
NBlFidaSaaSRe ¢F1Ay3d GKS @ASs (GKIFG dzyada 27
along from units of competency to enterprise needs.

While both technical and non-technical skills were assessed, particular attention was given to
recognition of non-technical skills (such as staying focused, situational awareness and multitasking). In
assessing the skills of a train driver, for example, this approach might analyse the extent to which an
employee was able to recognise symbols, assess situations and show big picture awareness. A criterion
2F WIGGSyYydAz2y G2 RSGIFIATQ s1a y20 O2yaAiARSNEBH

[ 2YLISGSYyOS | dadzNF yOS LINAYOALX Sa dzy RSNX éAy 3
approach which assessed how tasks were completed rather than whether or not they were completed.
Assessors were provided with guidelines clarifying what skills and knowledge should be analysed for
given tasks. The process requests the assessor to try to move beyond their own subjectivity and
O2yaARSNI W2KI G R2 &2dz SELISOG (2 aSSkKSINK(
AYI dZANRY3I Ayid2 FYyR 20aSNBAYy3 GKS ljdzr t Ade 2
There had also been a move away from taking employees off the job to attend class based training to
one of assessors and training going to the workplace to conduct on the job training and assessment.

Interviewees consulted in this company described the risk based task analysis approach as effective in
rSO23yAadAy3 NBIdZANBR alAfta FyR ARSYGATFEAY S
0Sad e¢lre G2 32Q Ay GSN¥a 2F ARSYyGAFeAy3d g2
specifying and analysing the levels of difficulty and frequency of various tasks, and the potential
outcomes if a candidate was unable to complete a task, the approach was seen as able to maintain
focus on the most important tasks and to identify the difficult situations that require address through
training. Risk based task analysis not only identified inadequate skills which might pose a risk but also
areas of excellence that the company could promote and build on. Adequate time, funding and human
resources were however required to support such a strategy.

4. The potential for expanding skills recognition in rail
Identifying potential benefits andoroblemsis a first step in enhamtg and expanding skills

11
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recognition in rail. Some interviewees informed us that they were not sure of the best ways
to move brward, but saw benefits in researching ways of improving skills recognition.

4.1 Views on the benefits of skills recognition
Table 4 summaresA Yy (i S NI A S as8sSégaestions aska@bout the benefits of skills

recognition.

12
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Table 3: Summary of interviewee responses on the benefits of skills recognition

Benefits raised by human resource and training managers

o Skilsrecognition processes can enhance attraction and recruitment. Applicants are more
to apply for positions if their skill and knowledge are recognised and if they rece
qualifications for such skills and knowledge. Overseas and interstate candidates more lil
apply if they know they can receive RPL

o Skills recognition can support and help maintain employee qualitlyratention. Applicants are
more likely to stay in positions if their skills and knowledge are recognised with the potent
build on these

e Skilsrecognition processes can save time and money if well organised. Through RPL and
organisation canavoid wasting time by avoiding unnecessary training and more qu
qualifying workers

e Skills recognition can give companies a more competitive edge

Benefits raised by drivers and CSAs

I NBYAYRSNI 2F ¢gKIG &2dz Oy R23 WigAida &2
Leads to a qudication (which may be transferable)

Can help you get a better paying job (e.g. in the mines)
CSSt tA1S 82dz2Q0S | OKASOSR a
/'y oodzi AayQd Fftgleao Iy St

Enhancesttraction, recruitment and retention

Managers reported that skitecognition processes can enhance attraction and recruitment.
Applicants are more likely to apply for and stay in positions if their skills and knowledge are
recognised and if they receive quaddtions for such skills and knowledge. Overseas and
interstate candidatesre more likely to apply if they know they can receive RPL.

Gives companies a more competitive edge

Rail companies are better able to build on workforce productivity when theimxiskills of
employees are well recognised. Effective skills recognition can give rail companies a more
competitive edge.

Facilitates nore efficient and coseffective training and development

Skills recognition processes can save time and money ibwgelhised. Through RPL and RCC
an organisation can avoid wasting time by avoiding unnecessary training and more quickly
qualifying workers.

Reinforcesemployee confidence

One CSA suggested that RPL was a a#mniof what you know and can d&Receiving a
qualification makes you feel like you have achieved something and opens possibilities for
promotion orfinding better paidworRk 6/ 2 YLJ y& 5 SYLX 2&8SS0o®
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4.2 Views on the difficulties with skills recognition
¢ ofS p adzYYl NR&aSa (daShahtlyei feNdyadlIons thedifficuNidsa LJ2 y a S a
with current skills recognition processes.

Table 4: Summary of interviewee responses on the difficulties with skills recognition

Problems raised by human resource and training managers

Can cost more than redining

Can take more time than retraining

Geographic and technical differences make it very difficult to match skills, ensure safety et
Training has benefits, even when candidates have previous experience

Can lead to losing staff to other companasd industries (. mines)

No uniformty between states and companiesvhat one company (or site) recognisesiymot
be recognised by another

e Current (conservative, male) culture can be an obstruction

Problems raised by drivers and CSAs

Takes too log

Lack of communication about process

No apparent financial or promotional benefits

Miss out on training which has many benefits

We get nothing out of it

52y Qi dzyRSNRGI YR 6KFG wt[ Aa

52y QG dzy RSNEGFIYR 6Ké ¢S KI @S {29 teiNBsDor
information on community and personal experience seen as intrusion into personal life)

Inconsistency of definitions

RPL, RCC and skills recognition were defined differently by various companies and
individuals. A number of interviewees winad been through the RPL/RCC process
suggested they were not sure what RPL, RCC and skills recognition were. Consultations
suggested a need for consistermydefinitions across sectors if skills recognition is to
become more accessible.

Lack of clatiy around skills recognition processes

Rail employees who had undergone RPL and RCC were not entirely clear about what RPL
involved and why it was conducted. Some candidates thought RPL was voluntary, some
compulsory. Some thought RPL qualifications wesdionally and eveninternationally
recognised. Othersvere under the impression that if they did not apply for RPL they would
lose their jobs. It should be nafethat we only spoke with RPL candidates from one
company.

Question of cost and time effectiverss

Several interviewees noted that RPL and RCC processes could cost more and take more time
than retraining. There is a need to carefully analyse and identify which areas of skills and
knowledge are best suited to RPL/RCC and how training and skillsmitemognight be
combined to minimis wastage and make the most of existing skills and knowledge.

14
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Lack of consistency in time and quality of training and skills recognition processes

There was considerable variation in the length of time and perceivetityed training and
related skills recognition processes between companies. Training provided by companies
with more human and financial resources wasitbr received. Better resourcedompanies

were unlikely to recognise the qualifications of employeémwere trained and qualified in
companies where training time and thoroughness did not match their own organisation. A
number of interviewees suggested a need to standardise training requirements.

Assessorampetence

While RPL/RCC assessors were gegeralfjuired to have a minimum qualification of
Certificate IV in training and assessmgpt Certificate IV Assessment and Workplace
Training and be trained in the application and administration of the RPL prqocess
consultations identified concemnoverthe occupational competence of assessors varied
across and within companies. There were reports of workplace assessors who were not
competent in technical skills, nemlchnical skills and professional practice.

Workplace assessors were drawn from the pootarrent workers operating in a given role

and put through training to assess the performance of colleagues on the job. Some
employees were said to be motivated to become workplace assessors for the financial

benefits involved and did not necessarily hahe appropriate aptitude and skills. Some

interviewees noted cultural concerns about the wsyme workplace assessors operdte

Workplace assessor attitudes were said to be shaped by their own backgrounds. According to

several women interviewees, adomiiagi Y I £ S WYl 1SaQ OdzZ G4dz2NBE OFy &K
assessment. There were issues in termghef social relationships between assessarsl

how they assess theifriends

Problems with skills matching in RPL/RCC

Geographic, environmental and technicdfeliences can make it very difficult to match skills
and consequently there were problems with ensuring safe and efficient work operations
when workers are offered RPL/RCC rather than being retrained. There is no uniformity
between states and companies éarwhat one company (or site) recognises may not be
recognised by another. Suggestions to address this problem included integrating skills
recognition and training, developingational standards with custonmgd electives taking
account of locational/enviromental/technical differences, and developing more
sophisticated and systematic skills recognition processes.

Risk of increasing employee demands for better pay and conditions

Employees interviewed were disappointed that RPL, RCC and workplace trainiag leiaid

to better pay or promotion. One company reported hesitancy piatting existing staff
through RPL/RCC procesdes fear of demands for pay rises. In some cases, qualified
employees would leave their jobs seeking higher paid work elsewhere.
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Rig of losing staff to other companies and industries

Several interviewees mentioned that when employees received qualifications through skills
recognition, some left the company seeking higher paid positions elsewhere, particularly in
other industries suctas mining. Good working conditions went some way in addressing this
problem, with a number of employees who left for the mining industry reported to reapply
for their old positions after experiencing the relatively haskvorking conditions in the
miningindustry.

Concerns around integrity and equitg skills recognition processes

Most interviewees beliegd that all workers, whatever their position, sex, nationality or,age
were treated equally. No interviewees were, to our knowledge, disabled, Indigeanfrom
non-English speaking migrant backgrounds. Some comments (and absence of comments)
from interviewees suggest that equity may have been more of an issue than it was perceived
it to be. Few targeted training or skills recognition processes weredhfur the four target

IANR dzLJA A RSy (A ToakbRe developindaiSstrategy ! @én regurning to the
workforce; people with disabilities; mature jobeekers; and Indigenous Australians).
Company D had set upforumfor women, Aboriginal and Torres Strait Islandamployees

with a dsability, andemployees fronculturally ard linguisticallydiversebackgroundsvhich
FAYSR (G2 IROAAS 2y K2¢ o06Sad G2 LINPINBaa SYLX 2
culture of rail vas noted by some women interviewees as problematic for female workers.
Interviewees suggested there were few disabled workers due to health requirements of
working in the industry.

Clarifying purpose and value of skills recognition for older workers

Consltations suggested thadlder workerstended to be more confused about the purpose

and processes of RPL and RCC and generally found skills recognition, training, and computer
based learning and assessment more confronting than younger workers. At thetsame

some older workersalthough they were challengedppeared to find more value in the
process.

Possible migrant skills wastage

Further insight is needed into the extent to which wastage of migrant skills is an issue in the
rail industry. Several ietviewees suggested that improving and expanding recognition of
migrant skillswould assist in addressing skills shortages and improving productivity in rail.
One interviewee was less positive, stating that some migrants who had gained qualifications
W2 @KNI NS Q-Enlshgpeakidgytountries) thought they were more skillédrn they
actually were, and thatmany migrants were lacking skills in certain areas such as
communication skills.

4.3 Suggestions for enhancing and expanding skills recognition
The following tablesummarisesnteNIJA S ¢SS & Q & dz3 Ay ard éxgaging skilsNI Sy K|y
recognition.

16



Scoping the potential of skills recognition in rail

Table 5: Interviewee suggestions for enhancing and expanding skills recognition

Suggestions from HR and training managers

e Set national standards,ith generic and elective, customised skills

e Build/design and then share a common set of assessment tools. Join with other in
partners to evaluate better skills recognition protocols. Would like to bring in-radn
stakeholders

e Learn from other indstries that have good skills recognition (logistics management) mo
such as Woolworths, Virgin, Country Energy and the armed services

e Develop internal skills recognition processes, such as the design of skill sets for ir
promotion and skills adits to identify staff who can help fill the gaps in areas where s
are needed

e Focus on relevant, realistic ang-to-date skills

e Promote onthe-job assessment and training

e {121 WONI AYAYy 3D Tndke tfakiby reélevantSealstind diptd-datg” A y =

e Ensure competence of workplace assessors

e In assessing skills recognition, use a process that clearly identifies relevant skills
assessors explaimgnot only what the competencies are but how they are demonstrated

e Make mentoring acomponent of skills recognition for RPL, RCC and continuing
development

Suggestions from CSAs and drivers

o Make it simpler

¢ Make the process faster

¢ Allow time during work hours to prepare RPL/RCC application

e /fSIENI& SELXIAY 6KIFIG AGQa Fff | 62dz
e Better communication about the process

e Provide follow up

e Make it all the same nationally

e Cover the shifts of those who need to do RPL or training

Learning from other industries

Managers suggested that skills recognition in rail could be improved hyingafrom other
industries that have good skills recognition models such as Woolworths, Virgin, Country
Energy and the armed services. One interviewee suggested bringing dmihstakeholders

and joining with other industry partners to evaluate betsills recognition protocols.

Developing a national skills recognition framework

The majority othe interviewedmanagers and employees supported the idea of a national
skills recognition framework. Most voiced the need to set national standards with bot
generic and elective, customised skills. Interviewees suggested value in designing and
sharing a common set of assessment tools. There was seen to be a need to develop internal
skills recognition processes, such as the design of skill sets for inteonabton and skills

audits to identify stafthat can help fill the gaps in areas where skills are needed.

More relevant and responsive skills recognition process
Managers and employees suggested a need to focus on relevant, realistm;dafe skils
and onthe-job assessment and training. There was seen to be a need to develop a skills
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assessment and recognition process that clearly identifies relevant skills, with assessors
explaining not only what the competencies are but how they are demonstrated

Drivers and CSAs who had undergone RPL assessment stressed the need to make the process
simply and faster, to clearly explain what theopess involved and providengoing
communication and follow up as well as covering the shifts of RPL/RCC appéindnts
allowing employees time to do RPL during work hours.

Improving the competence of workplace assessors

Ensuring the competence of workplace assessors was seen as critical. Interviewees reported
on the use of various strategies, such as improved trgirand assessor mentoring, to
attempt to address problems of workplace assessor competence. RPL and RCC candidates
were matched with a number of workplace assessors rather than relying on the judgment of

a single assessor. Interestingly a number of womderwewees mentioned that women

made good workplace assessors.

5. Emerging themes from this study

After conducting the literature review, consulting with rail companies and analytkiag
findings,a number of emerging themes have bedentified as outlinedelow.

5.1 Different views on and practice in RPL and RCC

RPL and RCC were viewed and experienced in different ways by different companies and by

different personnel within a given company. Some managers reported that RPL is essential

and very importantand others reported it is not worth the trouble. These views were

evident across and within given rail companies. Companies tended to have particular ideas
Fo2dzi LI NIOAOdz  NJ SN¥Ya &a4dzOK a Wwt[Q YR WYw// Q
be comA RSNBER AYUOSNODKIyYy3aSIoftS 2N RAauAyOufe RAT
NEO23IyAlGA2yQ GSYRSR (G2 0SS O2yOSLJidza tAasSR I a wt

5.2 Under-recognition of skills recognition

When asked to what extenthey usead skills recognition processes, many d¢iethuman
resource and training managers interviewed initially stated not much. Further into discussion
however it was discovered that skills recognition, in a broader sense (beyond RPL and RCC)
was used to quite some extent. It appears that skills redagnis becoming embedded in

work practice, often without being recognised as such.

5.3 Skills recognition is integral to workforce development

Skills recognition is integral to many aspects of workforce development including training,

human resource devepment, occupational development and competence management.

Skills recognition taps into ranging aspects of resource management in rail. Inquiry into skills

recognition can provide insight into myriad aspects of ¢ashfety issues, mentoring, talent

management, competence assurance, training and assessment, market perceptions, skills
18
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shortages, equity issues, workplace change, change management and many more.

5.4 No nationally recognised framework for RPL/RCC/skills recognition

Within the railindustrythere is concern ovethe lack of a nationally recognised framework

for skills recognition. There are currently no set standards or set assessment processes to
follow.

The general view from interviewees across companies and positions was that therd shoul
be a nationally recognised framework for rail but that this was problematic. Problems noted

included lack of clarity and consistency around how competence should be demonstrated
and state to state differences in rail gauges, tension, equipment and teahpriocedures.

One interviewee noted how th&ail Safety Act of 2008 is based on national standards but
there is a limit to its usefulness due to its broad standards which states and companies can
individually interpret. Several interviewees suggestedtta national system should be task
based with customised rules around high risk areas @rgiomi®d electives to suit specific
situations.

5.5 The importance of skills recognition and safety

The issue of safety was raised in almost all interviews aritiployees and managers across
companies. In many cases, concerns to ensure safety were given as a reason for denying
RPL/RCC and requiring employees to undergo full training. A process which ensured
employees had the required skills was also regardedtasldor preventing accidents. Skills
recognition was seen by some managers to play a potential role in ensuring competencies
around safety were relevant and dp-date and effective skills recognition was seen to be
required to ensure employer competeneeound safety.

Safety appeared to be an overriding and complex concern for skills recognition. During
interviews it was discovered thagiven regional and positional differences, a national
framework would need to give special consideration to ensusimegific safety requirements

are met in particular positions and companies.

5.6 Role-specific skills recognition frameworks: skills recognition and specialisation

Skills recognition needs and processes vary considerably between job roles. Skills mrogniti
at manager level, for example, is very different to the processes required for driver roles.
Positions such as transit officdrave particular skills recognition requirements. Specific skills
recognition processes are required in such areas as megtocoaching, technolggand the

like.

The current practice of rail directs most employees to focus on one area of expertise (e
driving, guard) rather than muigkilling. Currency is an important issgien technological
and organiational change, wh workers requiring continuing traing in their specialaion
and skills becoming outdated relatively quickly.
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Despite such speciadison possibilities were seen in improving skills auditing and developing
more holistic skills recognition processescls processes were seen to offer the possibility of
making better use of the existing skills of employees. Within given specialisations there was
seen to be room for improved recognition of a range of technical andtecmical skills.

5.7 Ensuring consistency and integrity in skills recognition processes and outcomes
Consultations identified a need to ensure equity, integrity, consistency and quality in skills
recognition processes and outcomes. This inclugeovision of equitable training and
resour@s. One area of particular concern was assessor culture, with a need to ensure
consistency and equity among vikplace trainers and assessofgother aspect was making
skills recognition processes accessible to -Bmglishspeaking background, Indigenous,
women, disabled and other equity groups.

Mentoringwas reported to improve consistency by playing a role in informing employees
about the purpose and function of RPL and RCC and providing coaching and advice to
workplace assessors. Further inquiry inte fhotential role of mentoring could assist
companies in more productively recognising and building on skills.

5.8 Skills recognition as a career development tool/pathway

Many interviewees talked about a common progression from certain roles to highel |
roles within the rail industry. There was, for example, a progression from cleaners and station
staff to guards, guards to drivers, transit officers to drivers, and from signal guards to train
control. Once finding employment in the company, it tendiedbe possible to upgrade
positions. Internal staff tended to be selected over external staff, partly due to the company
recognition of relevant skills and aptitudes among existing employees.

In relation to perceived skills shortages and internal dgwalent, the study informed that

skills shortages could be addressed through improved planning systems and training. Rail
companies were said to receive many applications for frontline blue collar positions. The
problem was not one of finding applicants br#ther one of training and orgasational
planning. Skills recognition could play more of a role here in improving sagjanial
planning and skills development.
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5.9 Skills recognition and industrial issues

Industrialissues noted included emplee responsibility for employer actions, demands for
higher pay and regulations around workplace assessors. While these were not explored in
detail in the current scoping study, consultations suggested that managers in the rail industry
felt industrial regilations constrained skills recognition processes to some extent. One
example was union regulations around the management of workplace assessors. Industrial
issues were not explored to any extent with employees who were RPL or RCC candidates.

5.10 Skills recognition and transferability

There were concerns over skills transfers between countries, between companies, between
industries, between and within states. A number of interviewees brought up interstate,
company to company, ruralrban and internatioral differences in the nature of rail as the
reasons for caution with transferability of skills recognition.

Rail industry workers who lost their positions through restructuring or closure could
experience difficlly having their skills recogrid by othe companies. Because of
ALSOALTAAFGAR2YY 6Stf ljdzr t ATFTASR LIS2LX S YI @&
Another issue which became apparent was confusion around the interstate and
inter-company recognition of RPL qualifications. While some employweere under the
impression that their qualifications would be recognised interstate, a number of managers
pointed out that qualifications from other states, countries and companies tended not to be
recognised. Some companies did not recogaiskills ofworkers from other transport
industries while others gave some recognition of prior learning to former tram and bus
drivers.

5.11 Skills recognition and training

RPL and RCC were often vieveadan alternative to training; either a candidate was granted
RPL or they went through training, and in many cases training was presented as the preferred
option.

Further inquiry however revealed a more integral connection between training and skills
recognition Some valuable skills recognition knowledge and frads regarded as training
rather than skills recognitiarConsequently, without recogmig this important link between

skills recognition and training insight into skills recognition concepts and processes in the rail
industry was not immediately appeamt.

In some cases it was suggested that training was more time aneeffestive than RPL or
RCC. Findings suggested that rather than being either/or options (training or RPL/RCC),
productive skills recognition incorporated skills recognition into irajn There appeared to

be many ways in which skills recognition and training were mutually beneficial. Assessment
of prior learning and current competencies could be used to design more relevant,
up-to-date and productive training programs. In some cased fracking or customised
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training courses were developed for employees with existing skills. Training in skills
recognition processes was also important for candidates, managers, assessors and all
involved in skills recognition. Even for those employeeth some experience, social,
knowledge and organisational value was seen in their participation in training.

6. Conclusion and suggestions for further research

6.1 Organisational commitment to skills recognition for staff development and

increased productivity
t208ydGALt A& asSSy Ay 42Nl Ay3I sAlGK GKS Y2NB
Within rail and related industriesnore sophisticated processese being developed to map
skills and knowledge and better target training and developmekitisSecognitiorhas utility
in several human resource and organisational development activities suchlést t Sy (i
Yl y I 3 S ¥hangé menagemenskills audits and capacity building through professional
development and training.

Industry has moved into period of growth requiringa greater investment in human capital

and workforce capacity buildingdrganisations are under pressure to build on and make
better use of the skills they have. The form of skills recognition required is not static but an
ongoing process that recognises new skills as they are acquired. This requires a more
encompassing understanding and practice of skills recognition that is embedded in human
resource and training strategies.

T

{SOSNI¥t GAYSAa 6S KSI NRKBKIGNIWYRS KO BDEGZE f 568 N

consequence planning and development of skills recognition does not tend to be a priority.
Research and consultations suggest, however, that there is potential to develop a more
flexible, innovative system, whereafhways are made availablrough skills recognition

and further training.

Discussios held during this scoping study suggéisé rail industry is sitting on a range of
skills and knowledge that is currently not fully recognised in many areassahérefore
underutilised. The rail workforce has a sizeable reserve of unused capacity which could be
harnessed through more focused, relevant skills recognition research and practice.

6.2 Where should we go from here?
This scoping study found thtte rai industry continues tdace challengem planning,
assessing and managing skills recognition processes and that there are indeed possibilities
for enhancingand expanding skills recognitidieyond RPL and RCC processes. Findings from
the literature and he consultations suggested thdf the rail industry is tenhance and
expand skills recognition processes, a national skills recognition framéerail would be
a valuable way forward
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Directions for future researchre presented below for furtheromsideration

6.2.1 The need to map skills recognition within and outside the rail industry

Interviews revealed that individuals and companies were engaged in more skills recognition
work than they realised and showed a lack of awareness around much ofetfskills
recognition practice underway. Further research is needed to map where and how skills
recognition processes are taking place as a basia foore thoroughand wideranalysis of

the role of skills recognition in assistiogganisationalproductiviy and individual learning

and career pathwayd-urther research could involve mapping of skills recognition processes
in such areas askills audits, competence assurance, talent mamagnt and change
management

6.2.2  The need for arail-specifichandb2 21 2y Wi SFRAYy3 LINF OGA0SQ

strategies

Research and consultations identified a né@da comprehensive, up-date and

rail-specific handbookn Yéading practice(dn skills recognition. @nponentscouldinclude:

e Analysis of policies and procedures which impact on quality and the management of
risk associated with the use of skills recognition as a basis for training and development
assessment decisions.

e Research on the role of skills recognition in positioning the culture of rail for the
future
¢tKS NBaSIkNOK NB@SIFtESR I O2yOSNYy | o62dzi GKS
view that skills recognition might play a role in bringing raitejdate. Further research
could consider how skills recognition might support managemernhefchanging face
of rail. More women, more migrant workerand different organisational and industry
pressures, for example, suggest a need for further developing skills recognition
processes to reflect the different skills and knowledge now presentragdired in the
rail industry.

¢ Inquiry into the role of skills recognition in promoting workforce renewal
TheAustralian and international literature includesansiderablenumber ofstudieson
how RPLhas beenintroduced to addressndustry decline ancdpromote quality and
workforce renewaln other industries such derestry, hydro-electricityand building and
construction (Dyson & Keating, 2009)he rail industry could benefit from a study of
how skills recognition is currently being useahd/or coul be used,to promote
workforce renewal in rail, and what the rail industry might learn from experiences in
skills recognition for workforce renewal in other industries.

e Investigation into the role of technology in improving and expanding skills recognition
Drawing on literature findings on the value cfpertfolios and the use of technology in
skills recogition, as well as the CRC for Raidvation scoping stud¢4.108)on the
potential of e-learning in railfurther inquirywould be helpfuinto the use ad potential
use of technology ilmproving and expandingkills recognition in the rail industry.
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6.2.3 The need to develop a national skills recognition framework, including
accompanying tools

This couldinclude astudy of national frameworks andualifications pathwaydor the

recognition of skills that have been developed in other industrieg. @viation, aergy). Such

a study could include consideration of what generic, elecdind customised competencies

might be included and take into acantussues around state/location differences.

Research to identifyclearlythe need todevelop a more cohesive framework with training
adapted to a national modetould also be conductedThis would initially involve the
development of a more standardisekills recognition model with improved consistency in

rail training programs and competenciasross and within all state3he studywould also
involve developing tools that are customised and could be used to enhance and standardise
practices across fatompanies.
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Appendix A: Literature review on skills recognition in industry

Why industries engage in skills recognition
The literature identifies many reasons why industries engage in skills recognition. These
include:

e To improve productivity and enhae work practice (Blom et al., 2084

e To develop a better qualified workforce (Blom et al., 2804

e To comply with the Australian Quality Training Framework (Bown@ayton,

Batemaret al., 2003);
¢ To meet access and equity obligations (Bowman e2@04);

e ¢2 YSSi O2YLIF yeQa O2YYAGYSyd G2 3It26lF € |Ijdz ¢

their national and international status (Blom et al., 2ap4
¢ To enable employmentelated gains and career development opportunities
(Hargreaves, 2006)

The recent lierature also identifies a range bénefits and values skills recognition can bring
to human resource management and training, as summarised below:
Human resource management

¢ Enables more effective and efficient utilisation of existing workforce skills
(Hagreaves, 2006)

e t NEPOARSA SYLI28SNE 6A0GK WOt SINIAYRAOIGAZ
G2 YIEAYAAS SyLX 2888 LRGSYOGAIFItQ & 6S¢tf
g2N] LX I OS OKIy3&@e3)o.t2Y S FfdX wunnan

e WARSYUATASR 0 powealful todl f6r Kriding Sedide into he learning
system-A 0 NBIFaaddzNBEa GKSY (GKSeé& R2y Qi KI @S G2

GKS& |t NBlFR& KI @S | NB/eftbutages dléadidgrultaré b ¢ ! H a1 N

(Hargreaves, 2006; Smith, 2004)

e Leads to a better qualified workforce (Hargreaves, 2006; Blom et al.a004

e Can boost employee confidence, setteem and motivation (Hargreaves, 2006;
Smith,L., 2004

¢ Can meet industry licensing arrangements (Hargreaves, 2006)

e Canprovide valuable inght into the potential contribution of various employees to
industry(Smith,L., 2003

Training

e Can identify skills gaps and avoid unnecessary training (Dyson & Keating, 2005; Blom
et al., 2004);

e Can make training more cost efficient and relevant (Bloml.e 2004);

e Better targeted training through identification of skills gaps, strengths and
weaknesses (Blom et al, 20G§Dyson & Keating, 2005);

e Saves time for employers and employees as training for prior learning and current
knowledge need not be peated (Hargreaves, 2006)
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e Enables fastracking to recognised qualifications (Hargreaves, 2006)

e Provides a sound basis for training needs analysis and is a powerful process for
career planning (Hargreaves, 2006; Smith,2004

e Can facilitatehe growthof learnercentred training programs (Smith,, 2004

¢ |s of value not only for the advanced standing it can offer towards a qualification,
but also for the information gained through the process itself (Smitf2004).

Limitations of current RPL and RCC: perceptions and practices

Recent research noted a range of factors inhibiting the effective function of skills recognition
processes in rail and industry more broadly. These include a lack of clarity and awareness
about what skills recognition is, how aiccess it and how it works, uncertainty around the
value of RPL and RCC processes, various problems with assessing skills recognition and
concerns around time, funding and access. Key points are outlined below.

Lack of clarity and awareness
Lack of aweeness of RPL and RCC (Smi@id&yton, 2009).
Lack of awareness of availability of RPL and RCC (Blom et ab; BoO/man et al.,
2003)
EmployerSlack understanding of support for RPL within industries (Blom et al. ,a2004
Lack of clarity around the I&tionship between the institubn and the applicant (Smith
& Clayton, 2009)
Language used to promoting skills recognition lacks clarity (Blom et ala2B08.3;
Smith & Clayton, 2009)
RPL/RCC processes seen as difficult and complex (Blom et ah, BOBdwman et al.,
2003; Smith & Clayton, 2009)

Assessment problems
Inconsistencies in assessment (Hargreaves, 2006)
I GSyairzy oS00SSy WO2YLXAIFIYOS |yR ONBIGAQGAGE
RPL/RCC assessors to make suitable judgmentsh@li& Gronold, 2009, p.1)
Whe focus of audit with respect to assessment for RPL is seen to be inappropriate and to
RSOl tdzS WLINRPFSaarAzylf 2dzZRIAYSYliQr 46KAOK Aa O
LIN2E OS&aa F2NJ wt[.,2004p\1)2 3 SaPQ 6{ YAGKEZ
Concen that the move to electronic record keeping will makalidating experience
more difficult (SmithL., 2003
Existing RPL practice makes limited use of technology, that the adoption of technology
in RTOs was impeded and that jurisdictional differencéste between RPL systems
andLIN2 0S3aSadQ 6. 28ftS8SY wnndodd). LIPYyT al &2y t SNNJ

Time concerns
RPL/RCC processe®s as time consuming (Smith@ayton, 2009)
Collecting evidence seen as time consuming (Blom et al.,a2004
Considerable paperw required to fulfill AQTF requirements (Hargreaves, 2006)
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Funding concerns
Cost of RPL provision is a deterrent (Bowman et al.,, 2003). More specifically,
administrative costs deter employees and employers, and hinder access of
disadvantaged persons.ri{&h, L., 2004
Uneven funding arrangements (note that since 2006 efforts have been made to address
funding disincentives (Hargreaves, 2006; Bowman et al., 2003)

Uncertain value of RPL/RCC
Concern that RPL qualifications will not equal formal trainuglifjcations (Hargreaves,
2006)
/| 2y OSNY | 0 2fdAiF SiK 52 FTWAKBIIFNA Sy OS yR ljdzk t ATAO
formally acquired skills may no longer meet industry standards (Srhith2004;
Hargreaves, 2006)
RPL/RCC considered higher risk tham#drtraining (Hargreaves, 2006)
t N2ofSyYya gAGK WiNryatlrdAz2yQ oLINROSaa 27
Ayti2 GKS adl yRINRa O2RS& NBIjdZANBR o0& | OON
translate highly contextualised life and work exignce into knowledge, which is
expressed in the general and -dentextualised language of institutionsf dormal
learning (Davison 1998yheelaharS G F ft ® HANno O ®Q 6/ YSNRY 3 aAiff
Training may be considered preferableR®Lby employees (t@nsure employees have
required skills) and employers (for learning experience and social opportunities) in
some cases (Hargreaves, 2006).

2y
RA

f]") O

Access issues
RPL has been accessed mainly by people seeking higher levels qualifications rather than
those who facéarriers to accessing formal education (Dyson & Keating, 2005)
Established workers with significant educational capital are most likely to access RPL
(Cameron, 2006)RPL access among priority groups such as migrants and Indigenous
workers is in many casdower than that of more established and experienced workers
(Bowman et al. 2003; Hargreaves, 2006; Dyson & Keating, 2005K S o0 NNA SNE Ol
Ayaltrabdziazylrts 02y OSLIidzr £ 2NHIFIyAalGA2ylrtsx O

p.ix)
The dominat outcome focused, credentialing model of RPL practiced in Australia over
NBEOSyid @SINAR Aa WolaSR 2y | aSi 2F FaadzyLIiAz

devaluesinformalandnef 2 NI £ € SFNYyAy3IQ FtyR A& y20 O2yaai
disadvadi 3SR 3INRdzLJa o/ F YSNRBYZ wnnnT [ FYSNRY 3 a
2008, p.6).

Addressing barriers to skills recognition provision
The literature informs on a number of strategies that have been developed through industry
experience to overcome baers to successful RPL and RCC. These are summarised below:

Clarity and awareness
Workers clear on the role and purpose of RPL (Hargreaves, 2006)
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Rigorous RPL process promoted in such a way that participtis y aSS & KSNS
learning fits withinthea @ a G SY GKI G GKS& NB K2LAyYy3a G2
2005, p.63; Hargreaves, 2006).

RPL process and supporting information clear and concise (SmitB004 Smith &

Clayton, 2009)

RPL materials revised with significant input from those who Heen through the RPL

process (Smith & Clayton, 2009)

Time concerns
Sufficient time allowed to collect evidence (Dyson & Keating, 2005)
Only necessary documentary evidence collected and evidence not limited to
documentation (Hargreaves, 2006; Dyson & Kept2005)

Management of process
Data about the process and its implementation collected at all stages (Dyson & Keating,
2005)
Management recognise value of RPL as industry development tool and make resources
available; Unions assist in shaping and prangpRPL (Dyson & Keating, 2005)
Contextualised skills recognition process tih@tognises prior, current and developing
workforce skills and knowledgdesigned and applied with aompatible registered
training organisation and close links with the RTCemsure industry needs are met
(Hargreaves, 2006).
Industry involved in development and validation (Dyson & Keating, 2005)
Infrastructure established for training and registration of assessors (Dyson & Keating,
2005)
Approach tailored to suit local and inslny context (no one size fits all) (Hargreaves,
2006; Dyson & Keating, 2005)
Productive and strong links between industry and the education and training sector
(Dyson & Keating, 2005)
Unions, management and candidates participate in process review (I¥y/d¢eating,
2005; Hargreaves, 2006)

Access
Barriers to RPL/RCC considered and addressed (Hargreaves, 2006)
Options for addressing skills gaps and celliey made available (Dyson Keating,
2005)
Skills not related to benchmarks acknowledged (Dyson &in¢g£005)
Those seeking skills recognition provided with support to identify skills and carry out
RPL process through such channels as mentoring, peer support, personal development,
self esteem and computing workshops, telephone advice, access to cargance and
counseling and training packs) (Blom et al., 2004argreaes, 2006; Dyson & Keating,
2005 Cameron, 2005)
Access to trained mentors and assessors, who support RPL and are highly regarded in
their fields, and who have higlevel interpersonhskills (Smith & Clayton, 2009).

28



Scoping the potential of skills recognition in rail

Benchmarks that allow the candidates some extent of success developed and used,; fair,
valid and flexible assessment processes in place (Hargreaves, 2006)

RPL made voluntary (Hargreaves, 2006)

Wctive encouragement of RPE part of an integrated planning and career progression
pathway (Hargreaves, 2006)

Avenues for appeal made available (Dyson & Keating, 2005)

Assessment
Improving the competence and judgments of RPL/RCC assessors through confidence
building and improved entoring (Mitchell & Gronold, 2009).
Holistic assessment used to reflect how skills and knowledge are applied in the
workplace (Dyson & Keating, 2005)
Postassessment fair, equitable, carefully planned and negotiated (Hargreaves, 2006)
Assessment decisiorand reasons for decisions given as soon as possible (Hargreaves,
2006)
A mentoring process is adopted for RPL assessment, enabling assessiengelkap
WOdzalil2YAaSR KSfLAYy3I A0GNFGS3IASE (2 adaad GKS vy
with networkild ' yR O2F OKAy3a YSyidaSSa Ay (GKS dzasS 27
A0NHzOGdzNBE YR | FNIXYSE2NJI Q (G2 GKS YSyd2NRy3
& Gronold, 2009, pp.£12).

Overview of key findings and emerging issues in the skills recognition literature

Extent of RPL practice and impact

A number of studies highlight the diversity of RPL underway, suggesting that RPL is a
significant and enduring feature of workplace and vocational training (Bowman et al. 2003;
Smith A., 2004; Dyson & Keating,) Hargreaves, 2006). At the same time, some studies
propose that the promised potential of RPL to recognise the life and work experience of
those whose learning has taken place outside of formal education and training institutions
has notbeen met (Camam & Miller 2004 Hargreaves, 2006).

Workforce renewal

There arevariouscase studie®f how RPLhas beenintroduced to addresendustry decline
and promote quality and workforce renewal (forestry in Australiydro-electricity in
Canada, building and nsetruction in New Zealand) (Dyson & Keating, 2005, ix)

Learning pathways in rail
Inquiry into skills reognition in rail has revealed amportant relationship between skills
recognition processes and pathways to further learnifige findings of Alaak ¥ 6 2 y 3 Qa
2002 research (cited in Transport and Logistics Centre, 2005) on railway learning pathways
included that: the VET sector has had limited involvement in rail industry training with few
railway operations courses offered in Australian universitiesirsdergraduate or higher
levels. While competencies and national curriculum have been developed for such areas as
railway operation and @A f Ay F NI & (i NHzOlLbgisNd@ntre 2008 p/3ithd2eNIi | Y R
was a lack of formal pathways for employeeshiitthe rail industry to further their skills
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YR 2060GFAY ljdzt t AFTAOIGA2y A o0Se&2y RemwoRforce f SOSE |
planning fori KS NI A f Ay R dzAdgibtieCentig @009, /3. L2 NI | Y R

Equity concerns ¢ women, non-English speaking background, older workers, and disabled

workers

Continuing interest in meeting access and equity obligations was identified as key drivers of
RPL by Bowman et.#2003). A number of research studies have however indicated concerns
around skills reognition and equity issues. Hargreaves (2006) reported that many people
from equity groups, even when eligible to apply for RPL, prefer the social and educational
advantages of participating in training programs. Cameron (2004) suggested those who are
estalished in the workforce and already able to draw on substantial educational capital are
most likely to access RPL and that RPL is less relevant to those who have not engaged in
formal learning for some time.

The literature notes that equity groups aresgelikely to take up RPL or RCC and that current

skills recognition processes are not necessarily meeting social justice principles (Cameron &

Miller, 2008). According to Cameron and Millern n ny = LIJPp 0 X W/ dzZNNByid Sljd
practices, paradigmatitssues around different forms of learning and knowledge and how

this impacts on the operationalisation of RPL, lack of awareness of RPL to a large section of

the community and the levels of cultural capital needed to engage with RPL, have all been
identfiSR & O2y GNAOdziAy3a (G2 (GKAA NBaSINOK AadaadsSoQ

Equity concerns - Indigenous groups

Little research specifically addresses the situation and use of skills recognition process with
Indigenous groups. Exceptions are the worBoyle (2009), Boyle and Wallg@®908) and
EaglesWoodward Popeet al. (200%. According tadKkemmis Atkinson,Brennanand Atkinson
(2004)and Boyle (2009)ndigenous personaccess RPL and RCC at rates lower than
non-Indigenouspersons Reasons given for these lower rates incliddénbersome and
time-consuming procedures, lack of flexibility (timing and location), and poor attention to
the cultural appropriateness of strategies and models of engagement or(XBigyle, 2009,

p.8).

Boyle (2009) has explored the potential use of elmgir use for skills recognition with

Indigenous communities in central Australia and offeiregight into the use of Recognition

of Prior Learning, Recognition of Current Competency, Employability Skillspamtiatio

software with Indigenous participasit She proposes a portfolio approach to skills
NBO23ayAaldAazy OFy fSIR (2 WiardydiPagiSrRningy Rdza G NB Sy 3
YSA2GA1L GA2YyQ 6. 28tSX HAndpI LIOHO D

Eagles et a[2005, p.1) notes how experienced and knowledgeable indigenous workers can

face challenges in undergoing RPL processes due to such factors as not necessarily having

the required documents such as certificates and logbooks to evidence competency, noting
that Wi KS&S 62N] SNA LINBFSNNBR (2 RSYeaussdii NI S (GKSA
O2y@SNAEIFGAZ2Y | YRK2NJ YI NN} A BS>dQ
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Skilled migration and RPL

¢CKS fAGSNY RAEMBI Ax RSYWREMHYHIANRY 200dzLI GA2y L Y20Af
leads to a wastage of skills (Shah & Burke, 2005, @ignificant differences between

I dz& ( dNdcdupatioal conventions and health and safety requirements and those of the

home countries of migrants can lead to the loss of skills benefits of migrants. Lack of

everyday and/or specialised technical English skills can also be a significant impediment
(Saunders, 2008, p.11). Migraskills wastage can be reduced by providing new migrants

gAlK Wl LILINB LINR | G S LINE I NI Ya F2NJ NBO23yArAaAry3
200dzLI GA2y Lt f AOSY aSspeh A AYAR AWdALIREF 1%, yal). KRIFOKO dzlJl . (idkN]

New models

The literature includes a number of new models responding to current ctyie and

opportunities in RPL (see Cameron & Miller, 20G&rnett, Portwood & Costley, 2004).

Cameronand A f f SNJ 6 Hnny I Llbc 0 LINE LB R undé@nel@ BygSt 2 LIY S
a person oriedd SR K dzY | y A & (iviewsRearifigzas & v@lualiiekprodess in itself and

includes reflection, transformation and self direction. The model embeds principles of equity

with the role of the facilitator o learning mator being crucid o6/ I YSNR2Y g aAf f SN

p.6).

Call for engagement in theoretical analysis

{YAUGK OnHnnyo0O &adz33Sata GKS O2y@SyiGAz2zydo 320SNYAy
not encourage engagement in theoretical analyses that might informuoderstanding of,

for example, how entrenched systemic ways of being tend to capture and remould new

entities, suchas RPL, to$tEA &8 G A Yy PINBIAYSAQ 6

Among the recent literature there aydnowever different perspectives on RPL drawing on

insightsfrom postmodernism, feminism ahsociecultural perspectives ég Andersson &

Harisi nncT CSY6AO1Z HnanncT ! YRSNRA2Y 9 haYlyI Hnan
a0 NI AY3 LR ikay d@nalyBis EdmerdnK D@eMdsson andGuo (2009), for

exaY L ST RN} ¢ FNRBY C2dz0F dzf 6§ Qa O2y OSLIi 2F 32 OSNY
RAGARAY3I LN} OGAOSa 2F wt[® /FYSNRY é6uHnnco SELX
O2yGNR2f YR ARSYydA(&edicsfionhl yrocestes ® Waddociofogicalft A y 1 WY A
f S@gSta 2F az20AFft &aGNUzOGdz2NBx Oflaa |yR L}R2gSN
disengagement (p.135).

Gaps identified in current research

e Although there are a number of existing studies on skills recognition in Australia, the
majority have focused on its application in education and training sectors and there is a
lack of literature on skills recognition within industrial settings (Blom et al., 2q229).
e There is less literature focused on RPL in the workplace (as distinct franmRiRgher
education) and less still on RPL within enterprise based training environments (Blom et
al., 2004, p.2) or specific industries such as rail.
e ¢KSNB NP FS¢ WLzt AaKSR add0dzRRASa 2F wt|[ 6KAO
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conditions under which it developed in Australia, and the form it has taken as a
O2yaSljdzsSy0SQ oO0{YAGKEZ Hnnys Llonod

CKSNE Aa F f1 01 2F WSYLANROIt aiddzRASa ¢gKAOK
a competencybased assessment regime, or which analyse thetepslogical and

LISRI 323A0Ftf NBflFGA2ya 2F wt[ Ay 1 dzZGNIEAIQ 6
CKSNBE Aa | fF01 2F O2yaARSNIGAZ2Y 2F Wwt][ | &
struggles) within the constraints of an enterprise and an RTO and their respective (and

noty SOSaal NAfe O2YLX SYSYy({ilI N0 RSYIFIYyRaQd ¢KA&
which includes ethnographic studies located in the miewrlds of particular RPL
SYyIFroldySyiaQ 6{YAUKZI wnnysz Lldmno®

RPL has been und#reorised and the valuing of knowl&dS A G KAY wt [ Wy (dzN
dzy LIN2 o6t SYFGAOQ 6! YyRSNEA2Y 3 | I NNR&AX wnncT |}
wt [ KFra NINBfeé 0SSy | 002dzyiSR F2NJ WL a LINY OGA
NEBflGA2ya 2F 1 dAGNIEALY £9¢Q O{YAGKI HnnyoL®d
W¢ KS A& dzo &dlionyofirdseatch riegefiaf provides ample data what RPL is,

where it happens andow much of it happens. Now we need to take up a new research

challenge: to find out and communicate abdwwwt [ 62 NJ] a ®Q 6.{ YAGKZ wnn
There is limited researchnahe experiences of those who have sought to have the skills

they acquired through nofformal or informal learning recognised (Smith & Clayton,

2009.

There appears to be limited research inquiring into the situation and potential of skills

recognition fa specific equity groups such as women, people with disabilities and

Indigenous groups.

[ AYAGSR A YioivAkBdwigdgeAis Grlerstddd, valued and viewed by the

stakeholders in the RPL process: whether cohorts of people, especially those whose

skills ae derived fromworkplace and life experience, suffer disadvantage because they

do not know how ted dzOOS&a aFdz t & Sy3Fr3aS gAGK GKS 2NHI YA
(Dyson & Keating, 2005, p.63)

W fAYAOGAY3I LISNODSLIIAZY (RIBAYSYWIRQ BXKAOHA KI By 2 (
fAYAGSR F20dza 2y LINPOSRdAzN}If A&aadzSaQ gKSy i
facilitating social inclusion (Cameron, 2006, p.135).

I ySSR F2NJ t A¥FSt2y3a €SIFENYyAy3a LISRIF3I23AASa (Kl
ciraumstances, the importance of relevancy, viewing learners from a holistic viewpoint,
AYy@SadAalrdAay3a LI ad fSFENYyAya (GNrXr2SOG2NRSa |y
(Cameron & Miller, 2008, p.3).

Research on RPL could go further in informing pracicé MINIKQS( A weke2 y S NA Q
Sylrof SR WwWi2 Sy3alr3asS Ay NBASFNODK 2y GKSANI LINI (
G2N] LX I OSaKQ O0{YAGKYE Hnnys LldmMno o
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Appendix B: Interview questions

1. Introductory questions

a) Can you brief me on your role in your quamy?

b) What is your understanding of skills recognif@RPL/RCC)
¢) In what way is skills recognition relevant to your work?

d) What training is currently avable in/through your company®ho provides thdraining?
How is it conducted?

2. General questions

a) In what ways is skills recognition (RPL/RCC) prortrmotatieted in your company? How
effective is this promotion?

b) In what way is skills recognition (RPL/RCC) currently practised in your company? How
effective are these skills recognition preses?

c) Are you aware of state differences in skills recognition (RPL)? How do these affect
productivity?

d) Are you aware of how any other sectorsg(eaviation) deal with skills recognition (RPL)?
How does this compare with skills recognition (RRypur company?

e) Do you think there is potential to learn from others or collaborate on projects? In what
ways?

f) Is guidance/coaching (mentoring) used in your skills recognition (RPL) proces$wzo
Do you think it could play a useful role?

3. Equity

a) What groups in your company benefit more from skills recogriitieny. skilled migrants,
women, people with disabilities, Indigenous workers, older workers)

b) What groups in your company benefit less? What do you think could be done to make
skills recognition more equitable for these groups?

c¢) Do skills recognition processes vary across differectipationalevel$? (e.g. new entrants,
middle level staff, supervisors, managers)

d) Do skills recognition processvary across sectorg@.g. drivers, engineers, admin. staff)
e) Do you have an RPL process for migrant workersifasw what does it involve?

f) What do you see as the main areas of assistance required to enable migrants to benefit
from skills recognition (RPL)?

4. Competency framework and qualification pathway

a) Do you think the rail industry could benefit from a new framework and

gualification pathway? If sthow?
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pd {GN}GSIAAO NBO2YYSymRRailRegojition 2F G(KS ! w! Qa 6HAnN
a) What role, if any, do you think skills recogmt(RPL) might have in:

(i) positioning the culture of rail for the futuf®

(i) increasing the pool of wiers attracted to the industry?

(iii) retaining experienced staff and the knoedge they hold?

(iv) establishing more effective migration arrangentsh

(v) building new employment and training?

(vi)introducing more flexild and innovative work practices?

(vii)ensuring a consistent industry approach to skills developrhent

(viii) collecting valid workforce planning informati@n

(iX) @nducting regularstakeholder communication regarding wdokce risks and
strategie®

6. Wrapping up

a) Do you think there is potential for expanding enhancingRPL in your company? If so,
what do you think needs to be done?

b) Is there anything else you would like to mien with regard to skills recognition (RPL) in
the rail industry?
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Appendix C: RPL/RCC application and assessment process

Application

Assessment
of portfolio
evidence

sCompany informs employees or RPL/RCC opportunities and promotes beneﬁtm
applying

sApplicantinforms designated person/department {learning and development
services) of their wish to apply for RCC/RPL for upcoming training program.

sDesignated person/department conducts pre-assessment with applicant to
determine their suitability for RCC/RPL

sIf considered eligible for RCC/RPL, applicant is asked to attend a meeting. During
the meeting, the assessor providesinformation on what competencies can be
recognised through RCC/RPL, how to complete self assessment, how to gather
and prepare a portfolio of evidence and how previous training can be recognised.

sApplicantis provided with RCC/RPL guidelines/kit containing an overview of the
process. Information on relevant competency standards, self assessment forms
and evidence required.

s Applicant completes application and submits portfolio of evidence within set
time frame, seeking support from assessor if required.

sEvidence provided assessed by designated, certified assessor. Assessor checks\
evidence is valid, reliable, current and sufficient.

*Assessors screen candidates, advise on types of evidence required and
assessment to be undertaken, assist candidates to collect and structure
evidence, assess candidates skills and knowledge in relation to qualifications,
competencies and learning outcomes and report results to the manager.

slf more evidence is required, assessor discusses options with applicant, applicant
resubmits portfolio and assessor reviews additional evidence.

*Assessor informs applicant of assessment decision and clarifies whether or not
RPL/RCC has been granted in part, in full or denied. If RCC/RPL is denied,
applicant will be required to attend full training but will have the right to appeal.

*Assessor signs application and submits to training representative

eApplicant formally advised of results

sAssessment results recorded in company database or archives /
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Appendix D: Types of evidence required by participating companies

Evidence required

Examples

Documentation of
formal education

Previous qualificationskrtificates, diplomas, statement ¢
attendance/attainment or resultfrom relevant courses of study
Learning outcomes, content details and results of previous st

Evidence of work

Ob<=rvation of relevant workasks

performance References, letters, statemenfrom employers or associates
Documentation of work project outcomes/ work @cs/
examples of work products
Reports from supervisors, managers @iters
Position description outliningpb tasks and accountabilities
Third party testimonials/reports/ business statermerirom
customers and associates
Records of workplace training
Documentation of work assignments or projects
Evidence of Applicants selassessment/personal assessme
informal, Confirmation of relevant communityunpaid or volunteer
non-formal and life experience
experience Interview candidate to determine knowledge and understandi

Challenge examinations
Demonstration and assessment of current skills
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