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1. Executive Summary
Industry Response
It has been a pleasure to carry out the survey work with the Coal mining industry.  Coal miners have willingly and generously given their time to share their ideas even when that meant putting pen to paper at 5.45am or after a strenuous shift at the end of the day. 

The manager/professionals’ questionnaire was very extensive.  People responded thoughtfully and have provided a wealth of detailed information during very busy work schedules.  

Sincere thanks to both groups for your commitment to the survey – it has been much appreciated.  It has enabled very useful information to emerge which will impact very significantly on future planning for industry training.

As well there has been a refreshing openness about the questions industry people wanted included in the questionnaire.  This is not always the case.  It was obvious during the consultation phase that industry people wanted to find out the real experience of respondents - whether this was positive or not.   It has meant a lot of interesting and revealing information has been collected.   
In some areas we discovered substantial differences exist between the public and private sectors.  This may be a reflection that the public sector is mostly made up of larger mines, while the private sector is usually made up of smaller companies.   EXITO is aware from previous survey work with the quarry industry that significant training differences emerged between large and small companies.  This remains an issue for industry people to discuss.

Once again thank you to all participants.  You have ensured we received data that provided much insight into the whole area of training and development. Some of you stated specifically in your questionnaires that the information you have provided needs to be acted on.  

It will be.  The results of the survey will be used in the next stage of development to ensure the future skill needs of the industry are improved by building upon its existing strengths and developing your ideas outlined in this report.

Purpose of Survey

During May and June 2004 the Extractive Industries Training Organisation (EXITO) national Coal Mining Industry survey was conducted throughout New Zealand.

The Tertiary Education Commission had charged all Industry Training Organisations to take a leadership role in identifying and meeting future skill needs in the industries they represent.  As a result the Extractive Industry Training Organisation (EXITO) decided to conduct a national survey of the Coal Mining Industry to carry out research to enable planning of the future training needs of the industry.  
It is envisaged at the completion of this project that EXITO will be able to improve its responsiveness to the needs of the coal mining industry in terms of current and future skill needs.   
Coal mines were chosen from both the public and private sectors.  They included Solid Energy sites, contracted sites run for Solid Energy and private coal mines.  A total of 226 respondents at 13 sites were surveyed throughout Waikato, West Coast, Otago and Southland.

Methodology
Firstly a draft questionnaire was designed and circulated to the EXITO Executive Director and industry experts for their comment.  Amendments were made based on their feedback.  

Next a pilot-test was conducted with a cross-section of miners/operators who fitted the profile of the final group to be surveyed.  Finally the questionnaire was amended to take account of all the pilot-test information and as a result 2 questionnaires were produced – one for operators (including coal miners, operators, etc) and one for managers, professionals and technical staff.  
Survey Response Rate
The design and pilot-testing of the questionnaire made it easy for respondents to participate fully.  There were very few questionnaires missing specific data. The response rate from the miners/operators questionnaire was outstanding in that a 100% return was achieved.  With the manager/professionals’ questionnaire we were not as successful.   Despite being extremely busy 90% of all mine managers completed the questionnaire.  We are very grateful to them for making the time to be involved.   Of all the other managers and professionals we canvassed we achieved a 61% response rate.

Demographic Data – New Zealand Coal Mining Industry

Men made up 96.7% and women 3.3% of the coal mining population.  The average age was 40 years.

84.6% of public sector respondents worked in underground mining and 10.4% of private sector respondents worked in underground mining.  
2.6% of public sector respondents worked in open case mining and 89.6% of private sector respondents worked in open cast mining.  
12.8% of public sector respondents worked in processing and 0% of private sector respondents worked in processing.   

Public sector respondents’ ethnicity was 80.8 % Pakeha, 12.8% Maori, 3.8% Cook Island Maori with very small percentages coming from other ethnic groups.

Private sector respondents’ ethnicity was 89.5 % Pakeha, 7.5% Maori and 3% from Europe, Africa or Latin America.

Gender 

This is an industry where it is rare to find women working as coal miners and operators.  It is a very different situation in Australia.  Many times mine managers made the comment they would like to have many more women working in the industry particularly because they have an excellent reputation as drivers of heavy machinery. 

Conversations with respondents showed little resistance to the idea of women miners.  The experience of those who had worked in Australian mines with mixed gender populations was positive.  Attitudinal barriers to employing women appear to be minimal.  Encouraging women to become coal mine workers could be one way to reduce recruitment difficulties. 
Ethnicity

Greater numbers of Maori people were employed in North Island mines – this was to be expected because of a bigger North Island Maori population.  But for both the North and South Islands the ethnicity results did not match that of the general population.   

Ethnic diversity is not apparent in the coal mining industry.  This was surprising as the range of different ethnic groups now living in New Zealand is wide.   The reputations of new migrants as conscientious and hardworking fit the profile needed for coal mining work. Given this sector often has difficulty finding work as new immigrants how could they be encouraged into the coal mining industry?  

Pay Rates and Conditions 

Pay rates were a major factor in attracting people into the industry, particularly in underground work, but there are also many non-financial reasons as to why people are attracted into the industry.
Employees are likely to work longer hours if they work in open cast mining as wages can be lower compared to those working in underground mining.   Respondents stated that salary levels are important in attracting professionals from overseas.  

Future Career Aspirations

There are some discrepancies between the retention rates reported and miners/operators’ future career aspirations.  Although retention rates are excellent just over 50% of public sector miners/operators and 27% of private sector miners/operators indicate they wish to remain in the industry.

A large proportion of miners/operators from both sectors do not know what work they want to do in the future.  Perhaps they will remain within the coal mining industry through inertia but if not the industry will have a serious staff shortage.

Relevant Experience/Qualifications before Entering the Industry
Approximately twice as many private sector miners/operators had relevant qualifications or experience before entering the industry. This is in part due to miners/operators working in the private sector starting mining work as drivers – they start work in the industry with a range of heavy vehicle licences.  The skills sets required for underground miners (who work mostly in the public sector) are different and are learnt once they start mining.
Encouraged to take On-Site Responsibility 
Approximately twice as many public sector miners/operators are encouraged to take on-site responsibility compared to private sector miners.  This could be related to the amount of training and development provided in the private sector or it could be a function of fewer managers/supervisors required in open cast work compared to underground work.
Training 
Miners/operators respondents understand safety is the number one reason for training.  In an industry which works in unstable and challenging conditions this is a positive and clear message to staff about the importance of safety.  
Training is valued very highly by miners/operators in the coal mining industry.  People are proud of and interested in the work they do - it is important they work to the best of their ability.   They see training as the best way to improve their skills and expertise and they want the opportunity to do more training.  Many miners/operators are receiving regular and effective training.  However there is a large group who are not.  This is a very real concern given the nature of the industry, its safety requirements and the skill level required of staff. 

Managers/professionals report more training is required at the miners/operators level particularly on-the-job training.  Miners/operators identify exactly the same need. There is obviously no impediment to the idea of employees receiving more training – it is valued by everyone.  The problems encountered with the provision of training are systemic.

Effective production rates are critical if the industry is to remain viable and it is this factor which appears to have a large bearing on whether training is done.   Comments were made by both miners/operators and managers/professionals that training is abandoned regularly because of work pressure at the time.   This is frustrating for everyone concerned.  

Balancing training against operational needs is one of the biggest dilemmas for the coal mining industry and further strategies need to be found to address this situation. 

Large and small coal mining companies are experiencing difficulty in either providing training or appropriate levels of training.  Greater financial support is needed if training levels are to increase.

Training Needs 

Helping miners/operators understand and accurately identify their training needs is an important factor in ensuring training is effective and cost efficient.  Training should not be done for trainings sake – it needs to be targeted on actual identified need.  Currently wastage is occurring because a large numbers of miners/operators are not consulted about their training needs.

Many miners/operators respondents were unable to identify their training needs.  For those employees who know what training they need - too often the training is not available – for example many respondents know they need refresher training but are unable to access it.

The survey results showed that miners/operators who are consulted about their training needs are far more likely to perceive their training needs in the same way their managers perceive their training needs. When training expectations match satisfaction levels increase.

In conversations with miners/operators it was obvious that many of them have a high commitment to reaching production quotas.  This is a compliment to the industry. However there did not appear to be a clear understanding about the positive effects of training on production by miners/operators or managers/professionals.  This needs clarification - for managers so they understand the positive benefits of training on production and for miners/operators so they understand the linkage between training and production levels.   

Selling Training 

Respondents report how training is sold to them has an enormous impact on how they participate in training and what they learn.  Those respondents who share the decision with their managers about what training to attend are far more likely to enthusiastically participate in training than those who are told to attend.   The benefits of the consultation approach are many and are not costly to instigate.  It does mean a conscious approach by managers to have a joint decision-making discussion with employees about up-coming training.

Training Goals
One of the most important ingredients for training success is for managers to jointly set training goals with staff prior to training.   If this is done it affects the warm-up participants have prior to training and this in turn affects how they respond to the training once they begin.  It also contributes to the sense of achievement trainees experience at the completion of training.

In just the same way selling training affects trainee participation, jointly setting training goals greatly increases the likelihood of training success.  When training goals do not match what prospective trainees want from training this can be sorted out prior to training. When such an occurrence is highlighted after training then the trainer can be contacted to find out where the mis-match is occurring and improvements can be addressed immediately.

It is a very cost effective option which should be an accepted and routine practice.

Organising Training

Respondents are keen to undertake training during work hours, away from work sites and would like improvements to when they are notified about training so they can adequately plan ahead.    Doing these things well values training and affects the attitudes trainees have about participating in training.  Respondents have many ideas about how to improve the organisation of training and would like to participate with management in solving these issues.

Training and Professional Development Deficits

Respondents report very few technical training gaps except in the trades’ area.  Trades people working in coal mining report a lack of training options and are dissatisfied with this situation.  

This is of concern particularly when respondents report that there is more difficulty in recruiting trades people.

Managers/professionals report very few technical training gaps for themselves and appear to be satisfied with the levels of technical competence currently demonstrated by managers, under-managers and supervisors.  However over the next 5 years they report there will be major technological advances which will require an additional training resource.   

Solid Energy is currently carrying out a workforce planning exercise.  The results from this exercise could be used in conjunction with EXITO forecasts to establish further training and development requirements.
A significant number of miners/operators respondents would like training which focuses on the skills required to work well and communicate well with work mates.  

There was strong support amongst respondents, both miners/operators and managers/professionals for improvement to the provision of training for managers, under-managers and supervisors to improve their skills in managing people.  Managers/professionals reported the areas not being addressed are management/people skills training, computer training and communication skills training

Future Delivery for EXITO

Most miners/operators respondents are positive about EXITO training and they want more of it.  Practical on-the-job training is highly valued but respondents say not enough is done.  They also identify the need for more refresher courses and being able to take on a greater number of apprentices.

Managers/professionals report an improvement is needed in how well unit standards link to real on-the-job work.  Most respondents indicate they should be revised at least annually. Many managers/professionals indicate they would like all areas of coal mining covered by unit standards.

Managers/professionals respondents are also very positive about apprenticeships but acknowledge great difficulty in finding people to take on.  For those who have taken on apprentices they are very positive about the system.

Some dissatisfaction is expressed by both miners/operators and managers/professionals about how unit standards are assessed.   They feel there is not enough rigor about who passes and who fails.  As well there is a concern by miners/operators that a lack of practical training means a trainee can pass a unit standard but can’t adequately perform back on the job.

Managers/professionals are not satisfied with the moderation process and want EXITO to be more in touch with this system.  They would like a greater connection between theory and practical work as they do not think that passing one’s theory test equals competence back on the job.  They would like the retention of knowledge to be checked some time down the track after training has been delivered.  This fits very much with the call by respondents for more refresher training. 

Managers/professionals indicate more staff will need advanced computer skills during the next 5 years.  Managers/professionals respondents have a lack of clarity about the type of environmental management training that needs to be put in place although most agree it is very important.  They also indicate Health and Safety training needs improvement.  Literacy is not reported as a significant problem and when it does arise EXITO provides support to address this.

The match between forecasted labour needs and what the education and training sector can provide in terms of trained personnel was reported by managers/professionals as poor.  EXITO has initiated this survey to help combat these difficulties and improve the labour/education training match.

It appears at times blocks exist between what EXITO can provide and what the industry thinks it can provide. During the survey it was apparent that at times EXITO had the ability to organise unit standard training for miners/operators while coal mining personnel did not think this possible.  Both parties need to find new ways to remove barriers to understanding the parameters on the provision of training. 

EXITO has responded well to the coal mining industry and has worked hard to provide industry training.  The sector is appreciative of their efforts and is clear about what needs to happen to reach a new and improved level of industry training.

Training Delivery

The past work experience of trainers is an important factor for miners/operators trainees and managers/professionals undertaking professional development.  If trainers have not previously worked in the coal mining industry they are not likely to be credible to trainees.  This significantly affects the confidence trainees have in training.

A combination of the following training methods is preferred by miners/operators respondents (classroom teaching, practical on-site training, videos, working from a training booklet etc.) and they want it delivered face to face, not as distance learning.  

Managers/professionals prefer distance learning because it is easier to fit it in with their work commitments.  Overwhelmingly they agree their professional development adds value, but they are eager to have greater amounts of professional development.  Why is it miners/operators are not so positive about their training adding value?  This difference needs to be investigated so that the factors which add value for managers/professionals are also included in miners/operators training. 

Managers/professionals and miners/operators identify there is not the right balance of theory and practical learning when they undertake training or professional development.  This is a concern and is likely to lengthen the time taken to learn new knowledge and skills.  They also indicate the provision of high quality training which is relevant and interesting as the most critical factor in their own and others professional development.

There is a much shorter length of time between receiving training and using the new learning for managers/professionals than for miners/operators.  Factors that cause this difference need to be identified - improvements here will make significant training gains in learning and ultimately to the cost of training.
Trainer effectiveness is crucial. Respondents (both miners/operators and managers/professionals)

identify 3 factors which must be present in trainers for training to succeed.  They are:

· Effective communication skills

· Personal qualities -  being respectful and empathetic

· Trainer professionalism – knowledgeable and well-organised

These factors need to be incorporated into the trainer recruitment process to ensure the most suitable people are employed.

Miners/operators report a lack of consistency in training delivery.  Trainees can arrive back on the job after training and doing something differently from what their work mates have been taught – they report training is not taught consistently.  This undermines miners/operators confidence in themselves and the training process. 
Managers/professionals appear to have minimal opportunity to undertake leadership development but are very interested in participating in such training.  

Recruitment and Retention

Three main reasons are identified by managers/professionals for why occupations are difficult to fill. They are:

· NZ salary levels less than overseas levels

· Past industry down-turns have negatively affected workplace skill levels

· Past changes to the apprenticeship system have negatively affected the level of trades expertise

Industry output is increasing rapidly and adequate recruitment is a necessity if the industry is to thrive.  Some respondents report if more was done to value and develop staff then recruitment would not be so much of a problem.  If this is so then it could be a relatively cost effective option.

The skills likely to be under-supplied and over-supplied in the future are on the whole the same as those being experienced currently. Managers/professionals report skilled and unskilled miners and trades people will continue to be undersupplied for a considerable time.  This needs to be addressed now especially as the industry is growing rapidly.

There are no major problems with staff retention, except for a small number of respondents who have difficulty retaining their technical staff.  Managers/professionals did comment that they are now more likely to have staff ‘poached’ by other companies so retention strategies are still very important. 

The most beneficial retention strategy identified by managers/professionals was to provide comprehensive initial training to new employees so they feel valued and encouraged from day one on the job, then to do the things that make people feel respected and affirmed for their work.  Paying well and providing effective training and development opportunities were also reported as important in retaining staff. 

The industry is very open to encouraging more young people and women into the coal mining industry – this is a great advantage and means there is not a cost involved in influencing staff to accept this idea.  For the small number who think coal mining work requires much physical strength and therefore disbars women they could be reassured that only those physically strong enough would be recruited – whether they were men or women.  Most miners/operators commented that physical fitness was a much more important factor than physical strength.

There was very divided opinion about filling skill shortages by recruiting staff from under-represented groups, other industries, those out of the labour force or from overseas  - one half of respondents thought this not feasible while the other half think it a very feasible solution.  Those who were the most positive about this solution had a greater ethnic mix among their own employees.  This suggests their experiences have been positive and a useful way to address skill shortage.  What can the industry learn from them?

The vexed question of training mining engineers within NZ has in part been addressed by Solid Energy and the Universities of Canterbury and Auckland.  It is highly unlikely a School of Mining will be re-established in New Zealand but this co-operative venture is likely to significantly benefit the coal mining industry.

Adequacy of National Infrastructures
Solid Energy is taking a very active approach to addressing the problem of inadequate infrastructures, particularly the rail network, used by the coal mining industry.  

2. Overview
During May and June 2004 the Extractive Industries Training Organisation (EXITO) national Coal Mining Industry survey was conducted throughout New Zealand.

The Tertiary Education Commission had charged all Industry Training Organisations to take a leadership role in identifying and meeting future skill needs in the industries they represent.  As a result the Extractive Industry Training Organisation (EXITO) decided to conduct a national survey of the Coal Mining Industry to carry out research to enable planning to be carried out on the future training needs of the industry.  The final stage of the project will also cover the Gold and Industrial Minerals industries – including, China Clays, Iron Sands, Bentonite and Zeolite.
Coal mines were chosen from both the public and private sectors.  They included Solid Energy sites, contracted sites run for Solid Energy and private coal mines. 

A total of 13 sites were surveyed throughout Waikato, West Coast, Otago and Southland.
The purpose of the research was to:
· Identify industry skill needs for the future

· Identify areas of skill shortage/skill gaps

· Identify how to ensure equity of access to all learners

· Identify how to extend industry training to more trainees
· Gather accurate information to be able to establish a system of training which responds to current and future skill needs for the Coal Mining industry.
It is envisaged at the completion of this project that EXITO will be able to improve its responsiveness to the needs of the coal mining industry in terms of current and future skill needs.   It will continue to have an ongoing strategic dialogue with the coal industry to:

· Carry out strategic planning for coal mining industry training, including establishing a Charter and Profile which have clearly articulated missions and plans which match identified industry needs 
· Evaluate current EXITO services – to enable comparison and evaluation of services rather than making ad hoc decisions based on incomplete data and to build upon existing strengths by identifying opportunities outlined by the industry

· Increase the quality of provision of training and identify new services which focus on identified industry skill gaps

· Provide ongoing targeted services

· Allocate resources
· Carry out operational planning
· Continually improve effectiveness and efficiency of delivery

Equity of Access for Learners

The current skill shortage in many industries throughout New Zealand is of concern and is the reason the research was conducted.   Consequently all avenues needed to be explored to enhance recruitment and access to training for those groups under-represented in the coal mining industry.  The project researched the numbers of women, Maori and Pacific Island people in the industry to find out how under-represented groups within the coal mining workforce could take up training to help alleviate some of the current and future skill shortages. 

Consultation 

During initial consultation mine managers voiced concerns about coal miners with literacy difficulties having to complete a questionnaire.  They did not want such staff to be put on the spot.  As a result the surveyor offered a choice to respondents when introducing the survey by explaining that the process could by completed more quickly by the surveyor asking the questions and filling in the answers or respondents could complete the questionnaire themselves.   

In practice this worked well – most people chose to work through the questionnaire themselves.   A small number of coal miners took up the offer and gave verbal answers while the form was completed for them.  In this way no one was made uncomfortable and it meant we were able to unobtrusively gather information from people with limited or no literary skills.   Interestingly 2 people were very open about their lack of literacy but were very keen to participate.  They gave extremely full answers while the surveyor wrote flat out!

Most respondents were very interested in the purpose of the survey and there was a great willingness to be involved.  It was somewhat difficult at only one site to motivate people to complete the questionnaire – but they did it, albeit somewhat reluctantly.

Each participating mine manager and/or contact person has been thanked personally for their contribution to this work and all mine managers involved will receive a copy of the final report once the EXITO Board has released it.  

Our grateful thanks and appreciation go to all those involved in the survey. 

· To the pilot-test coal miners and their manager Kevin Pattinson at Terrace Mine, Reefton - thank you for your generosity and the many useful suggestions and responses we received to fine tune the final questionnaire. 

· To the mine managers, under-managers and supervisors throughout the country who generously gave of their time and prepared their staff for the survey visit

· To all the respondents who participated in the survey - thank you for providing your industry with the information on which to base future planning needs – it was a pleasure to work with you on this project.
3. Methodology

Data Collection Method

	A group administered written questionnaire was used to collect the data because it was cost effective

and delivered large stores of useful information quickly and efficiently.  Also questionnaires are 
familiar to most people and usually do not cause apprehension.  Questionnaires also reduce bias 
because of uniform question presentation and no middle-person bias or influence.  Questionnaires are
an excellent method to use when:
· The need is to collect the same type of information from a large number of people.

· The collectors of the information are more interested in what a group thinks as a whole than in what a particular individual has to say.

The EXITO survey needs met these 2 requirements.
	

	
	


Data Requirements
The EXITO Executive Director and Board directed the surveyor to research specific information based on strategies outlined by the Tertiary Education Commission.  This information was to be used by EXITO to plan for ensuring a sustainable and skilled workforce for the coal mining industry.
Industry experts were initially interviewed to canvass their ideas about:

· the focus and content of the research
· how to conduct the research 

Initially this phase took longer than planned as the list of people to consult grew.  The surveyor kept the Executive Director (EXITO) informed and together they decided when to draw this phase to a close. 
Based on industry consultation a draft questionnaire was designed.  It was exceptionally long.  This was due in part to the enthusiasm of the initial industry experts who had been consulted.  They came up with an enormous amount and range of questions to include – 16 typed pages in all!  We knew this would be far too cumbersome and would deter potential participants from participating in the survey.

The questionnaire was amended based on industry feedback and as a result we produced 2 questionnaires – one for operators (including coal miners, operators, etc) and one for managers, professionals and technical staff.  This was a sensible solution.  
Pilot-Testing the Questionnaire
The questionnaire was piloted with a cross-section of mine workers who fitted the profile of the final group to be surveyed.

Kevin Pattinson of Solid Energy, Terrace Mine, Reefton agreed to us conducting a pilot-test with his staff.  

A short introduction outlining the purpose of the survey was given by the surveyor on site and face to face with the pilot-test group.  Participants’ confidence was enlisted by providing information and answering their questions about the purpose of the survey. Minimal information was given about how to fill in the questionnaire, as we wanted to find out where any problem areas occurred.  This meant that pilot-test respondents completed the survey without any special instructions.  Instead they were responding to the written text of the questionnaire, not to guidance from the surveyor.   

The questionnaire was distributed, completed and collected immediately after completion.

Respondents were timed from start to finish.  After completion they were asked for their reactions to the survey based on the following questions:

· Was the survey clear and easy to understand? 

· Were you comfortable answering the questions?

· How comfortable were you with the time it took to complete?

· What other comments do you have?

The respondents’ answers were recorded.  The resulting data was used to determine whether it was the kind of information we were seeking. We considered:

· Were there responses that should have been included but were not? 

· Were some of the questions redundant? 

· Were questions being answered with 'don't know'’?

· Were there any questions that were too complicated?

· How long did it take respondents to complete the questionnaire?

The main finding of the pilot-test was the problematic question about questionnaire length.  The operator questionnaire was 3 pages in length and could be completed within 10-20 minutes.  But the managers, professionals and technical questionnaire was still too long.  Further amendments were made and finally a 5 page questionnaire was finalised for this group.
Grateful thanks to Kevin Pattinson and the staff at the Terrace Mine for their willingness to be involved in the pilot-testing of the questionnaire.  We received some very thoughtful suggestions about how to improve the design of the questionnaire and were able to design something that people found easy to follow and use.

4. Response Rate

Response rate is the single most important indicator of how much confidence can be placed in the results of a survey. When conducting a survey at least 10% of the survey population must be included.  We have surveyed 22% of the coal industry population – enough to assure confidence in the results.  

Professional surveyors find an acceptable questionnaire response rate of fifty percent or higher difficult to achieve.   Given this we decided to conduct the survey on site and collect in the questionnaires immediately after completion. 
We were able to achieve a 100% yield with the operator questionnaire.  With the Manager/Professionals questionnaire we were not as successful.   Despite being extremely busy 90% of all mine managers completed the questionnaire.  We are very grateful to them for making the time to be involved.   Of all the other managers and professionals we canvassed we achieved a 61% yield.
The final survey involved 226 people.
The survey was conducted anonymously. Respondents were informed of the purpose of collecting the information (i.e. the questionnaire) and that the use and disclosure of the information would be limited to what was necessary to fulfill the survey purpose.  We did not ask for people’s names.  The survey responses cannot be used to identify an individual because no personal information has been used that would enable identification of the survey respondent.

This was a wise decision as it encouraged survey participants to be more open – they knew their opinions and comments were not linked to them as individuals.

The final design of the questionnaire made it easy for respondents to participate.  There were few questions missing specific data.  Occasionally some people did not include their age or pay band rate.  For the respondents who indicated they did not receive training, the questions relating to training were left blank.   The 100% response rate for coal miners/operators is very pleasing. 
5. Results of the Survey
Section 1 - Coal Miners and Operators
During the survey, respondents actively engaged in in-depth conversations about their work.  This meant a lot of information was gathered which was not part of the questionnaire but which was germane to it.   At other times the conversations focused directly on survey questions.  When this was the case some of the information has been included in the report.  Respondent comment has been taken ‘as is’ from questionnaires and is italicised.  
Part 1 – Demographic Data 
	Demographic Data – including Miners/Operators and Managers/Professionals



	Mine sites were surveyed in the regions of Waikato, West Coast, Otago and Southland.


	Total number of mine sites surveyed = 13

	Public sector sites = 7


	Private sector site = 6



	                        Public Sector
	Private Sector

	Underground
	84.6%


	10.4%

	Open cast
	2.6%


	89.6%

	Processing
	12.8%


	nil


	Average Age


	Public Sector
	Private Sector

	
	40.62

	40.48




	Gender


	Public Sector
	Private Sector

	Male 

	98.7%
	95.3%

	Female

	1.3%
	4.7%


	Ethnicity


	Underground Coal Mining

	Public Sector
	Private Sector

	Pakeha







	77.6%

	81.8%

	Maori








	14.9%

	18.2%

	Cook Islands Maori




	4.5%

	nil

	Other European






	1.5%

	1%

	 Part Maori/Pakeha






	1.5%

	1%

	

	Open cast coal mining

	Public Sector
	Private Sector

	Pakeha







	100%
	90.5%

	Maori







	nil
	6.5%

	Other European






	nil
	1%

	Latin American






	nil
	1%

	African
	nil
	1%



	





	Processing coal miners

	Public Sector
	Private Sector

	Pakeha







	100%
	nil


	Total Ethnicity

Percentages


	Public Sector
	Private Sector

	Pakeha







	80.8%
	89.5%

	Maori






	12.8%

	7.5%

	Cook Islands Maori





	3.8%
	nil

	Part Maori/Pakeha



	1.3%

	nil

	Other European





	1.3%

	1%

	Latin American



	nil
	1%

	African







	nil
	1%


	Average hours 

worked per week


	Public Sector
	Private Sector

	Underground 
	41.5 hrs/week


	40.4 hrs/week



	Open-Cast
	42.5 hrs/week




	51.6 hrs/week

	Process
	45.3 hrs/week


	N/A


	Relevant experience/qualifications before entering the industry
	Public Sector
	Private Sector 

	Yes

	30.7%

	67.9%

	No

	69.3%

	32.1%


Reasons for Entering the Coal Mining Industry
There were very noticeable differences between the public and private sector miners’ reasons for being attracted into the industry.  The biggest attraction for public sector coal miners (who are mostly working underground) was money and job security closely followed by the challenge of the work, having good mates, team work and friendship.  

Private sector coal miners (the majority who worked open cast) were most attracted to the work because they got to operate heavy machinery and it provided an opportunity for employment.  This was followed closely by money reasons. 
	Reasons for entering the coal mining industry

	Public Sector
	Private Sector

	Money and job security

	44%
	Money only
19%

	Challenge of underground work, mates, teamwork and friends

	30%
	Work challenge, mates, teamwork and friends
20%

	Family tradition of coal mining

	12%
	Family business  2%

	Career development and good prospects

	5%
	5%

	Proximity to home

	3%
	4%


	Wanted a career change

	2%

	0%

	Apprenticeship

	1%

	0%

	Opportunity for employment

	2%

	20%

	Machine operation

	1%

	30%


Other reasons included:
· Not to be working with customers

· To be part of a future asset of the country
· Mid-life crisis

· Insanity

· Good union

· Extreme conditions
	Average number of coal mining companies respondents worked in
	Public Sector

	Private Sector

	
	1.6
	1.7



	Years worked in the coal mining industry

	Public Sector
	Private Sector

	Average no. of years:



	14.9
	6.1

	0 to 2 years:





	12.8
	37.5


	2 to 5 years


	19.2
	26.9

	5 to 10 years

	10.3

	13.5

	10 to 20 years

	21.8

	14.4

	20 years and over

	35.9

	7.7

	Percentage of those encouraged to take on-site or supervisory roles


	Public Sector
	Private Sector

	Yes

	30.7%

	17.3%

	No

	69.3%

	82.7%


	Percentage in each wage band


	Public Sector
	Private Sector

	30,000 - $39,999

	7.8%




	22.5%

	40,000 - $49,999


	10.4%
	27.5%

	50,000 - $59,999

	19.5%

	30.4%

	60,000 - $69,999

	23.4%

	13.7%

	70,000 - $79,999

	19.5%

	3.9%

	80,000 - $89,999

	9%
	nil

	90,000 - $99,999

	10.4%

	2%


	Future Career Aspirations



	Type of Work
	Public Sector Mine Workers
	Private Sector Mine Workers



	Continue work in same job - as a miner or machine operator


	22%
	24%


	Don’t know
	29%
	52%


	Become self-employed


	3.50%
	5%

	Find work in different  industry


	5%
	5%


	Continue coal mining in Australia
	1%
	5%


	Retire
	9%
	6%


	Obtain Deputy Ticket
	7.5%
	0%



	Become a Supervisor
	16%
	3%



	Become a Mine Manager
	6%
	0%



	HR
	1% to become qualified in HR


	0%


Part 2 - Training
We wanted to find out respondents’ understanding of why training is done.  Predominantly they believed the main purpose of training was for safety reasons, followed closely by improving job knowledge, skills and effectiveness.  One person commented that training was done so employees would take more personal responsibility for their work.  Another said it was done so someone else could replace him when he retires.  Several other respondents thought it was to help workers get more involved in the job and therefore become better motivated.  A small group of respondents thought it was done to specifically improve productivity.  There was no discernable difference in views between the public and private sector.
The Attraction and Benefits of Training – Both Sectors
Most respondents were attracted to doing training and for a multitude of reasons. Predominantly they saw the benefits as an opportunity to grow their skills and experience, to understand how to use new coal mining technology, to use machinery and equipment more effectively and to give them more confidence and competence.  Just as important was the view that training benefited them personally by making the work place a safer environment.

A small number of respondents were not attracted to training.  Of that group twice as many of those not attracted to training came from the private sector respondents.  
Many respondents also saw training as a way to advance themselves in the industry, gain better qualifications, make themselves more attractive to employers and more valuable to their company.  Several respondents felt a downstream effect of this would be greater job security.
Another benefit for some coal miners was that training directly gave them more money.  However one person commented that because he was already on the top pay rate training had no benefits.
Others saw the benefit of training was to be involved in teaching others – especially newcomers into mines.  

Training was also seen by a substantial number as a way of providing job variety and this led to higher job satisfaction.  
Only one person commented that providing training meant improved production and another said that training meant better communication occurred back in the workplace.
Training Needs 
A substantial number of respondents did not appear to know what their training needs were. This was more obvious in the private sector.  
There was a relatively big difference between the identified training needs of public and private sector coal miners.  This is due in part to a higher percentage of open cast private sector mines; hence a need for different skill sets.
Training Needs - Public Sector

The greatest training need identified by public sector coal miners was to have training in all aspects of underground coal mining operations and machine operation.  Related to this was more experience on road header and coal cutting machines.  Many respondents indicated they would like this training led by experienced operators.
A very small proportion of the public sector respondents indicated the need for safety training – most respondents feel they have been given adequate safety training. 
Another substantial training need identified in the public sector was for computer training – this was not identified at all with the private sector coal miners.

Refresher courses were also seen as high priority but specific training topics were not identified.

Training towards becoming supervisors and managers was a high priority.  This matches with the numbers of respondents who are keen to develop further in their coal mining careers.  

There were big differences between how supported respondents felt to undertake training – this appeared to be based on site differences.  One respondent commented  ‘I need to be kept in the picture about training, to have a say in what training is provided, to be continually put through courses to help me keep focused on becoming fully qualified.  If the training is drawn out then my motivation decreases.’  
While conducting the survey I heard this comment a number of times.  There appears to be a problem with sustaining training momentum.  However respondents were mindful of the necessity to keep up production but did find it frustrating and de-motivating when training was postponed.  The impact of this situation is likely to increase training costs because employees are redoing the same training because of long time lapses between receiving training. 

Connected to this was the problem of not being able to quickly undertake Unit Standards training to enable a pay rise.  One respondent commented:  ‘Training needs to be organised so I can do as many courses as possible quickly so I can get onto a higher pay rate.’

An administration support person identified her training needs were for Intermediate EXCEL, Advanced Word and Microsoft Outlook.  She had received some training but it was not directly related to the skills she needed for her job.

Time management training was another training need identified by a small group of respondents.

Other comments made were:

· Am fully trained
· There is a need for accurate, relevant papers that involve real study
· Need time to do training
· To have more frequent training
· Need to be supported by the company to achieve my training goals

Following is a list of identified training needs which pertained to small numbers of respondents.

· Hydraulics
· Fitting
· Training of PLC i.e. automated process control systems
· Gas ticket for deputy
· Toyota licences
· Driving safely
· Fire fighting

· Electrical
· Tracks licence dozer work

· Assessor training
Training Needs - Private Sector

A high proportion of private sector coal miners identified safety training as their number one training need; they felt they were not given enough safety training.    This was closely followed by training in machine operation and new machine operation, when machines are purchased by the company.  A substantial number of respondents would like more experience with a well-trained machine operator before using equipment independently.
A new Health and Safety Council is being proposed for quarrying and coal mining – this body may be a place where the issues to do with safety training could be further examined.
A large group of respondents would like an organised and structured training system and time to undertake training, especially the opportunity to do EXITO unit standards.  
Another area respondents are keen to learn about is how to improve production.  Following is a list of identified training needs which pertained to small numbers of respondents.

· Pneumatics, Hydraulics
· Explosives
· Fault finding on machinery 

· Electrical  and auto electrical systems, fault diagnosis, and new testing techniques

· Driving safely
· Experience in tyre changing

· Digger driving

· Welding

· Obtaining Licences and Volvo licences
· IRO systems
· Locality ID

· Operating a miner

· B grade quarry cert

· A grade units
· Units to complete deputy’s ticket

Consultation re Individual Training Needs - Public Sector
There was a very even split between those respondents who were consulted about their training needs and those who were not (50% of each group.)  Of those who were consulted almost everyone agreed there was a match between what the company perceived were their needs and what they themselves thought were their needs.

Those respondents who were not consulted said there was not a match between what the company perceived were their needs and what they themselves thought were their needs.  

A very small number of respondents said they were consulted but there was not a match of perceived training needs.  A range of problems is occurring for staff related to their expectations regarding training. The following respondent comment identifies issues to be addressed.
· Need more information on where to go and who to see to organise training.  
· Someone to phone during work hours and an after-hours phone number when people are working long hours – don’t know who to approach
· Training to be done was outlined in our contract i.e. the skill-based pay approach

· Not enough courses are available to get the pay rise more quickly –it’s very frustrating

· I feel a lot of common sense aspects are focused on which we already know, rather than the basic things we need to know
· I have repeatedly requested specific training over the last 2 years and have yet to receive it – but have received other training (admin person)
· There is no one doing any follow-up to the training i.e. no training officer

· I am kept down the mine every shift to repair equipment and therefore can’t be involved in training
· I have been sent on courses to drive machines and then told I am unable to drive them when I get there so it doesn’t give me the licences I need – I don’t get the practical training needed
· There has been no attempt to provide training for trades to further their skill base

· The training we require is not always provided for, particularly in relation to trade training

· Everyone should have Toyota licences now but we don’t
· I don’t get training because I am too old

· The company chooses who they want to train – they don’t ask

· When you do a training course it takes you away from the face which means lost production

· I have asked for training but have had no response

· I have been told on numerous occasions that I could do a gas ticket and then get turned down – I have studied for it 3 times now and haven’t been given the chance to sit the exam or be in a classroom
· There is not enough time for me to train – I’m needed at work as there is a shortage of supervisors
· I just expect to go on courses that they identify

· I’ve been encouraged to advise them of any problems related to my training needs

· There is not enough work to warrant training

· The company is only just starting to look at training outside our current jobs

· It seems only a select few are allowed training
Consultation Regarding Individual Training Needs - Private Sector
Of the respondents in private companies who do receive training (62%) two thirds say they are consulted about their training needs.  “Yes I am consulted but I have to go with what the company wants.’  Of this group two thirds say there is a match between what the company perceived were their needs and what they themselves thought were their needs.  
The other third of respondents say there is not a match between what the company perceived were their needs and what they themselves thought were their needs.  
The respondents who said they did not receive training commented:
· Very little training received

· No training is offered – not sure what the company plan is

· No because the company don’t talk to each other

· No this firm hasn’t yet followed on with any training
· No time for training

· This is not applicable - we don’t do training
· No I’ve no idea what the company perceives about my training

· The company needs to spend more money on its employees’  training

· No I don’t get training - training makes a conflict of interest 

· Training programmes are just getting going

· They are making a start

· What the company thinks I need doesn’t match my needs because they might not have the time for me to do the training
Finding Out About Training – Public Sector

In response to the question ‘where would you go to find out about training?’ the most frequently called upon person would be the manager, followed very closely by supervisors, the training officer, under-managers, specific workmates and the Internet.
This would be followed by respondents approaching EXITO, the site office, the bathhouse, their mentor, the HR training co-ordinator and Mines Rescue. 

A small number of respondents would approach ex-coal miners, administration, the safety officer, the polytechnic and university, NZQA the ‘workplace practice folder’ and the HR manager.
Another small group of respondents did not know who to approach and 2 respondents commented that, ‘It seems to be top secret.’ 
The surveyor received some very positive comments about a company trainer.  He was seen as an experienced miner with lots of knowledge, who trained very effectively, whose approach was empathetic and respectful and who was professional and well organised.   Respondents were very positive about his training but said he was overworked and was therefore unable to conduct training for the numbers of people wanting it.  This was unsolicited comment - there may have been more company trainers in this category. 
Finding Out About Training – Private Sector

In response to the question ‘where would you go to find out about training?’ the most frequently called upon person would be the manager, followed very closely by supervisors, the Internet and EXITO.

A substantial number would call upon Polytechnics, the site office, the safety officer, OSH, a trainer with his ticket and specific workmates.

A small number of respondents would find out about training through the company accountant, a leading hand, a site trainer, equipment suppliers, Employee Relations, the newspaper, university, or at the pub!

A considerable number of respondents did not know who to approach.
Support for Training – Both Sectors
85% of public sector coal miners felt encouraged to undertake training while in the private sector 62% felt encouraged to undertake training.  However this percentage differed markedly between companies – some private sector companies had a high percentage of respondents being encouraged to undertake training while others had very low percentages.

Selling Training to Employees – Both Sectors
Respondents’ report how training is sold to them has an enormous impact on how they participate in training and what they learn.  
There is a variety of ways training is sold to employees ranging from being ordered to attend, to asking employees what they would like to participate in.  The respondents who were told to attend training were less enthusiastic about it than those who were able to participate more in making the decision.   (The group of respondents who don’t receive training did not complete this section.) As one respondent commented, ‘It happens like this – jump on the bulldozer and push that.’ Another comment made was, ‘I am 28 and almost too old to train – I don’t get training.’
Types of Approaches

1 – Ask employees
Comments

· I am asked whether I would be interested in such and such training

· I am asked ‘would you be interested? – we will train you’

· I am asked if I want to do it – it’s made attractive

· I just pick the units I need

· I set my own training goals and go at my own pace
· If I see it as relevant and I could pick the units that would be the way to sell it to me

· Sometimes asked – usually told

· I can only do it if it is in an area I haven’t thought of before
2. – Persuasion

Comments

· The advantages are explained

· It is sold as a step up the ladder

· Sold verbally at the safety meeting  

· Sold as part of NZQA

· As part of NZQA

· That it’s part of EXITO 

· That it’s free

· It’s sold as an induction course

· It is explained that it will extend your level of expertise in your fields

· It’s sold well

· It’s sold very slowly

· Work memos, notice board and tool box meeting

· Find out by word of mouth or the notice board
3. – Financial Incentives

Comments

· More cash

· Higher pay

· Increase in wages

· More money
4 – Ordered to Attend

Comments

· Told to go

· Told when it’s happening

· Told by the boss

· You get told

· Told - If you want to advance in coal mining then go to the courses offered to you

· Told – we need to train you up to operate

· Told  - you will gain experience over time

· Told  - to go but we don’t do enough

· Told –‘do as you’re told’
· Told - You need to just do it!

· Told  - It is in your best interests to do it
· Told  - by boss

· Told – think of how safe it is

· You are told to do it
· Told  - you are going!
· Told - As long as it helps prevent accidents it will be worthwhile

· Told – you need this ticket to do this work

· Told  - you need to do this for future work on other sites

Other Comments:
· It’s my will to learn that sells it to me
· Training is just given – you don’t get it sold to you
· There are no incentives to do training 
· Training doesn’t interest me because I don’t want a coal mining career
· Sold by word of mouth

Training Goals – Public Sector 

64% of respondents participating in training indicated training goals were set with them before they undertook training while 36% of respondents said they were not.   This appears to be a very important factor for training success.  Only 2 people said it made no difference if training goals were set beforehand.
· If the goals are set with me beforehand it affects my interest levels
· No - training goals are not set beforehand so I set my own personal goals due mainly to personal motivation
· No training goals are set so you do the training and it just falls away
· It’s harder if training goals aren’t set beforehand
· If I don’t set training goals beforehand it more than likely turns out it’s not what I want
· Yes I like to set them beforehand because it gives me a goal
90% of respondents’ own training goals matched the actual training goals.  Respondents saw this as very positive.  

Training Goals– Private Sector 

44% of respondents participating in training indicated training goals were set with them before they undertook training while 56% of respondents said they were not.   Setting training goals before receiving training appears to be a very important step to take as it warms employees up to participate in training and they gain a deeper sense of achievement afterwards. E.g.
· When we’ve discussed the training goals beforehand I get a better sense of achievement
· When you don’t discuss the training goals beforehand it makes it very hard to get into it
· Yes it fits with my career – I want to get as much knowledge as I can
· Yes training goals definitely fit with my career - Training is ‘drip fed’ so you don’t get overloaded
Disappointment was expressed by 58% of respondents whose own training goals did not match the actual training goals. This is a concern as comments below indicate: 
· Quite often the training goals don’t match what I want from the training and then I’m disappointed
· When this happens it affects what I put into it
· You lose focus not knowing when your part of the training programme is going to be
· Most of the training I receive is on Internal/External changes and how they affect this position – it’s not skills training which is what I need
· Training goals would be relevant to my career if they were faster doing it
Concern was expressed about the effect of skill-based pay systems on training.
· Because no courses are being run I cannot get the unit standards to get a pay rise.  This is very frustrating because I can’t progress my career
· A lot of older coal miners refuse to do training but remain on the top pay rate
Amount of Training – Public Sector
50% of respondents felt they are receiving enough training - 50% said they did not.  Of those receiving training 74% said the training was relevant, 19% said it was not and 7% said the training was relevant some of the time.

Respondents are very keen to participate in more training.  Many comments were made which expressed the view ‘that you go on learning throughout your career and that you are always learning on the job’.  Respondents are very positive about receiving more training if it were offered.
A high percentage of respondents, 73%, felt the training they received fitted with their career aspirations.   16%of respondents said it did not fit with their career aspirations and 10% said it fitted only sometimes.
Part of the problem for respondents whose training did not fit their career aspirations is the time it can take (in some places) to receive training. Respondents expressed frustration when this happened and felt it affected their motivation and at times caused them to feel resentful and disappointed.
· I don’t get training quickly enough
· They need to get the training to us faster
· Put up a board open for anyone who wants to do more training

· I am not here when most of the training is done
Amount of Training – Private Sector

56% of those receiving training said they got enough training - 44% said they did not.  Of those receiving training 58% said the training was relevant.  Respondents were very keen to do more training.

· I would love to take on more training to further my career
· I’d like to do more training - there is always room for improvement
· Yes I get enough because I have been working for 9 years with the same brand of equipment you gain a good source of knowledge
58% of respondents felt the training they receive fits with where they want to go in their careers – that leaves 42% who do not think training fitted their career plans.  ‘If I could finish my B grade certificate I could improve my position within the coal mining industry but we don’t get enough training to do this.’
Organising Training – Public Sector

Overwhelmingly respondents wanted to do training during work time.  Someone commented that they didn’t know of any other workplaces where you had to do training in your own time, unless it was studying for qualifications.  
· Training should be done  in working hours because it’s to do with work 

· Not in weekends

· Should be done in work time with no return to work after

· If done during work time pay it as overtime

· Training should not be additional to your 8 hour day
· Training time needs to be negotiated with management
· In house training done in-house – anything you do extra do in your own time 

Respondents did recognise the pressure to keep up production but felt there must be some workable options to this situation.  Options given were:

· Stagger the training so that there are enough men to keep the work going while some at training
· Do it during the night shift
· Should be done in the least busy time and when the workforce is all present
Many respondents would like to have more advance notification about when training is scheduled.  They indicated that training can be disruptive because of late notification.  They give the following ideas on how to improve this situation. 
· Identify training needs and make a plan of action for that year
· Training needs to be scheduled ahead of time and staff notified ahead of time
· Work out a schedule of what training each person needs and do that
· Make sure it is well-planned with plenty of advance notice so all parties can work around it
· The key is that it is well organised!!  It is poorly done regarding people’s shifts
· To be organised so there is little inconvenience re shift times
· When most of the training happens I am not on shift

Other ideas focused on the importance of ensuring that theory and practical training happens at the same time.  It is well researched that this is of utmost importance. If a substantial time gap exists between learning theory and practical learning then learning gains are lost and much wastage occurs.
· Class training should be done simultaneously with underground training.  There must not be time gaps between lessons and practical experience.
The size of classes was also commented on in relation to numbers of participants being involved in practical training.
· We need smaller classes with practical training so we can be trained for the particular job at hand
It was also suggested training should be done away from the office and preferably at a different location so as to avoid disruption during training.
Organising Training – Private Sector

Overwhelmingly respondents wanted a greater opportunity for on-job practical training.  They would like more of it and would like it organised during work hours.  
· We need good manning to allow training without hold ups 
· We need more staff so we can get time off  for training
· Training should be done during company time
· Training needs to be factored into your work roster
Respondents suggested discussing training with management to find a solution to the current situation.
· Management should sit down with employees and discuss the way forward with training
· We all need to sit down and talk about this to find a solution and set time aside for training

There was concern that training was not as well organised as it could be.  Respondents would like advance notification of training.  Suggestions included:
· Training needs to be professionally run and organised
· A professional person should be employed solely for training purposes
· Training dates should be set up in advance 
· A formalised training programme needs to be set up 
· You need to know what training will be happening and when
· We need pre-notification before the day of training

A substantial number of respondents want better equipped trainers who have practical knowledge and experience and who provide quality practical training.
· The young in the industry need more on-going training to further their career – they can’t do this on their own but need more experienced people available in training institutions to carry this out.
· Training needs to be done by people who know what they are talking about – people who have been brought up on coal mining underground or open cast
· To be done by an experienced operator
· Should be done with classroom and field work together
· Training needs to take the time the trainer needs - sometimes it gets cut short – we need the time to watch, listen and learn
· It should be achievement based and not everyone who attends it should gain the unit standard
· Do practical first then theory and then more practical
· Training should be hands-on when working with machines

Training Gaps – Both Sectors
In both the public and private sectors most respondents report very few training gaps i.e. areas that are not covered by training.    However in both sectors one section of the workforce consistently indicated a strong need for training.  Trades people want trade associated training – they would like refresher and advanced trade training - ‘Electrical training still sits in the too hard basket for coal mining.’   Their identified training needs are:
· Further development of skills which branch out from trades

· Trade based training

· NZCE advanced trade

· Electrical/Electronics/Instruments

· Welding
· Mechanics
· Engineering
A considerable number of respondents from both sectors would like opportunity to do training which focuses on the skills needed to work well and communicate well with others.  They specifically requested training in the following: 
· People skills

· Personal skills for supervisors

· Industrial relations training 
· Coping with conflicts
· Personal development skills

Individual public sector training gaps reported were: 
· Road header skills
· Computer skills

· Hydraulics
· Ventilation

· Apprentice training 

· More underground training

· Work place practices and hazards

Individual private sector training gaps reported were: 
· PLC controls

· Fire crew need training - they can’t operate it

· Being able to ‘read’ coal

· Machine operation

· Pneumatics

· More first aid 
· Use of W.S. equipment – torque multiplier etc

· Great need for real apprenticeship training 
Future Delivery for EXITO – Both Sectors
Many respondents are positive about EXITO training but they want more of it.  ‘Keep doing the same – great!’ A small amount of respondents had not heard of EXITO and want to know more about their services.  ‘Who are they and what is EXITO?’ 

Providing more training for everyone was a strong theme, especially training provision for young people.  Some of the older respondents are concerned not enough young people are getting trained while working in coal mining jobs.
· Ensure training for younger people getting into coal mining
· Provide training that gets people interested in coal mining work
· Training for the young blood
· Train more young  fellas
· Provide training for school leavers
· Train  the newcomers

There was also a strong request to provide more training opportunities for everyone.
· Train more people so you have most on site up to speed
· Need to have full training provided in the workplace
· Look after and train the experienced people

· Provide more on-job training
· Encourage everyone to have some kind of training
· Make sure most people are trained for jobs on site
· Provide more formal training with formal qualifications
· Help existing workers get more areas of knowledge in coal mining
· EXITO needs to be teaching more people
· Put more people through training courses on the job they do
· People need to be multi-skilled these days so wide skills training needs to be given
· Provide revision
· More refresher courses

Many respondents are experiencing the impact of the lack of apprenticeships.  Comment was made this had left big skill gaps and was severely affecting the industry.
· Provide apprenticeships
· Take on auto electrical apprentices – equipment now has more electrics and mechanics have limited knowledge in this field
· Encourage apprentices
· Encourage young fellas to learn a trade in its entirety
· Try to get this company to have apprenticeships available to sons of workers

· Bring back the apprenticeship systems
Practical training is seen as extremely important and respondents indicated not enough practical training is done.
· Provide more field work and simplified questions
· Provide more practical training
· Get experienced men to do training not men who have been here for 3 years
· Provide more practical training but do it one-on-one
· More practical on-site training
· Need more time at the coal face and not so much theory
· More hands on and less paper work
· For new trainees more practical skills before theory
· Assess people first – i.e. get the right person for the job  If job is physical more physical training is needed not paper work – if job is half and half then more emphasis on what the job actually entails
A theme emerged with underground coal miners that people are receiving qualifications without really knowing how to do the job.   Many negative comments were made about the methods EXITO is using to assess people at the completion of their training.   

· Concentrate on strict pass rates.  I believe some people have been awarded papers they should not have.  Have proper exams for statutory qualifications – e.g. deputy/under-manager

· Take the answers out of the workbooks!
· They need to get young people to do manual work before handing out their EXITO tickets because they give them the tickets but they don’t know how to do the jobs
· Unit standards should be assessed by sitting the exam
· You can know it on paper but not know how to perform the job with the machine
Specific comments related to EXITO training:

· People need training on bigger gear before coming into work sites
· Provide specialised training for each machine
· Set a standardised test or benchmark of training level for new operators entering the industry and have a proper induction which is standardised
· Make sure employing companies have machinery which is up to standard for trainees to learn on, give trainees time to feel confident on bigger and different machines especially for those who haven’t had any training before
· Don’t skimp on the basic learning
· Instead of unit standards I would like to see training producing licences such as heavy trade, tracks and rollers
· Provide on-the-ground monitoring with the training
· Keep pace with new technology
· EXITO needs to get courses done more quickly
· More follow-up and formalization

Training approaches for EXITO:
· Employ trainers in the coal mining field that could work at different mines providing training
· Need a dedicated school for dedicated mine workers – this would be a huge benefit to the industry – however this needs to offer both theoretical and practical training
· Have a separate body not the employer giving the training

Marketing ideas for EXITO:

· Send us more information on other training and what is available
· Provide more readily available course information
· Find out people’s needs and attend to these
· Explain the benefits of training beforehand
· Give potential coal miners more information from a younger age.  Unless you have a family coal mining history you may not know much about coal mining so may not consider it as a career path
· Ask companies what they want 

· Need to become more interactive with people to find out their needs
· Be seen more often – EXITO is too out of sight
· Come around our site

Long term ideas for EXITO:

· Make sure NZ has the skills it needs
· Get the government to pay for training
· Bring back compulsory military training for the young unemployed
· Put in practice relevant plans that have been set up through this questionnaire
· Take note of these questionnaires and make the improvements

Part 3 -Training Delivery 
Training Delivery Improvements - Both Sectors
Respondents would like greater numbers of appropriate staff to be recruited.  They commented that new workers can arrive on the job and have no idea what the environment or the work entails.  They may last a week or a month before they quit.  When new recruits leave after a short time they feel the company and workers are compromised.  
They suggest a standardised training induction be organised to help potential coal miners understand the work and if they decide it is not for them then they leave before effort has been put into on-job training. 

· Get new recruits to have an induction into mine work and if they are keen, then train them
· If people know what to expect then it’s not so much of a shock – they know the conditions and what is required – they see exactly what happens
· Get school leavers into Polytech for a 3 month introduction course so they know the basics
The most important factor in training delivery is having trainers who are or have been experienced coal miners.  Without this trainees are likely to discount the training.  They do not want trainers who have not been coal miners.  ‘Need people who speak from experience and not just read the book.’ ‘Someone who has done the job.’ ‘To have done the job themselves.’  ‘ Trainers who come from relevant backgrounds not salesmen or who are there because they are no bloody good in the field.’    If they have faith in the trainer they relate to the training with far greater confidence and commitment.
Many respondents indicated the length of time between receiving training and using the new skill varies greatly.  Sometimes it happens immediately but too often people do not have the chance to use newly acquired skills for several weeks.  This means training effectiveness and uptake is severely diminished.  ‘At the present some training is given way in advance of the implementation of say a new programme going live. This then makes it difficult to recoup the learning.’
Respondents indicated they are often not told about training beforehand. 

· Do some preparation before the training takes place – don’t spring it on people

· Have booklets explaining the training a week before it takes place so you have time to think of questions

Other respondents indicated training should be done regularly and taught consistently. 

· Need to have training regularly through the year
· Develop comprehensive courses
· Make it consistent – not all our training is shown the same way – everyone is doing things differently
· Have a trainer in the field all the time – not in the office

Having follow-up to the training was seen as a useful way to check what people have learnt and that the correct methods are being used. 

· Training is too sporadic and there is no follow-up
· Need more follow-ups on site after training to check doing it right

Other ideas include:

· Make training more interactive
· Block courses need to be longer - for Electrical Apprentices they are too short – less than one week per year!
· No full days sitting in classroom writing
· Presentations with small groups no more than 5- 8 people

Preferred Training Delivery Methods - Both Sectors
Respondents like a combination of training methods rather than one method used exclusively.  This might take the form of classroom teaching, practical on site training, videos, working from a training booklet etc.  But their preference is for training to be done face to face in a situation where their individual learning styles are acknowledged and where they can learn at their own pace.  The least preferred learning method was distance learning.
· I did some distance learning – it was not good – need face to face
· Distance learning is not as good as presentations face to face
· Distance learning was not useful for me
· Distance learning is only OK if you have self-discipline
· Distance learning no – it’s not good for me – need on-site learning
· No to distance learning – hands-on contact the only way
Interestingly those respondents who liked distance learning said it was because the answers were not provided. (See below)
· Yes I did like distance learning because it gave you reference material to refer to and you had to work out the answers
· Distance learning is better because they don’t provide the answers
· Yes it’s good - the answers are not provided as in short training courses I have experienced

Trainer Effectiveness – Both Sectors
A very large amount of feedback was provided on what makes an effective trainer.  The qualities and skills of trainers are a most important factor for respondents.   ‘They need to be ‘teachers’ – most fall well short – for example they read off a screen – I can do that!’   
Effective communication skills were identified as very important.
· Trainers who listen
· They spend time themselves listening and watching

· Trainers who are willing to listen and learn themselves
· Good verbal delivery

· Good communicator

· Trainers who can talk at the same level as the trainees
· A trainer who is understandable and who can relate to people who may be slightly impaired reading and writing wise
· Asks understandable questions
· Easy to talk to
· Good people skills
· Simplifies questions back to basics

· Explains the subject easily

· Speaking clearly

· Speaking slowly and deliberately

· People who take time to explain things simply

Personal qualities were also highly important.  Respondents were clear that no amount of subject knowledge will make up for an inability to get alongside trainees and treat them respectfully.
· Need to be friendly, knowledgeable, approachable

· Cheerful and easy going

· Good attitude

· Not condescending
· Trainers who acknowledge you

· Are fair

· Have patience

· Someone who you can ask anything

· Pleasant personality

· Being calm and patient

· Interested, experienced and professional
Trainer professionalism was a very important factor which gave trainees confidence in how and what they were learning.

· Keen and know their subject

· Interesting and well organised

· Not expecting too much from you straight away

· Training must happen in a controlled situation with low stress

· Interesting subject matter which is relevant

· Convey the message in an informative manner and keep you interested with relevant examples
· Clear presentation

· They make things interesting to keep attention and concentration

· Make it interesting and easy to understand

· Who goes through it with you step by step

· They get people working in small groups

· They give a variety of practical examples

· Keen and know their subject

· Interactive and hands on

· Interactive
Humour and the ability to make things fun was another important factor.

· Knowledge and a sense of humour

· Make it practical fun and intense

· Fun

· Someone with a bit of wit

· Not being serious for the whole programme

· Make it enjoyable
· Clear interesting and humorous

5. Results of the Survey

Part 1 – Managers and Professionals

Demographic Data
The manager/professional respondents made up 50% each from both public and private sectors.
Of those 46% worked in open cast coal mining, 40% underground coal mining, 10% processing and 4% worked in all three types of coal mining. 

	Manager/Professional Data


	Pakeha
	94%


	Maori
	6%


	Other ethnic groups
	Nil


	

	Male
	94%


	Female
	6%


	

	Average hours worked per week
	52


	

	Relevant Experience/Qualifications before entering industry
	47%


	

	Average number of coal mining companies worked in
	1.9


	

	Average number of years worked in coal mining industry
	18 years



Managers/professionals are predominantly male and pakeha - very few women and Maori make up this group.
Although the average hours worked per week are 52, the range of hours worked per week varies greatly. Some professional and technical people are working just over 40 hours per week while mine managers tend to be working between 50 – 60 hours per week.

Coal mining is an industry where people can begin their working life with little or no relevant skills or qualifications as did 53% of the respondents.  There are many opportunities for people to progress into management – as many of this group of respondents have done.  However the data received from operators tends to dispute this.  The question needs to be asked ‘Have the opportunities for training for managers decreased since the current mine managers progressed through the company?

Professional staff (those who are tertiary trained in specialist fields) almost always arrive in the industry with relevant qualifications.  

The workforce is extremely stable with low staff turnover.  Although the data shows the average length of time worked in the coal mining industry is 18 years for managers it is often much longer.  This average is affected by the professional and technical recruits who are new to the industry.
Most managers/professionals very infrequently move to other coal mining companies – once they gain a position they tend to stay with that company.  Respondents were attracted into the industry for a wide variety of reasons.

	Reasons for entering the coal mining industry
	

	Money 
	28%


	Employment opportunity
	23%



	Challenging, exciting work and  the camaraderie
	14%



	Family tradition of coal mining
	13%



	Driving machinery
	13%



	Location
	6%



	Family investment
	3%




Other reasons given in addition to the above were;
· Working for a private international coal mining company

· Working for a progressive company committed to training and development

· State Coal Bursary to study Coal Mining Engineering

· Came because the job was in New Zealand

· Short hours of work

· Could do surveying in 3 dimensions
There was a wide variety in salary band ranges.   (Note: 17% of respondents did not indicate salary band.) 

	Wage Bands


	Percentage of Employees


	50,000 – 59,999

	21%

	60,000 – 69,999

	18%

	70,000 – 79,000

	19%

	80,000 – 89,000

	10%

	90,000 – 99,999

	11%

	100,000 or above


	21%


	Percentage of managers who worked their way up to management from the ‘coal face’
	Gained a degree and started coal mining work at management level

	75%


	25%




(One respondent did a degree, then joined the industry and worked for two years at the ‘coal-face,’ then obtained a manager’s certificate.)

Part 2 - Professional Development
Professional Development Needs 

Overwhelmingly respondents say there is a match between their professional development needs and what the company perceives as their needs.   One mine owner indicated support for professional development from the industry would be welcome.
· I have to deal with an extensive range of issues and there is nowhere to get support or information e.g. on environmental issues.  We have had to develop our own standards.  There is no infrastructure to support increasing and progressing one’s skills.
A very small group of respondents indicated there is not a match.
· No.  Company tends to encourage you to develop in the industry but will not back it up with training.  I.e. 6 years PPD states coal quality training - as yet to be done. 

· Contractors only get paid for what they do – so don’t get training

Support for Professional Development 
88% of public sector managers/professionals feel encouraged to participate in professional development compared to 63% of private sector managers/professionals.
Professional Development Goals and Outcomes 
Both sectors have professional development goals set with them before they undertake them.  There is a high match between the goals set by the employer and what employees want.   Once respondents have done professional development there is a close correlation between the pre-set goals and what they actually received during professional development.
· I have set up my own training schedule myself with support from management
For a small group there is not a match.

· Not always.  There is a lack of coal mining related training (electrical) available in N.Z
· Not always, but usually close enough
Both public and private sectors overwhelmingly agree the professional development they receive adds value.  Mostly respondents have the freedom to make the decision themselves about the type of professional development they undertake.
· Both - I considered myself too busy to take on the onus of study but have not regretted it. It  is also helpful in that I can align myself with our other staff

· Yes I elected to carry out training

· I sourced the training
· I elected to study, the company well and truly supported me
· Elected to do some, told to do others
· Elected to do it
· Elected myself
· My choice
· Elected some and company initiated some
Other comments:
· No professional development with current employer
· Nothing offered or encouraged
· Told to
· It didn’t add value even though I chose to do it

Only 50% of managers/professionals in both sectors think they receive enough professional development.  Those that think it fits with their coal mining career aspirations comment:
· Yes, but not able to work at my own speed which slows the process somewhat
· Still continues; just finished my diploma in extractive industries
· Depends on your ability to adapt to the changing needs in technical software
· Very time consuming
· When time allows
· Yes – but I could do more
· Yes – it does fit in with my planned career

A substantial proportion of respondents do not agree their training fits with their career aspirations.

· There is nowhere to go with a trades career in the company – no senior roles within the company
· No it doesn’t - not at the moment
Organising Professional Development 

A large proportion of managers/professionals believe the best way to structure in professional development with work is to do it by distance learning or to have training away from the work site.  They would also like to have more frequent training and development and to have the right balance between theory and practice.
· Correspondence, and intensive training sessions more frequently
· Formal correspondence study and on the job training
· Distance learning packages
· Ongoing training at work and outside work
· On-the-job and distance learning
· Training away from site
· I believe all the qualifications are not much use if you don’t have practical hands-on experience

Other comments included:
· You have to be prepared to do some in your own time, not all in the company’s time.  And you need to commit to it
· Any assignments are done at home
· More study leave when assignments are due
· Need to spend less time on duties that have been mastered and more time studying/ participating in less familiar areas
· I tend to put my training needs below that of others so often don’t get to attend the training I would like to 
Professional Development Deficits 
Just over half of respondents indicate that all professional development skills are being addressed.  For those who say there are professional development skill gaps three areas emerge – they are management/people skills training, computer training and communication skills training.
· Yes -  I would like more management training / experience
· Across the board professional and management development

· Training for mine managers – managing people
· Some more supervisory development for supervisors (formal training)
· Subordinate supervisors lack supervisor training
· There is no computer training as requested  

· Computer skills
· Technical software
· Computer training would make us more efficient
· Communication skills.  We are required to do a lot more PR work in the industry, and better public speaking skills would help
Technical gaps identified:
· Financial knowledge/understanding
· Changing electrical regulations, standards C.A.D. and drawing

· Coal quality 
· Revision of prior learning e.g. water treatment.  Also new Health and Safety act and regulations and other regulations applicable to the industry
· Gaps are the Certificates of Competence don’t meet the requirements of the job
· No on-going training of operation on water treatment plants
· As career progresses new stuff is encountered all the time and some of this stuff needs new skills
Improving Professional Development 
A very wide range of solutions were identified as ways to improve professional development problem areas.   One respondent commented on the importance of addressing problem areas with their team.  ‘I generally talk them through with my team.  We have quite a team focus and often agree on development needs together so that we can meet operational needs better.’ 
There were a range of suggestions about experts who could be used to help address professional development problem areas or to minimise the chance of problems occurring. ‘Provide regular scheduled training by providers from Australia.’ Another said ‘Use peer industry people – there are experts in the industry e.g. one person I know has 2 generations of  putting West Coast coals into Canterbury energy units – his knowledge needs to be captured and retained for future use.’
Other respondents would like more opportunity to be able to interact with other experts in the industry.  ‘Provide more seminars/courses with the other coal mining operations i.e. engineers/geologists.’
Other suggestions included:
· Country and project managers should push for all staff to complete computer skills to their particular needs

· More autonomy and the chance to have a wide selection to choose from
· Have HR complete a full evaluation of short-falls then put corrective training in place

· Structured career path, be it towards a trade or professional qualification

· Determine what may be needed and run short courses on an area basis

· Provide more on-the-job training 

· Having surplus staff to allow more time for training and personal development
· Improve timing for professional development
· Give more responsibility, managing people and projects
· Improve communications in all levels of management
· No easy fix for this.  We all have to do our bit and pass on knowledge to younger generation
· All need to be willing participants

· Time has to be structured to suit personal development

· Need more regular reviews
· Cross-section of personnel have study and training courses
Training Delivery 
Factors that made training delivery successful fell into 2 main categories.  The most important factor for respondents was trainer knowledge of the subject and related background and experience.    Without this, participants lose respect for the trainer and the training.  ‘Someone with industry experience who is credible.’  ‘A respected and knowledgeable person.  So many times we are confronted with ‘school kids’ with badges who try to tell us to ‘suck eggs’.  Get back to basic common sense people.’  ‘Must be credible and have good knowledge of topic.’ ‘That the tutor has adequate/comprehensive knowledge on the subject.’
· Coal mining background so they can relate

· Relevance to the job

· Subject knowledge most important

The second most important factor was the trainer’s professional and personal skills in engaging learners. 

· Makes it interesting 
· A tutor who understands their subject because they have experienced it in a practical way – an independent who is not influenced by company ‘baggage,’ a person who understands my heavy workload at assignment time!
· Has experience, communication, drive

· A good trainer who relates to audience
· Trainer with sound knowledge and good communication skills
· The trainer needs to keep it interesting and relevant
· An interesting learning environment
· Timely and factual
· Good communication skills a must, and broad understanding of what they are trying to teach

There appears to be a very good uptake between the length of time between receiving training and using the new learning.
· Usually doing the task before receiving training

· Ongoing – already using it – my professional development is a confirmation of the skills I use

· Pretty much straight away

· Immediate

· If the learning is appropriate, implement immediately

· Straight away
· Usually immediately
· Usually immediate application
· You put it into practice as you learn
· Straight away
It appears greater consultation is needed to minimise the loss of training gains, for the small number of respondents who indicate a time lag between receiving professional development and using the new learning, 
· Depends on the present role

· Quite a long time
· It varies
· Usually soon after – say 1 month

· Depends on situation

· This could be immediate but not always

· 1-2 months

Ways to Improve Operator Training 
There is a high correlation between the ideas of managers/professionals and operators on how to improve operator training.    Managers/professionals would like to see more time spent on training, a greater emphasis on on-the-job training and not to have training interrupted by production needs.

· Try to increase on-the-job training
· Much more on-the-job than in classrooms

· Make it more hands-on

· Provide one-on-one with skilled experienced operators 

· Needs to be on the job, relevant and not quickly between tasks.  Correct manning to allow good training

· On-site training with unit standards
· I think the training is delivered well in our area, but instigate frequent reviews of individual relevant skills for operators
· Put training venue off-site.  Too many interruptions on-site
· More time for training
· Request training occurs sooner rather than later and chance to apply it occurs sooner
· Have qualified trainers (certified) – their sole job is to train and document
· Allowing operators the opportunity to complete assessments without having production over-ride their learning time
· Company has standard / site specific training modules to give grade of employee 

· Most operators are ‘hands-on’ so any effective training needs to be in work place – e.g. skills audit, skills training

· Get them involved in the process so they feel part of it

· System works well with current EXITO coal mining trainers.  They are of a high calibre
· Theoretical and practical training and assessment

· I think too many young  operators are not being shown the right safe way first, and their time in the seat with experienced operator should be longer 

There is significant concern about the moderation process.   Respondents say that theory learning done does not equal the practical work and knowledge required once someone is working in the mine.   Lots of managers/professionals spoke about this at survey time.  ‘EXITO needs to be in closer touch with the moderation process – there is a lot of pressure to get qualifications.  Classroom and distance learning are no real tests of how they can do it on the job – this is a concern and also retention of that knowledge is not put to the test later down the track.  We need more moderation in the system as we do know of too many people in the system with Unit Standards who don’t know it.  Moderation must be fine tuned as some assessors are lax.  It must be done against performance criteria.’  ‘Unit standards are not difficult to pass.  To attend the course seems to give you the qualification.  Very poor assessment level – does anyone ever fail a unit standard?’
Part 3 - Recruitment and Retention
Recruitment Gaps

Public Sector Managers/Professionals’ Responses
Occupations this group find difficult to fill are:
· Coal mining engineers, surveyors, geologists
· Health and Safety officers, nurses
· Accountant, clerks

· Miners, (experienced), technical people

· Trades – Fitters, electricians, mechanics

· Supervisors
· Mine managers

Private Sector Managers/Professionals’ Responses

Occupations this group find difficult to fill are:

· Experienced operators - Mobile plant operators  

· Qualified foremen and supervisors

· Managers

· Safety co-ordinators 
· Diesel mechanics, fitters, electrical technicians  
· Coal mining engineers, project engineers

Three main reasons were given for why positions are difficult to fill.  
Firstly financial recompense is less than in overseas coal mining companies.  ‘Lack of coal mining in N.Z - Can’t attract Australians due to salary levels here.’  ‘Lack of big coal mining companies and mines in New Zealand.  Lower remuneration compared to other first world countries.’  ‘Technical positions are hard to recruit because competing with $150k salaries in Australia.’
Secondly down-turns in the industry in the past have meant interruptions to skill-building levels within the workforce.  ‘Past down-turn in the industry.’  ‘There has been a shortfall of training over the last two decades.  Only government used to train companies using other trainers but not offering apprenticeships.’   ‘In our company there was a cutback in the late 90s that resulted in many skilled workers being made redundant and leaving the country for Australia.  This has created a huge skills gap.  There was also mid 90s a black hole between the old board of ex-coal miners and state qualifications and the OSH EXITO methods re unit standards for a period of time - no one obtained Certificates of Competence – now catching up.’  ‘Past gaps in training opportunities.’
Thirdly changes to the apprenticeship system have affected recruitment and retention.

· A bad move in apprenticeship recruitment in ’93 making apprentices learn over 26 weeks what was previously accomplished in 9 weeks

· Lack of apprentices in the late ‘80s and early ‘90s
· General lack of tradesmen due to no apprenticeships 1987 – 2000

A group of respondents indicated more should be done to value and develop their staff and commented if this was done then recruitment would not be so much of a problem.  ‘People must be valued and appreciated – that is where most coal mining companies fail.’  ‘Not enough inexperienced people are being given opportunity to learn, especially younger people.’  ‘We are not training people up for backup work – encouragement is needed.’

Other reasons given were:

· Not enough work in N.Z. to create a career path for professionals
· For operators – perception that coal mining is a ‘dirty job’ with long hours
· Not enough new blood coming in

· There is a limited number required at any one time and when in place tend to stay for many years
· Labour shortages. In the case of technical people, perhaps the company does not advertise enough

· Major lack of graduates

· Industry growth 

· Location, wages as far as trades, can get the same money in outside industry

· General recruitment problems because of general skills shortage in NZ.   Company does put its money where its mouth is – runs graduate, apprentice and mine trainee programmes and thus grow our own people to meet development needs
· We also mine in rural areas and people don’t want to move out of cities 

· Cannot do a Mine Engineering degree in NZ – we rely on Australia for Mine Engineering graduates
For the small group that did not experience this problem they commented:

· Our company has no problem filling expert vacancies 
· If there is a skill shortage we breed them

· No problems as the company pays better than most

Future Skill Supply
The responses of both sectors were very similar for those skills likely to be under and oversupplied in the future.   Respondents identified the same future skill deficits as they are experiencing currently.
a.) Undersupplied
There is a lot of concern there will be a continued lack of trade skills into the future. ‘All trades - it takes a long time to fill a ten year deficit.’ 
· Trades; Fitters, electricians, mechanics, electrical, diesel mechanics

Respondents widely agree that mine workers both skilled and unskilled will continue to be undersupplied and indicate problems obtaining specific professional skills in the following areas:
· Mine-workers due to expanding industry

· Semi-skilled operators

· Experienced operators

· Skilled mobile-plant operators

· Excavator operators

· Licensed drivers
· Coal mining engineers 

· Process engineers
· Surveyors
· Computer technicians
· Supervisors (coal mining)

· Managers – Middle management

· Clerical - office staff

b.) Over-supplied
Approximately 45% of respondents do not think there will be any oversupply of skills in the future.  Of those that do - they identify the following areas:
· Resource consent and environmental technicians
· I.T. Consultants - Computer technicians
· Accountants and commercial skills
· Engineers/geologists

· Middle-management

· Clerical, support staff 
· Old employees – not enough young being trained
· Unskilled staff and semi-skilled operators
Recruitment Strategies
Predominantly respondents think recruitment deficiencies could be addressed by specifically encouraging more women and young people into coal mining. 

· Need to train inexperienced young operators as the age of the workforce here is around 42 plus

· Need young people learning the ropes, both male and female

· Both genders and younger ages
· Younger employees and also females

· More females in industry – take from Aussie model

· Young inexperienced people (create trainee or apprentice positions)

· School leavers need to be encouraged that there is a life in coal mining.  Don’t try to get them in 3 years after they have left school

· Company has an EEO policy that applies to employment but customs are hard to break.  We don’t get a lot of females apply but welcome them when they do.  Most women are in Corporate, e.g. HR, technical or admin jobs.  Employees must have high standards of fitness for safety reasons.  I don’t see a major change.
Respondents indicate another important way to recruit successfully is to provide more comprehensive initial training so new recruits are valued and encouraged from day one.   ‘Provide better education/training for new starters or a higher standard of education pre-employment.’ ‘The industry will have to bring in unskilled labour and train them up well, as there is no pool of good skilled labour.’
A small number of respondents suggest recruiting from overseas.
Approximately half of the respondents do not think it feasible to fill short-term skill shortages by recruiting staff from under-represented groups, other industries, those out of the labour force or from overseas to remedy short-term skill shortages while the other half of respondents think it a very feasible solution.  It was noticeable that those respondents who were positive about overseas recruitment had a greater ethnic mix among their own employees.  This suggests their experiences have been positive and a useful way to address skill shortage.  
· If they meet our employment criteria we would have no hesitation in recruiting these people – employment criteria covers literacy, fitness and wellness, psychometric abilities, skills and capabilities, qualifications

· It is probably inevitable that this will happen

· Recruiting from overseas is a very feasible option with mines closing in England

· Given the skills required I think that overseas recruitment is often necessary
· Currently recruiting overseas mineworkers

· Feasible, but pay rates may not be competitive

· Feasible, but difficult given opportunities and salaries off-shore

· It is essential to fill gaps for short-term with local or overseas staff, until better management plans can be organised to develop improved training of staff members

· Possible
· Very feasible

· New staff from South Africa / Zimbabwe coal mining environment is a possibility

Other respondents who did not think this a viable option thought that salary levels in NZ would discourage overseas recruitment. ‘Difficult.  Australian salary level is higher.  Have recently employed ex-pats from Australia but come here due to wanting to return to N.Z.  Up till now the industry in N.Z. has not been large enough.’  ‘Unlikely in the short term due to discrepancy in living standards.’

Others indicate problems with qualification recognition are too difficult.  ‘Not very feasible as immigrants have a large amount of trouble having their qualifications recognised and therefore have difficulty in gaining residency.’  ‘Too much trouble getting qualifications recognised.’
Other comment:
· Possible but not really practical

· Too hard
· It isn’t feasible

· Difficult in the coal mining industry

· Not feasible – need local knowledge, machine operating skills

· Not feasible
· No.  Overseas staff do not have N.Z. relevant skills.  From other industries works OK in engineering but requires on-going training in other areas, i.e. extracting coal cleanly
· Train local men up
Apprenticeships

Most respondents are very positive about apprenticeships.  However the problem is in finding people to take on apprenticeships.  ‘Yes – we have had no success with EXITO apprenticeships – we advertised and got a very poor response.  We have the same problem with our trade apprenticeships.  Schools do not promote coal mining as a career of choice and this reflects annually in the amount of young people we are attracting into our apprenticeships.’  ‘Yes they are a good idea but we are lacking in personnel to support them.’

Of those who do have apprentices they were all very positive about this system.
· Yes.  It seems to be working alright
· Yes.  It is good, but needs more commitment from company for training resources

· Yes.  Appears to be working fine
· Yes.  Helps find more employees
· We essentially run a system where the new employee is unskilled and we train them as opportunity occurs, so that within a year or two they can undertake 2-3 roles

· Yes.  We have two currently

· Yes.  It is a very good system and the only way to raise the pool of qualified people in the industry

· Yes.  Very good
· Yes.  Good – we need to keep bringing people on

· Yes - Survey graduates training is ideal in our circumstances

· Yes.  It is a good system
Most respondents who do not have apprenticeships came from the private sector.  They were positive about this training system.  Why is this when they don’t appear to be taking on apprentices?
Staff Retention
Approximately 65% of respondents do not have staff retention problems.  However several people indicate the problem area for retention is with technical staff.
· No problem retaining them once we get them

· Not a problem at this site
· Good except around technical roles
· I don’t think retention is as big a problem as relevant skills

· We don’t have a high turnover
· We have no problem with staff retention – 10-30 year average of current staff

· Staff retention is generally good
· There is not a problem with staff retention
· I think we do a lot now.  We don’t have a big turnover – wages, training and chance to progress
· We have good retention.  We have to replace retirees.  We have a company medical scheme, close knit team, responsive to safety issues

Many ideas emerged for improving staff retention.  Predominantly respondents see three distinct ways of retaining staff – Firstly do the things that make employees feel valued.  ‘Valuing employees - Treat them how you would like to be treated and you don’t have a problem.’
· Morale which can be promoted by good trained supervisors

· Improve morale
· Make it a good lifestyle and working environment

· Good communication

· Effective management and communication

· Good staff management / HR

· Give staff more involvement

· Provide good working environment

Paying well and providing effective and satisfying training and development opportunities are both seen as important ways to retain staff.

· Provide competitive pay rates
· Pay market related salaries

· Relativity within salaries (Australia)
· More money
· Bonus incentives
· Good training and development programmes
· Adding value to their careers
· Regular opportunities to advance
· Training to be mandatory for future development
· Give them a career path
Attracting People into the Industry
Respondents see a great need to re-educate the public about what coal mining entails – especially school leavers and their parents.  It is critical to change the old image they have of coal mining and to portray it as a growing and high tech industry.  ‘Portray it as a ‘sexy’ industry for want of a better word to try and change image.’ ‘Educate from intermediate school level onwards.’ ‘Do exciting school presentations.’ ‘Talk to schools about career paths in coal mining.’  Have information available for school careers.’  ‘Educate!’  ‘Take away the current image being portrayed by politicians, i.e. coal is yesterday’s fuel, when in fact coal is coming into its own as an energy fuel in N.Z.’  ‘Target the schools – we need STA with Tai Poutini but need to get into schools to deliver unit standards under the NCEA.   This is something EXITO could do as most industries don’t have the time or resource to follow it up.’

This is an area where lots of ideas emerged which would build on what is already being done to promote the industry.

· Put high profile people into schools to promote coal mining
· Promote industry – that there is a good living in coal.  Encourage time off for family things etc
· Promote the West Coast lifestyle and environment
· Promote it as a growing industry
· Advertise, be positive about the industry
· Make coal mining more high-profile 
Respondents also say any promotion done should inform prospective recruits of the competitive pay-rates and training and development opportunities.

· Wages, training, career furthering opportunities
· More money
· Proper training with professional people in their field of expertise
· Provide a comprehensive recruitment and career path regime for school leavers; give them a good idea where they can go
· Pay market related salaries, create a positive working environment

· Pay well

· Good training, conditions and money
· Advertise training incentives
Other ideas:
· Give local youth a chance when they are keen, especially family members of present employees
· For every 5-10 people employed, employ one new or green person
Most respondents believe their company encourages people to join the industry.   The small group of respondents who did not believe this was the case came from the private sector.  The range of promotion done currently focuses on: 
· Lots of public relations/ huge job advertising spend/ company website promotion /liaison with Polytechnic and universities including University of NSW

· It tries.  But it needs to do work in the area of the industry’s reputation
· With school visits, sponsorship and scholarships
· Educational visits across range of institutions

· Some school programmes and advertising
· Promotes itself in the community, advertises positions
· Newspaper advertising and internet
· Good pay rates 

· Relatively good money

· Recruits ‘green’ employees and trains them in-house
· Advertises vacancies to employ inexperienced operators
Attracting Women into the Industry 
Most respondents agreed that women can be miners/operators and don’t identify barriers based on gender.  It was noticeable older men were more likely to raise objections.   Specific ideas to attract more women into the operator side of the industry include:

· Showcase existing women in the industry – change perceptions that miners must be big strong men

· Profile women already in the industry
· Provide sponsorship and scholarships
· Encourage them to get licences, improve image of industry and get those interested on site to get the feel of an operation

· By using role models – also look to Aussie model

· By starting to appoint more women

· Advertising that some women, i.e. confident, can easily be as good an operator as males

· Advertise and train
· Target the schools and teachers

· A lot apply but aren’t given an opportunity.  Advertisements are saying they can do it!!!

· Promote greater awareness and advertising

· Better advertising of opportunities

Comments made by those who do not welcome women miners/operators include:
· Difficult due to tradition and having to change facilities
· Don’t want them
· Women in underground mines are of little use
· Past experience would be difficult due to type of work, heavy equipment etc.

· The work still requires a lot of strength, as it is not as mechanical as U.S. mines for example.  This has to change before women can succeed as operators

· Why is one sex singled out above another?
Part 4 – Training Issues for the Company
Barriers to the Provision of Training

All respondents appear to experience a range of barriers to the adequate provision of training.  The biggest problem is maintaining production while employees are in training.  Often this dilemma cannot be overcome and as a result training is not available.  ‘The ability to free up workers from production work.’  ‘Biggest problem is balancing the training against operational needs.’  ‘Resources – there is a lack of employees to cover the work while people train.’  ‘Time - when there’s a chance to do some training, work loads do tend to take over.’  ‘It interrupts normal production.’   ‘Sometimes staff are too busy in their jobs to take time for training.’ ‘Employee levels, production demands.’  ‘Need sufficient tradesmen to cover for absence during training periods.’
One respondent commented ‘Production overriding training and safety.’  This comment matches the concern expressed by some operators that safety training is being compromised.  
Cost is a factor in the public sector because employees are paid for training off-shift. ‘Shift work is a big barrier.’
Adequate training provision is also compromised because of a lack of suitable trainers and training providers. ‘There are no suitable trainers.’  ‘A lack of adequate training providers.’  ‘Lack of certified trainer - at present operators are trained by operators – we need more consistency.’

Where company trainers exist they appear to be in a situation where they cannot provide enough training because employee numbers are too great.   ‘Problem for training and development tutor to employee numbers ratio.  At the moment it is something like 100 plus to one.’
Some improvement in communication between the company and the training provider would benefit training provision.  ‘Need better feedback from training provider so there is less confusion about qualifications.’  ‘Confusion exists about training qualifications.’  
Training Delivery 

There is a high degree of agreement on the factors which are critical to the successful delivery of training.  Respondents indicate the most important factor is to provide high quality training which is relevant and interesting to participants.
· Adequate supply of external trainers/support from management (ownership) support from the union/continued high quality of training materials

· Relevance of training, the ability to put into practice what is learned in a classroom

· Training needs to be relevant and interesting.  A lot depends on the trainer

· Relevance, early feedback, consistency
· Relevant environment and trainer credibility
· Hands-on training and professional trainers

· The opportunity to use newly acquired skills quickly after training is very important
· Make training interesting

· Trainer must be right, and what he’s training must be appropriate

· Trained trainers

· Experienced trainers and basic, good teaching methods
· An effective training environment
· Timely – on the job training and correct training for the position

· Appropriate trainer and methods

· Open book is not an appropriate method
· Training on-site with the back-up from EXITO with unit standards

· I think not enough time is spent in the seat to weed out bad habits etc in trainees
· Keep it basic and interesting

Other reasons included:
· Getting the buggers to turn up
· Getting started; making people available for training
· Being allowed to attend
· Ability to attend
· Organise a structured time scale
· Management commitment to providing high quality training
· On-site participation
· Workers’ attitude to training, as just a means to a higher pay rate
· Time.  Training must be done on job, close to mine location at a suitable time for employer/employee

Leadership Development 

Leadership development needs which respondents identified fell into 3 categories. 
· Communication and interpersonal skills

· The management skills of planning, organising and performance management
· Motivation and decision-making

One respondent suggests looking at an external training model. ‘ I learnt my management of people skills in local government.  Courses were run in these organisations as they are based on dealing with people every day.  Look to their model.’
Some respondents indicate staff have no opportunity to do this type of training.  ‘Actual courses in these fields would be good.’  ‘Provide adequate training for this.’  
The public sector has established the behavioural and functional competencies required for jobs.  These can be used to ascertain employee training needs in these competency areas. 

Effective communication skills are essential for efficient production.  One respondent commented, ‘Communication is a critical skill especially with 3 shifts – it is a complicated structure and if managers or supervisors can’t communicate well time and money can be lost.’ 

· Communication, ability to plan ahead, see the big picture
· Communication and listening.  You also need to be fair and consistent
· Communication, praise / discipline
· Good communication skills.  Knowledge and experience

· People management and communication skills
· Performance management, inter-personal skills
· Organisational skills
· Understanding what motivates workers  
· The involvement of workers in decision-making
· Up-to-date management skills with good H.R.
· Supervisory training
· Good man-management skills
· Skills assessment
Whenever an employee moves from being a team member into a supervisory position they must make a successful transition from one role to the other.  It is not an easy transition to make and most new supervisors need assistance to make the transition from operational work to managing staff.

Overwhelmingly respondents agree that people management skills are essential for new supervisors.  They identified the following topics that should be part of people management skills training:  

· Efficiency and organisational skills
· Delegation, personnel management
· Self-discipline training 
· Communication, listening skills 

· Acting consistently with staff
· How to manage men and instill team spirit 
· How to step over the fence into management side
· Safety, management techniques
· How to implement management and communication skills
· Initiative training is the key to motivation of people.  This training should be at primary/secondary school level

Respondents consistently indicated this type of training needed to be experiential so that trainees got to practise the techniques during their training.  They did not think theory only management training would suffice – it needed to be hands on training with opportunity for lots of practice.  
Another suggestion was to use the expertise of managers to provide mentoring.  ‘Give them management experience under the guidance of experienced managers (mentors).’  Another respondent suggested some form of tertiary training would be useful to new supervisors.  All respondents agreed the focus needed to be on management skills not coal mining skills.
Attracting Staff to undertake Professional Development
Respondents identified a variety of ways to attract managers/professionals to do professional development.   These matched the range of methods that miner/operators identified - from being ordered to attend to asking employees what they would like to participate in.   ‘Identify the needs of staff or make provision for self-selection of skills.’ ‘Make it part of performance discussions, training needs analysis.’  ‘It should be as part of a long-term programme of personal development, related to a career path.’ ‘ We have a compulsory development programme for mine workers/trades but for other staff we have a structured performance development model - training is identified out of this.’
Public sector training is part of a skills-based pay system.  Unsolicited comment about this system ranged from positive to very negative.  The problem was related to the frequency of training offered – if employees were unable to participate in training then their pay rate remained the same.  This was frustrating for a number of staff.  For those who were able to access regular training - they were very positive.  
· Paid on days off.  Skills based pay
· Skill-based pay, and training needs to be relevant and designed around the job
· Better pay
· Offer the training as part of a skills-based pay system
· Paid as part of a skills-based pay system
Other comments:

· Make it available; training is generally voluntary
· Point out advantages post-training (more responsibility, higher pay)
· We have a waiting list of people to join us.  Word of mouth - value people
· Usually internal advertising
· Make it interesting
· Make it interesting and attractive
· Encouragement  to be pro-active, and set long-term goals
· We don’t attract staff into training
· Edict – tell them you will be doing training 
· Encourage, bribe, push if necessary
Training Outcomes

67% of public sector managers/professionals and 55% of private sector managers/professionals indicate they are getting what they want from staff being trained.  However there were provisos.  ‘Usually – but some expertise and trainers are not available in N.Z.’  ‘Trade based training is not being covered; only mine work training is delivered.’
‘We need to devise a method for measuring effectiveness of training and how it translates into the bottom line of the business.’
The reasons for those not getting what they want from staff being trained were based on employee availability to participate in training.  ‘ No.  Staff often too busy to be released for training.’    ‘Not much support from the company.  Running short-handed too often.’
One respondent indicated his difficulty in identifying the correct unit standards to match with specific training needs.  ‘So far.  But looking at unit standards available I find it difficult to match with training needs.’
Entry Levels
The percentage of staff who are entry-level trained and require on-job experience to be of relative value is the same in both sectors.  ’    Comments made by managers indicate their definition of ‘entry level trained’ meant some experience with heavy machinery or having heavy trade licences.  
Approximately 90% of new recruits are entry-level trained when they arrive on the job but require lots of experience on the job and further training before managers are confident of their work.   Very few new recruits are immediately job ready or able to move into more senior of highly skilled positions at this stage. 
One mine manager commented – ‘We don’t allow more than 1 inexperienced trainee on-site at any one time as they take time and resources to train for 3-6 months.’  Another respondent commented – ‘Most of our staff are in some form of training – even senior managers are constantly developed as part of company succession plan. 
Types of Training

	Percentage of Types of Training 


	EXITO Training
	Non-EXITO company training run by own staff (or ex-staff who are now tutors)
	Non-EXITO training run by external consultants

	Public Sector
	80% 

	5% 
	15%

	Private Sector
	37%

	43%
	20% (Exception - one company used outside consultants for all training) 


75% of both sectors indicated that outside trainers/consultants keep up to date with new company standards.  In the public sector it is a requirement of the training contract with external trainers – ‘They are required to or we don’t hire them.’
When asked how well Unit Standards link to real on-the-job work 60% of public sector managers/professionals agreed they did while only 50% of private sectors respondents agreed.  Other comments identified specific areas of Unit Standard difficulties.

· Unit standards link well, but logical progression needs to be addressed
· Not for trades
· Not realistic.  Most EXITO  electrical training is of a poor standard
· Only the machinery operation of direct coal mining ones do
· From a technical perspective, not well
· EXITO standard in technical services should increase
· Realistically only entry-level
· They don’t – most of our training is for driving licences.  I suppose if unit standards aimed at passing driving licences, could be worthwhile
Most respondents agree unit standards should be revised annually.  A small group thinks unit standards should be updated when any changes occur because of the impact of new technology or because of procedural changes.

Possible Unit Standard Qualifications

Respondents were asked if there was a need for a group of unit standards to make up qualifications for specific roles.

	Possible Unit Standard Qualifications



	Geological Field Technician


	All respondents agreed there was a need for a group of unit standards to make up a geological field technician qualification except one person who said it was already covered by formal qualification.  Someone else suggested it could be awarded as a Diploma. (Reference was made to Underground relevancy 7146 etc)


	Mine Surveyor
Technician

	All respondents agreed there was a need for a group of unit standards to make up a qualification for a mine surveyor technician except one person who said it was already covered by formal qualification - (Reference was made to Underground relevancy.  7146 etc) One respondent said, ‘There is great difficulty recruiting mine surveyors.  The industry and EXITO have revamped the training for surveyors and put together a new qualification.  Unitec provides some teaching for the Diploma in Surveying and Huntly staff find it easier to get there but for other parts of the country it is difficult.’  Marketing is required to attract graduates from Otago – students need to know there is now a definite path to gain a Mines Surveyor Certificate of Competence.



	Mine Ventilation
Technician
	All respondents agreed there was a need for a group of unit standards to make up a qualification for a Mine Ventilation Technician except for one person who said it was already covered by a formal qualification - (Reference was made to Underground relevancy.  7146 etc)


	Sampling
Technician

	All respondents agreed there was a need for a group of unit standards to make up a qualification for a sampling technician except for one person who said it was already covered by formal qualification - (Reference was made to Underground relevancy.  7146 etc) One person commented ‘There are 4 unit standards that cover coal quality.’


	Other Suggested Qualifications
	· Engineering students – practical safety
· Mine electrician

· Coal processing plants e.g. wash plant, blending plant

· Coal crushing plant operator, coal crushing plant foreman level
· Environmental restoration and recovery, i.e. our ‘living forest’ concept
· Mine supervisor (general)




Computer Training 
Respondents were asked to identify who will need to become familiar with using computers.  They were asked to consider all levels – operators/miners, technicians, professional experts and managers.
In both sectors 80% of respondents indicated everyone in the mine except miners/operators will require greater computer skills and more training.  This included managers, supervisors, superintendents, surface controllers, trades people, technicians, professionals, surveyors, processing plant operators, leading hands and those who do gas monitoring.

20% of respondents were adamant that operators/miners will need computer training as well.  Some operators are already required to use computing skills.  ‘Operators need to input data, others need to manipulate data to different degrees!   There was some concern expressed that particular groups are missing out on computer training.  ‘Supervisors are being left behind.’
A whole range of computer skills are required including:  Management data entry, GPS for sampling, mine pit management etc.
Environmental Management and Health and Safety Training

Respondents were asked to ascertain the importance of environmental management and health and safety training in the future.
a.) Environmental Management 
Respondents were asked to identify what environmental management training needs to be put in place for the future.  Some respondents had difficulty answering this question and were unsure about how it should happen. ‘Not sure.  No knowledge of this.’  ‘‘Not sure.  But very important.’  Most agreed it was a very important area to be addressed.

· Yes.  There is a need
· Need increased awareness.  Consequences of getting it wrong need to be communicated
· More awareness required in this area
· Yes.  Training should be on-going
· Need training in acts and regulations
· Need more courses on this topic
· Need general knowledge for operators and supervisors
· Need on-site training and unit standards
· Already has an environmental unit standard in its skill-based pay to make mine workers aware
Respondents offered detailed ideas about how environmental management training could be delivered.

· Need environmental unit standards at all levels e.g. induction level, then maybe one or two more complex levels – these unit standards should be EXITO unit standards as the present available ones are delivered through the geography curriculum and is to hard to source trainers and assessors
· People will need to be University trained
· Suggest total immersion training for this topic

· A recognised module for operators on the basic requirements with a more detailed one for everyone else above
· Look at what works well in industry now.  Take training model from successful sites

· Very important.  A grouping/course for 1) managers, 2) foremen, 3) operators

b.) Health and Safety
Health and Safety is a priority for the coal mining industry.  Respondents were asked to identify what changes to Health and Safety training should be put in place for the future.  A small number of respondents thought adequate Health and Safety training is already given.  ‘There is a high priority given to health and safety training already.’  ‘There is a lot in the unit standards already.’  Others’ ideas were similar to those provided for environmental management training. 
· All unit standards should have an element of Health and Safety in them – I do not support separate Health and Safety unit standards unless they relate to e.g. emergency responses



· Better education for relevant health and safety underground – supervisors would be best in this role as people from a medical background do not adequately understand the danger of an underground environment
· Provide on-going updates on standards, company requirements
· Have health and safety unit standards in skill-based pay.  The skill-based pay system needs to be constantly reviewed to keep it relevant. 
· Keep up to date with worldwide advances and thinking
· Consequences of getting it wrong must be communicated
· Provide on-going training
· Training in acts and regulations, and implications to the individual
· Provide more courses
· People need to be University trained

· Suggest total immersion training 

· As above - very important.  Courses for managers, foremen, operators
· On-going training, and is really only common self-safety sense
· Provide general knowledge for operators and supervisors
· Provide on-site and refresher courses
Literacy - Core Generic Skills
Literacy problems were not reported as significant.   When it did occur it was more likely to become apparent during training.  One respondent said it was ‘Not a problem at all.’  Another commented ‘This is very well hidden, but to some degree I’m sure it’s an element.’  Most respondents only experienced literacy problems with miners/operators.  One respondent from the private sector said it affected 30% of his staff.  The majority of respondents said it was a problem for 5% of staff. A few respondents said it affected 10% of staff.
Respondents in the public sector mostly agree there was sufficient investment in training to improve core generic skills. (e.g. literacy, numeracy, problem-solving)   ‘Yes – we have a policy of meeting these needs when identified – we are running the EXITO pilot programme at present.’
One person said, ‘ I think it could be improved as many operators under perform in reporting.’
In the private sector a greater proportion of respondents thought more should be invested in training to improve core generic skills, particularly literacy.  One respondent would like to organise this type of training but commented he did not know how to sell it to possible participants.
Mining Engineers 
There is a reported shortage of Mine Engineers in New Zealand.  Many of the managers/professionals would like to see the School of Mines reopened, particularly as the growth in coal mining is likely to continue into the foreseeable future.  Others feel there is not the justification for a School of Mines in New Zealand.  
The Department of Civil Engineering at Canterbury University runs 2 programmes associated with minerals extraction.   They are:

1.  Bachelors Degree with Honours in Civil Engineering
2.  Bachelors Degree with Honours in Natural Resources Engineering
Both degree programmes include geotechnical engineering.  The Natural Resources Engineering programme includes mineral resources engineering and renewable energy engineering in the final year.

A co-operative programme is now in place between the University of Canterbury, Civil Engineering Department and the School of Mines at the University of New South Wales in Australia. 

Students begin their training at Canterbury University in Civil Engineering or Natural Resources Engineering and after 2 years move to Australia to complete the next 2 years of their degree at the University of New South Wales.  The same pathway to completing this degree can be taken through the University of Auckland and then later students transfer to the University of New South Wales. 

This is an exciting development for the industry and the hope is graduates will move into mining and mineral extraction work in New Zealand thereby reducing the need to recruit mining engineers from overseas.

Solid Energy has provided scholarship support for this venture and both the University of Canterbury and Solid Energy are working to publicise this opportunity to prospective students.
One manager commented, ‘It seems an impossible argument to have the government pay students – but look at the student loan problems.  This could be rectified by student release from Polytechnic training or from Universities over the Christmas holidays.  The advantage to the coal mining industry would be a pool of people to employ during their vacations.  This would allow regular staff in mines to take Christmas holidays.  If we had coal mining engineer training the same could apply.  The student would get practical training in a real work setting and the industry would have greater flexibility.’
Other ideas for reducing the difficulties in this area related to the provision of tertiary training, identifying people from one’s current staff who are interested in becoming tertiary trained and providing scholarships, offering competitive pay rates and recruiting from overseas.
· Scholarships and sponsorship - university to university liaison









· Offer more career opportunities and educate people about the options

· Companies need to go to colleges and  universities to advertise and / or recruit, with training incentives for career goals

· Bring back free tertiary education!

· Have the training facilities for them and job opportunities

· Train present men

· Introduce scholarships for staff already employed who want to be tertiary trained

· Training in basics of engineering – this should begin at school

· Encourage young people to try coal mining as a career

· Competitive pay rates, good training and development, good life-style and work environment

· Improve salary

· Pay scale, N.Z. trained

· Competitive salaries, career development

· As there is no mining engineering school in N.Z. then recruit overseas

· Advertise for them

· Advertise for them and pay them more than our competition

Future Industry Output 
Within the next 5 years 100% of public sector and 75% private sector managers/professionals expect to double their production.  25% of private sector managers/professionals respondents expect production to increase by 100%.  
Several respondents mentioned the connection between gaining greater confidence in underground coal mining and the likelihood of other underground developments going ahead.  Training is a crucial factor in boosting this confidence.
Impact of Technology









In answer to the question will future technological solutions substitute the human resource most respondents do not think it likely.   However some occupations were tagged as being affected. 

· Yes.  Face workers and operators, but will move towards remote operation
· May be larger open-cast equipment so not so many operators needed
· Scale of machinery will increase

· Computer technology.  All occupations will be affected
93% of respondents agree that over the next 5 years there will be major technological advances which will mean additional training resources will be required.  The areas they identify that will be affected are:
· Robotics
· Moves towards total automation underground

· More computerized control systems, monitoring and automation

· Monitoring underground

· More complicated process control

· Cleaner burning

· Coal quality / deep underground mines

· Extraction method will always advance as will processing and better use of fuels, i.e. combustion

To keep up to date with these technological advances respondents identify the following:

· The importance of conducting a training needs analysis so an effective training programme can be put in place  
· Proper planning of introducing new technology and training needs analysis
· Develop advanced pre-training and train people coming through who show potential

· Have a closer involvement with equipment manufacturers and streamline the training 

· A need for co-operation between mechanical design engineers and software development engineers
· Employ relevant skilled people i.e. software engineers

· Additional technical training 
· New training provided in gas / weight / pillar strength, ventilation 
· Additional training for operators 
· Greater encouragement of careers in science

Forecasted Growth for Existing Professional Occupations
The public sector is currently carrying out a workforce planning exercise and the information will be provided when it is available.  However respondents did give their views and these have been compiled into the following table.
	Forecasted Growth for Existing Professional Occupations
Public Sector 


	Occupation

	Likely Growth



	Environmental compliance



	10 – 20%

	Environmental technician



	10 – 20%

	Environmental restoration


	10 – 20%

	Resource consents


	10 – 20%

	

	Fitters

	20%

	Electrical


	30%

	Technical

	30%

	

	Geologists

	100%

	Coal mining Engineers

	100%

	Surveyors

	50%

	

	Miners 

	40%


	Forecasted Growth for Existing Professional Occupations
Private Sector 



	Occupation

	Likely Growth



	Operators
	50%



	Supervisors 


	50%

	All-round plant operators 


	100%

	Safety co-ordinators 


	15%

	Trainers


	15%

	

	Project managers


	100%

	Project engineers


	100%

	Coal mining engineers






	100%

	

	Geologists


	50%

	Coal mining Engineers


	100%

	Surveyors


	50%

	

	Assistant managers 


	20%

	Managers


	10%

	Health and safety officers


	15%

	I. T. professionals


	15%


Respondents from both sectors were asked to identify non-existent skill sets or occupations needed in the future. They identified:
· Robotics

· New electronic technologies and their associated jobs
· The control and extinguishing of underground fires (contractors)
· PLC software engineers 
· Process control workers
· New computing software technicians

· More remote-controlled machinery operators
· Jobs related to gas emission and using coal for electricity stations

· Jobs related to more efficient mobile equipment

· Major developments in the utilisation of coal and their associated jobs
· Specialist safety co-ordinators

· Environmental and communication management skills

Remedying Forecast Skill Shortages  
Some respondents made positive comments about the survey identifying skill shortages and are keen for EXITO to take the necessary steps to address this situation.   
One major idea which emerged was for companies was to focus on recruitment now so staff can enter the industry, receive training and be developed later into areas of specialist interest.  ‘Companies to invest more in their own employees’ futures, and development plans.’   ‘Recruit now to build up systems.’   ‘We need to overstaff with trainees now so they can be specialist trained later.’   ‘Training now, education for younger people entering.’   ‘Over-training / development of some skills at this stage so that we have enough skilled people to choose from in the future – succession planning with training.’
Another group of respondents think more should be done to help prospective employees understand career implications.  ‘With apprentices - make electricians aware of the technical path they could follow – they don’t know this before they start.’  ‘External recruitment focusing more on life-style advantages and long term career possibilities.’
Other ideas included:
· Recruitment from other industries
· Accurate assessment of future needs and prepare in advance
· Improvement in work environment.  Boost morale, better communications at all levels
· Start introducing basic skills in tertiary training level
Training Provision in Small Companies 
Smaller coal mining companies have more difficulty training staff.  It is more difficult to provide cover for someone engaged in training and the realities of achieving adequate production levels is an ongoing factor.  However not all private companies experience this.  ‘We are a small company and have no problems.  We have problems when staff come from large companies and have no broad knowledge of coal mining whereas our ‘self-trained’ staff are required to multi-skill.’ 
Respondents report difficulties for employees attending training away from their work site when training is done by off-site trainers. 
A number of respondents suggest combining training with other companies.  It appears this is already happening.  ‘Piggy-backing with larger companies as long as they share the costs.  This already happens.’ 
Several managers are firm in their commitment to training.  ‘We are a small operation but you need to commit to training to ensure the skills are there to retain your workforce.’   
It would be useful to find out how mine managers currently measure training effectiveness and its relationship to the bottom line.  
Other respondents think commitment to training could come in the form of a tax on training.   ‘Company budgets generally rule this.  Government assistance is required obviously, but all companies should be made to contribute 1 percent of gross earnings, and this could be a tax rebate.’  ‘Legislate for training.’
Other ideas included:
· Finding financial help for training can be time consuming

· Government subsidies!  They are throwing their money at everything BUT education

· Use contractors
· Take up Government funded EXITO training offered
· Provide certified trainers with EXITO funding
· Assigned home study
· Join one of the industry training organisations.  Do proper training needs analysis and provide only essential training
The Match between Forecasted Labour Needs and the Education and Training System

In response to the question - how effective is the match between forecast industry needs for unskilled and skilled labour and what the education and training system currently delivers most respondents thought the match was poor.  
They indicated that the education and training system lags behind industry needs for labour and there continues to be a shortage of skilled labour.  ‘No short term fix; there’s just not enough operators etc available, and if coal mining takes them, it creates shortages elsewhere.’  ‘Will be hard to improve as industry continues to grow quickly.’
Suggested improvements include:
· Maybe some dialogue with teachers and parents on their views of coal mining and how they pass those views on
· Awareness at career level for school kids re coal mining opportunities
· Some form of work experience in the education system

Adequacy of National Infrastructures
While the survey was being conducted managers made it clear (throughout the minerals industry) that Tranz Rail is unable to support the custom that companies require because of inadequate infrastructure.     Mine managers and owners are frustrated at their inability to use the rail system to transport their product to the levels needed.  ‘Transportation is a key issue.  Our tonnage output is increasing by 20% each month to all locations throughout N.Z.’  ‘The infrastructure needs vast improvement to transport the product to market and lower total costs.’
The Government has recently released details of an agreement in which it pays $1 to buy back the rail network and associated land, about 18,000 hectares.   The Railways Corporation will take over operation and maintenance of the rail network on behalf on the Government.  They will spend $200 million on the rail network.  Half of this is for worn out track and the other half for upgrading the rail network.  However rail users around the country believe the maintenance required is greatly in excess of $200 million.
Other respondent concerns are with port facilities and services, roading and electricity generation.  
Solid Energy already barges coal and is planning to build new coal ships to transport West Coast coal to larger ports around New Zealand and to Australia.  If rail services are improved to the required levels this will impact on the development needs for roads and ports. ‘Rail, ports, shipping services, roads - all require upgrade to satisfy predicted industry growth production.’  ‘Railway upgrade needed, and ports capable of exporting several million tonnes of coal per annum.’
Solid Energy is working hard to address this with Government and is taking a very pro-active approach to the improvement of national infrastructures.
Future EXITO Industry Training and Skills Development 
Concern was expressed by a number of managers/professionals that some teachers undermine the coal mining industry by describing their industry very negatively.  They report some teachers threaten students if they don’t work hard they will end up in the coal mining industry.  ‘Problem of teachers in schools using coal mining and timber jobs as a threat in school if they don’t work hard.  Need to educate teachers, parents and kids.’

Many respondents would like to see all areas of coal mining training covered by unit standards.  ‘Cover trade based standards.’   ‘Continue as present but also continue to extend range of unit standards to cover all areas.’  ‘Have credits / qualifications in place for all training required in industry.’
The responsiveness of EXITO is very important to respondents.   They would like EXITO to communicate regularly with the industry by talking to industry leaders.  They want EXITO to be flexible and quickly adapt to changes in demand by understanding at any given time what the industry requires and to adequately provide for those needs within relatively short time frames.  ‘Meet on a regular basis with industry representatives on a formal level, e.g. ITO and industry workshops.’
Other suggestions include:
· Encourage all companies to look long term

· Probably get more into tailoring training to suit projected skills shortage in the next 5 years

· Look at coal mining on a broad front, i.e. dealing with resource consents/permit issues through to combustion and dealing with coal residual effects

· As a technical employee surveying has to be more extensive in training and more time to allow the graduates to get experience
· Target short falls and train and certify

· Continue what it is currently doing and encourage companies more to improve their managers first, so that will have a trickle down effect on the employees
· Help produce suitable qualified personnel
6. Recommendations

Recommendations have been made but are not prescriptive.  In addition each recommendation topic includes a list of questions to prompt and extend the thinking and options generated for future training improvements.

Part 1 – Demographic Data
Gender 

This is an industry where it is rare to find women working as coal miners and operators.  It is a very different situation in Australia.  Many times mine managers made the comment they would like to have many more women working in the industry particularly because they have an excellent reputation as drivers of heavy machinery. They reported that women drive more efficiently and quietly and take more care with machinery.  

Conversations with respondents showed little resistance to the idea of women miners.  The experience of those who had worked in Australian mines with mixed gender populations was positive.  Attitudinal barriers to employing women appear to be minimal – perhaps what is done to attract women into the industry needs reviewing.  A useful source of intelligence would be to ask those women already in the industry and to identify the reasons a greater proportion of Australian women work in the coal mining industry.  
Encouraging women to become coal mine workers could be one way to reduce recruitment difficulties. There is also a range of reported benefits for any workforce that moves from a single gender population to a mixed gender population.


Questions to ask:

1. Why are there not more women in coal mining in New Zealand?

2. What can be learned from the Australian experience?

3. How could employers be encouraged to consider both genders when undertaking recruitment?  What could be done differently to publicise coal mining careers to women?
4. What additional recruitment methods may be needed to attract in women?

5. What can be learned from the women who work in the industry?

6. What can be learned from the experience of NZ coal mining companies who employ women?

Ethnicity

Greater numbers of Maori people were employed in North Island mines – this was to be expected because of a bigger North Island Maori population.  But for both the North and South Islands the ethnicity results do not match that of the general population.   Why are so few Maori and Pacific Island people working within the industry?

Over the last 20 years Maori have made very significant changes to their educational achievement levels, particularly Maori women.  With this greater knowledge and qualification uptake one would expect to see this reflected in the coal mining workforce.  This is not the case.

In some highly successful private sector (non-coal mining) companies Maori or Pacific Island people make up the bulk of those work forces.  Their managers report many positives and continue to recruit from these groups.  What could be learned from these companies about how they attract these ethnic groups to their workforce?

Ethnic diversity is not apparent in the coal mining industry.  This was surprising as the range of different ethnic groups now living in New Zealand is wide.   The reputations of new migrants as conscientious and hardworking fit the profile needed for coal mining work. Given this sector often has difficulty finding work as new immigrants how could they be encouraged into the coal mining industry?  
There are small numbers of African and Latin American coal miners – what could be learnt from them and their managers about encouraging a diverse workforce?

Questions to ask:
1. Why aren’t there more Maori and Pacific Island people coal mining in New Zealand?

2. How could employers be encouraged to consider selecting more widely when undertaking recruitment?  

3. What could be done differently to publicise coal mining careers to Maori and Pacific people?

4. What additional recruitment methods may be needed to attract Maori and Pacific people?
5. What can be learned from coal mining companies employing Maori and Pacific Island people in coal mining work?

6. What can be learned from Maori and Pacific Island people who do work in the industry?

7. What can be learned from non-coal mining companies who employ a variety of ethnic groups?

Age of Work Force

The age of the workforce is not a major issue for the coal mining industry.  The average age of workers was 40 years.   Despite this succession planning is an important factor when employees retire or leave the workforce.

Questions to ask:

1. How are the knowledge and skills of very experienced miners and managers/professionals passed on to younger employees before they retire?

2. What is the impact of this (see the above question) on how training needs are planned?
Pay Rates and Conditions 

Pay rates were a major factor in attracting people into the industry, particularly in underground work, but there are also many non-financial reasons why people are attracted into the industry.
Employees are likely to work longer hours if they work in open cast mining as wages can be lower compared to those working in underground mining. Only in one mine (open cast) staff commented their pay rate was poor – these employees reported that it was only by working long hours they took home an adequate income.  
Respondents clearly stated that salary levels are important in attracting professionals from overseas. 


Questions to ask:

1. How can pay rates and job conditions be used in tandem to attract professionals and new miners into the industry?

2. How can the non-financial reasons for being attracted into the industry be promoted to those who may wish to take up employment in the coal mining industry?

3. How can the opportunity to drive large machinery be used to attract prospective employees?

4. What can be done to promote the teamwork nature of coal mining for those prospective employees for whom this is an important factor in their working lives?

Future Career Aspirations

There are some discrepancies between the retention rates reported and miners/operators future career aspirations.  Although retention rates are excellent just over 50% of public sector miners/operators and 27% of private sector miners/operators indicate they wish to remain in the industry.
A large proportion of miners/operators from both sectors do not know what work they want to do in the future.  Perhaps they will remain within the coal mining industry through inertia but if not the industry will have a serious staff shortage.

Questions to ask:

1. What can be done to encourage those employees who are unclear about their future career direction so that they remain productive and committed miners/operators?

2. Given that miners/operators want to have much greater access to training to develop their skills, what could be done with training provision to motivate employees to remain in the industry?
Relevant Experience before Entering the Industry
Approximately twice as many private sector miners/operators had relevant qualifications or experience before entering the industry. This is in part due to miners/operators working in the private sector starting mining work as drivers – they start work in the industry with a range of heavy vehicle licences.  The skills sets required for underground miners (who work mostly in the public sector) are different and are learnt once they start mining.

Questions to ask:

1. Could specialist pre-employment programmes speed up the process of becoming a miner? 

2. How could EXITO support more people to obtain appropriate licences?

3. What skills could be learnt in high school which would support careers in mining?

Encouraged to take On-Site Responsibility 
Approximately twice as many public sector miners/operators are encouraged to take on-site responsibility compared to private sector miners.  This could be related to the amount of training and development provided in the private sector or it could be a function of fewer managers/supervisors required in open cast work compared to underground work.

Questions to ask:

1. From where does the private sector obtain its managers, supervisors etc?

2. Is further support needed from EXITO to support the development of managers, supervisors?

Part 2 – Training 

Miners/operators respondents understand safety is the number one reason for training.  In an industry which works in unstable and challenging conditions this is a positive and clear message to staff about the importance of safety.  
Training is valued very highly by miners/operators in the coal mining industry.  People are proud of and interested in the work they do - it is important they work to the best of their ability.   They see training as the best way to improve their skills and expertise and they want the opportunity to do more training.  Many miners/operators are receiving regular and effective training.  However there is a large group who are not.  This is a very real concern given the nature of the industry, its safety requirements and the skill level required of staff. 

Managers/professionals report more training is required at the miners/operators level particularly on-the-job training.  Miners/operators identify exactly the same need. There is obviously no impediment to the idea of employees receiving more training – it is valued by everyone.  The problems encountered with the provision of training are systemic.
Effective production rates are critical if the industry is to remain viable and it is this factor which appears to have a large bearing on whether training is done.   Comments were made by both miners/operators and managers/professionals that training is abandoned regularly because of work pressure at the time.   This is frustrating for everyone concerned.  This situation also affects skill-based pay systems in that employees feel they are being held back from increasing their skills because training has been postponed. 

Balancing training against operational needs is one of the biggest dilemmas for the coal mining industry and further strategies need to be found to address this situation. 
Managers/professionals report training provision is compromised because of a lack of suitable trainers and training providers, or because of poor communication between the company and the training provider.   

The connection between effective training and safety is well recognised.  However respondents appear not to see a strong link between production rates and training.  

A small number of respondents do not know how or where to go to find out about training options. 

This is wasteful and is likely to impact on employee satisfaction.

Large and small coal mining companies are experiencing difficulty in either providing training or appropriate levels of training.  Greater financial support is needed if training levels are to increase.

Questions to ask:

1. What can be done to improve financial support for training?

2. What can be done to develop cultures where training is valued more highly?

3. How can companies be supported to provide more training? 

4. How can training be made accessible to all coal mining employees?

5. What can be done to highlight the impact of training on production rates? 

6. What can be done to sell training as an effective way to support production rates?

7. How can the organisation of training be improved to ensure adequate momentum so learning gains are not lost?
8. What can be done to ensure training gains are not lost because training has been postponed? 
9. How could EXITO increase the number of suitable trainers?  What can be learnt from those trainers who have excellent reputations?

10. What can EXITO do to alleviate the problem of poor communication between companies and training providers?

11. What factors need to be in place to enable small companies to take advantage of training being offered?

12. How could these factors be realised?

13. What can be done to ensure all employees working in the coal mining industry know how to access appropriate training?

14. What could be done to sell the importance of training to those who do not yet understand its benefits?

Training Needs 

Helping miners/operators understand and accurately identify their training needs is an important factor in ensuring training is effective and cost efficient.  Training should not be done for training’s sake – it needs to be targeted on actual identified need.  Currently wastage is occurring because a large numbers of miners/operators are not consulted about their training needs.

Many miners/operators respondents were unable to identify their training needs.   How do employees know how well they are performing in each aspect of their job?  Are employees receiving regular constructive feedback and how is this information connected back into training requirements?  For those employees who know what training they need too often the training is not available – for example many respondents know they need refresher training but are unable to access it.

The survey results showed that miners/operators who are consulted about their training needs are far more likely to perceive their training needs in the same way their managers perceive their training needs. When training expectations match satisfaction levels increase.

In conversations with miners/operators it was obvious that many of them have a high commitment to reaching production quotas.  This is a compliment to the industry. However there did not appear to be a clear understanding about the positive effects of training on production by miners/operators or managers/professionals.  This needs clarification - for managers so they understand the positive benefits of training on production and for miners/operators so they understand the linkage between training and production levels.   The outcome of understanding this connection is likely to mean:

· training needs are more accurately identified
· training needs are identified more quickly for new technology or skill requirements
· greater commitment is given to training

· targeted training is conducted

· fewer hold-ups and postponement of training

· skill-based pay systems working more completely

Is their a clear understanding about safety training and its effect on accident rates within the industry?  How are the relationships between these 2 factors measured and what mechanisms are in place to share throughout the industry what safety training works well and what doesn’t?


Questions to ask:

1. How are accurate training needs established? 
2. What could be done to include all staff in the process of training needs identification?

3. What could EXITO do to enable staff to undertake unit standards over a shorter time period?

4. How could EXITO become more involved in companies’ training needs analysis and how could they more effectively use that information to respond quickly with appropriate, targeted training?

5. How will companies and EXITO connect to the new Health and Safety Council to ensure they work collaboratively and identify appropriate training?
6. What help does the industry require to undertake safety training for those who say it is inadequate or do not receive it?

7. What has been done across the industry to identify what safety training is most effective?

8. What financial support can be given to ensure safety training is designed so that it has a direct and positive impact on industry safety.
Selling Training to Employees 

Respondents report how training is sold to them has an enormous impact on how they participate in training and what they learn.  Those respondents who share the decision with their managers about what training to attend are far more likely to enthusiastically participate in training than those who are told to attend.   The benefits of the consultation approach are many and are not costly to instigate.  It does mean a conscious approach by managers to have a joint decision-making discussion with employees about up-coming training.

Questions to ask:

1. What role should EXITO have in educating managers in the coal mining industry about how to effectively sell training to staff?

2. What responsibilities do training managers; training officers have in educating managers/professionals about how to effectively sell training to staff?
3. What could be done by companies to change from the ‘telling’ approach to the consultation approach?
Training Goals
One of the most important ingredients for training success is for managers to jointly set training goals with their staff prior to training.   If this is done it effects the warm-up participants have prior to training and this in turn affects how they respond to the training once they begin.  It also contributes to the sense of achievement trainees experience at the completion of training.

In just the same way selling training affects trainee participation, jointly setting training goals greatly increases the likelihood of training success.  When training goals do not match what prospective trainees want from training this can be sorted out prior to training. When such an occurrence is highlighted after training then the trainer can be contacted to find out where the mis-match is occurring and improvements can be addressed immediately.
It is a very cost effective option which should be an accepted and routine practice.

Questions to ask:

1. What can be done to help managers understand the positive flow-on effects of jointly setting training goals?

2. What type of training follow-up will best address whether pre- and post-training goals were congruent?

3. What mechanisms need to be put in place to ensure managers and staff always set training goals together before training?

4. How could EXITO support companies to routinely do this?
Organising Training

Respondents are keen to undertake training during work hours, away from work sites and would like improvements to when they are notified about training so they can adequately plan ahead.    Doing these things well values training and affects the attitudes trainees have about participating in training.  Respondents have many ideas about how to improve the organisation of training and would like to participate with management in solving these issues.


Questions to ask:

1. What actions could be taken by EXITO to support companies to establish structured annual training plans for training which can be organised well in advance and with adequate advance notification to trainees?
2. How could companies ensure that adequate advance notice of training is given to miners/operators?

3. How could EXITO use their knowledge of companies already doing the above to share their ‘training organisation’ competence with other companies? 

4. How could miners/operators and managers/professionals’ ideas for improving the organisation of training be evaluated and if workable, implemented?

5. What training could be given to managers or those responsible for organising training to understand the tasks required to ensure planning for training is done in a way that does not compromise learning levels?
 Training and Professional Development Deficits
Respondents report very few technical training gaps except in the trades area.  Trades people working in coal mining report a lack of training options and are dissatisfied with this situation.  

This is of concern particularly when respondents report that there is more difficulty in recruiting trades people.

Managers/professionals report very few technical training gaps for themselves and appear to be satisfied with the levels of technical competence currently demonstrated by managers, under-managers and supervisors.  However over the next 5 years they report there will be major technological advances with will require an additional training resource.   

Solid Energy is currently carrying out a workforce planning exercise.  The results from this exercise could be used in conjunction with EXITO forecasts to establish further training and development requirements.

A significant number of miners/operators respondents would like training which focuses on the skills required to work well and communicate well with work mates.  Industry has very successfully identified the technical training needs of the sector.  Broadening its range of training would enable employees to improve their relationship management and team work skills.

There was strong support amongst respondents, both miners/operators and managers/professionals for improvement to the provision of training for managers, under-managers and supervisors to improve their skills in managing people.  Managers/professionals reported the areas not being addressed are management/people skills training, computer training and communication skills training

It was clear in conversations during the survey that staff are not positive about managers, under-managers or supervisors who demonstrate autocratic management styles.   Traditionally managers have been seen as needing to be aggressive, forceful, competitive and independent.  Research has found little support for these traits in distinguishing effective from ineffective leaders.  No evidence can be found which links aggressiveness to management skills such as tackling challenging projects, setting realistic goals, organising or motivating.  There are many other important variables which influence a manager’s long-term success, including the type of tasks performed, the nature of the business, experience and attitude and the ability managers have to learn new skills in new situations.  The 3 areas identified by managers/professionals (outlined above) if included in training and professional development are likely to reap many benefits.

Respondents suggest more use is made of Australian training providers and to organise pan-industry seminars for specialists i.e. geologists, engineers.   
Questions to ask:

1. What needs to be done to develop types of training other than technical training?
2. How could training/professional development in management/people skills training, computer training and communication skills be made more available?
3. What successful examples are there within the industry of training which is focused on working well and communicating well with one’s peers?  How could this training be utilised across the industry?
4. How could the results from the Solid Energy workforce planning exercise be used in conjunction with EXITO forecasts to establish further training and development opportunities?
5. What does EXITO need to do to identify the additional training required for major technological advances occurring over the next 5 years?
6. How could EXITO support further provision of training for qualified trades’ people?
7. How could New Zealand and Australian coal mining training providers be encouraged to work more closely together to provide training for identified deficits?  
8. How could pan-industry seminars for industry professionals be organised so that costs were minimised but development opportunities maximised?
Future Delivery for EXITO

Most miners/operators respondents are positive about EXITO training and they want more of it.  Practical on-the-job training is highly valued but respondents say not enough is done.  They also identify the need for more refresher courses and being able to take on a greater number of apprentices.
Managers/professionals report an improvement is needed in how well unit standards link to real on-the-job work.  Most respondents indicate they should be revised at least annually. 

Many managers/professionals indicate they would like all areas of coal mining covered by unit standards.
Managers/professionals respondents are also very positive about apprenticeships but acknowledge great difficulty in finding people to take on.  Those who have taken on apprentices are very positive about the system.

Some dissatisfaction is expressed by both miners/operators and managers/professionals about how unit standards are assessed.   They feel there is not enough rigor about who passes and who fails.  As well there is a concern by miners/operators that a lack of practical training means a trainee can pass a unit standard but can’t adequately perform back on the job.

Managers/professionals are not satisfied with the moderation process and want EXITO to be more in touch with this system.  They would like a greater connection between theory and practical work as they do not think that passing one’s theory test equals competence back on the job.  They would like the retention of knowledge to be checked some time down the track after training has been delivered.  This fits very much with the call by respondents for more refresher training. 
Managers/professionals report it would be useful for groups of unit standards to make up new qualifications for technical roles.  They specify Geological Field Technician, Mine Surveyor Technician, Mine Ventilation Technician and Sampling Technician.
Managers/professionals indicate more staff will need advanced computer skills during the next 5 years.  Managers/professionals respondents have a lack of clarity about the type of environmental management training that needs to be put in place although most agree it is very important.  They also indicate Health and Safety training needs improvement.  Literacy is not reported as a significant problem and when it does arise EXITO provides support to address this.
Managers/professionals from small companies report greater difficulties with adequate provision of training – some piggybacking of training with larger companies is underway to alleviate these difficulties. 

The match between forecasted labour needs and what the education and training sector can provide in terms of trained personnel was reported by managers/professionals as poor.  EXITO has initiated this survey to help combat these difficulties and improve the labour/education training match.
Managers/professionals report concerns about some teachers undermining the coal mining industry by threatening students that if they didn’t work harder they would end up as coal miners.    These concerns appeared to be confined to West Coast respondents and therefore could be addressed locally.

It appears at times blocks exist between what EXITO can provide and what the industry thinks it can provide. During the survey it was apparent that at times EXITO had the ability to organise unit standard training for miners/operators while coal mining personnel did not think this possible.  Both parties need to find new ways to remove barriers to understanding the parameters on the provision of training. 

EXITO responsiveness to their industry is very important to many managers/professionals respondents. They want regular and on-going communication with EXITO and for EXITO to be flexible and quickly adapt to the new demands placed on it for industry training.

Managers/professionals indicate that more should be done to help prospective employees understand career implications before they begin work so they are motivated over the long term.

Informing the public about coal mining careers is imperative – respondents have many ideas about how to achieve this and believe EXITO has a role to play.  

EXITO has responded well to the coal mining industry and has worked hard to provide industry training.  The sector is appreciative of their efforts and is clear about what needs to happen to reach a new and improved level of industry training.

Questions to ask:

1. What can be done to provide training immediately a new employee enters the coal mining industry?
2. What can be done to improve the work practices and skills of more experienced employees?
3. How can refresher courses be made more available to miners/operators and managers/professionals?
4. How can practical on-the-job training be made more accessible to the industry?  
5. How can theory and practical training be more integrated so that trainees reach acceptable levels of competence back on the job?

6. How can EXITO further promote coal mining careers?
7. What could be done locally to address the problem of the reported concerns about some teachers undermining the coal mining industry?

8. What areas of coal mining are not covered by unit standards and if not should they be?

9. How can EXITO educate prospective employees on long-term career implications before they begin work?

10. What can EXITO do to increase the amount of training provided to the industry without causing detrimental production outcomes?
11. How could the piggybacking of training with larger companies be further encouraged? 

12. How could EXITO improve how it informs the coal mining industry about what it has to offer?
13. How can regular and on-going communication between EXITO and the coal mining industry be improved to ensure responsiveness levels are high? 

14. How can EXITO improve the moderation process?  How can the concerns about unit standard assessment be addressed?
15. What can be done by EXITO to improve the promotion of apprenticeships so that the industry has an adequate supply of new apprentices?

16. What aspects of respondents’ survey comments need further clarification before they can be acted on?

17. What can be done by EXITO and the coal mining industry to improve understanding regarding training provision so that barriers to training are removed?
18. What consultation needs to take place with EXITO and the coal mining industry to confirm the usefulness of qualifications for the technical roles of: Geological Field Technician, Mine Surveyor Technician, Mine Ventilation Technician and Sampling Technician

19. What is EXITO doing to identify the skills required for computer training and environmental management training? 
20. What does EXITO need to do to understand and implement improvements to Health and Safety training?

 Part 3 -Training Delivery

Miners/operators respondents would like prospective employees to understand the realities of coal mining work before they start work proper in the industry.  They suggest a standardised pre-induction programme for potential coal miners to help them check out whether it is the type of work they want to do.  This would reduce the amount of effort employees spend inducting new employees which is wasted if they leave after a short time in the job.
Once new employees have confirmed their intention to work as a coal miner, respondents would like an effective induction carried out to ensure they are doing the work as effectively and efficiently as possible in the early stages of their mining careers.  Providing effective induction also makes employees feel valued and positively influences new employees.  

The past work experience of trainers is an important factor for miners/operators trainees and managers/professionals undertaking professional development.  If trainers have not worked in the coal mining industry they are not likely to be credible to trainees.  This significantly affects the confidence trainees have in training.
A combination of the following training methods is preferred by miners/operators respondents (classroom teaching, practical on-site training, videos, working from a training booklet etc.) and they want it delivered face to face not as distance learning.  Class size for practical training, should be no bigger than 5-8 trainees especially for underground or machinery training. 

Managers/professionals prefer distance learning because it is easier to fit it in with their work commitments.  Overwhelmingly they agree their professional development adds value, but they are eager to have greater amounts of professional development.  Why is it miners/operators are not so positive about their training adding value?  This difference needs to be investigated so that the factors which add value for managers/professionals are also included in miners/operators training. 

Managers/professionals and miners/operators identify there is not the right balance of theory and practical learning when they undertake training or professional development.  This is a concern and is likely to lengthen the time taken to learn new knowledge and skills.  They also indicate the provision of high quality training which is relevant and interesting is the most critical factor in their own and others professional development.

There is a much shorter length of time between receiving training and using the new learning for managers/professionals than for miners/operators. Factors that cause this difference need to be identified - improvements here will make significant training gains in learning and ultimately to the cost of training.

Trainer effectiveness is crucial. Respondents (both miners/operators and managers/professionals)

identify 3 factors which must be present in trainers for training to succeed.  They are:

· Effective communication skills

· Personal qualities -  being respectful and empathetic
· Trainer professionalism – knowledgeable and well-organised

These factors need to be incorporated into the trainer recruitment process to ensure the most suitable people are employed.

Interpersonal communication skills are at the heart of the training process.  A trainer’s success is directly related to their ability to communicate.  Trainer recruitment is not just about fining someone with the relevant experience and knowledge, though this is a crucial factor.  Trainers need to understand the process of learning, be able to establish a climate conducive to learning and to communicate well.   Without these qualities and skills trainees won’t learn and training will collapse.
Miners/operators report a lack of consistency in training delivery.  Trainees can arrive back on the job after training and told to do something differently from what their work mates have been taught – they report training is not taught consistently.  This undermines miners/operators’ confidence in themselves and the training process. 
Managers/professionals appear to have minimal opportunity to undertake leadership development but are very interested in participating in such training.  The major components of this they defined as:

· Communication and interpersonal skills

· The management skills of planning, organising and performance management

· Motivation and decision-making

They also report the necessity of providing training for those moving from operational work to that of managing staff – they point out this type of training needs to be experiential with opportunity for lots of practice during training sessions.


Questions to ask:
1. Which coal mining companies are running standardised pre-induction programmes for potential coal miners to help them check out whether they want to work in the industry?

2. Which coal mining companies are running effective induction programmes as soon as new employees begin their mining career?

3. How are trainers identified and recruited?
4. What is done during the recruitment process to ascertain whether trainers possess the 3 factors identified above (See bullet points above) and have the relevant knowledge and experience?
5. What training and development is available for trainers to improve their teaching/training skills and knowledge?

6. How are trainers supported by EXITO and the industry when they are working across a range of companies?
7. What type of training and development will be most effective for managers/professionals – formal qualifications, on-the-job training, secondments, peer support, individual coaching or mentoring?
8. What can EXITO and coal mining companies do to bring greater consistency to the skills taught in training to diminish confusion and scepticism?
9. How could successful and experienced managers be encouraged and helped to provide mentoring to other staff?
Part 4 - Recruitment and Retention
Three main reasons are identified by managers/professionals for why occupations are difficult to fill. They are:

· NZ salary levels less than overseas levels

· Past industry down-turns have negatively affected workplace skill levels

· Past changes to the apprenticeship system have negatively affected the level of trades expertise

Some managers/professionals commented that other reasons need to be highlighted in any overseas recruitment drives for staff i.e. attractive lifestyle, cost of living advantages etc. 

Industry output is increasing rapidly and adequate recruitment is a necessity if the industry is to thrive.  Some respondents report if more was done to value and develop staff then recruitment would not be so much of a problem.  If this is so then it could be a relatively cost effective option.
The skills likely to be under-supplied and over-supplied in the future are on the whole the same as those being experienced currently. Managers/professionals report skilled and unskilled miners and trades people will continue to be undersupplied for a considerable time.  This needs to be addressed now especially as the industry is growing rapidly.

Approximately half of managers/professionals respondents think there will be some occupations which will be over-supplied in the future. Is this accurate given the growth in the coal mining industry - how could this be accurately assessed and acted on if it were of concern? 

There are no major problems with staff retention, except for a small number of respondents who have difficulty retaining their technical staff.  Managers/professionals did comment that they are now more likely to have staff ‘poached’ by other companies so retention strategies are still very important. 

The most beneficial retention strategy identified by managers/professionals was to provide comprehensive initial training to new employees so they feel valued and encouraged from day one on the job, then to do the things that make people feel respected and affirmed for their work.  Paying well and providing effective training and development opportunities were also reported as important in retaining staff. 

The industry is very open to encouraging more young people and women into the coal mining industry – this is a great advantage and means there is not a cost involved in influencing staff to accept this idea.  For the small number who think coal mining work requires much physical strength and therefore disbars women they could be reassured that only those physically strong enough would be recruited – whether they were men or women.  Most miners/operators commented that physical fitness was a much more important factor than physical strength.

There was very divided opinion about filling skill shortages by recruiting staff from under-represented groups, other industries, those out of the labour force or from overseas  - one half of respondents thought this not feasible while the other half thought it a very feasible solution.  Those who were the most positive about this solution had a greater ethnic mix among their own employees.  This suggests their experiences have been positive and a useful way to address skill shortage.  What can the industry learn from them?
There was much comment from respondents that the industry must promote and re-educate the general public about coal mining if more people are to be attracted into the coal mining industry.

Much promotion is already being done.  Companies will be well aware what promotions and advertising is working and what isn’t – how do they share this knowledge throughout the industry? 
The vexed question of training mining engineers within NZ has in part been addressed by Solid Energy and the Universities of Canterbury and Auckland.  It is highly unlikely a School of Mining will be re-established in New Zealand but this co-operative venture is likely to significantly benefit the coal mining industry.


Questions to ask:
1. What improvements could be made to how managers/professionals roles and miners/operators roles are promoted to those who are contemplating at a career in the coal mining industry?
2. What suggestions for the recruitment of women have not yet be tried and what promotion strategies have worked for the companies that do currently employ women miners?

3. What can be learned from those coal mining managers who have in part addressed skill shortage by recruiting from other ethnic groups?  

4. What can be learned from the many other NZ companies who are recruiting other ethnic groups from overseas as a way to reduce skill shortages within their own industry?

5. How could the group of immigrants (both professionals and unskilled people) who find it difficult to obtain work once arriving in NZ be located and recruited if there was a skill match? 

6. Which coal mining companies have a reputation for valuing and developing their staff and how could the industry benefit from the company’s experience of doing this?

7. What further strategies can EXITO implement which boost the amount of training for miners/operators and trades people so that adequate staffing levels are achieved relatively quickly?
8. What role could EXITO take to promote pan-industry knowledge about successful recruitment, promotion and advertising practices? 

Part 5 - Adequacy of National Infrastructures
Solid Energy is taking a very active approach to addressing the problem of inadequate infrastructures, particularly the rail network, used by the coal mining industry.  How is the rest of the coal mining industry working together to support the development of improved infrastructures?


Questions to ask:

1. What type of lobbying could be undertaken by EXITO in conjunction with Solid Energy which would support the coal mining industries’ national infrastructure requirements?
2. If not already being done are there steps the industry could be taking together to support the improvement to infrastructures?

7. Distribution of Results
The results of the survey will be distributed to all EXITO Board members, those who contributed to the survey and other interested coal mining industry personnel.

There may also be other interest groups who might share a curiosity about the outcomes of the project. The spectrum of possible audiences may include:

· The local press and other media

· Government Departments
· Professional Associations  
8. Appendices
Questionnaire for Operators
EXITO (The Extractive Industries Training Organisation) has developed this confidential questionnaire to gather information about the coal mining industry.  Your answers will help us understand how to provide the kind of training you think the industry needs to meet the demands placed on it in the future.

Thank you very much for taking part in this confidential survey. We really appreciate your help.

Part 1 - General Questions
1. Name of Company:




Job Title






2. Your Age: 












3. Do you work in:

· open-cast

· underground coal mining

· processing (washing, stockpiling, blending, bagging, surveying, sampling)

4. Ethnicity: (mark appropriate box)

NZ European/Pakeha

(
NZ Maori


(
Other European

(
Samoan


(
Cook Island Maori

(
Tongan


(
Niuean



(
Tokelauan


(
Fijian



(
Other Pacific Island

(
Indian



(
South East Asian

(
Other Asian


(
Chinese


(
Latin American/Hispanic
(
American


(
African


(
Middle Eastern

(
5. Male (
                       Female (


6. How many hours do you work per week? 








7. What attracted you into the coal mining industry?  



































8a.) Did you have ‘relevant’ experience, qualifications or licences before you started working in coal mining?



If yes – what? 










8b.) Did you work in other coal mining industry jobs before working in coal mining? 



If yes – what? 























9. How many coal mining companies have you been employed by?   





10. How many years have you worked in the coal mining industry? 





11. Have you been encouraged to take on-site responsibility or supervisory/management roles?

If yes – what?









































12. Wages - what is your expectation re wages?  Circle which: 
$30,000 - $40,000

$40,000 - $50,000 
$50,000 - $60,000
$60,000 - $70,000


$70,000 - $80,000

$80,000 - $90,000
$90,000 or above
13. What work future do you see for yourself – what do you aspire to?

































Part 2 - Training Questions 

1. What do you understand about why training is done? 




































2. Are you attracted to doing training? 



What are the benefits of training for you? 










































3. What are your training needs? 


































































4. Are you consulted about your training needs?


Is there a match between your training needs and what the company perceives are your training needs? 






If not please explain. 







































5. If you don’t know about training where would you go to find out? 



















6. How supported are you to participate in training?

· Encouraged?  

· Not encouraged?

7. If training is suggested for you how is it sold to you? 
















































8. Are training goals set with you before you do training?


If not how does this affect the training you do? 

























If yes, do the training goals match what you actually want from the training? 





9. Do you do enough training?                                     Is it relevant?






Does it fit with where you want to go in your coal mining career? 



















10. How should training be organised, to best fit in with your work and production needs? 












































11. Are there any training gaps – i.e. skills needed not being trained for? 




If yes, what are they?
























 



12. By 2010 what do you think EXITO industry training and skills development need to be doing?  Please comment. 

Part 3 - Training Delivery Questions 

1. What type of training delivery works best for you? – Self-paced (learning from a training booklet at your own pace) presentations, on-site, videos etc. 

















































2. Think about trainers. What factors make training delivery successful for you?



























































3. When you have completed your training what length of time is there between getting the training and using the new skill? 











4. What are your ideas for improving the way training is delivered?  















































5. Have you experienced distance learning? (I.e. learning by correspondence)


 Was it a useful way to learn?  












6. Does training delivery have the right mix between practice and theory? 

If not please explain.
























































Questionnaire for Managers/Professionals

EXITO (The Extractive Industries Training Organisation) has developed this confidential questionnaire to gather information about the coal mining industry.  Your answers will help us understand how to provide the kind of training you think the industry needs to meet the demands placed on it in the future.

Thank you very much for taking part in this

confidential survey. We do appreciate your help.

Part 1 - General Questions

5. Name of Company:




Job Title




6. Your Age: 











7. Do you work in:

· open-cast

· underground coal mining

· processing (washing, stockpiling, blending, bagging, surveying, sampling) 

8. Ethnicity: (mark appropriate box)

NZ European/Pakeha

(
NZ Maori


(
Other European

(
Samoan


(
Cook Island Maori

(
Tongan


(
Niuean



(
Tokelauan


(
Fijian



(
Other Pacific Island

(
Indian



(
South East Asian

(
Other Asian


(
Chinese


(
Latin American/Hispanic
(
American


(
African


(
Middle Eastern

(
5. Male (
                       Female (


6. How many hours do you work per week? 








7. What attracted you into the coal mining industry?  





















8a.) Did you have ‘relevant’ experience, qualifications or licences before you started working in coal mining?



If yes – what? 









8b.) Did you work in other coal mining industry jobs before working in coal mining? 




If yes – what? 












9. How many coal mining companies have you been employed by?   





10. How many years have you worked in the coal mining industry? 




11. Have you been encouraged to take on-site responsibility or supervisory/management roles?

If yes – what?



























12. Salary - what is your expectation in your current job?  Circle which: 

$30,000 - $40,000

$40,000 - $50,000 
$50,000 - $60,000
$60,000 - $70,000



$70,000 - $80,000

$80,000 - $90,000
$90,000 - $100,000
$100,000 or above

Part 2 - Professional Development  
1. Is there a match between your professional development needs and what the company perceives are your needs? 


If not please explain. 






















2. How supported are you to participate in professional development? 
· Encouraged?  

· Not encouraged?

3a.) Are professional development goals set with you before you undertake it?





3b.) Do the goals match what you actually want from professional development? 




4. After training or professional development did you get what you thought you would get? I.e. was your understanding of what you would get the same as the actual learning you received? 































· Did the professional development add value?


Did you elect to do it or did you do it because you were told to? Say which.























· Do you do enough professional development?                                               
Does it fit with where you want to go in your coal mining career? 



































· How could professional development be structured to best fit in with your work? 













































8. Are there any gaps in professional development areas – i.e. skills needed which are not being addressed? 









































9. What ideas do you have for solutions to any professional development problem areas? 













































10. Think about the tutor/lecturer/trainer/. What factors make training delivery successful for you?












































11. When you have completed any professional development what length of time is there between receiving it and using the new learning? 



















































12. What are your ideas for improving the way training is delivered to operators?  
































Part 3 – Recruitment and Retention

1a.) What occupations within the industry are difficult to fill? Consider all levels i.e. operators, technicians, professional experts, managers. 





































1b.) What is the reason for this?




















































2. What types of skills/occupations are likely to be most significantly under or over-supplied in the future and why? a. Under-supplied




















































b. Over-supplied








































3. To what extent will the industry need to recruit employees who are different from those recruited in the past, to meet the demand for labour – e.g. gender, ethnicity, age, disability

































4. How feasible will it be to fill short-term skill shortages by recruiting staff from under-represented groups, other industries, out of the labour force or from overseas to remedy short-term skill shortages while New Zealanders are receiving the formal training they need to take up future vacancies? 











































5. Is there the possibility to do an apprenticeship in your company?  

What do you think of this system?








































6. What can be done to improve staff retention? 



















































7. What are your own ideas for attracting people into the industry?  
















































8. Does your company encourage people into the industry?  


If yes – how?  












































9. How could more women be attracted into the operator side of the industry? 














































Part 4 - Training Issues for the Company 
1. What are the barriers to adequate provision of training? 































































2. What factors are critical to the successful delivery of training? 















































3. What skills related to managing people, work relationships and leadership are needed?












































4. What training is needed for supervisors to make the transition from operational work to managing staff? 




























5. How do you attract staff into training? 






















6. Are you getting what you want from your staff being trained? 

If not why not? 





























7. What percentage of your staff are entry-level trained and require on-job experience to be of relative value



compared to those who are immediately job ready and/or able to move into more senior or highly skilled positions? 



































8. Of your total training what percentage is:

· EXITO training











· Non-EXITO company training run by your own staff





· Non-EXITO  training run by outside training consultants





9. Do outside trainers/consultants keep up to date with new company standards? 




10. How well do unit standards link to real on-the-job work?



































11. How often do unit standards need to be revised because of changes in technology? 































12. Is there a need for a group of unit standards to make up a qualification for a: 

· geological field technician? 









· mine surveyor?










· mine ventilation?










· sampling?











· other?










 

13. With the advances in computer technology which staff will need to become familiar with computers? (Think about all levels - operators, technicians, professional experts, managers and the interface with technology and using the intranet




































14. The importance of environmental management and health and safety is increasing.  What is needed for future training in these 2 areas? a.) Environmental Management






























































b.) Health and Safety






















































15. For what proportion of staff is literacy a problem when training? 






16. Is there sufficient investment in training to improve core generic skills (e.g. literacy, numeracy, problem-solving, and relationship management skills) so the quality of employee output is assured? 






























17. What is the best way to bring more coal mining engineers into the industry? 













































18. How is industry output expected to grow over the next five years? 















































19a.) Are there future technological solutions that will substitute the human resource? 

















19b.) If so, what occupations will be affected?





































20a.) What major technological advances do you expect to impact upon the industry over the next 5 years? 






















20b.) What will need to be done to ensure training is up to date with these technological advances? 

































21. What change in growth do you forecast over the next 5 to 10 years for existing professional occupations?  Occupation





Likely Growth





Occupation






Likely Growth





Occupation






Likely Growth





Occupation






Likely Growth




22.) What non-existent skill sets or occupations will be needed?


































23. What could be done to remedy any forecast skill shortages? 





























































24. Small companies have more difficulty training staff – what are your ideas to overcome this? 






















































































25a.) How effective is the match between forecast industry needs for unskilled and skilled labour and what the education and training system currently delivers? 





















25b.) How could it be improved?







































26. What upgrades are needed for future national infrastructures to ensure the viability of your industry?  E.g. railways, ports, shipping services, roading etc. 





















Please attach any evidence you have re question 26 above.

27. By 2010 what does EXITO industry training and skills development need to be doing?  Please comment. 














Questions in Italics for Managers Only

1. If you are a manager did you work your way up to management from the ‘coal face’ or did you get management qualification/professional qualification and start coal mining work as a manager?















2. Total number of operators in this mine? Include all types of workers both in the mine and in the coal plant. 













3. Total number of supervisory positions in this mine? 







4. Total number of administration and support positions in this mine? 


















5. Total number of management positions in this mine? 






6. What is the average age of your workers?  









7. What future changes may need to be made to the role of the ITO, its structure, capabilities and resources to support you - the industry stakeholders? 




























































































Thank you for participating in this survey 
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