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Executive Summary

New South Vdles is experiencing a shage of early childhood trained staff i
children’s services for chiten under school age, for which the Goveentnis
seeking solutions. The shortagfetrained staff has resulted requests tohe Minster

for approvals for a lesqualified peson tobe in the position of teadr to meet tle
licensing requirermnt for ealy childhood qualified teaddrs. Other longer-term
implicationsmay include a reductio in thequality of children’s sevices as a learng
environnent for children before school, itth protection concerns and the Iéga
implications if centres are unable to set regulatory standards. Research has
consistently identified the guloyment of qualified staff as an indator of ged
quality childcare.

The research investated the extent anceasons for the apparent shortage of early
childhood qualified staff. Methods include literatwe review, interviews with
stakeholders, secondary datalgeis and a survey of quagfil staff in and out of the
early childhood profession. The reportakes recommendations to address the
problem Sone of these solutions areoutsice the respnsibility of the NSW
Governnent but require the comumicationof the findings by the Office of Childcare
to ensure their iplementation.

Recommemnlations

Reasons for the shortage of staff rarfggm education opportunities, graduates
leaving the profession, work conditionsttee professional support and status of the
profession. These reasons are exacerbbyethe fragnentation of the profession,
funding restrictions, limitedareer opportunitiesnismatch between training and job
expectations, level of admstrative wak required and workplace stress and burnout
(CCCAC, 2001a). The report describevidence for the reasons andakes
recomnendations to address the shortage.

The recommendations focus on building araintaining comection to tle proession
for potential students, undeegluates, staff working in the profession and people who
have left the profession.

Implementation of the recomrandations W require the coribution am
commtment of all stakeholdes in the profession. Howevein order to effect the
recomnendationstheyare franed in terns of action or communation by tre Office
of Childcare, the comissioner of the research and the agencyarsple for the
legislative requiremnt for qualified staff. The types aecommended actions are for
the Office of Childcare to:

X strenghen licensing reqgrements;
X communicate findings to other stakeholders; and
x recomnend action by other Goverrmamt agencies.

The enphasis hasden placed omhe orgaisational and ammunicatio role of tle
Office of Childcare as the goverent agewy responsible for children’s services
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policy. The recommndations recognise thesponsibility of other stakeholders to
commit resources and tieto solvethe shortage of qualified staff.

Wages and conditions

1.

That the Gfice of Childcare comomicates the findings to the NSW g
Commonwealth Governments to recommend the payment ofarprmand
temporary salary top-ups for rural angemote early childhood education st
similar to the General Pactitioner and nursing schemes.

nd

A ff

Cooperative financial arngenents between Conwnwealth, State and Local
Governnents and local eployers to encoage the relocation gbrofessional staff
such as GPs and nurses to rural regians successful models for cpanison.
Suggestions fromthe profession dr tenporary assistance for critical shortages
included Governrment financial support to eural agency to qovide tenporary staff.

2.

That the MW Goverment maintains orimproves the current regulator
requirements for qualified staff and child:staff ratios in the interest of ¢
quality care and workplace conditions.

Yy
jood

That the NSW Government amendg tlegulations to improve workplag¢

conditions, including:

requirement for temporary and permanent Authorised Supervisors to under
minimum of 6 hours continuing eduaatiper year (Recommendations 4 and 14

monthly supervien of qualified staff bydirectors @milar to socid worker
requirements) to facilitate professional support and developrg
(Recommendation 14and

pleasant physical environmieimcluding off-duty facilities.

e

take a

H

That the Office of Childcare communtea the findings to unions and employ
in the prdession about \ages and caditions, including:

improving the pay conditions to 2-yeaARE trained or equivalent staff t
financially recognise the befit of qualified staff;

increasing the consistency of conditions across awards;
child-free staff meetingnd daily preparation time during work hours;

payment by the employer of anysacided cost andtime fdlowing the
implementation of Recommendation 3femporary and permanent Authoris
Supervisors to undertake a minimun6dfours continuing actation per year,

financial recognition dpost-graduae qualifications; and

recognising the benefit of students’ pregsive educational experience in wa
rates paid to them whilthey are undergraduates.

ers

\ge
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Students should be encouraged financiallyvark in the profession rathethan in
higher paid unrelated workplaces to incretie@r connection to the profession before
they graduate.

5. That the Office of Childcare communicatie findings to employers, unions and
peak organisations to ipnove wakplace conditions, including:

x stable or flexible shifts to meet otheesponsibilities to camply with NSW ant]
discrimination legislation

x workplace relations, teamwork and leadership opportunities;
x workplace resources for teaching;

X consistent access to entitlements sucbrdisand meal breaks, ability to take sick
leave, to plan holidays and RDOs;

X priority of access foemployeéeschildren, thereby facilitating FBT-exempt sajar
packaging of child care fees;

X exit interviews for qualifiedtaff leaving a service;
X sole or shared employment of mess managers between services; and

x other workplace and industtdiaconditions listed in Recommendations in thi
report.

)

6. That the Gfice of Childcare, in riation to the impat of employing early
childhood education teachers on the cosenaployers and on the affordability pf
child care fees:

X examines options for the NSW Governmeimmdcease and reallocate the funding
currently used for community lomtay care operational subsidies; and

X communicates the fimhs to the Commonwealth in relation to the costdovices
and its implications for an adjustment @ommonwealth Childcare eBefit to
cover tle increasing ga-fee.

UNSW Research @hoortium Y,



General reasons for the shortage

7. That the Office of Childcare communtesa the findings to the profession about
improving the value of early childhoodrears by collating material supplied by
educational institutions, peak bodiasd employers and distributing to graduates
in and out of the profession, including:

X 6-monthly mail-out to graduates with pedical information included in this
recommendation;

X a register of graduates who have lg¢he profession. Employers and reljef
agencies should be asked to encourage graduates leaving the profession|to join
the regster;

x clearinghowse of information for career plas, networks and development
opportunities (such as continuing eduoati retraining, bridging courses and
financial assistance for educatign)

x role of CSAs in supporting consistemplementation of the regulations fo
enhance the provision of quality care;

X a new edition of the Community ChiCare policy handbook (or similarjo
include infeamation about priority ofaccess for employees’ childreamd an
additional handbook on familyiéndly practices for childare service employee
and

i

X supportive workplace conditions in avdsrand examples of best practice.

8. That the Office bChildcare reconmends to the Natioh&hildren's Servies
Administrators that national workforagata on early childhoodualified staff be
separately categorised by existing datalectors such ashe Graduate Careers
Council of Aistralia and the Ausalian Bureau of Statistics.

Australian GraduateéDestiration Survey includes conparative information on the
nunber of graduates and which industrresent graduates are currently working in
(Graduate Careers Council of Australia)eTdata do not distinguish early childhood.
Similarly, no relevant ABS statistics olabour force particigtion and training
specific to early citdhood teachers is available (Directorfy Bducation and Traing
Statigics, ABS).
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Quialifications and education

9.

X

That the Office of Childcare communicatihe findings to stakeholders in ea
childhood education courses about:

strategies and commitment to broadenithe recruitment pool to increas
geographic, gender, cultural and indigenous diversity;

the relationship between courses at défé campuses such as specialisati

differentiation, flexibility of deliveryand collaboration toimprove effective

education opportunities;

embedding mentoring as part of the cgrto establish connections to t
profession beforstudents graduate;

support to workers already in the professito enrol in and complete courses
upgrade their qualifications, such assite learning hours, study leave;

ways to support the qualit of students’ practiom experiences, includin
mentoring, peer support, assistander Indigenous and rural placemen
(transport, accommodation and lost incomand

managerial skills for opeting children’s services.

10.

That the Office of Childcare communicatihe findings to the tertiary educatic
sector and Commonwealth and State Gorent Departments about consideri
methods of offering scholarships fuddey CommonwealthState or private
sources to address the imperatives of:

increasing recruitment from rural areas;
retraining of mature graduatesho have left the profession; and
increasing gender, cultural and indigenous diversity.

Relevant agenci@sclude Commonwealth DepartmewfsEducation, Science ar
Technology; Employment and WorkplaRelations; Immigréon, Multicultural
and Indigenous Affairs; Boriginal and Torres Straitslanders Commission; an
NSW Department of Education andaihing.

d

11.

That the Office of Childcare requires a key performance indicator from t
contracted provider, AECA, that it clariBeo the profession the processes of
Qualifications Committee and the guise infomation requred to be attached t
the application to minimise decision madsidelgys and review whethedditiond

he
the

staffing support to the Committeerégjuired to expedite the process.
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Recruitment

12.That the Office of Childcare communiea the findings to peak bodies and
employers about devela graduate recruitmerdirategies such as:

X university-based recruitment 6 monthsefore graduation (similar to th
Department of Education Targeted Graduate Scheme

¢

pooling recruitment resgces and strategies;
positive practicum experiences (Recommendatipn 9)
financial support for indigenous and runalacements (Recommendation ;1@nd

X X X X

supporting recruitment of mature workeback into the profession through
scholarslps to retrain and work conditionsuchas stable fixed shifts and family
policies (Recommendations 1-5, .10)

A recruitment schera that benefits employersthat vary in size, location and graduate
characteristics is required toeet the drerse needs of the profession. A dmation

of direct and indirect stragees is therefore needed. T@eown Employees (Teachers
in Schools and TAFE and reééml emploges) Salaries and Conditions Award
provides a ‘Socio EconamGoods and Serses Allowance’, dependent partner and
child allowances, vable allowance and vaganh travel allevance tocanpensate fo
geographic isolation. These allowancesyvdepending on location throughout NSW
Offering a sinilar schene or tax rebates to attract trained staff to rural regioag m
assis$ the recuitment praess.

13.That the Office of Childcare communicates the findingshto Commonwealth
about:

x the restoration of early childhood educatitmthe priority migant career list and
provides adice to the Commonwealth about acceptatbocumentatio required
to meet NSW qualification standards; and

x the inclusion of early childhood educatedftin the tax cocession categories fq
rural and remote areas (Tax Zone ahd Special Tax Zone A and Br the
provision of specific area allowancesall appropriate industrial awards.

=

Professional support and status

14.That the Office of Childcare communiea the findings to peak bodies and
educators in the profession about estdbhg local professional support networks
and professional continuing education through:

x providing a small amount of seéed money to each local area;
X publicising sucesful examples of networking and mentoring (&omnendation 7)

X publicising career path andlevelopment opportunities such as examination
markers; QIAS reviewers; part-tenor guest lecturer; tutor; professional and
advocacy participation (Recommendation 7)

X publicising professional continuing eduima and incorporating it as an annual
requirement for Authorised Supervisgecommendation 3hrough a variety of]
courses and formats eg-gervice, on the job traing, networks and courses at
universities, TAFE andam-governrent providers.
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Peer support, emtoring and professional tveorks have ben successful straieg
both within the profession (egotal Network Eastern Suburbs, Sydney) and
exterrally (eg Women in Busness Mentoring Progrgminitiatives need to be Ically
driven but assisted in their establisgtmh by the profession connecting child ecar
servies, staf within them graduates ho have left the profession, networking
facilities such as distance education equpmUndergradates bould be represented
in the estadishment consulthons.

Professional continuing education & requirenent for some early childhood
enployers (eg SDN Children’s Servicd#nc), Early Childhood Long Day Care
Centres (State) and Creche and Kinderga&ssociation Queensland) and in other
professions (eg adical, legal,financial). A distinction fom other professions is the
relatively poor pay, which would probablyogeére that employersvere required to
pay the cost of continuing education work hours. Many aeurses and training
opportunities exist in # profession and in relatedhitning areas (egniversity and
TAFE centres for professional education @ontinuing education, anagenent skills
training and courses andrferences run by peak bodigghin the profession).

15.That the Office of Childre advocates to theSw Department of Education and
Training the implementson of the Ramsey Report recommendation on| the
formation of an Institute of Teachers, withe following features to dnefit the
early childhood profession:

X representation from akarly childhood bodies; and

X associate membership for TAFE trained staff.

The anphasis within the profession of iting all types of edy childhood care and
education and raployees with different qualdatiors shailld be naintained in tke
principlesof the Ingitute of Teachers. Sitar objectiveshave ben adwanced in tle
Australian Librarian Infornation Association.

16.That the Office of Childcare communtea the findings to peak bodies and
educators talevelop pulicity to entance the &atus of the priession ly:

X improving graduates’ participation inprofessional organisations and peak
bodies;

X publicising early childhood education aa positive career by designing
information about the nature of the gfession and personal and professiopal
benefits that can be gained from this type of work;

X promoting the educational fution of children’s services;

X promoting early childhood ihigh school career days; and

X promoting the benefits of furtherwzhtion to child care professionals.

UNSW Research @hsortium iX



Early Chldhood ard Qualified Staff

1 Introduction

New South Vdles is experiencing a shage of early childhood trained staff i
children’s services for chiten under school age, for which the Goveentnis
seeking solutions. The shortagfetrained staff has resulted requests tohe Minster
for approvals for a lesqualified peson tobe in the position of teadr to meet tle
licensing requirermnt for ealy childhood qualified teaddrs. Other longer-term
implicationsmay include a reductio in thequality of children’s sevices as a learng
environnent for children before school, itth protection concerns and the Iéga
implications if centres are unalite meet regulatory standards.

The primacy of the early years of life hawe‘decisve impact on the architecture of
the brain and on the nature of adult cafesi (CCCAC, D01le). To enhance these
early years, the qualityf Australian childen’s servicesis maintained through stat
and territorychild care rgulations and national accitdion systers that recognise
the enployment of qudified staff as a corespect of rantaining quality standards
(Brennan, 1998). These standards also raseghe need to adeks the diverse and
additional reds ofthe childen aml families and diferent parts ofthe proéssion
particularly children from indigenous arallturally diverse backgrounds, children
with a disability and children at riskr other disadvantage (Butterworth, 1998;
CCCAC, 2001a). Research has consistemntified the enployment of qualified
staff as an indicator of goaglality child care. Even witlccreditationhigh quality
care will be at riskuntil early childhood tedwrs are encouraged to enter andaiem
in the profession (Keller, 2000).

This project investigated the extent andsens for the appareshortage of early
childhood qualified staff. It mkes reconmendations to address the problem.

The report is structured in the follavg way. After this introduction, Section 2
explains the research design andthndology. The body of the report presents a
summary and discussion of the findings: Sec8alescribes the extent of the shortage
of qualified staff; Section 4, the asons for the shortage followed by
recomnendations to each probleretailson the research instriamts and findings
are presented in the agoylices.

UNSW Research @hsortium 1



Early Chldhood ard Qualified Staff

2 Reseach Design and Methodology

2.1 Aims and Objectives

The ains of the research were tmvestgate the extent of current @oyment,
apparent shortage and reasons for thastage of trained early childhood personnel —
early childhood qualified teadtrs and TAFEqualified staff — in licensed early
childhood centre-based services.

The project mthodology was designed to adds the objectives of the project. The
figures after each objectivefee to the tasks in thenethodology that address the
objective and are described furthette renainder of this section.

The objecties of the resarch were to investigate:

1. The extent of the current goymentof early childhood qualified teachers in
licensed early childhood cees in NSW including thelevel of enployment of
early childlood qualified teachers perrgee conparing with the regulaty
requirenent per service.

2. The extent to which there is a shgeaof early childhood qlified teachers in
NSW.

3. The reasons for this phenenon, including:
X why people are not enteritigaining institutions; and

x why early childhood students on cpletion of their studies, are not
entering the profession.

4. The extent to which salary and conditiptiee range of Awards and differences in
these, may be contributing to the problem

5. The extent to which the operational chaeastics oftraditional serice models
(long day care/preschool)anbecontributing to the problem.

6. The extent to which services argperiencing difficulty in recruiting TAFE
qualified staff and the reasons for this.

7. The exteh to which these pbnamena exist in otér Australian Statesand
Territories.

8. To meke recommendations to the Minister Community Services in rdian to
the findings of the resedrcincluding options that calead to edresing ths
problem with the proviso that the ways which the problentan be addressed,
may rest outside the province andgpensibility of the NSWGovernnent.

The research was conducted through the following four tasks:

a literdure eview;

X
X an analysis of secondary data;

X interviews with keystakeholders; and
X

a survey of early childhoottained teachers and dthilcare workers currently
working inside and outside the profession.

UNSW Research @hsortium 2



Early Chldhood ard Qualified Staff

2.2 Literature Review

The first task of the project was to contac conprehensive literature review of
related research conducted in Australrad aoverseas. The literature review drew
together the existing research on the incidgemeasons and solutions for shortages of
trained early childhood personnel fromvarety of sources. It involved systatic
searcles of:

X electronic dtabags;
X published material; and

X responses to letters sent by the €ffof Childcare about accessing unpublished
material andreports to pak clidren’s services organisations.

The literature review induded the eperierce ofthe childens serices pofession in
NSW, conparative naterial on dher children’s srvices juisdictions; theexperence
of other professional indugds experiencing personnel stages; and the ipact of
the shortage on the experience of parantschildren using children’s services.

2.3 Secondary Quantitative Data Analysis

The second task was the identification andlygsis of secondary data sources. These
included the following data sources:

x Departnent of Community Services dathases: Annal Serwces Plan and
Reporting Docurent (ASPARD) and Childngs Servces Information System
(CSIS), data on details about dard for trainedstaff accorthg to the mmber of
licensed places, licenyg breaches, exentions and declarestaffing le\els;

X NSW Departrent of Industrial RelationsyWwomen’s Equity Bureau investigation
on equal pay including th&hild care profession; and

X Industrial Awards and Enterprise Agreemts.

The aimof this analysis was to descritiee extent of the shtaige of early childhood
teachers andAFE qualfied staff in terns of any trends, such as location, service
type, graduate type, comparison to othersdictions in Australia ath conparison
between working conditions.

An attenpt was nade to gatkr enrolnment and gradation dda from tertiay
institutions in New Solt Wales that traa early childhood teachers. Unfortunately, the
data wee not readily accessilbe within theexisting researchesouices. It was decided
that this conponent of the projectould cease.

The data argsis is sumrarised in Seatin 3, with the Award analysis in Appendix A.

2.4 Stakeholderinterviews

The third task of the project was to condusedes of smi-structured interviews with
key stakeholders. They included:

X course organisers at uensities and TAFE that prale early childhood training;
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Early Chldhood ard Qualified Staff

X children’s services organisers with tfedevant unions including the Independent
Education Union, Liquor, Hospitalityna Miscellaneous Whkers Union and
Municipal Employees Union;

X children’s services peak groups imding NSW Children’s Services Forum
members and constituents, Country ildren’s Services Association, NSW
Occasional Child Care Association, WS NACBCS, Quality Childcare
Association and the Assiation of Child Care Centres of NSW

x large enployer groups such as KU Childre Services, SDN Children’s Services,
local councils and NSWepartnent of Education and Training;

X governnent agencies wolved in licensing andjuality conrol of licersed early
childhood centres — @artment of Comnunity Services Children’s Services
Advisers ad the Natioal Childcare Accreditatio Council;

X parents recruited througither stakeholders; and
x directors and eployers in children’s services.

Children were not interviewed or observdokcause of te short time fram that
prevented an accgble focus on th child’s exerierce of different leels of trainng
of carers.The project rikied ontheliteraure review to rewal childen’s experiece of
the isse.

Stakeholdes were seleted in cosultation with the Departent. A snowballimg
method wa enployed to recruit stakehdérs, having first established initial
representatives ieach of the gor groups listed above.

The semstructured inteviews addresed issess elating ta

perceptions of extent of problem

graduates understanding of workntEnds;

impact of wages and conditions;

operational and systeoxcharateristics that nay impact;

career optias and career pathand

X X X X X X

ideas for solutions — short and long term

The stakhdder interview are alysed in Apperdix B. Detaled findings are available
on request.

Additional interviews were held with wdent graduates. A randosanple of 20
students Wwo were about to graduattom an early childhood programat a
metropolitanuniversty were interviewed by telephone. They were asked about:
their immediate enployment plans;

reasons for these plans

their longer terntareer plans; and

X X X X

suggestions for how the apparent staffortage in the 6- sector nght be
addressed.
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The student interview findings are summsad in Appendix C. Research conducted
by Alison Elliott, University of Westrn Sydney from1998 to 2001 on early
childhood students’ eployment expectations anpreferred destinations in the short
and long-term is summarised inppendix C. Administrative data on reasons for
student extensions and net®n were also analysed.

2.5 Early Childhood Qualified Staff Survey

Informed by the issues that engedfrom the literdure revew and iterviews with
key stakeholders a survey instremhwas dgeloped to explore thesesigs in reléion

to the employment of trained early cidhood personnel in licensed early childhood
centres in I[$W.

This conponent of the project surveyedrly childhood teachers an@dFE qualified
staff currently working both inde and outside the profession.

Given the linited time br the projet investigation and deadline, a purposive
sanpling model surveying early childhood gjified teachers and TAFE qualified
personnel currently working in licergseearly childhood centre in NSW wa
enmployed. This saiple of personnel workingn the profession was used to identify
and survey early childhood trained peopleondid not currently work in the early
childhood profession.

The sarple was selectettom three areasn NSW: metropolitan, regional and a rural
area to account for geogiaic supply and deamd and demographic differences. The
seletion of the eseach areaswas ajoint decision between the Department and the
Consortiumbased on a nuper of socio-econwoic factors. These faat® include the
availability of childreris senices, the chaacterstics of families such as indgenas
and econore and cultural background and lévef disability. The research locations
and the Degrtmental areas irwhich theyfall have not bee idertified in ths repot.

As licensng issues are sensitivea cecison was nade to keep the locatien
confidentid.

All long day care centres (private and othergath research area were selected: inner
metropolitan (81), regimal (39) am rural (23) Each service was sent at lease on
survey for a current staff @mber and onesurvey for soreone no longer epioyed in

the profession. In soeTtasesurveys were also sentttee service rmanagenent group

to enhance the distribution process. Stathm services were asked tasp the surgy

to people they knew who hekhrly childhood quali€ations but do not work in the
early childhood profession. To encourage symeturn, respondents were paid $10 on
return of a corpleted survey.

Due to tle limited research period, the survems sehin early Decerber. This is a
busy time for many licensed early childhood wtes with end of year and holiday
activities. All services serthe survey received alfow up phone call in the week
beginning 4 Decenber 2001 to enourage swey response. Many centrérettors
had not had tim to distribute the surveyot did they anticipate responding to the
survey due to end of year pressures.

The survey included questions relating to:
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x denographic information such as gende age, qualifickon and year of
graduation, employment history;

perceptions of extent of problem

impact on co-workers hddren and émilies;

reasons why respondents continu@king or have left the profession;
impact of wages and conditions;

operational and systeaxcharateristics that nay impact;

career options and career paths;

ideas for solutions — short and long teand

X X X X X X X X

a section in the suey for qualified st who are also the person responsible for
enploying staff.

The survey findings are attachedAppendk E. Survey commnts are availdb on
request.

Survey reslis are inclued in the baly of the report where apppriate. Sora survey
questions wre optional. Survey respondents did not have to respond to every
question. Were survey responses were opéibthe total nurper of respondents to
that particular quesin has been included.
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3 Current Situation

Children’s services in Austiia are under pressure dueesthumulative effect of the
increase in both the demd and apply of children’s services and the apparent
shortage ofqualified staff. This seémn summarises the changes in dand for
children’s services, the damd for qualified staff and thexéent of the shortage in
NSW, nationally and internationally.

3.1 Demand for Children’s Services

Demand for children’s services continue® grow. In Austrba, 23 per cent of
children aged 0-4 years used fainchild care only in 1999, an increase of nine per
cent since 1990, with 17 per caitchildren aged 0O to 4 years used a combination of
formal and infomal care in 1999, an increa of five percent since 1990 (ABS, 1999).

This increae in denmand is explaned by changing dewgraphics such as fam
mobility, the proportionof working parets (46per cent of woren whose youngés
child was aged 0-4 years were in the wor&e), the perceptioaf the value of unde
school age group activitieschool preparation and respite care needs (ABS, 1999;
Brennan, 1998).

The ngjority of families use long dy care on a part-timm basis. Table 1 shows the
weekly hous of child attendnce in bng daycare. M@t recetly child hours of
attendance have ramed fairly stable. Tare is a direct link between labour force
participation and the age of the youngdstd. The younger the child the less hours of
labour force participation by one parentaly the nother (ABS, 1999). The desind

for approprate cae is conplex to neet the needs ofamilies swch as rual
populations, shift workers, cliurally diverse and indenous communitiesard
children or parents witldisabilities (Butterwah, 1998; CCCAC, 2001b; CCCAC,
2001e). Employrant of staff with divers backgrounds is oneathod of meeting
these community nesd

Table 1: Average Weekly Hours Qildren Attend Long Day Care, 1997 and 1999

Longdaycae
Private Community based
1997 1999 1997 1999

Child hours pe week %

<10 25 28 26 30
10-19 33 33 30 32
20-29 19 18 19 18
30-39 10 9 11 9
40-49 9 8 10 9
50+ 5 4 3 3
Total 96 96 96 98

Saurce: Depatment of Famly and @mmunity Sewices,1999 Census of Child Care Servces 2000
and 1997 Census of Child Care Sevices am 1996 Censis of Child Care Sevices 1999,
Canbera, Department of Family and @mmunity Servces.
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In Australia there was a 50 per cent inceeaswonmen in the labouforce (from43
per cent to 63 per centhetween 1973 and 1993. This increase in @aom
participationis expected to comtue until at least 2005 (Community, 1996).

3.2 Demand for Qualified Staff

The supplyof child care places has imased significaty since 1991 (FaCS, 1999:
6). Yet there is a reported shortage oflifieal staff necessary to atch this supply.

Staf ratiosin NSW are listed in Tale 2. The maximum number of children that can
be cared for in a long day care centré&®W is 90, only 30 of these children can be
aged under 2 years.

Table 2: Staff Ratios in Nev South Wales, 2001

Child age Staff:chld ratio Group size Number of trained staff
0-2 yeas 15 up to 10 children 30to <40 children 1
2-3 yeals 18 up to 16 children 40to <60 children 2
3-6 yeas 1:10 up to 25 children 60 to <80 children 3
80 to 90 children 4

According to NSWDoCS data, as dbecenber 2001, therewere 1452 licensed
services, regring up to 1326 teacérs if all licensed places wemperational (Table
3). In contrast, 1555 teachers were employeitially indicating a surpla of teachkrs
enployed above requireents. However, wén these numbers were analysed by
location andservice type, there apgrs to bea shortage of teachers in long day care in
the netropolitan aeas étatisticdly significart). When controlling for the size of the
long day care centre (nuoer of teachexr required, this difference between
metropolitanareas andan-metropolitan areas ntonger exsted. So it apgars that the
apparent shortage of teachean long day care in @ropolitan areas is explained by
the higher proportion of larger centres.

Table 3: Staff Requirements in NewSouth Wales, 2001

Service type Numberof Teachers Teachers Total excess Metro excess Non-metro excess
services required for enployed (shortage) of (shortage) of (shortage) of

licences teachers teachers teachers

Longdaycae 908 992 1004.0 12 (27.5) 395
Pre-ghool 437 311 4785 1675 43 1245
Othe 36 135

Mobile savices 33 1 220 21

Multi-purpose 12 19 11.0 (8)

Occasional c& 62 3 39.5 36.5
Tota 107 23 725 229 515 1775
Saurce: NSW Depatment of Community Sewices,Community Servces Informaton System (CSIS),

Decenber 2001
Notes: Part-time staff are assoed to equal 0.5 ful-time
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3.3 Shortage of Trained Personnel

New South Vdles, like other jurisdictionsis experiencing ashortage of early
childhood trained staff in children’s servicés children under school age (Press,
1999; Grey, 1999). The high annual losseseathing staff fronthe child care field
are quoted as 33 per cent to 40 per cent (Tepperd®7; CCCAC, 2001c). This
shortage is with both early ifhood trained teachers andAFE qualified saff.
Stakeholders and survey respondents foiindifficult to recruit staff with both
qualifications.

Extent of the shortage

The Australian Council of Deans of Educattisurvey of projected teasheducation
graduates in 2000 etved that there wdd be 6000 primary school teadrs
graduating bt only 1760early childlood teacheeducation graduates a ratio of 3.4
to 1.0. A calculation of needs demonstratikeat this inplies ashortfall of early
childhood teachers, ah that anappropri¢e ratio is around 1.21 to1.0 (Preston
2001c).

Existing edicatioral prograns, such asthose adrmistered by TAFE, has been
reported as perhaps being ailgd in the current cliate of funding reduction further
exacerlting the shortfall in child care worker enradmt (TAFE, 2000).

Information provided by Community Seres, Health, Tourism and Hospitality
Division, TAFE NSW, 2002 (FoonghaBabin) indicates that:

y enployment in the Health and Communitgervices sdor (of which childen’s
services are a part of) will grofrom 280 000 in 2000 to 325 000 in 2005;

y TAFE predictions indicate there will @ojected openings of 550 child care co-
ordinators and 22 862 child care nker positions in NSWy 2005;

y total TAFE enrolnents in 2001 were 896@n increase of around 3 per cent from
the previous year;

y average TAE enrolnent for 1998 to 2000 were 9103;
y there were 530 course Wwdrawals in 2000, an attritiaate of 6 per cent; and
y average attrition rate from 1998 to 2000 was 6.3 per cent.

Table 4 exacted fom National Insitute of Economic Industry and Rseach data,
shows enployment predictions from 2000 t8005 for internadiate services workers
(provided by TAFE, NSW
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Table 4: Predictions from 2000 to 200%or Intermediate Services Workers

Employment  Growth Share of Share of total Aggregate openirgy20002005 Turnover
2005 2000- enployment opening share
2005
2000 2005 Growth All Growth  Turnover All

% % % % %
Intermediate 17858 26601 516 5.78 1072 948 28205 136 646 164 83 83
service workers
Carers and aides 74497 13671 2.06 241 52 293 13671 37 180 50 851 73
Educationaides 12892 1476  0.39 0.42 0.56 0.38 1,476 5107 6583 78
Children’s care 29751 7178  0.77 0.96 2.73 1.32 7178 15 684 22 862 69
workers
Special cas workers 16 117 1841 048 052 07 0.63 1841 9155 10 996 83
Persmal senices& 15738 3176 043 0.51 121 06 3176 7233 10 410 69
nursing assistants
Miscellaneous 21973 2423 066 0.71 0.98 0.48 2582 5769 8351 69
specialist mnagers
Policy & planning 1666 88 0.05 0.05 0.04 0.03 98 403 500 80
manages
Health services 2288 295 007 0.07 0.11 0.06 295 698 993 70
manages
Educationmanages 3733 434 011 0.12 0.19 0.08 512 791 1304 61
Commissioned 555 50 0.2 0.02 0.02 0.01 50 132 183 73
officers
(managenent)
Child care co- 1488 242 004 0.05 0.09 0.03 242 308 550 56
ordinatos
Media produces & 2493 475  0.07 0.08 0.18 0.07 475 667 1142 58
artistic directors
Other specialist 9750 840 03 0.32 0.35 021 911 2769 3679 75
manages

Souce: Nationalnstitute d Ecoromic Industry andResearch?001 (provided by TAFE, NSW).

In July 2001, the Office of Childcare ask€tiildren’s Services Advisers (CSAS) to
describe the extent of the shortage oflifjed staff. A summary of the findings is
presented in Appendix F.

Table 5: Main Staffing Difficulties Experienced in Long Day Care Centres, by

Area
Number of areas
Staffing difficulty Rural (19 Metropolitan (4)
Difficulty attractirg staff 8 3
Currentvacandes

Pasitions filled with staffwith other qualifications

1
1
Difficulty attractirg relief staff 0
1

A W 01 N

Reductionof licensel nunber of dild careplaces as eesut
of staffing issues

Source Office of Childcae, dly 2001

CSAs fromeleven areaseported dificultiesin attracting staff, either currently or in
the past andvith vacarmies renaining vacant for extendegeriods of tine despite
extensive advertising (up tov@n months in one servic€)able 5). e cost to the
centres of placing nuenous advertiseantsrepresents an added financial burden. The
centre that has advertisedarstate was reported asnning advertiseents for the
sane vacant position sce 1990.
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Eight areas had uitiple vacancies at the tienof reporting. Tiere apparsto be nore
vacancies irrural areas than in town. Mever, one raropolitan Adviser noted that
the situatiom is worsethan in tle prewous year. The problenexists for both
community-based and private centres, bumase pronounced for private operators. It
was also noted that a number of highlgamsled centres were having these probklem
suggesting that the difficulty in filling thegpogtions is not reflective of the working
conditions of these centres over other centres.

The nmost common solution (albeitrgorary) tothe lack of an EC teacher was to fill
the vacancy with staff holding other qualdttons. A nunber of centreenploy staff
who are currently upgradintheir qualifications. One area benefited fr@nlong-
serving, highly experienced Director ofpae-school to supenasunqualified stdf
The appointrent of teachers had overseas Ifications and people approved prior to
the 1996 introduction of the regulations wasoaleported. @e service used two relief
teaches to fill one pogion whilst the Authorise Supervisorompleted he degree, as
a way of renadying the problenwithout canpromising quality and continuity for &
children. As this arrangemnt is not perrissible for nore than one year, it was not a
sustainable option, particularfgr rural centres and st centres for which the cost
of advertising was high.

Employing relief staff was not an option farrumber of centresOne area that was
experiencig no other dficulties stated thathe shortag of casual EC teachersage
admnistrative duties (such as attendingeetings), professional developnt and
other activities that rednes the presnce ofall centre &ff extrenely dfficult. This
was particlarly prewalent anong rural serces. The use ofcasual rekef staf to
combat the shortage of ECeachers was notopular, astenporary staffmembers
who were unknown to the children and other staff.

Most CSAs regarded reducedligation rates to avoid tle requrement for an EC
teacher as a highly undesitatalternativeOne netro-basedCSA commented that all
centres in th area were full and thatast also have waitig lists Nonetheless, this
occurred in a nulver of services, rediu licensed nutversto 29 or 39. Three
centres inone rural area havcapped nufpers & 39 kecause of the difficulty
attracting appropriatelyualified staff. For at least sacentres, this reductionsi
expected to be tegmorary, and a retn to full quota is anticipated upon the
appointnent of an EC teacher.

Sone services offered above award corahs and pay as a waf attracting and
recruting trained &ff. One stakehlder comnented:

Sone centres are still meeting legal standaat the top end of the
scale as tby work with their erployees to devep job satifaction
and use staff input for productivity. (LHMU)

Another stakeholder believed that good bessoperators, regdeds of private or
community-based statusffer aboveawardconditions and @y to staff, which has a
positive impact on chid utilisation (Appendix B).

Ministerial approval process

If a sericeis unableo find suitablyqualified stdf, they are ble to make a requst to
the Minister for an approval for a less quatifigerson to be in the position of teacher
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to meet the licensing requireamt for the amployment of earlychildhood qualified
teachers Apendix F).

Table 6 summarises data on the 25 approwade by the Minister fromJune to
Decenber 2001 by DoCS Area dncharactertics of the childcare centre. Most
persons approved held an Associate @n@ (19), with the addition of five
infants/pimary teaclkrs and one pson wth no qualification. Most approvals were
outsidethe metropolitanregon (1§ and werefor community centreq17). Thee was
not pattern as to the size of the servidés.data were available on applications that
were refusd.

Table 6: Number of Approvals by Characteristics and Reasons, June to

December D01
Area Centre size Spongr Reason for approval Total
20-30 35-39 4048 60-65 Privale Community Experieneed No alterratives

West 3 5 2 1 5 6 10 1 11
North 1 2 1 3 2 2 4
Metro North - 2 2 - 4 3 1 4
Sauth - - 2 1 2 1 1 2 3
Metro West 2 2 2 2
Metro South - - 1 - 1 1 1
West

Tota 3 8 10 4 8 17 19 6 25

Source: Office ofChildcae, Januay 2002

According to the Office of Childcare, latequests were frontong day care (no
preschools or occasidncare). Most approvalaere for rural areas. Most requests are
from private services. Sograpprovals haveeen refused on grounds that the operator
has not advertised or has not advertiseelgadtely (eg only irnthe lo@ pape ard
internet). Stakeholds views in ruralareas reinforced the Office of Childcare
experience:

In the Tamworth reign, early cliildhood teacbkrs are despately
needed — however s@imes only on a casual basis whiclakes
hiring difficult. TAFE qualified staff are easier tocome by.
Replacing 1 teacher in 2-3 yeald room took 8 months of
advertising to fill pogion. TAFE experience not too mh of a
concern. Replacing aernity leaveat beginning of year tool a
month or two. Just replaced twadb3year old teachers for new year.
This took two months of advertising.

Only two approvals in 2001 were for staffthout any qualifications but they were
studying. Approvals for priary trained teachsmwere only rade in rural areas, where
an ECE teacher can exsee tbm and assesment can be ade for further trainig
requirenents. Most aprovals were fo a 12month period, until a teaeh was
enployed or until the ggroved persn conpleted their training.
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Sone city licences were refused on theognds that the operator had not advertised.
No rural licences hadeen refused yet becauthey had advertised widely:dally,
statewide, iterdate, with creative adverasents. It seesmthat only a change in pay
and conditions would iprove recruitrent in these areas. Stakeholders iknty
reported difficulty recruiting eveafter extensive advertising

We get nany requests for staff dire¢o us for directors and other
staff from indigenous services ihoth nmetro and non-retro areas.
Sone indigenous services have been trying for years to get a
graduate. (Stakeholder integw — Ross Hughes, Macquarie
University, Bachelor of &aching — Indigenougqgran)

We are unable to & teaches to fill any positiors - relief or
permanent.

Several survey responses indicated thay tlhad been expected continue to
advertise, even though the respondents Wedighey had advergs extensively and
repeatedly. Concern was expressed by stallel®lthat Children’s Services Advisers
did not seem to consider the negative finalnpact that recruitent advertising &
on a centre budget. Advertising costs can \feogn approxinately $200 in a regional
paper to rore than $1000 in a state or national paper.

It took 12 months to find a teaagh@nd a lot of money in advertising
that would have been better spent on the children.

We have been unable fol a postions ater 18 months.
Triple advetising was reeded toihd successfl appliants.

From the requestsaue to the Office of Childcarin the lastwo years, it appeaithd
sone of the reasons thaura recruitment by privae services nght be difficult
include the following: most rural communiervices are preschools, which have
more attractive hours; sitarly, most comnunity long day care services tend to be
run by Couuils which dfers greateenployment stability, rural community srvices
with a managenent comnittee probably prode greater personabntact, support and
relationship building.

Services, both private and communitysed had considered or had applied for
exenptions to cover smaller cers whentrained staff went on leave. This was of
particular concern for rural servicesSurvey respondents coremted on the
difficulties finding reliefstaf and tke impact ths had onthar centres. @ncern was
also expressed when trying tadi parental leave replacemnts.

Impossible to get teacher reliier holiday and sick leave.

Replacingl teacler [materity leave position] took 8 onths of
advertising toifl position.

One stakeholder noted the high cost asdedi with rewuiting staff for rural ad
remote areas, and particularly phesised tle impact of recruitng short and long term
relief staff.
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In rural and remote areas the ae ako dfficulties and higher costs
involved in recruiting qualified redif workers when priry contact
staff are unavaildk. Qwing to thelack of qualified people in some
rural and renote regios, relief saff may be required to travel long
distarces ad may need accommodation for the relief @oyment
period. (Contact Inc)

3.4 Award Conditions

Trained early childhood staff are employ@ader a nurber of awards. Coverage for
enployees is provided by a nidmar of unons, depending on the employerheT
following shows the union and rangétrained staff covered by each.

x Federated Municipal and Shire CounEinployees’ Union of Australia, NSW
Division - early clidhood teachersrad 2 year RFE qualified staff.

x NSWACT Independent Educatiomidn (IEU) —early clidhood traired teachers
only.

X Australian liquor, Hospitality & Miscellaeous Worker Union (LHMU) - covers
2 year TAFE qualified and untrained staff only.

Each awardorescribeghe ratesof pay andconditions for varioughildren’s sevices
staff. NSW s unique to other states atetritories as early childhood trained teach
working in long day care centres arevered by a separate union and award that
provides significantly higher rates of payd ®©nditions compared to other trained
staff. The rates of pay and conditions erguded in Appendix A. Several grioyer
groups have enterprise agremats thatcover all staff employed. Samof these
variations inagreenents arealso included in the Appendix.

Generally most of the teacty awards provide very silar conditions and rates of
pay. Teachers epioyed in both private ahpublic infants and priary schools
receive higler pay than earlghildhood teachrs in clidren’s serices,with between

a $2000 to $4000 difference in entry point amélfistep. A three year trained teach
in a long day care centre could receagproximately $32 000 to $48 500 over an 11
year period, while in a school the rangeuld be approxiraely $34 000 to $53 500.
Many survey respondents coranted that the nmre attractive rates of pay was one of
the reasons early childbd teachers oved to tle school system

| would prefer to be working i school with ... better money for
less supervisory responsibilities.

May go into school system — less hoursy@money and holidays.

There is no equality between EGtbhers and other teachers in the
community.

The hardetsthing is that people doohconsider | ana teacher even
though | am higher qualified than many pairg/'secondary school
teachers.

Child care servicesikctors receigd a smilar annual salary as school teach but
had to carry all the responsities of management a chid care services to do so.
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Many survey respondents coraned that an adequate salary did not pemsate the
level of responsibility working as a director.

Currently | feel | do not gepaid enough for the amount of
responsibilities | undeéake as director.

more noney for the amunt of stress

The wages and recognition do not eetl the responsibility that we
undertake.

All awards offered the options of part-gnwork with pro rata conditions, but other
family friendly work practices suclas theability to job slare weae not universal and
were reliant on the discretion of the gioyer. When compared to other areaé
enmployment such as the finance sectoetbhildren’s services conditions are basic
particularly in areas such as féynfriendly work practices and access to workplace
flexibility.

Local Government (Statéward 2001and Crown Employees (Teachers ith&ols
and TAFE and related employeeSplaries and Conditions Awdr2000 both
acknowledged eployees working in rerate locations with area specific allowances.
Using the area diviens and alloware specified in the Crown Award in the IEU and
LHMU awards nay be one wayo create a wre even playng field for trained early
childhood staff.

Sone early childhood teaching awards aridsahool awards prodied paid raternity
leave. Paid leave varied between six toenweek. This is aest practice condition
that is now part of mny Federal andtate Awards.

Several award also specified accds pad leave for attendance at work-related
insenice cairses and dld free pre@rationtime. Several included statemts such as
— preparation tira to average 1 hour per weddut were not detailed in how thisayn
be achieed. One award mde specific refemece to providing a half day per week for
preschool teachers only to programd plan.

Two year TAFE qualified staff did not far@s well as their teaching counterparts.
These staff receive:

X significantly lower pay, withonly 3 increnent steps that vary froi$28 210 to
$29 162 (a difference of around $500 per annulwo year trained early
childhood teachers (¢h closest equivalet) receive between apppamately
$27 000 to $41 000 over an 8 year period;

x minimal differences between 2 years TARfaalified staff and untrained staff —
trained staff receive between $28 210$20 162 over a three year period and
untrained staff receive28 872 to $26 062 over a threeay @riod;

no paid naternity leave;
half the number of sick leave days per annum

less tlan 50 per cerequvalerceof the director’s allowances;

X X X X

no travel allowance; and
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X no inservice requireemt if in long da care (only specified for outside school
hours and preschools).

As one survey respondent commented ‘thisreot nuch difference [in] the wages
between trained and untrained staff. | don’t think 4 yearsyoéffort ... and tine is
worth what I'm getting now.” This opiron was reinforced by any 2 year TAFE
qualified staff.

| find that staff with Associate Pplomas(or equivalent) do an nch
work as early childhood trainedatehers but get far less pay or
incentives especially vém they also the authised superviso

In 8.5 years wages have not incessery nuch and conditions for
child care vorkers hae worsened.

Sone survey respondents felt that the omigy to inprove their conditions and pay
was to upgrade their qualificatis to that of a teacher. Seadecited this as the reason
they were leaving the profession.

. anticipde tha | may further my qualifications to a Backlor of
Education (early childhood).

One survey respondent sumdhup nany of thefrustration trained siff feel with their
conditions of work as follows.

Reasons dr the shotage is mainly due to the wikload,
responsibilities and theww wages associatedith it. The workers
are las on the list of priorities wh the basic benefits — every other
industry offers so nch nore totheir staff. We are undervalued and
under privileged class of workers.

3.5 National and International Perspectives

The shortage of qualified staff is natproblemunique © NSW eg New Zealand
(Scoop, 2001); and Victoria (Auditor-Genera@dfice, 2000). This section discusses
evidence of the shortage in otlrisdictions and responses to it.

National

The Natiom Community Serices Administraors ae corducting eserch ino the
shortage of qualified children’s serviceaff (Appendix H). The process began in
2001 when Victoria prepared a paper on shertage of qualifieahild care staff to
the Comnunity Servies Administrators, whichreferred it to the Childen’s Servies
Administrators (Children’s Services Atlnistrators Meeting, 2001b). Victoriané
Queensland took the lead on the pobj using a two-stage approach.

1. A survey collated by Victoria summarisedormation on the availability othild
care workforce lannirg data ineach tate (except NSW and Commonwealth;
Children’s Services Admistrators Meeting, 2001a). Inaddition, the Annual
Child Care Census has semorkforce data (FaCsS, 2000).

2. Address issues arising frodata and fidings fromother sectors egorale, image
of the sectn This stag does not yet have approedm the Admnistrators.
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Findings from the survey relating to evidenof the shortage of qualified staff are
summarised below.

x Tasmania: Shortage irural or isolded aeas. It is a @nagenent practice to have
a flexible workforce by eploying qualified staff on call or a casual basis. Other
managers employ mimum qualified requiré and use casual relief for sickness -
these services no difficulty recruiting. &tshortage is 150 qualifiedrf OSHC.
There is a fair degred information suggestinginder supply in somplaces and
not all. A worry is the nuier of snall services with no relief staff or successors.

X Western Austrdia: No shortagds eviden from the anecdotal inforation from
service providers requesting exaons from regulations. The Depanent of
Training ard Universities adse suffcient students are graduating, but the
students do not want to work in child care.

X Queensland: A shortage is evident framecdotal inforration, particularly in
rural and remote areas having difficultyracting qualied gaff. Current reseah
and data analysis is underwayedsbelow). In August 2000, 63 per cent LDC
diredors ha approvedqualifications. Additicmal staf required ag: Assistats
1000, Group Leaders 900, Directors 450, based on the new legislation to be
introduced D02 which will require asdignts lave mnimum qualifications.

x Victoria: The shortage has resulted two exenptions from the regulations.
Breaches of redations in 2001were 174. There is anecdotal idence of
widespread breaches. Relief agentiagedifficulties finding qualified taff.

X South Australia: The shortage hasued in 80 exeptions shown in the
licensing data base. This has been conistethe last 12 wnths, with 50 per
cent in coutry locaions. For FDC the issuss lack of suitalde sdf-enployed
contractors, high turnoveAlthough 320 new FDC carevgere recruited in 2000,
this did not increase the overall numbercafers. There iso lack qualified staff
for FDC co-ordindon wnits. Additional staf required are 8@ninimum CBLDC,
350 new FDC carers. Incentives are needed in country locations.

x ACT: Additional qualified staff centre bageare are required (approxataly 30).

x Northern Teritory: Thele is a shortge, thatcan be estimted from data frorshild
care cetre licensng process and specificallyromissioned report whicis based
on a 52 per cent response rate (if@ry Health ®rvices, 2001).

Queenslandepartnent of Families Office of Child Careconticted the Nationa
Research éntre for Training and Developent to conplete Research into Tirasing
and Enployment Patterns and Trends the Queensland ild Care Industry. The
Results should be available early 2002e Thepartrent sumnarised the anecdotal
evidence on the child care workforce as follows:

x Staff turnover in child care serviceshigh and morale and status low.

X Many staff are leaving the child care industry.

x Service poviders a&e finding it ircreasindy difficult to recuit and keepmualified
staf, particdaiy in rural and rerote areasFinding relief staff is also difficult.
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X Recent chages to child care fundingrrangerants have redted in job lsses and
reduced wiking hours,wages, condition®f service andcareer deslopment
opportunities for child care staff.

x There is an increas casalisation ofthe child care workforce.
x Students completing child care training @hoosing other employant options.

X Child care services query whethenoegh students are being trained, while
training institutions indicatéhat the nurber of studert in training should provide
an adequate supply of qualifiethf to fill vacarcies and relief positions.

X The service providers’aeds and gectatons of new graduates entering the child
care workforce are not being adequatel through current training program

X Remote area Indigenous waeks hae difficulty participding in traning shernes,
particulaly when this reguires thenmto be away fronwork, hone and fanily.

x There is a lack of incentive to takp work in child care sevices ore trainng is
conpleted, particularly in Indigenous communities.

The first review of the Community Seceis and Health Industry Training Package
has occurred (www.cshta.ccam). The Queestand Departrent will put a paper to the
second stage of that review.

The Victorian Governent reported tht it had only approved tw exceptions
(Interview Decerber, 2001). Sinfar to NSW, it appears tde a rural ppblem They

are using strategies such as paying car aloes to travelWinter is worst. Age of
the workforce seemto be a poblem and slippage fom children’s services iro
primary teaching. Victoria does not intendctmntract separate research, although they
may consider working with their regions tdefine the extent of the probleeg
information through the relief agencies.

Internation al

Parallel sitations are recorded indgHJrited States, New Zg¢and and Great Britain,
to nane a few Englishspeakingexanples. The litesture shows that ach of these
countries is suffering increased dard for qualified early childhood staff,
exacerbted by significant turnover andhtrition in the existingearly childhood
education work force (@yd et al, 1997Teppernan, 1997; CCBC, 2001b; SCOOP,
2001).

OECD figures releasenh 2001 demonstrate Ustralia’s lav comnitment to quality
pre-school education, compareith other OECD countriedAustralian children four
years old and younger participate at arounidl the OECD average. Only about 33
per cent of children in thigge group participate, cqared with virtually 100 per cent

in countries like Fance, Belgiumltaly, Spain and New Zealand (Preston, 2001a).
Even with this corparativdy low level of participation Australia is finding it harat

fill the necasary teehing positionsand even haer to reéain child care workerspf a
variety of reasons.

In the United States 25 per cent of children under five were in child care in 1987
(Manlove, 1994) and subsequemiars have seen a draim expansion of deand for
child care srvices (Deery-Schitt, 1995).
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3.6 Comparison to Other Feminised Industries

Sone of the reasons for the shortage of early childhood qualified staff could be
conpared to other femised industries. This section discusses responses to the
experience in the priary school teachenursing and librarian professions.

Primary school teachers

In 2000, wonen made up 78 per cent ofettprimary teaching workforce (Preston,
2001c). The increasing proportion of womernthe workforce ray be due to taking
less extensive periods of tmout for childrearing, as indicatedy the ABS Census
figures forl1961, 1981 and 1996, which showe timerked dip in employrent for
women of dhild-rearing age in 1961 and 198tuially flattened out in 1996. ith the
downturn inenployment forecast byAccess Econonts there ray develop a teacher
shortage, which will strengthehe view of Rareey that tlere shold be an Ingitute
of Teachers to ‘enhance thevel of teachers and aéaching’ (Rarsey, 2000) and
that regstration of teachers shoulde mandatory. This will rerove sone of the
autonony of schools to eploy the teachers #y prefer, regrdless of qualifications,
resulting in a tight teaching arket (Preston, 2001d). The insistence on registration
and gqualifications cdrasts with tle currat Stuation where early ¢lilhood positios
can be filled on a terporary bais, with unqualified teacérs.

Nurses

In 1997 fenales nade up 92 per cent of th@rployed registered and enrolled nursing
force (Preston, 2001d). The Health Depwrit Chief executive Officers of the
Australian Statesand Territories estalished the Australian Health Wkforce
Advisory Comnittee (AHWAC) © examne thesitudion in the helh workforce and
this comnittee comnenced by examing midwifery and criti@al care nursing. A
report is expected in the first half @002. More recdty the Health Ministers
established the National Health Worlkder Council to provide long-ternadvice
(Heath, 2001).

A research study was commissioned to loojolatgrowth and turnover frorh987 to

2001 (Shah and Burke, 2001) and found that the workforce grew at an average of 0.8
per e@nt, which is hdf the rate for al occupations. This gralw was not uniform
across the tates, with South Australia driTasnania contacting while Queensland

grew at 2.7 per cent. #ppears that Nursing Professitsnare growing at the expense

of Enrolled Nurses and Personal Care andsMg Assistants. According to Shah and
Burke Registered Midwives’ nupersincreased by 29.3 peent between 1987 and
2001 while the eployment of EnrolledNurses declinefly 20.6 per cent.

It should be noted that Hoteaching and nursing expauddeonsiderably in the 1970s
(Preston, 2001d) because of an expansiothefclient baseral increases in public
funding. Those recruited in the 1970s haemded to dommate their respective
professionsmore noticeably in theetaching profession (Preston, 2001d). According
to Access Econoits, however, the workfoe as a whole will cdract significatly
from around 2002 in South Australia aitdm around 2005 in NSVeind Victoria.

Two factorsthat seento have inpactedon workforce figures ar the ageing of the
workforce and the increased proportiorpaft-time to full-time nurses (Heath, 2001).
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The increas in parttime nurses mans a lager nunber will be required inuture
years than has been necessary in the past.

There has been a shift to shorter wogkhours arang Nursing Vrkers and this will
also add to the need for an increas&ukforce.

At present there are shortages, or predicieortages, in Australia, England, Canada
and the United Statesi@ in Australia tlere aes not sem to be any reliefn sight.
Rural area are sufring and in the Northern Territory ehsitudion in renote are
nursing has been described dswamanitarian crisis’ (Heath, 2001).

Librarians

Librarianship, another pression dormated by woren, is not suffering the same
problens as early childhod teachig and nursing. This is probably attributable te th
current trend to downsizing library workf®s in favour of increased use of
information technology, and the fact ththere are no andated user/staff ratios that
can be enforced. The library schools ommt to graduge librarians and libray
technicians, regaleiss ¢ the job narket and mgjor educational institutions contiau
to taget their libvary gaff in a bid to reduce recurrent ¢es
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4 Reasons and Recommendations

Reasons for the shortage of staff rarfggm education opportunities, graduates
leaving the profession, work conditionsttee professional support and status of the
profession. These reasons are exacerbbyethe fragnentation of the profession,
funding restrictions, limitedareer opportunitiesnismatch between training and job
expectations, level of admstrative wak required and workplace stress and burnout
(CCCAC, D0la). This section describeevidence for the reasons andkes
recomnendations to address the shortage.

The recommendations focus on building araintaining comection to tie proession
for potential students, undeegluates, staff working in the profession and people who
have left the profession.

Implementation of the recomrandations W require the coribution am
commtment of all stakeholdes in the profession. Howevein order to effect the
recomnendations, they are frad n terns of action by the Office of Childcare, the
commissioner of the research and tlagency responsibldor the legislative
requirenent for qualified staff. The recomended actios are for the Office of
Childcae ta

X strenghen licensing reqgrements;
x facilitate communication, discussionaxction by other stakeholders; or

X recomnend, advocate or prepare absission to request action by othe
Governnent agencies.

The enphasis has been placed or tirganisatinal and facilitation re of the Office
of Childcare as the central goveram agency. The recomandations recognise the
responsibility of other stakeholders tmmmit resources and tien to solve the
shortage of qualified staff.

4.1 Wages and Conditions
Wages

The shortage of trained staffates in parto thelow stdausaccorded to the professio
which, in turn, is reflected in salatgvels (CCCAC, 2001e;Keller, 2001; Early,
2001; Mamood, 2000). High quality care will ket risk wntil child care teachers are
paid well enough to stem the annual loss ghar paid areas (Keller, 2000; Manlove,
1993; Penn, 2000). Stephenson (1988ys that ‘earnings afiost child care workers,
accordng to the National Center for Earlghildhood Work Force, are gverty level
or lower.

The New South \@les Pay Equity Bquiry, whose Executive Summary was published
jointly in 2000 by the Mw South Wales Deptment of Industrial Relations and the
Women’s Equity Bureau my, if its reconmendations are heeded, go soway ©
improving conditions of chil¢are vorkers. The Inquirydund that while coipetency
standards are iportant in achieving payqgeity, they are not necessarily related to
educational outcoss. ‘Despite this,the Inquiry found that there has been
undervaluation of qualified care workeover tine.” (Pay Equity, 2000)
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However, insone casedow pay is seems beirg conpensatedor by ‘comfortable’
working canditions ard a comntment to the childcare secto of the professio
(Ceglowski, 1994; Stremel, 1993; Weiss, 1999).

All stakeholders, 87 per ce(it48 respondents) of survegspondents, and 85 per cent
(17) of graduating studentselieved that poor wages cgmonditions were one the
significant contributors to the trained ffitag shortage. Hours of work (48 per cent;
81 respondnts) and inability to accesseXible work practices (3%er cent; 66
respondents) were also of concern. y¥qgoer cent (8) ofthe graduating students
interviewed also referred to hours of waaskd lack of flexible work practices as
disincentives to pursuing a caréethe child care profession.

Many survey respondents commented tre msmatch of responsibility and
management tasks with the poor reumerdion. Conparisons were made to other
industries and the ability of pple to pay for these services.

In my experience, | run 2 centrescan be responsible across the
week for up to 14taff, 160 childen and their fanlies. Pay rates
don’t even cora close to reflecting this level of responsibility and
legal considerations.

People chas to work in child care because of their paissn this
field, monetary and career cllving incentives do not exist.

A person working in a nursery (hmulture) receives nore than we
do and we have training and are @sgble for lives and well being,
not just plants.

| have a friend who is a used csalesperson. She would love to
move into early childhood but can’t afford to.

People are willing to pay ane to a nechanic ér fixing a car than
they ae to have theirmost important possession (their children)
well cared for.

Workplace issues

In conparison to primary school responsibiigs, staff in children’s services face
greater emational denmands, pressure fronparents, onerousasks, longer hours,
changing shifts, less peer support, lessilfafniendly, fewer peers. These reasons
were stated by new graduates as reasongréderring to work owdde tre child care
profession (Appendix D).

The stress ofmanaging multiple tasks and the overly onerous legaquirements
impacted on the trained staffiortage. Sixty-one percefit03) of survey respondents
stated theemanaging multipe denands contibuted to the wffing shortage. Survey
respondents felt over loaded with thecamt of paper work required, particularly with
very limited time to complete all ecessary tasks.

The nost difficult aspects of synjob as directo are: nanaging staff,
managing multiple demnds, accountality and responiility for
regulations, financial/small businest. | ama meture, experieced
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person and | struggle. Young téacs do not want these immense
responsible burdens.

High admnistration/accountabijt had reduced the amount of
enjoyment/job satisfaction

Several respondents and stakeholders cemneth on the need to take work hemand
work unpaid hours of overtiento complete work.

A lot of extra work load that rst catered for within work hours —
lots to take homwhich leads tdurn out sooner than it needs to.

Twenty-six per cent (44 respondents) felt thatental expectations contributed to the
trained staffing shortage.

The relatively new child protéion legislation was specifilg mentioned as cause for
concern with respondents and sth&lders citing the feelingf alarmthis raised with
mismanagerent of the reportingystemand ‘black narks’ against people’s nagm
without ever having the chance to prove that nothing happened.

Mandatory reporting to Obudsnan’s Office plces innocent staff
in a dfficult podgtion. They arenever proved innocent — only
unsubstantiated.

The lack of coordination and thesimilarity of multiple repoting tasks causke
frustration. Sora respondentand stakeholders felt thabne reporting was purely
historical al had not been reviewed indinvith more recdrlegidative requirerants
For exanple, the inability ofbeingable toreport on lineand having to ifl out had
copies andhe differences in licesing interpetations by Children’s Services Advisers
across reginos.

Family responsibilities

All NSW employers are now regad to congler family friendy work pradices if
requested by the gfoyee (Anti-Discrimination (Carers’ IRsponsibilities)Act 2002
(NSW). This legisation means that it is uaWwful for an employer to discrimate,
directly or indirectly, against an empley or an applicant for grtoyment on the
grounds of the eployee’s or applicant' responsibilities as a carermellndustrial
Relations Act 1996 (NSV¥nphasises that the Industrial Relations Commission and
its paties ensure thaall awards at enterpise agreemnts do not discrimate in the
terms or effects. If carers’ respsibilities are not explicitly stated in an award or
agreenent, this is not a defence for the@oyer to a corplaint of discrimination.

Stakeholder interviews and survey resmansdentified faiily responsibilities as
impacting on the shortage of trained eahyidhood qualified staff. Comemts linked
family responsibilities with the lack of acse to flexible work practices as reaso
why people did not rean in the child care profession. Thirty-nine per cent (66
respondents) stated that lack of flexiblerkvpractices was one of theasons for the
staff shortage. Forty-one peent (70 respondents) statedttproviding flexible work
practices would help solve the shgeeof trained child care staff.
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Lack of easy access to flexible work practieess reflected in the dd care awards
with very little sgecific referece to workplace flexibility.

Survey respndents comented on how the laadr provisiors of workplace flexibility
and fanily friendly work practices impacted in their dgois to remain or return to
child care vork.

There definitely should be are job share offered especially ineth
industry of child care where thegurity of workers are ferme who
are eentudly going to have émilies thenselves or in the case of
older workers who @y be grandpantsand reed to ke there for
their own amilies!

After having a baby — there is nob share inchild care and the
hours are very rigid ...

Lack of flexibility with shift work due to lack of trained staff who
need to open and close centre places adéds in family
commitments.

My children are able taattendthe cente with me, which nekes a
big difference. My baby is 8 amths old.

| finally have set mself up to sart my own fanly. | work 2 days
permanently casual angbick up other work at previouscentre
casually.

Cheaper child care fees — | have two children under 3 years and
cannot afford to pay $95 per day fees. | would be takingehom
approxinately $50 per wek in wages.

Stakeholders cited lack or work/life bate as imacting on tk shortage, although
very few commented that the provision aXible work practices would impact on the
shortage.

Early childhood services could ptement relaively low or no cost options that would
assi$ enployees to hee nore efective work/life balance and assist in retany
trained staff in the workpke, particlarly after haing children. Sora of these
options are listed below.

x Consisteh access to paid aternity leave (available in sne awards and varies
between 6 t® weeks) for all childrén senices staff.

x Ability to work set shifs while ensuring licesing and child reqeements are
being net. For exarple, there is no reguament that a trained staff meyar (or
any other staff mmber) nust work rotaing rosters that ay vary froma 7amor
8am start me week to a 10 arstart thenext. If the emloyee haschildren this
constant changing of shifts could impact their ability to organise drop off and
collection ofchildren.
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x Priority of access for employee’siktrento use the centre ¢henployee works at.
This is particularly irportant for emploges returning frompaental leaveNithout
appropriate child care it & not bepaossible to eturn to work at all.

x Ability for the enployee to skary package thir child care fees if their child/ren
are attenohg the centre they work .atThe centre would still receive the
appropriate fee for the children whileetenployee receigs a personal tax benefit
through the payent of teir fees from pre-tax dollars.

x Job share at all Iels of centreemploynent, including the decta. This isan
industrial and kensing issue.

x Ongoing and regular commication with staff who are on parental leave,
including receipt of staff meting ninutes, accreditation reports, fdmtk from
parents and siifar.

x Offering regilar pat-time work to staff.

X Ability to work a conpressed work year. Commonly eafed to as a 462 work
arrangerant. Staff work fo 48 weeks of the y&, receiving their 3 weeks annual
leave and 4 weeks of unpaid leave. B&weeks salary is annualised over 52
weeks, withthe enployee receilng slightly less séary per week, réher than
going for 4 weeks without pay.

The inpact of fanily responsibilities on caer decision was reflected in data from
early childhood students, enmdl at University of \Wstern Sydney, surveyed in 1998
to 2001 (Appendix C). Most students did mash to be ermployed in a child care
centre in five year’'s time, and the reasorr this was overwhelingly associated with
antidpated amily respasibilities. Ninety-five per cent of thas who indicated ty
did not wish to be eployed in five yeas time cited cang for their own childen &
the reason. Of those who did wish todyployed, prinary schools were considered
preferable B approxinately helf of the students fromeach cohort. Senty-five per
cent of them wanted jobs that suited thédiestyles, which inclugd a parter and
children. Prinary schools were seen asnadesirable workplaces due to the ‘filyn
friendliness’ of working conditions —ohger holidays, shonteand regular hours,
maternity leave, the opportunity to takieme off work for family reasons, and the
opportunity for perranent part-tira work. Long day care centres weenot considered
desirable due to the shift work involvebur weeks of annual leave and lack of
flexibility.

The importance of anticipated faly responsibilities in deteriming enployment
preferences aangst early childhood studemg¢achers was echoed in an interview
based study conducted in Macquarie émsity (Appendix C; Susion, 2000).

Regulatory environmert

The childrens services fession is regulateid a nunber of ways: through licensing
standards at the State level, through natioeguirenents for Child Care Benefit and
through accreditation. Like othéusinesses, children’s services also need tglsom
with other government reporting requenments including child protection,
occupational health and safety, sigmuation guarantee and GST reporting.
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The intenion of these multife requirenents is toimprove the quality o€are provded
to children. However, an effect is alto increase the administteve requirements
which sone staff find adds to the sie of their employment (Comnunity, 1996).

Legal responsibilities — why | resigned full #m

As a director, the legal responsitis are extremly damanding and
sone days it is thee presswes that meke me want to leave the
profession.

Legal responsibilities - | don't sehis as fixable but needs to be
focussed on as a ‘positive’ aspect of our job.

Regulatiors are also bconing increamgly restrictive ad paper
work required detracts from the work wdosld be doing —
interacting and teaafg the children.

Survey respondents commented on theaich that child:staff ratios have on the
shortage of trained staff. Thirty nine pent (67 respondents) stdtthat inadequate
child:staf ratios contributed to tb shotage. Several stakeholde highlighted the
impact that caring for a lot of childrecan have, with staff feeling they are not
meeting individual reqguements and the aweands placed o staff by parents wanted
and expecting individual cai dl times. Inproving the ciid:staff ratios was raexi

as a way to address the problefiwork conditions (45 per cent, 76 respondents).

Only one stakeholder felt &h the regulatory environent was overly onerous. They
felt that selfregulation with appropriate giglines was to best way for the child care
profession to ensure glityt outcomes or children and &milies.

Stakeholders or survey respondentsraiticonsider accrédtion an issue.

Several survey respondents astdkeholders felt it was iportant to enste that the
regulations were not dimished in any wa as this would be to the detamt of

children andfamilies using the services. Slh@nd long term strategiegere required
to addessthe shortage of trained stalfut the requirerant for teachers partitarly

should renain, with sone consideratiorgiven the rural and remote services

Wages and conditions recommendations

1. That the Gfice of Childcare commmicates the findings to the NSW gnd
Commonwealth Governments to recommend the payment ofarpgrmand
temporary salary top-ups for rural aneemote early childhood education staff
similar to the General Pactitioner and nursing schemes.

Cooperative financial armgenents between Comonwealth, State and Local
Governnents and local eployers to encoage the relocation gbrofessional staff
such as GPs and nurses to rural regiars successful models for cpanison.
Suggestions fromthe profession dr tenporary assistance for critical shortages
included Governmnt financial support to eural agency to qovide tenporary staff.
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2.

That the MW Goverment maintains orimproves the current regulatony

requirements for qualified staff and child:staff ratios in the interest of good

quality care and workplace conditions.

That the NSW Government amendeg tlegulations to improve workplacge

conditions, including:

requirement for temporary and permanent Authorised Supervisors to under,

minimum of 6 hours continuing eduaatiper year (Recommendations 4 angl14)

monthly superviesn of qualified staff bydirectors @milar to socid worker

requirements) to facilitate professional support and developrhén

(Recommendation 14and

pleasant physical environmieimcluding off-duty facilities.

That the Office of Childcare communiesa the findings to unions and employ
in the prdession about vages and caditions, including:

improving the pay conditions to 2-yealARE trained or equivalent staff t
financially recognise the efit of qualified staff;

increasing the consistency of conditions across awards;
child-free staff meetingnd daily preparation time during work hours;

payment by the employer of anysacided cost andtime fdlowing the
implementation of Recommendation 3 ftemporary and permanent Authoris
Supervisors to undertake a minimun6dfours continuing actation per year,

financial recognition dpostgraduae qualifications; and

recognising the benefit of students’ pregsive educational experience in wa
rates paid to them whiléney are undergraduates.

Students should be encouraged financiallyvtwrk in the profession rathethan in
higher paid unrelated workplaces to incretie@r connection to the profession before
they graduate.

5.

That the Office of Childcare communicatie findings to employers, unions &
peak organisations to ipnove wakplace conditions, including:

stable or flexible shifts to meet othesponsibilities to cmply with NSW ant
discrimination legislation

workplace relations, teamwork and leadership opportunities;
workplace resources for teaching;

consistent access to entitlements sucbrdisand meal breaks, ability to take si
leave, to plan holidays and RDOs;

priority of access fo employeéschildren, thereby facilitating FBT-exempt sayar

packaging of child care fees;

UNSW Research @hsortium 27

ers

\ge

nd

ck



Early Chldhood ard Qualified Staff

X exit interviews for qualifiedtaff leaving a service;
X sole or shared employment of mess managers between services; and

x other workplace and industidiaconditions listed in Recommendations in thi
report.

)

6. That the Gfice of Childcare, in riation to the impat of employing early
childhood education teachers on the cos¢maployers and on the affordability pf
child cae fees:

X examines options for the NSW Governmeimmdcease and reallocate the funding
currently used for community lomtay care operational subsidies; and

X communicates the fims to the Commonwealth in relation to the costdovices
and its implications for an adjustment @ommonwealth Childcare eBefit to
cover tle increasing gp-fee.

The balancébetween affrdability to parents ahthe cost ofrecruitirg, training aml
retaining teaching staff neettsbe addressed in NSW

Refer also to
X Recommendation 7. Communima with the pofession

X Recommendation 13. Tax concessions.

4.2 General Reasons for te Shortage
Health and burnout

A number of health factors result in furthattrition from the chid care profession.
Perhaps the ost significant of tlkse isburnout. This is caused by etonal
exhaustion resulting from overload and geneedlistress. It can rdsin absenteeism,
lethargy, gossiping and resultant lovonae (Goelman, 1998). Manlove (1993) and
Punch and Boyd (1997) consider burnoub®a corbination of factors, including
emotional exhaustion, depersdisation anda feeling tha they have éiled to achiee
their goals. Goelian tabulated twenty-tiee articles dealig with child care worker
burnout, written between 1987 and 1994, anddmesvn that sevekaritical factors
recurred in rany of the articles. Wagesd working conditiongopped the list, cited
in 14 articles; roles and ngansibilities were cited inl2; personal factors in 10,
communication (i.e. social and peer group suppin eight and wik experience in
eight.

Another sigificant factor is tha of sdf-estem, with many child care worlers
observed as having low self-estee@oelman (1998) suggests that strong internal
locus is desirable if child care stafire not to suffer stes and burnout (and
Community, 1996). It has been suggested shategies should be investigated which
encourage students with high self-estaata the child care profession byaking it
more attractive in termof conditions ad renuneration to thas who have the self-
confidence to believe they can succeecamy field of endeavour. It ay also be
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possible to include courses in the earlyldtiood training curriculao help students
who are seen to have low self-esteem.

Stakeholders and srey respondes citedwork place sess and @naging nultiple
work loads as @jor difficulties. Many surveyespondents stated that high work load
expectéions (75 pe cent) and managing uditiple denands (61 pe cert) were
contributors to the trainedadting shortage.Many comnents réatedto the inensty

of the workplace, thedurs of work, bottpaid and unpaicand the ouof hours work
required to neintain bag line work tasks.

Child care is extrerly demanding — physically, motionally, and
shift work wise. Over my years [ofxperience | have seen a lot of
burn out and staff opting out of chitédire and into other predsions

Another reason for lack of childare staff in burnout, not enough
holiday time to take tire out throughout the year ...

... the work load of child care avkers is utenable andcauses
unnecessary stress.

In 2001 the Federated Municipal and &hZouncil Enployee’s Union of Australia
(MEU) NSW and Victorian brashes conductg a workplace survey of itsembers to
look at the occupational health and safietpacts of working in child care. In NSW
there were 296 responsesifitnot known how rany surveyg were sent out) and in
Victorian there was a 60 per cent retuate, the nuiner of respondents and surveys
sent out is unknown. Table 7 shows kisalth impacts from these surveys.

Table 7: Occupational Health and Safgy Imp act of Child Care, per cent

Weekly Monthly
My work contributes b: NSW Victoria NSW Victoria
headabes 37 52 43 33
indigestion 16 22 12 13
high blood pressure 8 9 7 12
ulcers 3 6 5 7
anxiety 26 49 33 28
depesson 13 25 24 30
insommia 27 36 28 25
Associated helih issues: yes yes
backinjury 38 57
muscle strain 53 62
repetitive stran injury 27 28

Saurce:Fedeated Municipal and Shire Gouncil Enployee’s Lhion of Australia (MEU)

Attrition from the profession

There is a high annual loss of trained stadhitthe child care profession, quoted as 33
to 40 per cent (Teppelan, 1997; CCCAC, 2001f). This isften attributed to low
salary levels (CCCAC, 2001&eller, 2001; Early et al, 2001). Other factors cited are
the shift from child-centred teaching toutconmes assessemt (Grieshaber, 2000);
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temporary or perranent ngration outsideNSW; shift to prinary teaching positions;
and personal reasons. Survey responderitd sinlar expectations and reasons.

Out of the group of friends (10) graduated with, only 2 are
teacling in 0-5 settingsTwo now n schools, 1works in a book
shop and 5 are overseas.

| would prefer to be working im school with school hours to suit
my children’s attendance at schodlso better mney for less
supervisory responsibilities.

No, because hopefully I will be tdaag in Ermgland as | want to
travel before | have children.

It is interesting to note th&?2 per cent (71) of the survey respondents hagleted
their early childhood qualificain within the last 5 yeargnd 31 per cent (53) six to
ten years ago. Only 30 per cent (49) of thado completed their trainng within the
last five years anticipateddahthey would still be workig in child care in two years
time.

Several takeholders idetified the isue ofretention having pricy over recruitrant,
particularly in relation to 2 year TAFHEained (or equivalent) personnel. There
appeared to be an adequate hanof gaduates comg into the profession, but these
people were electing not to stay with@arly childhood for a variety of reasons
including workplace stresqoor rates of remmeration fo the responsibility, work
load and wanting to upgde qualifications.

Survey respondents and serstakeholderssomnented that the mmatch between
training and work expectations contributingthe attrition rate. Foytfour per cent of
survey respndents stated that the reagls of early childood teachers and 26 per
cent of TAFE qualified staff was one of tkentributors to the shortage of trained
early childhood staff.

Trained teachers know what they ayetting in to and yetif have
preconceived ideabat are totallyunrealistic in ‘the rebworld’. For
teachers @cticumshould include face face vith directors role in
a centre as well as teacherkero

... early childhood teachers are iragdiately prepared for the daily
routine of child care

Sone stakeholders ecomented that ther was decreasl focus on working with
children andfamilies, ard more time requied to fulfil ‘routine and nundane work not
with the chldren and families’ (Stakehatler intervew, inner Sydneycouncil child
care cetres directas network neeting responses). This had an impact on the
mismatch of training and work experiences.

Survey respondents were asked if they vieady to be still workng in child care in
two years tine, 68 per cent109) stated yes, 55 msndents were early childhood
trained teachers and 54 weregay TAFE qualified (Table 8).
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Table 8: Plan to Continue Working in Child Care in Two Years, by Qualification

2-4 yeateacher Graduatediploma  TAFE andother Total

freq % freq % Freg % freq %
Yes 53 63 2 40 54 73 109 68
No 13 15 3 60 6 8 22 12
Prdbably 6 7 3 4 9 6
Don’t know 9 11 4 5 13
No longe in 1 1 6 8 7 4
child cae
Planning family 2 2 - - 1 1 3 2
Other 1 1 - - 1 1 2 1
Total 84 100 5 100 74 100 165 100

While two thirds of the swey respondents indicatedaththey anticipated still
working in child care in 2 years tepalmost 75 percent of TAFE qualified staff
anticipated still workag conpared to around 60 perceott both 3 and 4 year trained
teachers. Mst of these teachers plaaal to nove to preschds or schots.

Reasons why teachersight be more likely to leave the professitmn TAFE
qualified staff could include the higher pdriigty of their qualifications outside the
profession in other teaching and early @hdod environrants and outside Australia.
Stakeholders reported that the lack aofclear career path for Associate Dipa
graduates inhibited theireawement in childcare services as thegeded to upgrade to
move up the hierarchy.

Many survey respondents, parliady those trained as early itdthood teachers
commented that they would prefer to wankpreschools and schools. Sefelt that
their qualifcatiors were more applicable tahese siings as tley were viewed as
more educational envirorents. Two-yeaiT AFE qualified staff did not believe that
they had as amny career options as teacheesd felt the need to upgrade their
gualifications priorto moving up withinthe children’s services profession. One
stakeholder commented tHat the end of the day thoughbreadth of experience and
growth renains quite narrow’ for all trained staff.

Once you becomdirector, there imowhere else to go. ¥fannot
get any other prootions — nancentives to keep working.

Staff turnover

Yet another factor which reduces the qualityclafd care in Australia is the highete

of staff turnover, as opposed to attriti&@hild care workers are highly mobile and can
move fromone institution tanother if they @e an adwvatage in doing®, but the end
result is a loss of continuity of carerfthe children concerned, and a consequent
dilution of quality in tleir pre-school experience.

Staff turnover is a serious barrier tograved srvice quality (Boyd, 1997; \helan,
1990). Kontos cites a 15 to 30 per cemhtwer annually compared with 10 per cent
in other service fielsl (Kontos, 188). The US Departent of Labor places taff

UNSW Research @hsortium 31



Early Chldhood ard Qualified Staff

turnover even higher, at 40 per cente,1999) and in Astraliathe figure was 40
per cent in 1995 (FACS, 2000). It has ampatton stability ofcarefor children in the
services andncreases #reliance o casualandrelief staff. Apart fronthe restiant
lack of continuity and security for ¢hchildren, communicain and social support
within the teaching community is lowvered.

Survey respndents commented on the workplace stress thahdwer created. Tib
resulted in a higher use of cas gaff, which in turn creted a highe work load or
permanent staff and created greateorkplace stres Twenty-six @ cent (49 of
survey respondents felt that the avail@pibf regular casual eptoyment through
child care recruitrent agencies was one diie reasons for the trained staffing
shortage. Several respondents commentadwbrking casially suitedtheir family
and financial requireants, andhey did not feeunder as mch stressvorking in this
way. Sone stakeholders felt that the uselohg termcasuals had a negativepact

on the profession and resulted in potergi@ployees not viewing the profession as a
good place to work.

General recommendations

7. That the Office of Childcare communiesa the findings to the profession about
improving the value of early childhood e&rs by collating material supplied by
educational institutions, peak bodiasd employers and distributing to graduates
in and out of the profession, including:

X 6-monthly mail-out to graduates with pedical information included in this
recommendation;

X a register of graduates who have ld¢fie profession. Employers and reljef
agencies should be asked to encourage graduates leaving the profession|to join
the regster;

x clearinghose of information for career plas, networks and development
opportunities (such as continuing eduoati retraining, bridging courses and
financial assistance for educatign)

x role of CSAs in supporting consistemiplementation of the regulations fo
enhance the provision of quality care;

X a new edition of the Community Chiare policy handbook (or similarjo
include infemation about priority ofaccess for employees’ childreand an
additional handbook on familyiéndly practices for child¢are service employee
and

i

X supportive workplace conditions in avasrand examples of best practice.

8. That the Office bChildcare reconmends to the Natioh&hildren's Servies
Administrators that national workforagata on early childhoodualified staff be
separately categorised by existing datalectors such athe Graduate Careers
Council of Aistralia and the Ausalian Bureau of Statistics.

Australian GraduateDestiration Survey includes conparative information on the
nunber of graduates and which industrregent graduates are currently working in
(Graduate Careers Council of Australia)eTdata do not distinguish early childhood.
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Similarly, no relevant ABS statistics olabour force particigtion and training
specific to early citdhood teachers is available (Directorfy Bducation and Traing
Statigics, ABS).

Refer also to

x Recommendations 1-6. Work conditions
x Recommendation 9. Education

x Recommendation 12. Recruimt

x Recommendation 14. Professional status

4.3 Qualifications and Education

Reasons for the shortage of early childhoaihtrd staff begin at three points in the
process of qualificationand educationthe number of people applyingéaccepted
for entry to courses, attrition duringourses and the numar who successfully
graduate and intend toten early childhood teaching.

Entry to education

Survey respondents were asked whether orieeo€ontributors to the trained staffing
shortage was that people didt want to train as qualiéd early childhood staff - 32
per cent (55 respondents) consetkthat this was one of the reasons for the shortage.

Many survey respondents corantd that they had entered child care because they
loved children and loved woirkg with chldren. This wascited as th reason wly
respondents would continue to be watkin child care in 2 years tien

| enjoy working with children. | realise the slortconings and the
low pay, but | personally enjoy andtgegreat deal of satisfaction to
put in my effort in to their developing years.

Several survey respondents coaemted on the fficulty of retraining to assist in their
career pathThis was of partidar concerrfor 2 year TAFE traiad staff. Finances
and family circumstances rade it difficult to retrain. Traineeships assisted unqualified
child care workersto remain in thar job ard to maximise their experieze. However,
several stakeholders expresssoncern about the potenhalexploitative nature of
traineeships, where traineeseded to be assuredarfgoing and regular guioyment

on conpletion of their training.

Traineeships are problematic asyttdon’t always offer penanency
after training had finished. Loolg at options to encourage
permanency on completion of trainng would enhance this program.
(stakehdder interview — LHMU)
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According to the aional suvey, sane states der scholarkips toencairage tudens
to enter early childhood education (Amppokx H). This is sinlar to the
Commonwelth, State and privateholarsiips for rurd nurses?

Several takeholders Blieved that asisting students to enter tery courses was one
way to allevate the traned staff shortage Particular note was ade of scholarships
for studentsfrom rural and rermote comnunities, andindigenous commmities.
Although they also cautioned for the needetsure access tolawrally appropriate
and sensitive courses.

Scholarships could be given to studenteere tiey are required to work in
regional NSW or anywhere there isteogage. (stakeholder interview — Country
Children’s Services Association of N§W

DoCS scholarships and additional funding.

Other data were not avdile about why child care woeks and high school graduates
were not prepared to & early childhood education.

Recognition of qualifications
Upgrading qualifications

Upgrading of qualifications was one ofetlcareer optio;that was the preferred
option for TAFE qualifed staf. This enabld these staff to move into amagement
positiors or simlar. Sane stakeholders comemted that dovely encaraging the
upgrading of older existing staff would Je an inpact on the trained staffing
shortage.

Concern was express that the curent reognition of prior learning (RL) used by
sone tertiay ingitutions was soonerous anddetaled that many potential stug
candidates were put off. One university staltder commented that they ‘had been
told by trainers — you would probablynfl it eagr to just do tke stipdated
assignnents for each nit rather ttan prepare and predeportfolios to prove you
right to RPL.” It was suggested that r&wvig and supporting traidestaff who wanted
to upgrade their quaidations through th&PL process was iportant and should be
vigorously rsued. Additioal support to upgade qualifications could be provided to
older existing staff through sa@rorm of incentive such as ‘one day paid release a
week or one/two weekser termfrom the workplace to train(staleholde interview —
NSW tertiary institution).

Two unions, LHMU and MEU, suggested thiatshould be a requireamt that
enployers to pay for 2 year TAFE quadifl staff get training and support if
actingworking as Autlrised suprvisors. This could inelve effective RPL and
specifically tailored courses fwovide support the trainedagt member in their role.

! Commonweath Undegraduge Remote and Rural Nursing Sclolarship (CURRNS) Shene
for registered or errolled nurses viho have keenout of the nursingworkforce for sane time, to
undetake aprogramaccreditedvith the NursesRegistration Boad or Council.. Also Mayne
Health, privag¢ enployer, Worllife piogram sctolarship program to upgrade registration,
child cae assitance, ounseling, work environment (Austalian, 2002).
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For sone stakeholders and survey pesdents there was a rpeption that the
dichotony between care and echtion —early childhood trainedeachers and gear
TAFE qualified staff — had an jpact on the shortage of trained staff.

EC teacherdike to feel superioto TAFE qualified staff. Over my
many years of experience all CE teachers| have net are
inadequatelyrepared for thdaily routine of child care.

Need nore dnild care focusing on education so teachers feel they are
‘teachers not ‘child minders’.

The perceptions aroungtatus of training also related to wages anudimns. O
survey respondent conant that ‘there idlittle difference between qualified and
unqualified worker’s wages’ sgaining qualifications was dittle financial benefit.

In 1996-7 NSWhad a Policy on the Alieative Recruitrart Arrangenents for
Licensed Qildren’s ServicesWhere a Sudbly TrainedEarly Childhood Teacher is
Unavailable. An infants or priary qualifed teacher could take a 30 hour inservice
training course, from providers such kady Gowrie, to be recognised in early
childhood. The reviewof the policy wa unfavourable and the programas
discontinued. If it was to be reinstatédvould need mre than 30 hours training,
focus on play as a vehicle for leargj interactions with younger children,
implications of child developent for int@actions eg toiletig, equipnent, practice
oversigh by an ECE teacher dnfurther traimng (Office of Childcare interew,
Decenter 2001).

Overseas qualifications

The recognition of overseas qualification® ¢ sone way to lessen the shortage of
trained early childhood staff. Stakeholdarsl several survey respondents cantad
on the difficulties they had expermed obtaining recognition of overseas
qualifications. The Qualifcations @mmittee, @ntraced bythe Ofice of Childcare
meets bimonthly, with the possibility of additional month} teleconference
(although tle Comnittee was reported as hbaving used this mchanism At this
time the conmittee revews applicions andmay nake deterrmations regarihg the
acceptance of overseasialificatins. The tine lag fromreceipt of @plication to
approval was reported as beingrmnthan3 months. The Offte of Childcare reported
that decisions could beatte within a nonth if an application is copieted correctly
with the reuired inbrmation attabed. Uil the application is appred the &ff
member is unable to foraily act in the t@ined position they haveeen appointed to
and nay not receive the rate of pagrfwhich they nay be potentially approved. One
survey respondent lost the trained sta#fmber due to the length of tamof the
approval process and not being able tothaystaff menber the higher rate of pay.

Also appli@ to Qualifcations Conmittee torecogmse overseas
qualifications — took 4nonths with no resulDirector resigned in
the mean tine as we could nopay her a teacher rate until her
gualifications were recogised.

A pilot is being run by the Community Sergg and Health ITAB, the Community
Services Training Package TAFE to sugimnt unrecognised overseas qualifications.
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The pild is an on the jo conpetency asssnent praessto award a AFE diploma,
for exanple a child care teach&om Fiji. There is no equivient proess for teehers.

Course attrition

Analysis of attrition from UNE courses maied that students matied in university
courses that build onAIFE qualifications eperience a high ratef attrition, up to
thirty per cent. Reasons included the following:

x Personal epectations Students cabe highly comnitted tothe study pogram
and set high expectations of theelves. They can becardenoralizedwhen
expectations are noteinand grades ay not be as high as theyight have
achieved at TAFE.

x Fanily responsibilities TAFE qualiied early €éucation tudents are eported
to be nore likely to be older and ka young children. This responsibility wa
often cited as a reasdior extension of assignents or withdrawal from
courses.

x Econonic disadvantage: The group tendsomore likely to include students
on lower inconas than other part timmstuderg in other fields. This is partly to
do with theincome level in chid cae but also to do withthe geneal family
circumstance. Coment from graduatingstudents indicate that ¢y are likely
to be thefirst member of their Bmily to be graduating frora university. Lack
of access taup to date coputers, dificulty paying fees and reamning in
course, lack of funds tattend residential progranare sore indicators that
identify the group as less well mgces that other university groups.

The issue of econaim disadvantage camup in one stakeholder interview in the
context of career options, choices and pathd how these ay impact on the trained
staff shortag. The barriers of social classid tle ability to payfor courses no longer
appeared to have a significantgatt on peple entering tertiary courses. Access to
AUStudy aand HECS nmade tertiary traiing nore affordable. The greatest
consideration seesd to be how wlea student did in secondary school.

Course content and format
0-5 year old specialisation

Internationally, early childhoods recognised as spanningetiperiod frombirth to

eight years. While there areffitulties associated with a birth to eiglocus in early
childhood teacher education prags, most universities iINnNSW offering early
childhood @grees are comitted to naintaining this br@d focus for two key reasons.

The first relates to ¢lidren’s wellbeing. In bef, there is arurgent needor teachers
with a strong understanding of early chddvelopnent in the early years of school.
There is arequallystrang need for teachemwto can effectively suppbchildren and
families through the transitioto school poces. Early clidhood teackr edication
prograns play a crucial role in ensuring apply of such teachers to the school sector.
The cross drtilisation of ideas tat canarise when early childhood teachersven
between the prior-to-school atite school sectors, and vicersa, is also regarded as
beneficial.
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Second, universities have apessibility to prepare gradtes for the widest possible
range of employmnt options. To a considable extehy their sucess in attacting
students to their early childhood teachdu@ation prograsdepends on prospective
students’ perceptions of themployment options avdable to then following
graduation. Although there is semacope forspecialist nick marketing of sone birth
to five specific programs) in general, univeitses would find it difficult for ethcal and
econonic reasons to offer prograrthat sught to restrict graduates’ emplogmh
prospects to a particular segm of theearly childhood field. Fothese reasons, we
have chosen not reconemd that universite be urged to offer only programvith a
birth to five focus.

Managerial skills

Survey respondents were asked whether onimeofcontributors to the trained staff
shortage was the preparedness of new gtadua work in thesarly childhood field.
Forty-four per cent (74 respondents) bedekthat early ctidhood teachers and 26 per
cent (45 respondents) believed that TAFEIlifjed graduates were not ready to work
in early childhood services. Siiarly stakeholder interviews indicated lack of
preparedness and unrealistic workplageeetations as reasons for the shortage.

Stakeholders reported that graduates lackaficient edwation in bugess skis,
teamwork and nanagement. They were othe opinion that studés were not aware
they would nanage a s@ll business rathghanwork with childen one they @t to
managerial roles. They thougtitese skills needed to lrgcluded in courses and that
business rmanagenent skills shold be included a part ofrequirement for authorigd
supervisor. Several long day care centreBlISWV have enployed business anagers
(or similar) in the past. In this instae the traied early clidhood teacher was able to
focus on working in ladership rtes with families, children and the comumity,
rather than becomg the business anager.

Flexible delivery

Charles St University, Bathurst has a ra placenent stetegy to encouage
students to take up rural positis hut it was reprted that gaduates tentb enter the
rural schob system(Interviews).Other uniersities ae alsoflexible in the way they
provide training to rural studenbd it seens that graduatethen leae the rural area
or leave the early childiod profession (Interviews).

E-learning for upgrading Associate Diplamgraluates was suggested to assist in self
paced learning. Howevethe USA experieteis retreating fromreliance on electronic
delivery.

Other sugegstions for increasg flexibility in educationwere to accred in-service
courses. It was reported that UNE hassmecial topic course that recognises
attencince at conferees; for exarmle, students attending the Child Careoi/
Forum(Child Care Exclnge)can negotiate to report baok specific elerents of the
conference and receive crefilit attendance and reporting baak part of their course.
This is part of the university’s focus onmang for what ispractica within working
life, while ensuring academrigour.
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Practicum

Stakeholders and survey respondents witloee worked in rurhservices or had
experience in these areas were concernaitgthduates were not engaged tolook

at rual services as a work optio One stakholder lelieved that the increasy
contraction of university aurses to raropolitan areagnd large regional cgmses
actively disouraged students asking faural practicumplacenents. The students
having to lear the casof these placeents further excerbated ts. Recently UNE
has develogd a large exteml caurse for early childhood students, drawing on
students throughout NSW, and @lea Sturt Wiversity is opening a capus with an
early childhood program in Dubbo in 2002.

Graduatingstudentsal referred tothe inportance of the practicunwith 25 per cent
of those interviewed egicitly citing the quality oftheir practicumexperiege in a
particular service as a key deteémant of their decisio to either seek or awb
enmployment in that workplae. For all studes intervewed it was clear thiathe
practicumplayed a key role in shapingetih perceptions of the early childhood field
(Appendix C).

Thirty per cent (50) of survey respomie commented that there was not enough
practicum experience for undergraduateand 35 per cent (60) believed that
addressing this issue would help solveghertage of trained early childhood staff.

Trained staff should haveare handsn experience prior to graduation.

Several stakeholders commented on the aiffies in sypervisng students in rural
and renote placerents, particularly hamg access to a suitably qualified supervisor.
Many practicumsupervisors are early childhotetturers. It is iportant for students
to experiese thes work environmnts asone way to encagage potetal
enmployment, however tle difficulties associad with effective practian supervision
need to be overcoen One suggestion was tontract ‘local apropriately qualified
individuals to undertake the superaisi and supports’ (stakeholder interview -
Contact Inc).

Employment intentions after graduation

Findings from the field work in this reearch, student ime&ews, survey ad
stakehtder interviews confrmed the inpression that graduaténtentions were
generally toenter earlychildhood teacling immediately upon graduation but ais
expect to leave the profession within figgars (Appendix B and E). This was also the
finding fom Alison Hliott's resarch of University of Western Syiney gradates
(Appendix D).

Quialifications and education recommendations

9. That the Office of Childcare communicaitine findings to stakeholders in early
childhood education courses about:

X strategies and commitment to broadenithe recruitment pool to increase
geographic, gender, cultural and indigenous diversity;
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x the relationship between courses at défe campuses such as specialisati

differentiation, flexibility of deliveryand collaboration toimprove effective

education opportunities;

X embedding mentoring as part of the cgmrto establish connections to the

profession beforstudents graduate;

X support to workers already in the professito enrol in and complete courses
upgrade their qualifications, such assite learning hours, study leave;

X ways to support the qualitof students’ practiam experiences, includin
mentoring, peer support, assistancer findigenous and rural placemen
(transport, accommodation and lost incomend

X managerial skills for opeting children’s services.

10.That the Office of Childcare communicatine findings to the tertiary educatic
sector and Commonwealth and State Gorent Departrents about considerin
methods of offering scholarships funded by Commonwealth, State or [
sources to address the imperatives of:

X increasing recruitment from rural areas;
X retraining of mature graduatesho have left the profession; and
X increasing gender, cultural and indigenous diversity.

Relevant agenci@sclude Commonwealth DepartmewfsEducation, Science an
Technology; Employment and WorkplaRelations; Immigréon, Multicultural
and Indigenous Affairs; Boriginal and Torres Straitslanders Commission; an
NSW Department of Education andaihing.

bn

g -
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d

11.That the Office of Childcare requires a key performance indicator from t
contracted provider, AEA, that it clarifies to the professiothe processes of th
Qualifications Committee and the precise mhation regiired to be attached tq
the applicéion to minimise decision maidg delgs and review whether addition

he
e

staffing support to the Committeerégjuired to expedite the process.

Refer also to
x Recommendations B Work conditions
X Recommendation 7. Communima with the pofession

4.4 Recruitment
The recritment process into the child capeofession is relately straightforward,

assunng an adequate recruigmt pool. Thez is a well defined process with larger

enployers recruiting (Were graduates are avaie) directly fromtraining institutions
and throughadvertiserants in local anddaily newspapersExtrene difficulties in
recrutment were repaed in réation to attrating traired gaff to rural and remte
areas and difficulty in attractingdigenous students to courses.
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CSAs fromeleven Areas repted difficulty attractingstaff (Appendix F). Vacancies
remained for extended periods. In one seevtbis was the case for sevewonths at
the time of reporting. This occurred despe&tensive advertising, including in the
Sydney Morning Heraldand, in one rural service, \&ttising in four States and
Territories. The cost to the centr@splacing nunerous advertiseents represented an
added financial burden. The centhat adveised interstateran advetisements br the
sane vacant positioniace 1990. A nurper of entres, particularly in rral localities
posited that offering above-awardges night reduce this dilemia, but at this tirg,
raising wages was not possible.

Family responsibilities had an iact on tle dfficulty of recruting trained staff in
rural and remote areas. If eoue to a rual area included a partner and children this
could create tension, particularly if the pemnt wanted to work and was unable to find
suitable emloyment.

One stakehdler idenified that theyhad leen successful irecruiting galified staff

by pronoting their service as one that gloyed nore trained sff that required by
licensing providing greatereer support and guidance for new graduates. This was
combined with above award pay andralitions. This centre very rarely had
experienced difficulty in recrting trained &aff.

Child care was a priority redtment caégory for mmigration following the nd
1990s shortage. It has since beenaesa asa priority but NSWeould advocate for it
to be reinstated.

It appears that neither thH@overnnent nor children’s services gutoyers currently
apply a strategy to attracbature qualified people backto the proéssion. Ths
strategy has been successfully adoptedhdustries such as nung (stable preferred
shifts eg Mayne) and finance (fdynfriendly conditions).

The cost ad placenent of advertisments fa child care ervices is a common issue
for sone locations. Som areas seem taequire ongoing advertising in national and
regional nedia that can ha an impact on child carservice budgets. This was
exacerbted for services located miral and renote areas. @e staleholder suggested
regional services could regt through a co-operativeadel. The exaiple was given
of three small prehods locaed in ®uthern NSW who required a trained staff
member for one or two days aeek. The servicescould consider a cobmed
approach to recruitant, pooling ‘resources foronote the benefits of their locations,
sharing advertising, sharing positions that a full-time job could be advertised,
investigating could support or servicapplied housing’ (stakeholder interview —
Contact Inc).

Sone services used the offef above award calitionsto dtract suitable tiaed stéf

to their services. The difficulty in providg above award conditions is the financial
burden that services had to bear. If servigese located in areas wherargntscould
not afford higher fees, the above awaohditions were not an option. Mk most
survey respondents comented on the poor wagemany stated thait was the lack of
workplace fexibility that causd the greateisconcern inrelation to recruitrant, this
was particularly rarked for staf with families of their own.
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Recruitment recanmendations

12.That the Office of Childcare communiea the findings to peak bodies and
employers about develaw graduate recruitmerdtrategies such as:

X university-based recruitment 6 monthsefore graduation (similar to th
Department of Education Targeted Graduate Scheme

¢

pooling recruitment resgces and strategies;
positive practicum experiences (Recommendatipn 9)
financial support for indigenous and runalacements (Recommendation ;1@nd

X X X X

supporting recruitment of mature workeback into the profession through
scholarslps to retrain and work conditionsuchas stable fixed shifts and family
policies (Recommendations 1-5, 10)

A recruitment schera that benefits employersthat vary in size, location and graduate
characteristics is required toeet the drerse needs of the profession. A domation

of direct and indirect stragees is therefore needed. TBeown Employees (Teachers
in Schools and TAFE and reéél emploges) Salaries and Conditions Award
provides a ‘Socio EconamGoods and Serses Allowance’, dependent partner and
child allowances, vable allowance and vagan travel allevance tocampensate fo
geographic isolation. These allowancesywdepending on location throughout NSW
They vary in value from $248 to $2482 per anpamd for the vacation allowance
from one to three vacation journeys pmrnum. Offering a siitar schene or tax
rebates tottrad trained stdfto rural and remwie regions ray assisin therecrutment
process.

13.That the Office of Childcare communicates the findingshto Commonwealth
about:

x the restoration of early childhood educatitmthe priority migant career list ang
provides adlice to the Commonwealth about acceptatbocumentatio required
to meet NSW qualification standards; and

x the inclusion of early childhood educatedftin the tax cocession categories fq
rural and remote areas (Tax Zone ahd Special Tax Zone A and Br the
provision of specific area allowancasall appropriate industrial awards.

=

Refer also to

X Recommendation 7. Communima with the pofession

4.5 Professional Support and Status

Other factors that result in attritioare the peception that tare is nosignificarn
caree path, especily in small instititions with only one or two prafssioml
positiors. Sone workers feel the need faol) satisfaction, which incls factors such
as a need for seniority dnesponsibity (Stremmel, 1991).

Job satisfaction also relatespgecaved inequties withn children’s serices. Tlereis
sone concern that workplace statusithin a centre isdeternined by formal
gualifications only, without regard for pracicexperience. Public perception is that
there are differences between care — wiiag) [day care provides — education — what a
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preschool provides. In reality a long degre centre provides searess service of
both care and education, that is continuauns interlinked. This public perception
contributes to somearly childhood traned teachers aking the decision to ove
from long day care to preschools amtbsequently into school education.

Would like to go into schools — bettconditions, prestige, support.

| would like to get into preschool and schools because itag m
education focused and pay andnditions of workare bette in
preschools and schools.

A number of child care workersaid that their s€ss and burnout resulted in part from
a lack of social suppb Clearly in snall institutions there are not enough colleagu
of simlar experience and gliication to form close-kni social units capable of
mutual support, advice and assistance. [dhe of any individual fronthe groups that
do exist is felt mre strongly tln would be the casfor instance ira primary school
where there is a relativelyrige community of teachers age of nutud support.

Since the size of childrém serices is regulated in order te&p thento a size where
young children are in a suitable sociahvironment, the obvious solution of
centralising early childhood education is nable. It may, however, be possible to
crede prokssional grops across stitutional borders in oder to bringchild care
workers togther for the kind of information exchange and morale support which is
required in order to save these workers frimelings of isolation and provide them
with a ready resource for problesulving.

Even the use of the term ‘child care werkis seen by somas confering a lower
status than is appropriate and sevéoals groups meting for the Commonwealth
Child Care Advisory Council suggested ati@tive terns such as ‘childhood services’
to enphasise the pro-active naguof the calling (CCCAC, 2001d).

Students reported poor experiences duringgoieats in child care services, including
resentnent towards thenfAppendk C). However, for University of Western Sydney
students, professionaupport and status did not rahighly as in their preferred
enmployment choices (Apendix D). Twentyper cent of studentsientioned career
opportunities or salary as a deciding ¢acin their preferece for enployment in
primary schools. Siitarly, only 10 per cencited the poorer salaries, status and
professionalismassociated withchild care centres as resns for rgecting such
enmployment as their preferred option.

Feminised workforce

The gender ifalance within thehildren’s sevices workbrce can cotribute to the
difficulties with staf recruitment and retetion in two ways. First is theslatively tiny
percentage of em enteing the field. Tle ABS 1996 Census indicates that only 3.3
per cent of Australian child care workensd 2.3 per cent of pre-prary teachers are
men. These figures are castent with international trends. Men caqmise
approxinately 2 to 3 per cent of the chileh’s services wrkforce in New Zealand
(Farquhar, 1997), Canada (Goalm 1998)the USA (Stremmd, 1993) and the UK
(Skelton, 1991). It can bargued that this imbalancertually cuts the potential
recrutment field by 50 pr cert. Availale enrolrrent data for TAFES and universities
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suggest that in Australia, kgast, this irbalance seesunlikely to be alleviated in the
foreseeable future. In998, in NSW, TAFE enrolent figures for stdents in child

care courses were predomantly female (285 fenales, 2 nales, or 98.58 per cent
female enrolment) (Community ... 1996)Jnpublished data frorthe Commonwealth
Departnent of Education, Science and Technology do not show any trend in changes
in these statistics (Swsion, 2002).

Despite this irbalance the second elent of gender bias is shown by the fact that
men tend to have the top jobs, a factor whicay lead to resentemt and attrition in
the fenale segnent of the workforce. Ths could be very frustrating for any
women, especially those who are careanded,a subset that should be retained if at
all possible. Alexander (1991) clagoh that80 per cent of priery teachers in the
United Kingdomare female but 50ep cert of head teaddrs are rde.

The European Comission Network on Childcaras part of its e in reconcilig
enmployment and fanily responsibilities, examned the links between quality in
children’s services and ‘equal treant for men and wormn in the labour rarket’
(European Comimsion Netwok, 1996: 5). One of the issues the Commission looked
at was the particigion of men in childen’s servies, & all levds, not jug in
managerial positioa The Comnssion felt strongly that ren should be actively
encouraged to work in child care to challe steretypic child care roles, but as a
way to encourage greater involvemh of fathers in parenting. The Consrion set a
target that 20 per cent of all child carepayees should be en.

Gender biasn child care etends, as in wst enployment areas, to the question of
family raising. Whereas a womn is often expected to g up her career, at least
temporarily, to raise children to school @re-school age, em do not have this

interruption to their @rea progess, ad continue to gain seniority and work
experience (Thornton, 2000).

The issues associated with the possielerutment of more ren to the child cee
profession are amy and comlex. As one stkeholder comnented ‘gender bias is a
big issue’. Several survey respondents cemied that child care ap fare better if
there were more ren in the feld. Nursing is a one example @& profession that
improved its public perception onceorm men were employed. Rates of pay
increased, along with the profile of nursingaasiable career choice. These potential
advantages need to beunterweighed against the pdieh disadvantages of the
‘glassescalator’ (Wliams, 1992) that can semen in trationally female profession
rise quckly to the top, this creating resgment and exaceding gender inequities.

Men'’s fears about the dangers of sexual alalegations would need to be addressed
if they were to be attracted to the fi@fdlarge nurbers. A stidy of the views of ren
enrolled in an early c¢hihood teacher education pregn at a NSW university
indicated tlat all participants were deeptpncerned about this posdily (Sumsion
and Lubinowski, 1998: Sursion, 2000).

Enhancing status

Various intiatives to enhance ¢h statusof the teachig professia have bee
introduced or proposed in AustraliaThese inclué the creationof teachers
professional bodies sud@s the Institute oTeachers, Victoa; Teacher Registration
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Queensland; and thergposed Instute for NSW recomnended in the Rasay
Review. The Rasey proposal recommendethat early childhood teachers be
included in the Institute. An ia of the bodies is to enhanttee professional status of
teachers b within the teacing canmunityand with the gneral public. However, in
the early childhood prefsion thismay also have the effedf further differentiating
teachers frm other qualified child care wkers, unless agciate nembership was
available to them

Professional support and status recommendations

14.That the Office of Childcare communiea the findings to peak bodies and
educators in the professi@bout establishing local pfessional support networks
and professional continuing education through:

X providing a small amount of sead money to each local area;
X publicising sucesiul examples of networking and mentoring (@omnendation 7)

X publicising career path andlevelopment opportunities such as examinati
markers; QIAS reviewers; part-tgnor guest lecturer; tutor; professional an
advocacy participation (Recommendation 7)

s
S

X publicising professional continuing eduiman and incorporating it as an annual
requirement for Authorised Supervisgecommendation 3hrough a variety of
courses and formats eg-gervice, on the job traing, networks and courses at
universities, TAFE andam-governrent providers.

Peer support, emtoring and professional tveorks have ben successful straieg
both within the profession (egotal Network Eastern Suburbs, Sydney) and
exterrally (eg Women in Busness Mentoring Progrgminitiatives need to be Ically
driven but assisted in their establisimh by theOffice of Childcare by connecting
child care services, staffvithin them graduates who have left the profession,
networking facilities such adistance education equigmt. Undergraduates should be
repreented in the @¢aldishment consultaons. Thirty-five per cen(59) of survey
respondents commented thas thck of a regular emtor or support programfor new
graduates contributed tbe staffing shortage.

Professional continuing education & requirenent for sonme early childhood
enployers (eg SDN Children’s Servicd#nc), Early Childhood Long Day Care
Centres (State) and Creche and Kinderga&ssociation Queensland) and in other
professions (eg adical, legal,financial). A distinction fom other professions is the
relatively poor pay, which would probablycgeére that employersvere required to
pay the cost of continuing education work hours. Many aeurses and training
opportunities exist in # profession and in relatedhitning areas (egniversity and
TAFE centres for professional education @ontinuing education, anagenent skills
training and courses andrdferences run by peak bodigghin the profession).

UNSW Research @hsortium 44



Early Chldhood ard Qualified Staff

15.That the Office of Childre advocates to theSw Department of Education and
Training the implementation of éhRamsey Report recommendation on |the
formation of an Institutef Teacherswith the ftlowing features to berfi¢ early
childhood profession:

X representation from akarly childhood bodies; and

X associate membership for TAFE trained staff.

The anphasis within the profession of iting all types of edy childhood care and
education and raployees with different qualdations shailld be naintained in tle
principlesof the Ingitute of Teachers. Sitar objectiveshave ben adwanced in tle
Australian Librarian Infornation Association.

16.That the Office of Childcare communiea the findings to peak bodies and
educators talevelop pulicity to entance the &atus of the priession ly:

X improving graduates’ participation inprofessional organisations and peak
bodies;

X publicising early childhood education aa positive career by designing
information about the nature of the gfession and personal and professiopal
benefits that can be gained from this type of work;

X promoting the educational fution of children’s services;

X promoting early childhood ihigh school career days; and

X promoting the benefits of furtherwzhtion to child care professionals.

Refer also to
X Recommendation 7. Communima with the pofession

X Recommendation 9. Education
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Appendix A Award Analysis
Awards covered by the Independ&uucation Union - Other awards ~

o ke ke 2 ] - Q % o8
§ £¢ S Bf£Esg & g 892 s g%
2 £%5 58 E8ioN g ,EvEss 5 %3
° S < __ £ 5 >48: 96T 5 25885 oh c o=

WAGE Z ' 80 S a cc!8oa cl SoLcB= 2 =2

COMPARISON 3 2 2 8% 2§ S£ER: 2/ TS2E64 5 28¢

all other teachers

Step 1 25471 31162

Step 2 26 084 33184

Step 3 26774 35394

Step 4 27 735 37 228

Step 5 28 906 39 250

Step 6 41 275

2 year trained teacher advanced ccw qualified nurse (1,2)

Step 1 27 775 26 707 33184 28 210 29 286

Step 2 30771 29587 35 394 28 683 29 926

Step 3 32338 31092 37 228 29 162 30571

Step 4 34026 32719 39 250 31216

Step 5 35590 34221 41 275 31871

Step 6 37210 35780 43294

Step 7 39008 37506 45 320

Step 8 39990 38452 47 340

Step 9 40 961 39 386

Step 10 40 450

3 year trained teacher

Step 1 32479 32971 31706 32002 30772 31861 35394 30638 33947

Step 2 34133 34650 33317 33630 32338 33483 37228 32194 35705

Step 3 35918 36462 35060 35390 34028 35235 39250 33879 37 645

Step 4 37565 38134 36669 37013 35590 36851 41275 35434 39584

Step 5 39270 39870 38337 38697 37209 38529 43294 37 047 41523

Step 6 41173 41800 40189 40568 39008 40391 45320 38834 43 465

Step 7 42209 42851 41204 41589 39990 41408 47340 39814 45 403

Step 8 43238 43893 42201 42601 40962 42415 40 308 47 343

Step 9 44960 45641 43886 44297 42595 44104 42 408 49 281

Step 10 46 757 47 465 45640 46 069 44 296 45 867 44 1032 51 224

Step 11 48 019 48744 46872 47 311 45493 47104 45 294 53 747

4 year trained teacher nurse (2,3)

Step 1 34537 35060 33712 34028 32719 33879 39250 32574 37 645 33202

Step 2 36676 37232 35801 36137 34745 35978 41275 34595 39584 35012

Step 3 38738 39325 37813 38169 36700 38002 43294 36540 41 523 36 816

Step 4 41026 41647 40046 40421 38868 40245 45320 38694 43 465 38 750

Step 5 43152 43807 42121 42518 40883 42332 47340 40 707 45 403 40 669

Step 6 44960 45641 43885 44297 42595 44104 49364 42 40§ 47 343 42 593

Step 7 46 757 47 465 45640 46 069 44 296 45867 51387 44107 49 281 44782

Step 8 48 783 49522 47618 48065 46216 47855 53410 46014 51 224 46 623

Step 9 50732 51501 49522 49987 48065 49768 55432 47 856 53 747

Director's allowance — paid in addition to coordinator -coordinator -

teachers salary small large nursing unit mgr (2)

1- 6 staff (1 unit) 4407 4900 4150 3296 3282 328229604 30597 stepl 58484 level 1

7-12 staff (2 unit) 5502 5929 4900 4025 4008 400830 077 31070 step2 61272 level 2

13-16 staff (3 unit) 6871 7217 5929 5025 5001 500130555 31444 step3 62910 level 3

17+ staff (4 unit) 7529 7837 7217 6275 6249 6249

Travel per km 0.27 0.27 0.27 0.25 0.51 0.448 - 0.672

Late fee per 1/2 hour 20 20

Notes: Local government rates of pay not available due tcamewd; * (Teachers in schools afdFE and related employees) &a¢s and Conditions Award; 1.

Enrolled, mothercraft, 2 yr qualified; 2. @nary hours only; 3. University qualified.
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Clauses SDN Children's Services (Inc)Early Childhood ([Teachers(KU Children's Sevices) (State) Award

Long Day Care Centres (Sate) Award

Long day are |Preschoo|

Definitions ‘director’ as‘early childhoodteacher’ 3-4 yarqual |defines'director’ as‘early childhoodteade’ 3 or 4year qualified
Rates ofpay- 3 yr trained  [$32 479 - $48 019 $32 971 - $48 744 $31 706 - $46 872
4 yr trained $34 537 - $50732 $35 060 - $51501 $33712- 49522
Directors allowance 1to 6 enployees: $407 1to 6 enployees: $900 1 unit: $4150

7 to 12enployees: $502 7 to 12enployees: $929 2 unit: $4900

13 to 16 enployees: $871 13 to 16 enployees: $217 3 unit: $5929

17 + enployees: $%29 7 + enployees: $837 4 unit: $7217

Cadlculation ofservice

lecurer n ECE or child development, child devebpment offi cer, Fanily Day Care Go-ord
equivalent to senice; Fanily Day Care, CCC wosr, wholly ergaged in child rearing (while
ECT qualified) reognised aservice atl increment/ 3 years soergagedto maximum of 4
increnents

Vehicle allowance

$0.27 pe kilometre

$0.27 pe kilometre

Late fee allowance

$20 pe haf hour or partthereof

First aid albwance

Geographic isolation allowaas

Climatic allowarnce

Casual employees

20% loadng, up to mex step4 of appropriate scale

20% loadng, up to mex step4 of appropriate scale maximum of siep4

Part time employees

work up o 0.8hrsof f/t teacher

work up o 0.8hrsof f/t teacher

Shift work

early morning, staring 5am6am - 10%

early morning, staring 5am6am - 10%

afternoon , finishing 6.30pm-12am- 15%

afternoon , finishing 7pm -12am - 15%

night, rotating, finishing 12am-8am- 17.5%

night, rotating, finishing 12am-8am- 17.5%

night, permanent - 30%

night, permanent - 30%

Broken slift allowance

Authorised spenvsor allowarce

Hours of work

38 hours, 6am- 6.30pm, M-F, 5 x 8 hrs/day

38 hours, 6am- 7pm M-F, 5 x 8 hrstlay

3 x 1thrs+ 1 x8hrs

4 x 95hrs

or anyother arangementnotmore than 10 hrs/day

Rosterad days off

accruel evey 20 days

accruel evey 20 days

19 daymonth

19 daymonth

or up to a12 day block p.a.

or up to a12 day block p.a.

p/t & tenp can take ROsor bepaid %% in lieu

p/t or casial if accrueRDO can elect paicc% or tine off
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Clauses ontinued

SDN Children's Serviceg(Inc) Early Childhood
Long Day Care Centres (Sate) Award contd

Teachers(KU Children's Sevices)(State) Award continued

Insevice

3 paid days pa, leawe to attend first dicourse or til

2 pad days pa n lieu of atendanceat courses, meetngs, 2 days child free atendance,202 days
parent and committeemeetings face to face

Preprationtime

averge 1 hour pe week

? per weekto performadmin duties 1 haf day/week

Annual leave

4 weeks,17.5% loadng, pro rata for lesshanf/t

4 weeks,17.5% loadng, pro rata for lesshanf/t

Sick leave

10 dayspe year of service accunulates, p/t proratg

115 daysfor eat year of sevice, accundlates, p/prorata

Persnal caersleave

canuse acrued sik leave

canuse acrued sikk leave

can takepartday leave

can takepartday leave

family leave f@ "pressng domestic rcessity"

can acces8 extra farily daysif 5 days of s/llready
usa p.a, nan-cunulative

unpaid family leawe

unpaid family leawe

can ke 5 single day, or pat thereof, of al,
exclusive of shut down peiods

can tke 5 single day, or pat thereof, of al, exclusive of shutdown periods

toil of paynent ofovertime for fanily leave

canuse TOIL for accrued ovetime instead of payant

make up time

make up time

pro rata for pk

pro rata for pk

Parental leave

additional 52 weeks mpaid leave an top of provision
of IRA 1996 Pat 4, Chapter 2 - 2 yrs leae???

IRA 1996 - matemity, patemity and adgtion

pagrnity leave- 1 daypai on dak of confinement
or day"wife leaveshospital"

pagrnity leave -1 daypaid on dak of confinementor day"spauseleaveshoital"

adaqotion leave - 1 daypaid

paid maternity & adoption leawe - 1-2 yrs senice - 2 wis salary, 2-3 yrsenice - 3 wks salary, 3
yrsservice - 6 wksalary

Bereaverant leave

3 days paid, can be ken with pasmal caers leave

3 days paid, can be ken with pasmal caers leave

Examination & study leave

relevant quals - paid leave on dayof exam Iw/o pay
for residetial school

relevant quals - pad leave onday of exam Iw/o payfor resdenta school

TradeUnion Training leae

Union confer@ce leave

Leave without pay

Union picnic day

Mealbreks 30 minutes, cainted astime worked ifon prenises,
prior to 6th working hours 30 minutes, cainted astime workedif on prenises, pror to 6th working hours
Jobshare agrede division of work, parttime enployees, po  |[doaumented goproval process,atdiscreton of Children's

rata lenefits, if job sharepartner alsert then second
persn offered the work at casial rates

Sewices Manager, parttime enployees, po rata benefits, if
job shae parher absentthensecad person offered the wak

Salary sacrifice fochild care
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Clauses Teachers Catholic Early Childhood ServiceCentres andPreschools) |Local Government (State) Award2001
(State) Award
Early Childhood Service Preschool
Definitions defines"direcor" as 2, 3 o# year quaified opeaational bands
Rates of pay- 3 yr trained progresson basedon acquisition anduse of skills
4 yr trained

Directors allowance

Cadlculation of service

lecurer n ECE or child development, child devebpmentoffi cer, Fanily
Day Care ©-ord equvalent to sevice; Fanily Day Care,CCC worler
recognised aservice atl increment/3yearsengayed to max 4 increments

Vehicle allowance

agree travel dlowance <2.5L car- $0.52 per km, >2.5L - $0.60 per km

Late fee allowance

First aid albwance

$9.10 pe week

Geographic isolation
allowarces

enployeesin Moree Pains, Walgett, Naribri, Connanble, warren, Lachlan,
Carathod, Leetm, Murrumbidgee,Windouran, Muray, Griffith — paid
$3.90 per wk, if enployedunder previous award

Climatic allowarnce

employees waking within the aeasbounded by councils of Snowy River,
Tumut, Tumbarunba — pad $3.90 pe wk, if enployed urder previousaward

Casual erployees

20% loading, up to eximum of step4 of appropriate scale

25% loading, regular casualaccess to annual assesrt under council
salary systa, & have senice countedas longsenice lea if move to
permanentpostion

Part tine employees

work up b 0.9hrs off/t teacher

any hrs less the38 per week, pro rataconditions

Shift work

early morning, staring 5am6am — 10%

afternoon , finishing 6.30pm—-12am- 15%

night, rotating, finishing 12an-8am—
17.5%

night, permarent — 30%

Broken slift allowance

Authorised spenvsor allowarce

Hours of work

38 hours, 6am— 7pm M-F, 5 x 8 hrsflay

38hrs,aged spred of hrs M-F, uinpad mealbre&k

Rosterad days off

accruel evey 20 days

19 daymonth

or up to a12 day block p.a.

p/t or casial if accrueRDO can elect to
bepaid 5% instead d time off
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Clauses montinued

Teachers(Catholic Early Childhood ServiceCentres andPreschools)
(State) Award continued

Local Government (Statg Award 2001 ontinued

Early Childhood Service Preschool
Insevice
Preparationtime
Annualleave 4 weeks, 15% loadng, pro rata taking during summer vacaton and
for less hanf/t paid allowarce at this time 4 weeks,17.5% loadng, pro rata for lesshanf/t
Sick leave 1st yr- 15days, thee dter22 1styr - 5 daw/term, notexceel 15

days, acamulates flom 2nd yr - 20 days, bere diter 22 days, accumates
days full pay, 20 days haff pay, up from2ndyear - 20dayfull pay, 20
to 80days days half pay, upto 80 days

15 dayspa unlimited accuralation, up to 13 wks trasferable if move from
council to courxil

Per®nal caersleave

narrowdsdfinition of family - 10 daycurrent sickleave 30 daysaccruel
sick leave

useof any arrent or acauedsick leave can be tken as apart day

can takepartday leave

define cares leave- family, sae sex relative, affinty, househdd

5 days of currer or accredsick leawe for "pressingdomestic necessity"

canuse til, make up time, anrua leave & leave w/o pay

unpaid family leawe

Paretal leave

6 wkspaid maternity leave

9 wkspaid (18 wks haf pay) maternity leave

paernity leave- 1 daypaid on dat of confinementor day"wife leaves
hospital”

adqotion leave - 1 day paid

Bereaverant leave

3 days paid, can betaken with persanal carers leave

2 days pad

Examination & study leave

relevant quals - pad leave onday of exam Iw/o payfor resdenta school

TradeUnion Training leae

if sporsoredby union to atterd TUTA, ertitled to up to 10 diys paid leave

Union confer@ce leave

if employee is accredited dejate etitled to paid leaveof absence for
confererce, ifmore than1 delegate, paynert is at dscretionof courcil

Leave without pay

as agreedjo nat corstitute breakin cortinuity of senice

Union picnic day

1dayas ared

Meal bre&s

20-30 minutes, cainted astime worked if on premises

unpaid bregks

Job fare

as agreedprorata conditions

Salary sacrifice fochild care

yes if providedby the school
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Clauses Teachers (Independent Schwls) (State) LHMU - Misc ellaneows Workers' Kindergartensand |Crown Employees(Teachers in Schools
Award 200L(IEU) Child Care Centres &c. (Stat§ Award and TAFE and related enployee$ Salaries
and Conditions Award
Definitions 1-4 yr trainel teaches, recognises yr trained, teachedefined as smeone who ha

but nat for prescloals

training defined - 2yr TAFE tainedor equivalent

completedprescritedtertiarycourse

Rates of pay- 3 yr trained

$31 162 - $55 432; 5 yr trained - starton siep 6-
13; 4 yr trained -stat on step5-13; 3 yr trained
- starton step 39

steps 13: $28,210-$29,162

$31 825 - $53 747; 5 yr trained - starton siep
6-13; 4 yrtrained- stat on step5-13; 3 yr
trained- start on step 3-139

4 yr trained

Directors allowance

1 unit (25 dhildren) $3692

co-ordinator (small, <5 eftstaff): $29 604-$30 555

2 unit: $4507

Co-ordinator (large): $30597 - $31 444

3 unit: $5626

4 unit: $7028

Calculation of service

lecurer n ECE or child development, child
devebpmentoffi cer, Fanily Day Care Go-ord
equivalent to senice; Fanily Day Care, CCC
workerreognised asserviceat 1 ingement / 3
years 8 engaged to maximum of 4 increnents

1 yr deductedfor ewvery 5 yrs absece fromec and cc
services

not considered- any leave nore than 5 days
w/out pay

Vehicle allowace

$0.51 pe kilometre

none spedied

$0.448 - $0.672, deperding on engine
capacity

Late fee allowance

First aid albwance

Geographic isolation
allowarces

Isolation from Socb Economic Goods and
SewicesAllowance, dperding onlocaion:
$248- $2,482a; cependert child allowance
$139 - $288pa;vehicle allowance $&19 -
$1,296pa; Vacation Travel Allowance $me -
three \acationjourneys; reimhursenert of car

Climatic allowance

Wesem Divisionof NSW, or 0 degees
celsius aveage minimum temperatire
isotherm- +$757paw/out deperdent patner
& +$867pa w depedentpatner

Casual emloyees

plus5%

plus 15% loading

plus5%, minimum 2 haurs start, maximum
6.5 hours perday with 30 minute bresk

Part tire enployees

pro rata @y andconditions

pro rata @y andconditions

pro rata @y andconditions

Shift work

early morning, staring 5am6am - 10%

afternoon , finishing 6.30pm-12am- 15%

night, rotating, finishing 12an-8am- 17.5%

night, permanent - 30%

Broken shift allowance

$9.10 per day, $45.30 perweek

Authorised supervisor allowance

$13.20 perwesk if requiredto actasAS
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Clauses montinued

Teachers(Independert Schools) (State)
Award 200L(IEU) continued

LHMU - Misc ellaneows Workers' Kindergartens and
Child Care Centres &c. (Stat§ Award continued

Crown Employees(Teaders in Schools
and TAFE and related enployee$ Salaries
and Conditions Award continued

Hours of work

38 hrs, 6.3@m-6.30pm, M-F

Rosterad days off

accruel evey 20 days

19 daymonth

or up to a5 day block p.a.

p/t or casal if accrueRDO can elect to bedd highe
rate irsteadof time off

Insavice

only for staff employed in preschools and out of hours
servces

2 days scheduled by Direcor-Geneal

Pregarationtime

Annual leave

taking during summer vacaton and paid
allowarce at this tine

4 weeks17.5% loadng, pro rata for lesshanf/t

Sick leave

1styr - 5 days/term, notexceed 15 days, there
after 22 days, eccunulates fram 2nd year- 20
dayfull pay, 20 days half pay, up to 80 days

5days - first yr of enployment, 10 days - seond and
subsequet yrsof enployment, unlinited accurmlation

Per®nal caersleave

10 dayscurrent sick leave30 days aawied sick
leave

canuse acrued sikk leave

can takepartday leave

canuse til, make up time, anrual leave & leave w/o pay

domestic leave 1 daydeducedfrom sick leave

unpaid family leawe

Parental leave

9 wks pad maternity leave

unpaid leave

pagrnity leave- 1 daypai on dat of
confinement or day "wife leaves heptal"

paternity leave 1 week unpad leave

adoption lege - 9 weekspad leave

adoption leae - 3 weeksunpad leave

Bereaverant leave

3days

2 days

Examination & study leave

relevant quab - pad leave onday of exam lw/o
payfor resdentia schal

relevant quals - paid leave on dayof exam

TradeUnion Training leae

Union confer@ce leave

Leavewithout pay

Union picnic day

Meal bre&s restpause- 10 minutes 2d-3rd hr of shift, >7hrs another
crib bre& - 20-30 minutesper day, counted as |10 ninutes at angreed time; crib brek - 20-2=30
time worked minutes,4th-5th hr of shift, counted astime worked

Job $are as agreedprorata conditions

Salary sacrifice fochild care

teachers my participate irDepartnent's
sabry padkaging, notddfined further.
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Appendix B Stakeholder Analysis

What are you perceptions of the extent athe shortage of early childhood trained
teachers and Associate Diplomas (Child Studies)?

Stakeholders believed thahortage of trained early itdthood teachers and Associate
Diploma (Child Studies) was apparent througBW. There was speculation regarding the
differences in attracting early childhood trairtedchers or Associate Diploma staff, with no
consistency regarding the diffities attracting either qualification. Some stakeholders
commented that children’s sé®s was not viewed favourablby potential students as many
young people did not want to work in cariqpgofessions and there appeared to be a
diminishing of community responsibility and participation. There was some concern that with
fewer people opting for early childhood courses that there would be a dropping of the
academic standards required to enter the courses.

Several stakeholders highlightelde cyclical nature of the shortage of trained staff. One
stakeholder commenting that their archives included reports to Federal Ministers noting
similar issues in 1984, and another on the sberwaf trained staff with the expansion of
Childcare Assistance (now Child Care Benefit}ie private child care sector. There seemed

to be some concern that this shortageleyxtended over a longperiod of time and was
having a far great impact than previous experiences.

Particular note was made of types of servittet found it increasingly difficult to attract
trained staff. These included:

y rural and remote services. This was exacedyateen permanent trained staff went on any
type of leave that required replacing wightrained casual sfamember. Most often
trained casual staff were not available in remote communities. One stakeholder
commented on the difficulty attracting a longern replacement for a maternity leave
position, no trained staff regtement was available so the centre operating with
exemptions;

y single unit centres that only require onerneal staff member (foexample a 29-place
service) where trained staff may feel isolated without peer support;

y services located in areas perceived asddeataged in some way, for example, working
with high needs families and children, areas of economic disadvantage and Indigenous
communities; and

y indigenous children’s servicesxperienced great difficulty taacting trained staff which
impacts on the ability to theattract relief staff and provide support for students that may
want to do their practicum in an indigenaervices. Many indigenous services operate
with a non-indigenous early childhood teachdro may not have a stake in developing
indigenous leadership within the local nemunity. One stakeholder commented that
‘some indigenous services have been tryimgyears to get a trained indigenous staff
member’.

The shortage was more marked for long dase cgervices than preschools. Trained staff
preferred the shorter hours of work, londelidays and paid time to program without
children in preschools. Comments were made that there seemed to be a hierarchy of
employment preferences with schools beirghlghest, followed by preschools, and long day
care the last preference. These choices cktatperceived statusjoney and conditions.
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There was acknowledgment that aspects of tgrtraining and career opportunities impacted
on the trained staff shortagesgociate Diplomas found it diffittuto move into managerial
positions without higher qualifications. Somewarsities in NSW had specifically developed
external courses targeted to Associate Diglaimat provided recogimdn of prior learning,
combined with practical, time and costfegetive ways of obtaining a degree. Some
stakeholders, while believing that this createshartage of TAFE qualified staff, felt that the
long term benefits to the chileh’s services through the upgnagliof TAFE qualifications to

a degree resulted in trained staff with a déretinderstanding of the sector and who were
prepared to stay longer as they move up the hierarchy.

One stakeholder commented that the issue was retention in the sector rather than a shortage of
trained staff. This was reinforced indirectby many other stakeholders commenting that
work load, conditions, finamal pressures and onerouspogting that did not match
remuneration forced people out of children’s services employment.

Of particular note was the impact of the newdcprotection legislatin. Several stakeholders
commented that this legislation directly iagped on the inabilityto attract men into
children’s services.

Trained staff are now more selective about where, when and who they work for. Several
stakeholders offered above award conditiond salary, but found that this did not always
attract the person required for the availableatjpes Some stakeholders found that they were
‘forced to lower standards and accept amdploy staff we would never have employed
before’, accepting the qualification to meet licensing requirements rather than the best person
for the job due to shortage of suitable candidates.

Inexperienced trained staff were recruited into leadership roles without having the skills and
experience to guide and support a team. This exbult very high level®f stress from too

many management and reporting tasks to comgiatedid not relate to children and families.
There was some concern that the day to éajity of work in long day care did not always
match expectations. One stakeholder commettiad ‘children’s services are continually
being asked to take on an ever increasinglyrdeveange of families. At the same time, their
administration loads and accountability expectations have increased. The services
administration role requires maturity, experience, time to link together, and a high level of
knowledge ...".

Many stakeholders commented on the fragtraservices were experiencing from ongoing
costly and wide ranging adveitig that did not attract suitable applicants. Some stakeholders
had resorted to using special@hildren’s services recruitment agencies hoping to attract a
wider pool, but were not more successfalrthvhen they advertised themselves.

Do you think this is different in different areas of NSW?

There was a general perception that the impaatsifortage of trainestaff would be greater

in rural and remote areas. The loss of onenégistaff member could be significant due to
having a much smaller pool of potential candidates to draw on, the difficulty attracting
employees to the country particularly if the potential candidate has a family that may need to
move, and the impact of seasonal work patterns resulting in patchy child care attendance
resulting in less money to atit a highly qualified and/oexperienced staff member. One
stakeholder commented that ‘owing to a ladkqualified people in some rural and remote
regions, relief staff may be required to traklg distances and may need accommodation for
the relief employment period’.

UNSW Research Consortium 56



Early Chidhood ard Qualified Staff

Several stakeholders commented that the grédateperception of isolation, whether this was
geographic, cultural or sociplthe greater the difficultyattracting trained early childhood
staff.

Rural areas with training institutions did neeem to fare so badly, students had done
practicum in the local areasé@were often the preferred rag@ment pool for local children’s
services.

Some city services were more successful wihey recruited locally as potential employees
did not want to travel out of area. This fgré@ater impacts on TAFE qualified staff who may
have to pay for high travel or ggng costs out of small salary.

Do you think the problem is different in the private, community-based sector, preschools
or long day care?

The prevailing view of stakeholders was ttied shortage of traikeearly childhood staff was
not as bad in preschools and schools. Long day care and occasional care had the greatest
impact. Several reasons were citedtf@ preference toward preschools/schools.

y There is a perception of highstatus working in preschaolby staff, parents and the
community. Preschools had better working dbods than long day care. Trained staff
did not have to work with babies, only children aged 3-5 years.

y Long day care is about ‘nice ladies playinvith children’ rather than having an
educational focus.

y Employees will move on to another long dayecegentre if they become disenchanted with
their current employer. The large number job options resultsn some employees
moving with the minimum provocation.

Mobile children’s services were mentionsgecifically having unigel recruitment issues.
These related to the wide range of skills required by trained staff working in a mobile service,
that are not only child relatdaut also offering family and comunity support due to social

and geographic isolation. This broad skills isebot always reflected in the early childhood
training received.

Stakeholders offered differing opinions idat&n to differences between community-based
and private children’s services. Opiniongere dependent on the work or practicum
experiences stakeholders had had personatlyhad been related. Some stakeholders
commented that the trained stafiortage was more apparenttive private sector as these
centres did not want to employ early childhood trained teacsetsey werg¢oo expensive,
offered lower pay, had a lack of resources amketed staff would padipate in out of hours

fund raising. Others stated that the communégdal sector had greatfficulty due to the

lack of consistency with community managemeommittees having an annual turnover, with

a lack of expertise and support in managing staff resulting in higher trained staff turnover.
One stakeholder commented that private owners put ‘bloodatsand tears’ into their
centres, with the owner doing all the work while parent committees do not have the skills to
manage small businesses.

There was some consensus that good childrsergices operators (raglless of ownership
status) with significant business experiencelld offer above award conditions to attract
trained staff. Although this veamoderated by the impact different award conditions. For
example the new local government award now provides nine weeks paid maternity leave, the
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ability of private centres to more easily offer trained staff salary packages, and some larger
employers having their own enterprise agreets providing above award pay and conditions.

What about difficulties attr acting teachers comparedo Associate Diplomas?

There were mixed comments from stakeholdexgarding differencesn recruiting early
childhood trained teachers compared to TAFE gedlistaff. For stakeholders there were no
consistent shortage pattern, the primary cameas job satisfaction. Qfreatest concern was

that with fewer applicants for positions there was a resulting lowering of standards as services
made do with the qualificath rather than the best pensfor the job. One stakeholder
commented that directors were particularlificiilt to recruit and ‘we are taking the lowest
possible denominator as managers’.

Two stakeholders commented that early dfolod teachers were avoiding director positions
as they did not want the increased resporisgihilith only minimally increased pay. The new

child protection legislationral significant changes in worlseecompensation and occupational

health and safety compounded this.

One stakeholder was concerned that the re2@pier cent salary increase for early childhood
trained teachers would be taetdetriment of community-basetiildren’s services. They also

felt that teachers deserved this pay inceeas for ‘many years early childhood trained
teachers had been subsidising community-based committees by forgoing their full
entitlements’.

There was general agreement that salaries were low, but particularly so for TAFE qualified
staff, with wages that did not refleitte level of skill and work undertaken.

What do you think are some otthe reasons for the problem?

All stakeholders commented on the poor wages and conditions, particularly in relation to the
level of responsibility requiredThere are very little prodtigity savings tobe made in
children’s services as the predominant coselisted to staffing. This was linked to increased
job dissatisfaction resultingdm lack of recognition both financially and the perceived low
value of working with children.

Many stakeholders believed that New graduates to the field did not have a good
understanding of the work expectations od herealistic expectains. There was concern

that undergraduates should have experience adthinistrative and managerial tasks during
practicum placements, but it was acknowledged that this was if little wadtil it had real
meaning in the workplace. Several stakeholders believed that the shortage was much broader
than children’s services affecting all human services.

The child:staff ratios and child group sizes wefeconcern with stakeholders commenting
that the level of intensity working face face with children was very demanding, and
lowering the ratios would decrease this intenaitg have a positive impact on attracting staff
to services. The intensity related to alwaysihg to be ‘switched on’ with children and not

having an off day.

The increasing level of accountability, without adequate funding to support this was
considered an issue.

The lack of peer suppofor trained staff working in centsgsuch as one unit preschools was
an issues. This was particularly marked for mades the profession is very gendered with few
males supports. Support was also an issue for new graduates with little mentoring and
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guidance for new graduates with children’s gms staff having less time to provide this
support due to increasing work loads and accountability requirements.

The range of differing career options for lgachildhood teachers provided greater work
opportunities, and the variety of tertiary cees enabling an upgrade DAFE qualifications,
while seen as ultimately beneficial, dinshed the pool of trained early childhood staff
available.

There was also some concern expressed taless money being available in tertiary
institutions to support early childhood tmaig and the increasing competition between
institutions for students.

How do you think career options/choices and career paths impact on the trained staff
shortage?

Most stakeholders agreed that early childhtvathed teachers had many more career options
than 2 year TAFE qualified staff. TAFE qualiiestaff increased theaareer opportunities if
they were able to upgrade their qualificatibmshat of a 3 or 4 year trained teacher.

The development of specific & upgrade courses at univéies was seen as a positive
development to support the ongoing pssienal growth of these people.

Several stakeholders felt that there weraemeareer options in the metropolitan areas, so
people prefer to start work het@be close to and be aliteexplore other career options.

There were also several stakeholders thdieve that overall there were poor career
structures for all trained staff.
What could be some of the solutions — short and long term?

Lobbying politicians and the community tordenstrate the valuend contribution staff
make to children and families.

Improve pay and conditions ehild free programming time, faly friendly work practices,
paid staff meetings, 6 weeks annual leaveg(RDOs). Use of pay equity as a way to
improve conditions. Salary parigcross all children’s services.

Market and promote children’s services — all stakeholders working together for example all
tertiary institutions ‘network more effectively and promote the benefits of training and
education for child care workers’ (Assate Professor Nadine McCrae — UNE)

Tertiary scholarships to help pay for coursHsese could be linked to rural employment on
graduation. Could also use emphognt contracts with fixed lotan and/or periods of time.

Accredit inservice courses as part of RPL for tertiary studies.
Mentoring and support for new graduasesl staff working in isolated areas.

Do not lower regulations, but look at ways ttradt trained staff bacto the sector. Improve
child:staff ratios anahild group sizes.

Seamless link between prescteoahd long day care centres.

NSW Commission for Children and Young Peopb proactively promote young children,
use media to promote children and fund research.

Employer needs to fund training and supportdrempt staff members to fulfil their new
role.
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Improved processes to recognise overseasifigaions and reinsttement of child care
qualifications as aifmmigration priority.

Promote a child care careersacondary school more actively.
On-site, workplace training for thosetime TAFE (or equivalent) courses.
Centre staff need to be responsible for their own advocacy.

Targeting or older workers to retrain, or thegeo have left the workforce to re-enter. Offer
refresher courses for pgle re-entering the fidlafter an absence.

Tertiary institutions to deliveoptimal practicum experienceghis may require working with
services and practicum supervisors.

Early childhood education should come underDiepartment of Education and Department
of Education should decide riculum. Commensurate pagnd conditions as per school
teachers.

Self regulation for services combined with parent education campaign to highlight
educational elements of child care.

Allow experienced TAFE qualified staff to be authorised supervisors, combined with agreed
number of hours of high gliy inservice per annum.

Operational subsidies for long day care.
Strike to advocate for profession and raise public awareness.
Accountability to one level of government — @otombination of Federal, State and local.

Web page about rural services for studentsitecs to assist in organising and promoting
practicum.
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Appendix C Student Graduate Interviews

Telephone interviews were conducted with a random sample of 20 students graduating from
an early childhood (0-8) program at a mpulitan university. The students interviewed
ranged in age from 21 — 42 year$; per cent (15) were ag2d-22 years. All were women.

Students were asked about:

x their immediate employment plans;
X reasons for these plans;

x their longer term career plans;

X

suggestions for how the apparent staff slyzta the 0-5 sector might be addressed.
Their responses are summarised below.
Immediate Employment Plans

Within 3 weeks of completing their final asseents, 60 per cent dfie graduating students
interviewed had accepted a teaching position.th@ke, two thirds (8 students) had taken
positions in the 0-5 sector, all in private cent@se third (4 students) had accepted positions
within the school sector (3 in targeted DET ipoas; 1 in the Catholic system). All positions
were within the greate8ydney Metropolitan area.

Of the remaining students, four planned tacte casually prior to avelling overseas (3
students) or because of familgsponsibilities (1 student). Three were actively looking for full

time positions in the 0-5 sector, and one planned to continue her present work in vacation care
where she has established a career path. @sidéo had not yet found positions anticipated

little difficulty in doing so.

As the sample is small and not necessarily remtesive, caution is need when interpreting
these findings. Nevertheless, the ease witich students found enmgtment highlights the
positive initial employment prospects for eaclyildhood graduates, especially in child care.
Particularly if the economy contacts, the ¢afaility of employment opportunities could be an
important ‘selling point’ inany publicity initiatives.

It is interesting to note that all students entering the 0-5 sector accepted positions in private
centres. Reasons for this trend, and implicetidor private sector employers seem worth
exploring further. These findings, while not altte be generalised, suggest that anecdotal
reports that the majority aarly childhood graduates are benegruited by the school sector

may need to be treated with caution.

Reasons for Immediate Employment Plans

The following table summarises the reasonsmgive the students for their employment plans
for 2002. Most students gave more than oneorea&s the majority of students had obtained
or were looking for positions in the 0-5 sectolisinot surprising that most comments related
to this sector. These findings suggest that@Fb sector holds attiamns for many graduates
and appear to contradict anecdatgorts that suggest that the school sector will be inherently
more attractive. These ‘pull factors’ drawimggaduates to the 0-5 sector seem worthy of
further investigation, and could be highlightedcammpaigns to attract more graduates to this
sector. They suggest areas for possible focus Ipjogers in the 0-5 sector seeking to attract
staff.
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Table D.1: Reasons Given by Graduatingtudents for their Immediate Employment
Plans

Reason 0-5 sector School sector

Well-prepared for / confident about working in the sector; seeking to 6 -
develop further confidence and expertise

Preferred age group 6 3
Congenial work place [collegiality, high quality program, mentoring / 6 -

career advancement opportunities]

Perceived greater flexibility in programming 3 1

Pay and conditions 2* -
Positive practicum experiences in the sector 2 -
Pragmatic reasons [offered a job, close to home] 1 2

Note: * Responses given by students specifically seeking positions in preschools

Longer term career plans

When projecting ahead 5 to }@ars, students’ long term career plans fell into 4 distinct
categories:

x 30 per cent (6 students) would prefer to wirlschools. Of these, 2 would not consider
working in the 0-5 sector.

x 30 per cent (6 students) would prefer to wiorkhe 0-5 sector, with 4 aiming to become
the director / owner of a centre.

x 15 per cent (4 studentsivesaged moving back and forbetween the 0-5 and school
sectors and valued the possibilitiya flexible career path.

x 15 per cent (4 students) envisaged movwm@ different career [e.g. nursing, personnel
management] in which they could lsion their early childhood background.

x 10 per cent (2 students) envisaged moving énpolicy-making / advisory role in EC.

Again, these findings need to interpretedthwcaution, especially given the difficulties
associated with asking 21-22 year olds tojguting their career pathMany students pointed
out that it was difficult to anticipate the impaftlife changes (such as having children) might
have on their career plans and trajectories.

These findings reinforce, however, that the pmesd inherent bias by graduates toward the
school sector may not be as great as is @tditipated. Indeed, they suggest that there may
be a ‘window of opportunity’ in the early caregears in which 0-5 sector employers might
usefully focus in consolidating interestand long term commitment to the sector.

Strategies might include highlighting career paths available to eaittthood educators with
experience in the 0-5 sector. Even if these@apaths eventually lead some graduates to
alternative careers outside early childhood enhanced awareness of career opportunities could
still be an important ‘selling point’ in dramng people to the profession. Any expectation that
graduates make a lifetime commitment to early childhood sector, or the 0-5 sector
specifically, may become increagiunrealistic. Increasing thddtv’ of well qualified people

who are committed to making a contribution ttte sector in the medium term might
ultimately be more fruitful.
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Graduating students’ suggestidns addressing the staff stiage in the 0-5 sector

Most students offered severaliggestions, and their responsagin fell into 4 distinct
categories, all of approximately equal importance. Not surprisingly, these were:

X Improve working conditions by:

- scheduling daily, child-&e, preparation time;

- reducing staff-child ratios, espially in baby toddler rooms;

- offering alternatives to rotating shifts;

- ensuring a pleasant physical working environment;

- providing good resources to enabldfdiaperform their roles effectively.

[14 responses]
X Improve pay [11 responses]

X Improve the status of earthildhood professionals through:
- engaging in more effective advocacy by the profession;
- influencing government policy;
- emphasising the link between quaigtions and quality of care.

[11 responses]

X Improve morale by
- valuing staff in ‘small ways that mean a lot’;
- placing a high priority onféective leadership and enhang collegiality in centres;
- providing professional development oppmities and identifiedareer paths;
- reducing staff turnover and achieving greater staff stability

[11 responses]

In addition, three students dhlighted the need for a more strategic approach to staff
recruitment. They suggested making earffers of employment @uivalent to the DET
targeting policy); offering traineeships tstudents; ensuring thastudents practicum
experiences were positive; anffering a ‘training’ rate testudents employed casually in the
0-5 sector.

These suggestions are generally consistent watltdrature about retention and attrition. It is

important to take note of the views of teacher the early phases of their career about
improving retention rates. While some ofetlabove suggestions would be difficult to

implement in the light of current funding abdidget constraints, with some ingenuity and
strong and strategic advocacy, othaay be possible to achieve.
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Appendix D Early Childhood Students' Employment Expectations

Research was conducted by Alison Elliott, Wmsity of Western Sydney from 1998 to 2001
on early childhood students’ employment expectatems preferred desttions in the short
and long-term.

Four cohorts (n=64 (1998); n-64 (1999); n=800R), n=75 (2001)) of Bachelor of Education
(Early Childhood) students from the Penrithmgaus of the Univerty of Western Sydney

were surveyed for preferred employmemtxpected employnm¢ upon graduation and
preferred employment in five years.

After nannying, child care centres constituted the least preferred option for local employment
upon graduation (including preschools and kindasses). In 2001, chilcare centres ranked
marginally above preschools (7rpent to 5 per cent), but farore preferred to be employed

in primary schools (51 per cent).

However, more students expected to émployed in child careupon graduation, an
expectation shared by all cohorts. This appeab®ta suitable option for most students in the
short term: the primary considamat of most students was to gain employment as quickly as
possible following graduation. Theyere also conscious of tmeed to work casually or in
long day care before being offered a scaand highly sought-after full-time position as a
kinder teacher.

Most students did not wish to be employed in #dotare centre in five years' time, and the
reason for this was overwhelming associated witticipated family reponsibilities. Ninety
five per cent of those who indicated they did not wish to be employed in five years' time cited
caring for their own children ake reason. Of those who didsh to be employed, primary
schools were considered preferable by approtdipdnalf of students from each cohort. Three
quarters of them wanted jobs that suittbeir lifestyles, which included a partner and
children. Primary schools were seen as mdesirable workplaces due to the ‘family
friendliness' of working conditions - longer lltays, shorter and geillar hours, maternity
leave, the opportunity to take time off ofor family reasons, and the opportunity for
permanent part-time work. Long day care centvese not considered desirable due to the
shift work involved, four weeks of annual leave and lack of flexibility.

Conversely, fewer students mentioned career oppibits or salary as a deciding factor in
their preference for employment in primanhsols (20 per cent). Similarly, only 10 per cent
cited the poorer salaries, statand professionalism associated with child care centres as
reasons for rejecting such emphognt as their preferred option.
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Appendix E Survey Results

There were 170 respondents to the survey. Survesesseat to 144 services in 4 areas specified by
the Office of Childcare.

Table E. 1: Gender

frequency percent(170)
female 167 99
male 2 1

Table E.2: Age range of respondents

frequency percent(170)
20-24 years 36 21
25-29 years 65 38
30-34 years 24 14
35-39 years 10 6
40-49 years 28 17
over 50 years 7 4

Table E.3: Highest early childhood qualification

frequency percent(170)

2 year trained early childhood teacher 2 1
3 year trained early childhood teacher 45 26
4 year trained early childhood teacher 36 21
graduate diploma 2 0.5
2 year TAFE qualification (or equivalent) 76 45
other qualification 7 4
Table E.4: Completion time of early childhood qualification

frequency percent(170)
last 5 years 71 42
6-10 years ago 53 31
11-15 years ago 23 14
16-20 years ago 7 4
21-25 years ago 4 2
26-30 years ago 4 2
over 30 years 2 1
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Table E.5: Is respondent currently working with children

frequency percent(170)
yes 146 86
no 24 14

Table E.6: If no longer working with children what is the respondent doing

frequency percent(24)
other paid work not with children 7 29
voluntary work 1 4
family responsibilities 8 33
studying 1 4
other 7 29

Table E.7: If respondent is still working in child care do they anticipate working in child care in
2 years

frequency percent(162)

yes 109 67
no 19 12
probably 9 6
don’t know 13 8
no longer in child care 7 4
planning family 3 2
other 2 1
Table E.8: Time with current employer

frequency percent(167)
less than 1 year 17 10
1 year 46 28
2 years 19 11
3 years 21 13
4 years 12 7
5 years 13 8
6 years 7 4
7 years 11 7
8 years 3 2
9 years 4 2
10 years 5 3
12 years 4 2
13 years 1 0.5
15 years 2 1
16 years 1 0.5
18 years 1 0.5
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Table E.9: Length of time working (or did work) in child care

frequency percent(166)
less than 1 year 1 0.5
1 year 13 8
2 years 12 7
3 years 8 5
4 years 10 6
5 years 17 10
6 years 13 8
7 years 12 7
8 years 16 10
9 years 12 7
10 years 11 7
11 years 3 2
12 years 8 5
13 years 4 2
14 years 2 1
15 years 6 4
16 years 1 0.5
18 years 3 2
19 years 3 2
20 years 4 2
21 years 1 0.5
23 years 1 0.5
25 years 2 1
27 years 1 0.5
34 years 1 0.5
38 years 1 0.5
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Table E.10: Reasons for the shortagef trained early childhood staff

Reasons for the
shortage of
trained early

Reasons

longer works

Fixing these
respondent no  would help solve
the shortage of

If these things were
fixed respondent
would consider

childhood staff in child care  trained child care returning to child
staff care

Workplace fre@q % freq % fre@ % freq %
age range of children catered for, 0-5 yrs 20 12 2 1 19 11 -
inadequate child:staff ratios 67 39 3 2 76 45 4 2
parent expectations 44 26 1 05 38 23 2 1
high work load expectations 127 75 7 88 52 7 4
lack of career path 70 41 4 45 26 4 2
managing multiple demands — staff, management/owner,103 61 6 4 68 40 9 5
parents, children, government (state & Federal)
Legal/regulatory requirements
financial accountability such as Child Care Benefit, 34 20 3 2 46 27 3 2
collection of parent fees, small business management
legal responsibilities such as child protection, 71 42 4 2 52 31 4 2
occupational health & safety
Wages and conditions
worse wages & conditions in child care 148 87 9 5 107 63 11 65
hours of work 81 48 6 4 68 40 7 4
lack of flexible work practies eg job share 66 39 8 5 70 41 12
availability of regular casual employment through child 45 26 2 1 46 27 3 2
care recruitment agencies or similar
Support
lack of peer support in child care centres (someone with 45 26 2 1 41 24 2 1
similar qualifications)
inadequate training & support for employees acting in 68 40 3 2 66 39 1 05
exempt positions, eg Associate Diploma acting as an
authorised supervisor should attend agreed ongoing &
regular inservice paid for by the employer
lack of regular mentor/support programs for new 59 35 3 2 70 41 -
graduates
Training
people do not want to train as qualified early childhood 55 74 31 18 1 0.5
staff
readiness of new graduatez(y childlood teachejsto 74 44 1 0.5 51 30 1 0.5
work in early childhood services
readiness of new gradual@AFE qualified to work in 45 26 1 0.5 36 21 1 0.5
early childhood services
expectation of new earlhildhood teacher graduates 65 38 2 1 51 30 2 1
that they can be employed as centre director's
immediately
not enough practicum experience for undergraduates 51 30 - 60 35 3 2
Other
low value job & poor public perception of child care 128 75 5 3 91 54 5 3
family responsibilities eg children 37 22 11 6 21 12 2
other 9 5 1 05 4 3 1 0.5
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Table E.11: Is respondent the person responsible for staff employment

frequency percent(170)
yes 52 32
no 113 68

Table E.12: Number of trained staff that neeed to be replaced over the past 12 months

early childhood traineceacher TAFE qualified staff

1 person 24 21
2 people 13 13
3 people 2 4
4 people 1
5 people 1 1
8 people 1
14 people * 1
22 people * 1
31 people * 1

* quoted by child care manager of a number of children’s services

Table E.13: Was the recruitment process successful

frequency percent(52)
yes 35 67
no 17 33

Table E.14: Considered applying for a staffing exemption from DoCS

frequency percent(61)
yes 15 25
no 46 75
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Table E.15: Still working in child care in 2 yars time by age range of respondent (162)

20-24 yrs 25-29 yrs 30-34 yrs 35-39 yrs 40-49 yrs >50 yrs
freq % freq % freq % freq % freq % freq %

yes 28 17 40 25 14 9 4 3 18 11 5 3
no 3 2 8 5 2 1 2 1 3 2 1 0.5
probably 1 0.5 4 3 2 1 - - 2 1 - -
don’t know 3 2 3 2 3 2 2 1 2 1 - -
no longer in child 1 0.5 4 3 - - 2 1 - - - -
care

planning family - - 3 2 - - - - - - - -

Table E.16: Still working in child care in 2 years time by qualiications of respondent (162)

2 yr teacher 3 yrteacher 4 yrteacher grad dip TAFE other

freq % freq % freq % freq % freq % freq %
yes 2 1 28 17 20 12 2 1 49 30 3 2
no - - 11 7 9 3 2 4 2 1 0.5
probably - - 1 0.5 2 1 - - 1 0.5 - -
don’t know - - 4 2 3 2 - - 4 2 - -
no longer in child - - 2 1 1 0.5 - 12 7 2 1
care
planning family - 1 0.5 1 0.5 - 2 1 1 0.5

Table E.17: Still working in child care in 2 years time by when graduated (162)

<5 years 6-10 years 11-15years 16-20years 21-25years > 26 years

freq % freq % freq % freq % freq % freq %
yes 49 30 36 22 17 11 2 1 2 1 3 2

no 7 4 7 4 1 0.5 2 1 1 0.5 1 0.5
probably 3 2 4 3 1 0.5 1 0.5 - - - -
don’t know 7 4 3 2 1 0.5 - - 1 0.5 1 0.5
no longer in child 4 3 3 2 - - - - - - - -
care

planning family 1 0.5 2 1 - - - - - - - -
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Appendix F Children’s Services Advisers Data

In July 20Q, the Office of Childcare (OCC) kesd Children’s ServiceAdvisers (CSAS) to
describe the extent of the shortage of qualiéaff. A summary of the findings is presented
below.

OCC sent an eail to Childrerns Servies Advsers asing them toprovide details of any
recruitrent problers in their area. OCC gaveiggestions as to what these detaily rhe,
including number of teaching positis, nunter of current vacancies antunmber of positiors
filed by gaff with other qualifications. May CSAs responded tohese andprovided
additional infomation.

CSAs from4 metropolitan areasind nanagers froml3 rural dfice locations responded with
information regarding the shortage of qualifistaff in long day car centres (LDC), in
consultation with service providers.

CSAs in the rgjority of Areas repded expeiencing five nain problens: difficulty attracting
staff (either previouly or at the tine of reporting or both); arrent vaarcies positians filled
with staf holding othe qualifications; difficulty attracting relief staf; and reduction in the
nunber of licensed dld care paces due to staffing shortages

Table 1 pesents the nuber of Areas expeencing eals of these dificulties. As this
information was gathered qualitagily without the use of a sedule, thes figures nay under-
repregnt the exten of the problem Sone CSAswere not in a positioto provde accurate
data, whichfurther limits the reliability of the data to illusate the extem of stafing
difficulties.

Table F.1: Main Staffing Difficulties Experienced in Long Day Care Centres, by Area

Staffing difficulty Number ofareas

Rural (14 Metropolitan (4)
Difficulty attractirg staff 8 3
Currentvacandes 7 1
Pasitions filled with staffwith other qualifications 5 1
Difficulty attractirg relief staff 3 0
Reductionof licensel nunber of dild careplacesas aresut of staffing issies 4 1

Source Office of Childcae, dly 2001

Comnents about the five diiulties are presented below.
1. Difficulty attracting staff

CSAs fromelevenAreas repded difficulty in attractingstaff. Vacancies reaned vacant fo
extended periods. In one servités was the case for severomths at the tim of reporting.
This occurred despite extensiadvertising, including in thBydney Morning Heraldnd, in
one rural service, advertising fiour States and &titories. The cost to tle centres of placing
numerous advertiseents represnted an added financial burdeThe centre #hit advertised
interstate has rumdvertisenents for tle sane vacant position since990. A nunber of
centres, particularly in rurddcalities, posit that offeringbmve-award \ages nay reduce this
dilemma, but at this tira, rasing wages was not possible.
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2. Current vacancies

Eight Areashad multiple vacaries at the tine of reporting. There appears te kore
vacancies irrural areas tham the city. However, one @ropolitan Adviser noted that the
situaion was worse thain the pevious yearThe problenexisted for both commmity-based
and private centres, but wasm pronounced for prate operators. It waalso noted that a
nunber of highly regarded centres were havihgse problesy suggesting that the difficulty
in filling these positions was not reflective thfe working conditions of these centres over
other centres.

3. Positions filled with staff with other qualifications

Filling positions with staff with other qualdations was t nmost common solutio (albet
tenporary) to tle lack ofan early childhoodeacher wher neededA number of centres
enployed staff who wex currently upgrading #ir qualifications. One Area benefited fram
long-serving, highly experienced Director opee-school to supervisenqualified staff. The
appointnent of teachers who gaineglalifications overseas and those approved prior to the
1996 introduction of the regulations was alsparéed. One service used the samo relief
teaches to fill one pogion whilst the Authorisel Supervisor was copieting her degee, as a
way of remedying the problenwithout conpromising quality and continuity for the children.
As this arrangemnt is not perrssible for nore than one year, it was not a sustainable option,
particulaly for rural cettres and smll cerires for which the cost of advertising is prohibitive.

4. Difficu lty attracting relief staff

CSAs reported that relief $tavere not availale to enploy for a number of centres. One
Area that was experiencing nohet dfficulties dated thatthe shortage of casual early
childhood teachers ade adnmistrative dties (sich as attenshg meeting), professional
developnent and other activitge that reqie the presere of all centre staff extrealy
difficult. This was particularlyrevalent arang rural services. Eiuse of casual relistaff to
combat the shortage of EC Teachers was papular, as temporarstaff menbers who are
unknown to the children and other staff is not cd&®d in the best intests of the children.

5. Reduction of licensed numbers aa result of staffing isses

Most CSAs regard reduced licensed nimer to avoid the requireemt for an early
childhood teacher as a highly usdable alternative. Oneatno-based GA commnented that
all certres in the Area were full and thatost also had waiting listdNonetheless, CSAs
reported that this occurred in a number alvees, reducing licensed niners to 29 or 39.
Three cetres in one rtal Areahad capped nubers at 39 becausd the difficulty atrading
appropriately qualified stafffor at leat sone centres,this redution was expeted to be
tenporary, and a retu to full quota was ditipated upon the appointmt of a teacher.

6. Otherissues

It was noted by one rural CSA thllling part-time positions was paculady difficult, as
attracting a sitable canddate for a prt-time position was unlikely to happen.

Sone centres found the cost of an EC teacherige prohibitive andvere thus unable to
enploy qualified applicants. This appears totbe case for a nuiper of snall, rural centres
that receive nmimal funding axd also for private operators.

One CSA noted that centres tlcauld not attract early childhoddeachers tended to be those
providing borderline' care and @or working conditiors. She reiterated the particula
difficulty long day care prograsnhave in comarison to services offeringther types of care.

Services that attepted to recruit qualified aff through direct contactitih universities rat
with no success. They were infaedthat all graduates hadudnd positions.
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Appendix G Guidelines for the‘Approval of Other Persons’
Source: Office of Childcare, January 2002

Suggestions for Guidelines fothe ‘approval of other persons’

In recogrition of the current shortage @ppropriately qalified early childhood teachers,
individuals with qualification®ther than those specified tine Regulation, @y be approved
by the Mnister towork in the pcsition of early chidhood teacler, under tlke following
circunmstances:

X The service mets the guidelines aswtloped by the Office of Childcare.

X The Minister approgs each indidual, andapproves eachkervice to continue ogratirg
for the period of the approval.

X Approvals are on a case by casa®and are rtaransferable.

Draft Process

x The Licensee provides a suission to the Minster via the CSA. (A profona for this
subnission will be dedoped by theOffice of Childcae)

x CSA checks the imfmation to conifrm the Guideline have been si.

X Submssion is then drwarded to theOffice of Childcare. The Office of Childcare will
record the details on a database.

X Submssion is forwarded to the Minister for approval.
Guidelines

X The Licensee needs to denstrate evidencef appropriate advertising. (A foiah for
advertising will be destoped which will irclude where the advertisemt shoull be
placed, the infanation the advertiseemt shoudl contain, and how often an advertissm
needs to be placgd

X Interret adwertising andadvertisng via recruitnent agencies are acceptable forms of
advertising, providing docuentation can verifythe advertiseents and somnewspaper
advertising is also used.

X The serice must not bin breachof the Rgulation with tle excetion of Clause 3 (1)
(3).

x Children’s Services Advisersust supporthe exemtion. (If the CSA does not support
the exerption, a briefing to tB Minister is prepared elaining the reasons for not
supporting the request. The subsion is returnedo the Licensee witln explanation of
the refisd)

x Approvals will be in place:
0 until an early childhood teacher i<raited irto the position, or
o until the licence expires, or
o for a period of 12 mnths, whichever is sooner.

x The Minister’s appoval lapses if th service is fand to be in breach.
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x The Licensee mst begin recruitingor an gpropriately qualified EC teacher 2 months
prior to the approval eiring, or when a vacagy exists in the servicayr if the approval is
removed by the Minister.

X The Licensee is required to suibra copy ofthe program to their Children’s Services
Adviser on a ronthly basis.

X Where possible # peson with the approval towvork in the positionmust be supeliged
by an EC teacher.

X Where possible the ChildrenServices Advisers will und&ke additional visits to
services with these apprals.

Other issues for considration

Number of gprovals per service.
Further study for approved persons.

Employment/Union issues re tgmoraly enployment and natural justice.

X X X X

Requirenents for new services unable to neitrappropriately qualiéd staff (should they
be able to operate or should they notropatil appropriate sthare recruite®).
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Appendix H National Children’s Services Administrators

Meeting, Workforce Planning Issues, Background Paper

The CSMAC of 8/3/01 agreed to a national apptoto consideration of workforce planning
issues in children's services. The matter weferred to the Children's Services Sub-
Committee and Victoria will take the lead in development of the work.

The National Industry Skills Initiative has iddied cross industry issues for Australian’s
National Training system and skill shortages other industries such as engineering,
automotive and electrotechnology. Industry Taskces have identified 12 common themes
to be addressed in Workforce Action Plans. These themes are relevant to children’s services:

A learning culture Alternative training State legislative,

pathways regulatory and licensing
frameworks

Industry image Recognition of prior Employer incentives
learning

Career information and  Retraining existing Migration

guidance workforce

New Apprenticeship Workplace relations Information and analysis

Centres

(Additional information about the National Industry Skills Initiative is available on the
following website: www.skillsinitiative.gov.au/about.htm)

Proposal for Investigating a Nationapproach to Workforce Planning Issues

A five stage process is proposed to progrbes workforce planningssues identified by
Victoria.

1. Ascertain what data States/ Territoreasd the Commonwealth currently collect with
regard to the children's sereik workforce. A simple survey is attached and should be
returned by Xxxxx.

Collation of data provided from each jurisdiction.

A second survey will be prepared and forwarded at the end of xxxxx to each jurisdiction.
The survey will aim to collate workforce planning issues across all jurisdictions grouped
using the 12 themes identified by the Nationalstry Skills Initiative (outlined above).

4. Each jurisdiction would complete the survey and identify:

X strategies which have been implemented (or are planned for implementation) to
address workforce planning issues

x whether the strategy is being or should ddrassed at a State/ Territory or National
level

x any additional workforce planmg strategies to be considered in developing a national
approach.

5. The second survey will be collated to idBnstrategies to progss the issues at both a
local level (State/Teitory) and a National level. Ththemes of the National Industry
Skills Initiative will be used to summarigke issues and make recommendations which
develop a national approach to Workforce Planning.
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