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Working Lives: A Ten-Year Comparative Analysis of Work, Benefit and Skill Trajectories of Parallel Cohorts of Trade and Bachelor Graduates*
Heather Fehring, Jeff Malley, Judith Bessant, Lyn Robinson, 
Alan Montague 

INTRODUCTION
In today’s rapidly changing economies and labour markets there is a need for governments, enterprise, youth and their career advisors to know more about the comparative outcomes of different kinds of post-school education and training, and the actual occupational trajectories of key groups of skilled young workers as they proceed from initial post-school qualification through labour-market entry to experienced-worker status. And yet, at a time of significant skill shortages, rapid technological change and disruption of traditional patterns of work, there is a near absence of studies mapping and comparing patterns of labour-market participation, skills acquisition and career development, for different types of skilled workers. Absence of this type of empirical information has helped reinforce a dominant—if distorted—perception among youth and their career advisors of the apparent limited value and flexibility of trade occupations. Arguably, it has also contributed to the dependency of governments and enterprise on outmoded education and training policies, and misguided recruitment and retention practices. 

To date, public perceptions about relative job worth have been influenced by large-scale, point-in-time, cross-sectional surveys comparing average occupational wage levels and private ‘returns on investment’ in education and training. Such studies do not report on individual job, benefit or skill trajectories, and therefore tend to promote a static understanding and reinforce stereotypical views of career outcomes for different kinds of skilled workers (e.g., the view that skilled trades occupations are low-wage and low-progression). 

The current research project, referred to as the Working Lives project, uses a retrospective longitudinal design, informed by principles of life-course research methodology, to investigate the occupational trajectories of two groups of young, post-school-qualified workers—respectively, RMIT trade qualification and RMIT bachelor’s degree completers—over the first 10 years of their working lives. The aim of the project is to provide a detailed and dynamic portrait of the ways in which qualified workers find employment, seek promotion, develop additional skills, tailor their careers, and in general derive a range of benefits from their education or training. In addition to comparing the work, benefit and skill trajectories of two parallel cohorts of young completers from traditional trades and bachelor degree programs, the project attempts to identify the factors, motivations and critical events influencing participants’ decision-making at various stages in their respective careers.
The detailed aims of the project are to:
•
Analyse and compare patterns of labour market participation—including occupational shifts, separations, promotions, re-entry and changes in employment status—within and between each cohort over a 10-year period. The reasons underlying these occupational transitions will also be analysed.

•
Analyse and compare patterns of skill and qualification acquisition within and between each sample over a 10-year period. 

•
Analyse and compare the benefit profiles (not just wage-based income) at each job shift and at 10 years after graduation, within and between each cohort. Data will be used to test the hypothesis that there is no substantial difference in the distribution of benefits (broadly construed) between the two samples. 

•
Develop new measures of worker benefit that go beyond traditional rate-of-return measures based simply on income/earnings. 

•
Analyse the employment and training practices of a small group of employers who engage trade and graduate employees.

•
Develop a dynamic, transactional model of skilled individuals in the workforce that correlates changes in labour-market participation with events such as family or household formation, the acquisition of additional skills or qualifications, changes in levels of job or life satisfaction, etc.    

In pursuit of these aims, the Working Lives project set out to achieve the following outcomes:
· Extend theory and measurement in the fields of workforce participation, the economics of education and training, and public policy on structural adjustment assistance.

· Develop improved recruitment and worker maintenance policies for employers.

· Help promote awareness and better understanding among students, parents and career advisors of trade qualifications as a successful career starting point.

· Assist in the development of life-long learning strategies that will better meet worker and enterprise needs.

· Contribute to the development of government policies on skill formation and supply at the secondary and post-school levels of education, and on life-long learning provision for existing young workers. 

BACKGROUND

Since the early 1990s, labour market policy and research in Europe and Australia has been shaped by the evolution of a ‘life-cycle’ approach to what are conceptualised as ‘transitional’ labour markets. This approach represents labour-market dynamics in terms of ‘transition flows’ between various kinds of employment status—e.g. part-time, full-time, fixed-term and continuing paid work—and non-market productive activities like child-care, community participation and education (Charlesworth et al., 2002;Hakim, 2002; Mayer, 2003; Schmid, 2006). This theoretical and research frame acknowledges that patterns of living and working no longer follow a traditional linear model understood in terms of successive phases of education, marriage, work and retirement, but rather involves more complex transitions and social risks that occur across the life course (Walters, 2002; Ziguras, 2005).

Against this evolving conceptual framework, researchers and policymakers have drawn attention to a number of specific issues such as unemployment and underemployment, returns on investment in education and vocational training (Blundell, Dearden & Sianesi, 2001; McIntosh, 2002), rates of worker retention, and more recently, existing and impending skill shortages (Richardson, 2007). In fact, skill maintenance has been part of an emergent national policy focus in Australia since at least the 1960s (Department of Labour and Immigration, 1975; Malley, 1996; Senate Committee Report, 2003) and is now an international issue in a common space characterised by global markets, aging workforces, rapidly changing technologies, changing patterns of work and shorter periods of skill depreciation (Bartel, 2000; de la Fuente & Ciccone, 2003; Keep & Mayhew, 2001). Current evidence suggests that Australia, along with other Western economies, is facing a skills shortage that will, unless properly addressed, have negative effects on future economic growth (de la Fuente & Ciccone 2003; Senate Committee Report 2003; Australian Industry Group 2004; Perrett 2004). However, such skill shortages are not uniform across industry sectors. Neither are they adequately resolved by rudimentary interventions at the level of supply or demand alone. Rather, skill shortages are the result of dynamic interactions between individuals, enterprises, and a broad range of complex social factors. 

The issue of skills shortage thus entails innovative and sophisticated approaches to labour market policy and action (Norris & Wooden, 1996; Briggs & Kittay, 2001; Karmel, 2003; Plastrik, Seltzer & Taylor, 2003; Shah & Burke, 2003; Toner, 2003; Allen Consulting Group, 2004). Accordingly, recent decades have witnessed a significant movement away from classical and neo-classical theories centred on narrow concepts of private and public returns on investment in education and training, towards more holistic approaches that are sensitive to the complexity of interactions between individuals, their workplaces, and broader social contexts (Richardson, 1995; Fevre, Rees & Gorard, 1999; Winterton, 2004). 

To date, however, much of the research of transitional labour markets has tended to take the form of large-scale quantitative research designs. Such projects certainly reflect, in part, the need to generate large-scale empirical data. Much valuable research has contributed to the assembly of large-scale data sets like the Household, Income and Labour Dynamics in Australia  (HILDA) (ACER, 2007a), and the Longitudinal Survey of Australian Youth (LSAY) projects (ACER, 2007b). Data sets such as HILDA which comprise large, point-in-time, cross-sectional surveys (comparing, for example, average occupational wage levels), have undoubtedly provided a quantitative basis for documenting and analyzing changing patterns of flows into and out of the workforce (Senate Committee Report, 2003). However, while these data sets provide an aggregate or panoramic snapshot of labour market transitions, they provide little insight into the ways in which individuals evaluate options and make personal choices about education or employment. Neither do such studies consider the qualitatively disparate experiences people have when deciding, for example, to have a child and work full-time, start in business as a self-employer, pursue formal qualifications in a field different to their area of initial training, or redirect their occupational trajectory on the basis of non-financial criteria.

The disposition to collect large-scale data sets—and consequently, the inability to account for what might be called the agential characteristics of social processes—reflects a long-standing set of philosophical and methodological assumptions prevalent in disciplines such as sociology and economics. Conventional social scientists assume that employment and the unemployment rate (for example) are objective and stable ‘social facts’, and that the actions of social actors are wholly constrained by structural variables (socio-economic status, education level, subcultural contexts, biological factors, family status, etc.). Such assumptions underwrite what Manent refers to as a ‘spectator’ model of social science, in which the researcher ‘adopts the viewpoint of the spectator. The viewpoint of the spectator is all the more pure and scientific in that it accords no real initiative whatever to the agent or agents, but considers their actions or their works as the necessary effect of necessary causes’ (1998, p. 54). 

In contrast to such structuralist and deterministic approaches, the Working Lives project, while acknowledging the value of certain quantitative methods, seeks to develop and implement a qualitative and interpretive research design by which to document and better understand the various ways in which people draw on their education and training as they seek employment in particular occupations, pursue promotion and/or acquire additional skills. One of the objectives of the present study is to demonstrate that an interpretive life-course research design potentially provides rich in-depth data that can elucidate the steps taken, and the various factors which come into play, as individuals proceed through their working lives. By examining the interaction of individual workers with employers over time, the project aims to develop a transactional model of workforce engagement, one that is relevant to ongoing critical discussion on skill and its dynamic interrelationship with education and training, participation rates and status within the workforce (Blaug, 1968; Briggs & Kittay, 2001; McIntosh, 2002; Psacharopoulos & Patrinos, 2002; Bartel, 2000; Blundell, Dearden & Sianesi, 2001). 

RESEARCH METHODOLOGY

A Life-Course Research Design for Transitional Labour Market Analysis

The Working Lives project has adopted a life-course research design in order to collect rich, in-depth data on the dynamics of working lives, with a view to identifying significant transitions and social risks that impact upon skilled workers’ career trajectories and patterns of labour-market participation. 

The concept of the life course denotes ‘a sequence of socially defined events and roles which people enact over time’ (Giele & Elder, 1998, p. 22).
 Viewed as a social phenomenon, the life course may be defined as ‘the intersection of social and historical factors with personal biography’ (Elder, 1985 cited in George, 1993, p. 358). In this respect a life-course perspective emphasises both the importance of social and historical influences on people’s lives and, conversely, the importance of human agency and the interactivity of individuals with their settings. Life-course research recognises that ‘any point in the life span must be viewed dynamically as the consequence of past experience and future expectation as well as the integration of individual motive with external constraint’ (Giele & Elder, 1998, p. 19). Life-course studies thus seek to not only identify constraints on individual decision-making in relation to life choices, but also the variability of such decisions made by individuals under similar conditions. Furthermore, life-course research is concerned with the ways in which micro outcomes affect configurations at the macro level, i.e. the evolutionary dynamics of social structures and institutions (Mayer, 2003). 

Two key concepts for sociologists of the life course are transitions (discrete occurrences such as changes in employment status) and trajectories (longer-term patterns of stability and change, often encompassing several transitions). For instance, careers may be said to be life-course trajectories comprising transitions such as job shifts (including both vertical and lateral moves, as well as movement in and out of the labour force) and other, interrelated life events (George, 1993).

Life events are the basic building blocks for descriptive and explanatory analysis. The data required for life-course research are ‘events combined in event histories or trajectories that are then compared across persons or groups by noting differences in timing, duration, and rates of change’ (Giele & Elder, 1998, p. 3). According to Giele and Elder (1998), data collection for life-course research should encompass historical context (location); relationships in family and work and other social settings (linked lives); health, wellbeing and subjective aspects of meaning and satisfaction (human agency); and event histories in the major domains of activity (timing of lives). Within each functional domain—such as family, occupation and residential moves—both the chronological time of incidence and the duration of events need to be recorded. These four substantive aspects of life-course theory provide a sound framework for data collection in the Working Lives project. 

Retrospective Longitudinal Data

A longitudinal framework is regarded as essential for life course research (Giele & Elder, 1998). Longitudinal data are repeated observations of a set of characteristics or events over a period of time. Interest in longitudinal studies has increased because of growing dissatisfaction with attempts to analyse dynamic social processes using static cross-sectional studies. The latter are inappropriate for studying patterns of change within cohorts, and cannot be used to resolve issues of causality (Dale & Davies, 1994; Ruspini, 1999). Longitudinal analyses can include dependent variables measured not at a single, arbitrary point in time (corresponding to the time at which a static, cross-sectional survey was conducted), but over different time periods, resulting in a dynamic picture of development and change. 

For life-course research, longitudinal studies are seen to offer several distinct advantages over cross-sectional, point-in-time surveys (Mayer, 2000). The rich and detailed data they yield facilitates a more detailed understanding of complex (yet frequently overgeneralised) life phases such as youth and middle age. A further advantage is that longitudinal data sets potentially overcome the fragmentation of studies focused on particular life domains—such as education or work or family—by revealing the mutual interpenetration of these various domains. Thirdly, longitudinal data may provide a more comprehensive longer-term view of life patterns, thereby allowing a shift from a focus on smaller transitions to the identification of longer-term effects, including persistent and cumulative advantage and disadvantage (Mayer, 2000).

Longitudinal data may be collected retrospectively or prospectively. Prospective panel studies trace the trajectories of individuals and households through historical time, gathering information about them at regular intervals. These panel studies also often include, in the first instance, relevant retrospective information. The British Household Panel Study, for example, initially asked participants for retrospective work histories, as well as marital and fertility histories (Ruspini, 2000). The research design of Working Lives may be characterised as quasi-longitudinal, in that it employs a cross-sectional survey of cohorts to retrospectively collect longitudinal data.

Advantages of a retrospective longitudinal design derive from the fact that it can cover a longer time-span than a prospective panel study, and that it can do so relatively quickly. As Dempster-McClain and Moen pithily observe: ‘It is cheaper and quicker to do catch-up samples than to launch a panel study and wait 30 years for the data’ (1998, p. 150). 

But there are also potential disadvantages, as evidenced by concerns about the quality and reliability of data collected retrospectively (Dex, 1995). Recall bias is a major concern. While the collection of retrospective data can refer to apparently simple, factual recollections of events in the past, it can also involve the respondent reflecting back, reviewing and effectively revising that past—prompting concerns over circular causality and the difficulty of disentangling respondents’ current attitudes and behaviours from the effects of their previous experiences. In relation to the dating of transitions or life events, Scott and Alwin (1998) found that some respondents’ memories can be influenced by the reference period used in the survey instrument itself. Furthermore, respondents may find it difficult to accurately recall the timing of changes, especially changes in attitudes, motivations and feelings, which tend to be gradual processes rather than discrete events (Blossfeld & Rohwer, 1995; Karweit & Kertzer, 1998). Indeed, one empirical study that compared retrospective and prospective data from a large sample of adolescents cautioned against the use of retrospective reports of psychological variables (Scott & Alwin, 1998). 

Awareness of such limitations and possible sources of bias can assist in improving the quality and reliability of retrospective longitudinal data. The fact that retrospective data are, in a sense, always already current (i.e., influenced to a greater or lesser extent by present conditions) can and should be factored into the research design and findings of longitudinal studies such as the Working Lives project. 

Research Design and Implementation

Our research has been designed and constructed around three interrelated themes, namely employment and work changes, significant life events, and skill/qualification changes. It was decided to constrain the longitudinal study to the first 10 years of working life on the grounds that the decade after education and training frequently involves crucial—sometimes volatile but invariably risk-laden—life-cycle transitions such as entering into long-term intimate and/or marital relationships, starting families, establishing businesses, and so on. The research design is deliberately exploratory and not intended to be representative. To minimize variation, however, membership of the sample frame (a pseudo cohort) was restricted on the basis of selection for each of the following characteristics: 

•
24 years of age or under at the time of course completion;

•
an Australian resident or citizen;

•
completed their course between 1994–1996, from the same institution (RMIT); and

•
completed vocational qualifications in broadly comparable fields of construction, electronics and electrical, mechanical, health, hospitality, and certain other fields of applied science for the bachelor graduates. 

Data gathering has been designed to occur in three stages. Stage 1 data collection occurred in early 2007 via a mailed self-report questionnaire, providing retrospective descriptions of education outcomes and employment journeys with respondent explanation as to why and how particular occupational or life events occurred. This process yielded a total of 179 respondents, comprising 54 former apprentices and 125 higher education graduates. In Stage 2 of the project, additional data were obtained from a sub-sample of Stage 1 respondents through an extended telephone interview with 29 former apprentices and 65 degree graduates. From these a small number (n = 12) of intensive case studies have been selected in order to further explore interactions between job histories, skills development and other life events, during Stage 3 of the project. 

Note that, as shown in the following tables, the number of females in the sample of former apprentices is very low. Hence, in all of the results tabled in the subsequent section of this document, when reporting results as percentages of the samples by gender, the column for female apprentices has been excluded.

Table 1: Data collection, by sample and gender

	
	Apprentices
	Degree graduates

	
	Males
	Females
	Persons
	Males
	Females
	Persons

	Stage 1 respondents 
	49
	5
	54
	53
	72
	125

	Stage 2 respondents 
	27
	2
	29
	26
	39
	65

	Stage 3 respondents
	4
	0
	4
	2
	6
	8


Table 2: Apprentice sample, by trade course completed and gender

	
	Count
	Percent

	Apprentices
	Males
	Females
	Persons
	Males
	Females
	Persons

	Plumbing
	13
	-
	13
	27
	-
	24

	Electrical/electronics
	7
	-
	7
	14
	-
	13

	Refrigeration
	11
	-
	11
	22
	-
	20

	Printing
	12
	-
	12
	25
	-
	22

	Optical
	4
	3
	7
	8
	60
	13

	Dental technician
	1
	2
	3
	2
	40
	6

	Missing
	1
	-
	1
	2
	-
	2

	Total sample
	49
	5
	54
	100
	100
	100


Table 3: Graduate sample, by higher education course completed and gender

	
	Count
	Percent

	Degree graduates
	Males
	Females
	Persons
	Males
	Females
	Persons

	Physical sciences
	8
	6
	14
	15
	8
	11

	Maths & computer science
	8
	2
	10
	15
	3
	8

	Health sciences
	9
	35
	44
	17
	49
	35

	Food & hospitality
	2
	10
	12
	4
	14
	10

	Environment
	8
	10
	18
	15
	14
	14

	Engineering
	18
	8
	26
	34
	11
	21

	Missing
	-
	1
	1
	-
	1
	1

	Total sample
	53
	72
	125
	100
	100
	100


As shown in Table 4, the mean age of both samples in 2007 was approximately 33 years, with a median of 32 years for former apprentices and 33 years for the higher education group.

Table 4: Age distribution of Stage 1 samples by gender

	Age in 2007
	Apprentices
	Degree graduates

	 
	Males
	Females
	Persons
	Males
	Females
	Persons

	29 years
	1
	-
	1
	-
	-
	-

	30 years
	1
	-
	1
	-
	-
	-

	31 years
	10
	-
	10
	1
	9
	10

	32 years
	13
	2
	15
	16
	20
	36

	33 years
	9
	-
	9
	16
	14
	30

	34 years
	8
	1
	9
	11
	14
	25

	35 years
	3
	1
	4
	7
	11
	18

	36 years
	1
	-
	1
	-
	3
	3

	37 years
	1
	1
	2
	-
	-
	-

	Number of respondents
	47
	5
	52
	51
	71
	122

	Mean age
	32.6
	34.0
	32.7
	33.1
	33.1
	33.1

	Median age
	32.0
	34.0
	32.0
	33.0
	33.0
	33.0


Data on age were missing for 2 apprentices and 3 graduates. 

Table 5: Number of Stage 2 participants, by course completed

	Apprentices
	M
	F
	P
	Degree graduates
	M
	F
	P

	Plumbing
	7
	-
	7
	Physical sciences
	5
	4
	9

	Electrical/electronics
	4
	-
	4
	Maths & computer science
	3
	1
	4

	Refrigeration
	6
	-
	6
	Health sciences
	5
	18
	23

	Printing
	6
	-
	6
	Food & hospitality
	1
	6
	7

	Optical
	4
	1
	5
	Environment
	6
	6
	12

	Dental technician
	-
	1
	1
	Engineering
	6
	4
	10

	Total apprentices
	27
	2
	29
	Total degree graduates
	26
	39
	65


M = Males; F = Females; P = Persons

Throughout the Working Lives project, self-report techniques incorporating external validity checks have been utilised. The instruments and questions have all been carefully designed to elicit self-identifiable sequences of occupational choices, career transition points, and significant influences in relation to changes in respondents’ working lives. Participants were asked to reconstruct the first 10 years of working life using job change and/or three year intervals as the measuring points. The questionnaires also included standard biographical questions. 

For each of the two cohorts (trade qualification and bachelor’s degree completers) a set of trajectory maps will be derived. These will provide inter- and intra-cohort comparisons of particular trajectories at various points during the 10-year period. End-of-period summary measures—documenting job changes, the acquisition of further skills and qualifications, and the accumulation of benefits—will be derived for each trajectory and for each cohort. Comparison of cohort distributions will illustrate the likely range of benefit and employment variability within and between each cohort at various points in time. Comparisons will also identify patterns of critical incidents which, from the point of view of respondents, are deemed to have significantly influenced job and skill change during the first 10 years of working life. 

RESULTS

1
Respondent background data

1.1
Reasons for doing qualification

Broad categories of responses to an open-ended question about why the members of each sample undertook their RMIT course are shown in Table 6. Multiple responses were allowed, so the total number of responses was greater than the number of respondents (percentages total more than 100 due to multiple responses). A general point of difference between the two samples is the greater variety of reasons for undertaking training as nominated by graduates, compared with the sample of former apprentices.

Table 6: Reasons for doing RMIT qualification (percent of Stage 2 respondents) 

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	Family influence
	81
	79
	31
	26
	28

	Significant others - teachers, friends
	4
	7
	4
	15
	11

	Good at this subject area when at school
	4
	3
	35
	44
	40

	Work experience when at school
	15
	14
	8
	13
	11

	RMIT Open Day
	-
	-
	23
	26
	25

	RMIT course reputation
	-
	-
	8
	33
	23

	Interested in this area of work
	48
	45
	54
	41
	46

	Good career prospects
	33
	31
	27
	8
	15

	Personal goals
	4
	3
	4
	8
	6

	Advantage of income while training
	15
	17
	12
	-
	5

	Constrained choice
	26
	28
	15
	13
	14

	Other
	11
	14
	12
	21
	17

	Number of respondents
	27
	29
	26
	39
	65


The table shows the strong influence of family on decision-making in relation to post-school options. Such influence was both direct (commonly, because of encouragement from a parent, typically the mother). and indirect (because a parent or sibling was already working in this occupation). This familial influence was much stronger for apprentices (almost 80 percent, comprising 24 percent direct and 55 percent indirect influence) than for graduates (28 percent, comprising 5 percent direct and 23 percent indirect family influence). The influence of ‘significant others’ such as teachers and friends was less frequently cited—by 7 percent of apprentices as compared with 11 percent of graduates, and more often by females than by males.

Almost half of the respondents in both samples (45–46 percent) said they undertook their training because they were interested in this area of work (e.g., wanted to work with their hands). 

Accomplishment in a relevant subject area at school was a major influence for the higher education group (40 percent), but not for apprentices (3 percent). Relevant work experience while at school was noted as an influence by 14 percent of apprentices and 11 percent of graduates.

For apprentices, good career prospects and access to income while training were important factors in deciding to pursue a trade qualification, as cited by, respectively, 31 percent and 15 percent of apprentices.

Among the higher education group, two influences frequently nominated were the RMIT Open Day, and the reputation of the RMIT course. About one quarter of graduates cited both of these as factors influencing their choice of qualification. Female graduates, in particular, referred to the high standing of their course within industry, or the specific focus it offered, as reasons for undertaking their degree.

Almost one in three apprentices (28 percent) said that their training decision had been constrained in some way—for instance, that they had failed or were not enjoying another course that they had started after first leaving school, or that their school results had prevented them from doing something else. A much lower proportion of the higher education sample (14 percent) indicated that their reasons for undertaking their course had been constrained, mainly due to an inability to gain entry to their preferred course. Several respondents reported using their initial degree as a stepping stone to another qualification, for instance, BAS (Human Biology) as a way of getting into chiropractic.  

Overall, these results highlight the importance of family as an influence on post-school destinations, especially for apprentices. For this group also, there is some evidence that, after leaving school and exploring other options, an apprenticeship was seen as a second chance to embark on a career. It can be noted, however, that this cohort was leaving school in the early 1990s. Since that time decisions about post-school destinations may have been assisted by the expansion of VET in schools, which has provided senior school students with greater exposure to a range of alternative post-school pathways.

1.2
Transition to RMIT

As shown in Table 7, the great majority (85 percent) of the higher education sample went straight to RMIT from school. Of those who did not, half began study at another university, while the remainder were employed or had travelled (figures for the latter are not displayed on the table). Just 45 percent of apprentices started their training immediately after leaving school; more than half tried other things (a few began a higher education qualification; a large proportion embarked on some other TAFE training; the remainder searched for or found jobs). 

Table 7: Transition from school to RMIT (percent of Stage 2 respondents)

	
	Apprentices
	Degree graduates

	
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	Parents’ expectations about post-school destination
	
	
	
	
	

	They didn’t mind – whatever I wanted to do
	36
	38
	59
	25
	38

	University or profession
	20
	19
	27
	56
	45

	University or profession, but they didn’t mind
	4
	4
	9
	17
	14

	Trade
	28
	27
	-
	-
	-

	Some kind of training rather than directly to work
	8
	8
	-
	-
	-

	Don’t know
	4
	4
	5
	3
	4

	Total percent
	100
	100
	100
	100
	100

	Number of respondents
	25
	26
	22
	36
	58

	
	
	
	
	
	

	Your intentions
	
	
	
	
	

	Unsure
	36
	33
	8
	-
	4

	University, but uncertain re course type
	4
	7
	20
	26
	23

	University, and certain re course type
	-
	-
	48
	33
	39

	Some kind of trade 
	28
	26
	-
	-
	-

	Definitely the trade I did
	12
	11
	-
	-
	-

	Maybe uni, but needed to earn and train at same time
	4
	7
	-
	-
	-

	A particular field but not the one that I did
	16
	15
	-
	5
	3

	A particular field related to the one that I did
	-
	-
	24
	36
	31

	Total percent
	100
	100
	100
	100
	100

	Number of respondents
	25
	27
	25
	39
	64

	
	
	
	
	
	

	Attitude to RMIT qualification
	
	
	
	
	

	Definitely wanted to do it
	47
	47
	62
	58
	59

	Wanted to do it, but with some reservations
	13
	12
	31
	32
	31

	Not really, but didn’t mind
	33
	29
	-
	8
	5

	Really wanted to do something else
	-
	-
	4
	-
	2

	Not relevant at time of leaving school
	7
	12
	4
	3
	3

	Total percent
	100
	100
	100
	100
	100

	Number of respondents
	25
	17
	26
	38
	64

	
	
	
	
	
	

	Went to RMIT straight from school
	44
	45
	85
	85
	85

	Moved from home to go to RMIT
	11
	10
	31
	33
	32

	Number of respondents
	27
	29
	26
	39
	65


A further difference between the two samples is the greater level of certainty among the higher education group with regard to their post-school plans. In response to an open-ended question about their intentions at the time they left school, 39 percent said they had been sure about the higher education course they wanted to do, another 31 percent were interested in a general field of study, and a further 23 percent said that, while uncertain about the course type, they nevertheless intended to go to university. For male graduates, these figures were even higher: almost half (48 percent) said they were certain about their choice of course. Among apprentices, just 11 percent said they definitely intended to pursue the trade they did, while 26 percent expressed a generalised desire to ‘work with their hands’ or do ‘some kind of trade’. In response to the more specific question regarding RMIT as their post-school destination, 59 percent of the higher education sample indicated that their degree at RMIT was definitely what they had wanted to do—just under half (47 percent) of apprentices said they felt that way about their vocational training. 

In each sample, the same proportion of respondents (38 percent) said that their parents had no particular expectations of what they should do after finishing school. However, among the degree graduates, a combined total of almost 60 percent indicated that they thought their parents wanted them to go to university. This post-school destination was also favoured by the parents of nearly one quarter (23 percent) of apprentices, while a slightly greater proportion (27 percent) of apprentices said that that their parents probably wanted them to go into a trade. 

1.3
Student background characteristics

As shown in Table 8, a combined total of more than 60 percent of the higher education sample had parents who were in either managerial or professional occupations, compared with 35 percent of apprentices from such backgrounds. Among apprentices, 28 percent had parents who were technicians or trades workers, and a further 20 percent were either machinery operators, drivers or labourers. The proportions in these broad occupational categories for the higher education sample were considerably lower (17 percent and 8 percent respectively).  

In terms of respondents’ ethnic backgrounds, there was little difference between the two samples. A slightly higher proportion of degree graduates than apprentices had parents who were born in non-English speaking countries (11 percent compared with 4 percent). However, contrary to the pattern in the wider population—where those from non-English speaking backgrounds tend to be less likely to obtain trade qualifications—in our two samples there was a slightly higher percentage of apprentices than degree graduates who themselves came from non-English speaking countries (although given the relatively small sample size, these results should not be considered representative).

Almost four fifths (79 per cent) of the apprentice sample came from government secondary schools, compared with 62 percent of degree graduates. This latter figure was greater for male graduates (73 percent) than for females (54 percent), with more than one quarter (28 percent) of female graduates having attended Catholic schools. 

Approximately three quarters (76 percent) of apprentices attended secondary school in metropolitan Melbourne, only slightly more than the 69 percent of degree graduates. Typically, apprentices from regional centres such as Geelong were able to remain living at home while doing their training; only 10 percent moved from home to do their apprenticeship at RMIT, whereas one third of the higher education sample moved from home in order to attend RMIT (see Table 7).

Table 8: Student background characteristics (percent of Stage 2 respondents)

	
	Apprentices
	Degree graduates

	
	Males
	Persons
	Males
	Females
	Persons

	Parent’s occupation*
	
	
	
	
	

	Managers
	15
	14
	19
	31
	26

	Professionals
	22
	21
	31
	38
	35

	Technicians and Trades Workers
	26
	28
	19
	15
	17

	Community and Personal Service Workers
	4
	3
	4
	3
	3

	Clerical and Administrative Workers
	7
	7
	12
	5
	8

	Sales Workers
	7
	7
	4
	0
	2

	Machinery Operators and Drivers
	15
	17
	12
	3
	6

	Labourers
	4
	3
	-
	3
	2

	Not in labour force
	-
	-
	-
	3
	2

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Ethnic background**
	
	
	
	
	

	Australia or an English speaking country
	84
	85
	95
	82
	87

	Both parents from non-English speaking country
	4
	4
	5
	15
	11

	Respondent and parents from non-English speaking country
	12
	11
	0
	3
	2

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Secondary school sector
	
	
	
	
	

	Government
	78
	79
	73
	54
	62

	Catholic
	19
	17
	12
	28
	21

	Independent
	4
	3
	15
	18
	17

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Secondary school location
	
	
	
	
	

	Metropolitan
	81
	76
	73
	54
	69

	Regional
	19
	24
	12
	28
	31

	Total percent 
	100
	100
	15
	18
	100

	
	
	
	
	
	

	Number of respondents
	27
	29
	26
	39
	65


Percentages may not total 100 due to rounding.

Note * occupation of father, or of mother, if missing data for father

Note ** data on country of birth were missing for 2 apprentices and 4 degree graduates

2
Current working life

2.1
Labour force status in 2007

There were very high levels of employment and very low levels of unemployment among both groups (97 percent of apprentices and 87 percent of graduates were in either full-time or part-time work). As could be expected, given the age of the cohort—in the family formation years, with a mean age of 33 in 2007—participation in the paid workforce by females was lower than for males, with higher rates of part-time and lower rates of full-time work than males. For female graduates, 56 percent were in full-time work, 26 percent in part-time work, and 18 percent were neither working nor looking for work. 

Table 9: Labour force status in 2007 by sample and gender

	
	Apprentices
	Degree graduates

	
	Count
	Percent
	Count
	Percent

	
	M
	F
	P
	M
	F
	P
	M
	F
	P
	M
	F
	P

	Full-time work
	48
	1
	49
	98
	20
	91
	50
	40
	90
	94
	56
	72

	Part-time work
	-
	3
	3
	-
	60
	6
	-
	19
	19
	-
	26
	15

	Unemployed
	-
	-
	-
	-
	-
	-
	2
	1
	3
	4
	1
	2

	Not in labour force
	1
	1
	2
	2
	20
	4
	1
	12
	13
	2
	17
	10

	Total respondents
	49
	5
	54
	100
	100
	100
	53
	72
	125
	100
	100
	100


Percentages may not total 100 due to rounding

M = Males; F = Females; P = Persons

2.2
Current job details: occupational distribution

The remainder of this section focuses on those in the labour force, in either full-time or part-time positions in 2007, a sub-sample comprising 52 former apprentices and 109 graduates. 

Table 10 is a summary table showing that in 2007, 10 years after becoming qualified in their trade, a large proportion of former apprentices (75 percent of males) still identified their occupation as being within a trade or as a technician. This is higher than the proportion of graduates who in 2007 remained in professional occupations (60 percent of males, 69 percent of females, 65 percent overall). 

Table 10: Occupation of labour force participants in 2007, by sample and gender

	
	Apprentices
	Degree graduates

	
	Count
	Percent
	Count
	Percent

	
	M
	F
	P
	M
	P
	M
	F
	P
	M
	F
	P

	
	
	
	
	
	
	
	
	
	
	
	

	Managers
	6
	-
	6
	13
	12
	17
	8
	25
	34
	14
	23

	Professionals
	-
	-
	-
	-
	-
	30
	41
	71
	60
	69
	65

	Technicians and trades workers
	36
	2
	38
	75
	73
	-
	3
	3
	-
	5
	3

	Community & personal service workers
	2
	1
	3
	4
	6
	-
	2
	2
	-
	-
	2

	Clerical and administrative workers
	2
	1
	3
	4
	6
	1
	4
	5
	2
	7
	5

	Sales workers
	2
	-
	2
	4
	4
	-
	1
	1
	-
	2
	1

	Machinery operators and drivers
	-
	-
	-
	-
	-
	2
	-
	2
	4
	-
	2

	Total respondents
	48
	4
	52
	100
	100
	50
	59
	109
	100
	100
	100


Percentages may not total 100 due to rounding

M = Males; F = Females; P = Persons

Table 11 presents more detailed information about the occupations in which members of each sample were employed in 2007, according to the major categories specified by ANZSCO* (Australian Bureau of Statistics - ABS, 2008)  major category.

Table 11: Occupation of labour force participants in 2007, by sample and gender 

	
	Apprentices
	Degree graduates

	
	Count
	Percent
	Count
	Percent

	
	M
	F
	P
	M
	F
	P
	M
	F
	P
	M
	F
	P

	
	
	
	
	
	
	
	
	
	
	
	
	

	Managers
	6
	-
	6
	13
	-
	12
	17
	8
	25
	34
	14
	23

	Chief Executives, General Managers and Legislators
	5
	-
	5
	
	
	
	1
	1
	2
	
	
	

	Specialist Managers
	1
	-
	1
	
	
	
	14
	5
	19
	
	
	

	Hospitality, Retail and Service Managers
	-
	-
	-
	
	
	
	2
	2
	4
	
	
	

	Professionals
	-
	-
	-
	-
	-
	-
	30
	41
	71
	60
	69
	65

	Business, Human Resource and Marketing Professionals
	-
	-
	-
	
	
	
	3
	9
	12
	
	
	

	Design, Engineering, Science and Transport Professionals
	-
	-
	-
	
	
	
	13
	10
	23
	
	
	

	Education Professionals
	-
	-
	-
	
	
	
	-
	5
	5
	
	
	

	Health Professionals
	-
	-
	-
	
	
	
	4
	15
	19
	
	
	

	ICT Professionals
	-
	-
	-
	
	
	
	9
	2
	11
	
	
	

	Legal, Social and Welfare Professionals
	-
	-
	-
	
	
	
	1
	-
	1
	
	
	

	Technicians and trades workers
	36
	2
	38
	75
	50
	73
	-
	3
	3
	-
	5
	3

	Engineering, ICT and Science Technicians
	-
	1
	1
	
	
	
	-
	3
	3
	
	
	

	Automotive and Engineering Trades Workers
	1
	-
	1
	
	
	
	-
	-
	-
	
	
	

	Construction Trades Workers
	16
	-
	16
	
	
	
	-
	-
	-
	
	
	

	Electrotechnology and Telecommunications Trades Workers
	7
	-
	7
	
	
	
	-
	-
	-
	
	
	

	Other Technicians and Trades Workers
	12
	1
	13
	
	
	
	-
	-
	-
	
	
	

	Community and personal service workers
	2
	1
	3
	4
	25
	6
	-
	2
	2
	-
	3
	2

	Health and Welfare Support Workers
	1
	1
	2
	
	
	
	-
	-
	-
	
	
	

	Hospitality Workers
	-
	-
	-
	
	
	
	-
	1
	1
	
	
	

	Protective Service Workers
	1
	-
	1
	
	
	
	-
	-
	-
	
	
	

	Sports and Personal Service Workers
	-
	-
	-
	
	
	
	-
	1
	1
	
	
	

	Clerical and administrative workers
	2
	1
	3
	4
	25
	6
	1
	4
	5
	2
	7
	5

	Office Managers and Program Administrators
	1
	-
	1
	
	
	
	1
	3
	4
	
	
	

	Personal Assistants and Secretaries
	-
	-
	-
	
	
	
	-
	-
	-
	
	
	

	Inquiry Clerks and Receptionists
	-
	1
	1
	
	
	
	-
	-
	-
	
	
	

	Numerical Clerks
	-
	-
	-
	
	
	
	-
	1
	1
	
	
	

	Other Clerical and Administrative Workers
	1
	-
	1
	
	
	
	-
	-
	-
	
	
	

	Sales workers
	2
	-
	2
	4
	-
	4
	-
	1
	1
	-
	2
	1

	Sales Representatives and Agents
	2
	-
	2
	
	
	
	-
	-
	1
	
	
	

	Machinery operators and drivers
	-
	-
	-
	-
	-
	-
	2
	-
	2
	4
	-
	2

	Road and Rail Drivers
	-
	-
	-
	
	
	
	2
	-
	2
	
	
	

	Total number of workers
	48
	4
	52
	100
	100
	100
	50
	59
	109
	100
	100
	100

	
	
	
	
	
	
	
	
	
	
	
	
	


Percentages may not total 100 due to rounding

M = Males; F = Females; P = Persons

*ANZSCO: Australian and New Zealand Standard Classification of Occupations, First Edition, ABS Cat. No. 1220.0 (Australian Bureau of Statistics/Statistics New Zealand, 2006).

2.3
Current job details: working hours 

As shown in Table 12, apprentices tended to work longer hours than graduates. Overall, 40 percent of apprentices worked more than 45 hours per week, while the comparable figure for graduates was 26 percent. However, the latter figure masks a strong gender difference, since 40 percent of male graduates also worked more than 45 hours per week, while just 13 percent of females did so.  

Table 12: Working hours in current job (percent of labour force participants)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	Hours worked per week
	
	
	
	
	

	Up to 20 hrs
	-
	4
	-
	20
	11

	21-35 hrs
	-
	2
	2
	17
	10

	36-40 hrs
	43
	41
	35
	34
	34

	41-45 hrs
	15
	14
	22
	15
	19

	46-50 hrs
	26
	24
	20
	8
	14

	51-55 hrs
	6
	6
	10
	3
	6

	Over 55 hrs
	11
	10
	10
	2
	6

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Combined hours in work and travel to work
	
	
	
	
	

	Up to 20 hours
	2
	6
	-
	16
	9

	21-35 hours
	-
	2
	2
	13
	8

	36-45 hours
	37
	36
	32
	31
	31

	46-55 hours
	37
	34
	42
	29
	35

	Over 55 hours
	24
	22
	24
	11
	17

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Mean hours worked per week
	46.3
	44.2
	46.4
	34.8
	40.0

	Mean hours in work and travel to work
	50.1
	48.0
	50.7
	39.4
	44.6

	Mean hours leisure
	20.2
	19.5
	19.3
	17.0
	18.1

	
	
	
	
	
	

	Mean hours worked per week by preferred hours
	
	
	
	
	

	More hours
	55.8
	55.8
	-
	16.7
	16.7

	Same number as current hours
	42.9
	39.7
	43.0
	32.2
	36.5

	Fewer hours
	49.7
	49.2
	48.8
	43.4
	46.7

	
	
	
	
	
	


Percentages may not total 100 due to rounding

Graduates, especially females, were more commonly engaged in part-time work than were apprentices. Eleven percent of the higher education sample (overall) worked for up to 20 hours per week, with a further 10 percent working for between 21 and 35 hours per week, yielding a combined total of 21 percent, compared with only 6 percent of apprentices.

Mean hours worked were over 44 hours per week for apprentices, and 40 hours for graduates, but with a significant contrast between male graduates (46.4 hours) and female graduates (34.8 hours on average). In both samples, those who said they would prefer to work fewer hours were working longer hours than the mean. 

2.4
Current job details: other aspects of employment

As shown in Table 13, the great majority of both samples (71 percent of apprentices, 80 percent of graduates) worked as permanent, continuous employees. The main difference between the two samples is the higher incidence of self-employment (with or without employees) among apprentices: 30 percent of male apprentices were self-employed, compared with 10 percent of male graduates. 

Apprentices overwhelmingly worked in the private sector, compared with 86 percent of male graduates, and just over half (52 percent) of female graduates. Apprentices also tended to be employed in small enterprises—nearly half (47 percent) worked for companies with fewer than 20 employees, while the majority (57 percent) of higher education graduates worked for large companies having greater than 100 employees.

Around 70 percent of respondents in each sample (69 percent of former apprentices and 70 percent of graduates) worked in the same city (Metropolitan Victoria - Melbourne) in which they had obtained their initial post-school qualification. 

Table 13: Other aspects of current employment (percent of labour force participants)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	Employment status
	
	
	
	
	

	Permanent/continuous employee
	70
	71
	80
	79
	80

	Fixed term 
	-
	-
	10
	7
	8

	Casual employee
	-
	2
	-
	7
	4

	Self-employed, without employees
	13
	12
	6
	3
	5

	Employer with employees
	17
	16
	4
	3
	4

	
	
	
	
	
	

	Employment sector
	
	
	
	
	

	Private
	98
	92
	86
	52
	68

	Public
	2
	8
	14
	48
	32

	
	
	
	
	
	

	Workplace location
	
	
	
	
	

	Metropolitan Vic
	73
	69
	66
	73
	70

	Regional Vic
	13
	15
	14
	8
	11

	Metropolitan (other states)
	4
	4
	10
	7
	8

	Regional (other states)
	10
	12
	8
	5
	6

	Overseas
	-
	-
	2
	7
	5

	
	
	
	
	
	

	Employer size
	
	
	
	
	

	Less than 20 employees
	48
	47
	19
	18
	19

	20–99 employees
	28
	31
	19
	29
	25

	100 or more employees
	24
	22
	62
	53
	57

	
	
	
	
	
	


Percentages may not total 100 due to rounding

2.5
Current job details: length of time in job

This sample of apprentices has been relatively stable, indicating a tendency to remain with their employers for extended periods. As shown in Table 14, a larger percentage of apprentices than higher education graduates (21 percent compared with 9 percent) had been with their current employer for more than 10 years. However, this difference was reversed when comparing apprentices and higher education graduates who had been with the same employer for between 6 and 10 years. There were no differences between the two samples in the percentages that had remained with their current employer for periods of fewer than 5 years.

Table 14: Length of time in current job (percent of labour force participants)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	Number of years in current job/position
	
	
	
	
	

	One year or less
	23
	23
	43
	47
	45

	2 years
	19
	19
	20
	20
	20

	3–5 years
	29
	29
	33
	27
	30

	6–10 years
	23
	21
	4
	5
	5

	More than 10 years
	6
	8
	-
	-
	-

	Total percent
	100
	100
	100
	100
	100

	Mean number of years in current job
	4.18
	4.35
	2.35
	2.37
	2.36

	
	
	
	
	
	

	Number of years with current employer
	
	
	
	
	

	One year or less
	17
	17
	20
	19
	19

	2 years
	17
	15
	12
	17
	15

	3–5 years
	29
	31
	30
	27
	29

	6–10 years
	17
	15
	28
	29
	29

	More than 10 years
	21
	21
	10
	8
	9

	Total percent
	100
	100
	100
	100
	100

	Mean number of years with current employer
	5.69
	5.85
	5.06
	4.96
	5.0

	
	
	
	
	
	

	Number of years in current occupation
	
	
	
	
	

	One year or less
	2
	2
	-
	3
	2

	2 years
	4
	4
	2
	2
	2

	3–5 years
	4
	6
	6
	12
	9

	6–10 years
	31
	31
	71
	52
	61

	More than 10 years
	58
	58
	20
	31
	26

	Total percent
	100
	100
	100
	100
	100

	Mean number of years in current occupation
	10.69
	10.7
	8.94
	8.7
	8.8

	
	
	
	
	
	


There was much greater fluidity within the higher education sample in terms of changes in positions with their employers, access to promotion with the same employer being a frequently cited reason for changes in job titles and responsibilities. Hence, a large proportion (45 percent) of higher education graduates had been in their current position for one year or less, and only 5 percent had been in their position for 6 years or more. For apprentices, these figures were 23 percent and nearly 30 percent respectively. In other words, a considerably greater proportion of apprentices reported that they were doing the same job over a longer period of time.

These contrasts are also mirrored in the length of time in which sample members had been working in their current occupation. Well over half of the apprentices (58 percent) had been in their current occupation for more than 10 years, compared with one quarter (26 percent) of higher education graduates. This reflects, in part, higher education graduates’ delayed entry to their current profession, due to engagement in further study. 

3
Job history over 10 years since course completion

3.1
Early work experience and the transition from training to employment

The focus of the project is on employment history following the completion of an initial post-school qualification. The Stage 1 questionnaire asked about job changes since that time, but in listing their employment history many graduates (approximately 40 percent) made reference to jobs held while they had been students. The Stage 2 interviews revealed that a large majority (80 percent of Stage 2 graduates) had been employed while studying during their degree, and that of these, 40 percent had worked in jobs related to their course. Additional information concerning the transition from training to employment was gleaned from Stage 2 data, as participants were presented with a detailed set of questions about the first job they had after obtaining their initial RMIT qualification. Some complexity arose in defining what constitutes the first job, reinforcing our view that ‘transition’ is not a clear-cut process; apprentices are often already employed, and most higher education students have held jobs at various stages while they have been studying, either to support themselves, as a requirement of their course or a condition of their cadetship. 

As shown in the following table, 65 percent of apprentices stayed on with the same employer after completing their training, while a considerably smaller proportion of the higher education sample (26 percent with only a slight difference by gender), also remained with the employer for whom they had worked while obtaining their qualification. These figures were considerably higher for the sub-sample interviewed for Stage 2. Of these respondents, 83 percent of apprentices and 35 percent of degree graduates continued to work for the same employer in their first job.

Table 15: Transition to employment (percent of Stage 1 respondents)

	Stayed on with same employer after completing initial qualification
	Apprentices
	Degree graduates

	
	Males
	Persons
	Males
	Females
	Persons

	Stage 1 sample overall
	63
	65
	28
	24
	26

	Stage 2 sub-sample only
	82
	83
	42
	31
	35


3.1.1
Reasons for taking first job

Table 16 is based on responses to an open-ended question (multiple responses were allowed, and up to three were coded per respondent). It shows that around seven in 10 apprentices (69 percent) referred to prior contact with or knowledge of their employer as one of their reasons for taking their first job. This compared with just 20 percent of those in the higher education sample (such as graduates who had been doing cadetships). For this higher education group, one quarter also mentioned other personal contacts—for instance, lecturers, family and friends—as a reason for taking their first job.  Hence, there is evidence in both samples of the importance of personal connections in assisting the transition to employment. 

Table 16: Reasons for taking first job (percent of Stage 2 respondents)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	Prior knowledge of employer
	74
	69
	31
	13
	20

	Personal contact
	-
	-
	19
	28
	25

	Good pay, security
	26
	24
	8
	3
	5

	Hours suited
	-
	-
	-
	8
	5

	Career advancement, get experience related to training
	15
	17
	27
	51
	42

	Interesting work
	4
	7
	8
	13
	11

	Location
	7
	7
	15
	15
	15

	Good career prospects with that employer
	15
	14
	15
	13
	14

	First job offered
	4
	3
	15
	15
	15

	Needed a job—not many others available
	-
	-
	19
	26
	23

	Suited other personal circumstances
	-
	-
	-
	13
	8

	Opportunity for career change
	4
	3
	8
	3
	5

	
	
	
	
	
	

	Number of respondents
	27
	29
	26
	39
	65

	
	
	
	
	
	


Percentages total more than 100 due to multiple responses

The desire for career advancement by means of obtaining experience related to their qualification (e.g. as a first step into the industry, an opportunity to develop skills, use new equipment, etc.), was the most common category of response for the higher education sample (42 percent).

For a considerable number of graduates their choice of a first job was a constrained one, in that they took it under some pressure: more than 20 percent said they really needed a job or that there were not many others available, and 15 percent said they took the job because it was the first job they could get.

The prospect of good/regular pay was mentioned much more frequently by apprentices than by the higher education sample: one quarter (24 percent) of apprentices but just 5 percent of the higher education sample referred to this as a reason influencing their choice of a first job.

In each sample, a very small percentage (3–5 percent) took a first job that was unrelated to their area of training, indicating an opportunity to make a career change as a reason. 

3.2
A comparison of occupational change over time

Table 17 demonstrates a tendency for male apprentices, over the course of the first 10 years of their working lives, to find employment other than as technicians and trades workers: this occupational category declined from 92 percent to 76 percent, while numbers in the managerial category increased from 2 percent to 12 percent. This may be understating the proportion of apprentices that could be in fact working as ‘managers’, because even when self-employed, many tradespersons continued to identify with the occupation for which they had obtained their initial qualification. As shown in Table 18, the growth of self-employment, notably among apprentices (one third of whom have become self-employed or employers), is conspicuous.

Table 17: First and current* jobs: comparison of occupational distribution 
(percent of Stage 1 respondents)

	
	Apprentices
	Degree graduates

	
	Males
	Males
	Females

	
	First 
	Current
	First
	Current 
	First
	Current 

	
	
	
	
	
	
	

	Managers
	2
	12
	6
	32
	6
	11

	Professionals
	-
	-
	69
	62
	56
	71

	Technicians and Trades Workers
	92
	76
	8
	0
	17
	4

	Community and Personal Service Workers
	4
	4
	8
	0
	16
	6

	Clerical and Administrative Workers
	-
	4
	-
	2
	6
	7

	Sales Workers
	-
	4
	-
	-
	-
	1

	Machinery Operators and Drivers
	-
	-
	4
	4
	-
	-

	Labourers
	2
	-
	6
	-
	-
	-

	Total percent
	100
	100
	100
	100
	100
	100

	
	
	
	
	
	
	

	Number of respondents
	49
	49
	52
	53
	70
	72


Note: * includes most recent job, for those not currently in labour force.

Data on first job were missing for 3 graduates (1 male and 2 females).

A noticeable change for male graduates is the transition from a range of other occupational categories into managerial positions: in the first 10 years of working life this category grew from 6 percent to 32 percent. Among female graduates, a smaller proportion were employed as managers (6 percent increasing to 11 percent), while the proportion of respondents engaged in professional occupations increased from 56 percent (in their first job) to 71 percent (in their current or most recent job). As shown in Table 18 below, there was a tendency among female graduates to move from full-time to part-time employment (13 percent were employed part-time in their first job, increasing to 64 percent in their current or most recent job).

Table 18 also shows varying degrees of geographical movement away from Melbourne—particularly among male graduates. 

Table 18: First and current* jobs: some other comparisons, by gender 
(percent of Stage 2 respondents) 

	
	Apprentices
	Degree graduates

	
	Males
	Males
	Females

	
	First
	Current
	First
	Current
	First
	Current

	
	
	
	
	
	
	

	Time fraction
	
	
	
	
	
	

	Full-time 
	100
	100
	92
	100
	87
	36

	Part-time
	-
	-
	8
	-
	13
	64

	
	
	
	
	
	
	

	Employment status
	
	
	
	
	
	

	Permanent employee
	96
	63
	64
	73
	59
	68

	Fixed term employee
	-
	-
	8
	15
	24
	11

	Casual employee
	4
	-
	24
	-
	16
	11

	Self-employed, without employees
	-
	11
	4
	4
	-
	5

	Employer
	-
	26
	-
	8
	-
	5

	
	
	
	
	
	
	

	Workplace location
	
	
	
	
	
	

	Metropolitan Vic
	80
	74
	73
	50
	77
	77

	Regional Vic
	16
	15
	19
	27
	10
	10

	Metro (other states)
	-
	7
	-
	12
	3
	3

	Regional (other states)
	4
	4
	8
	8
	8
	5

	Overseas
	-
	-
	-
	4
	3
	5

	
	
	
	
	
	
	

	Number of respondents
	27
	27
	26
	26
	39
	39


Note: * includes most recent job, for those not currently in labour force.

3.3
Various aspects of job histories

Table 19 records several measures of job change during the 10 years following course completion. It therefore provides indicators of some of the differences that can be found between the employment histories of the samples of apprentices and degree graduates in their first decade after qualifying. 

3.3.1
Number of new employers

One quarter (26 percent) of apprentices reported having only one employer over their working lives since undertaking their training (but note that many apprentices had employment experience prior to commencing their apprenticeship). Only 4 percent of higher education graduates belong in this category. Among graduates, about 20 percent each had one, two and three employers. Since qualifying, graduates recorded an average of 3 changes of employer, while apprentices recorded an average of just over 2 changes of employer.

Table 19: Various aspects of job histories (percent of Stage 1 respondents)

	
	Apprentices
	Degree graduates

	 During first 10 years of working life …
	Males
	Persons
	Males
	Females
	Persons

	Number of new employers
	
	
	
	
	

	None
	25
	26
	8
	1
	4

	One
	14
	15
	21
	18
	19

	Two
	29
	28
	21
	18
	19

	Three
	6
	7
	19
	24
	22

	Four
	12
	11
	13
	15
	14

	Five
	10
	9
	6
	15
	11

	Six or more
	4
	4
	12
	9
	11

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Mean number of new employers
	2.18
	2.09
	2.89
	3.14
	3.03

	
	
	
	
	
	

	Number of promotions
	
	
	
	
	

	None
	73
	76
	30
	38
	34

	One
	18
	17
	21
	24
	22

	Two
	4
	4
	11
	29
	22

	Three
	-
	-
	19
	6
	11

	Four or more
	4
	4
	19
	4
	10

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Mean number of promotions
	.47
	.43
	2.06
	1.15
	1.54

	
	
	
	
	
	

	Self-employment
	
	
	
	
	

	Ever self-employed
	33
	30
	21
	11
	15

	Ever an employer 
	8
	7
	6
	1
	3

	Ever self-employed or an employer
	37
	33
	21
	11
	15

	
	
	
	
	
	

	Number of periods of unemployment/redundancy
	
	
	
	
	

	None
	90
	89
	77
	92
	86

	One
	10
	11
	17
	6
	10

	Two
	-
	-
	6
	1
	3

	Three
	-
	-
	-
	1
	1

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Employer ‘loyalty’
	
	
	
	
	

	Still with same employer as when training
	20
	22
	9
	3
	6

	Still with same employer as first job after qualifying
	2
	2
	11
	10
	10

	Have had only one employer
	22
	24
	21
	13
	16

	
	
	
	
	
	

	Number of times workforce participation reduced in order to study
	
	
	
	
	

	None
	98
	98
	79
	69
	74

	One
	2
	2
	11
	22
	18

	Two
	-
	-
	9
	6
	7

	Three
	-
	-
	-
	3
	2

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Change of career 
	8
	11
	15
	15
	15

	
	
	
	
	
	

	Worked while overseas
	18
	19
	42
	31
	35

	
	
	
	
	
	

	Number of respondents 
	49
	54
	53
	72
	125


Percentages may not total 100 due to rounding

3.3.2
Number of promotions with the same employer

Job change via promotion is clearly more common among the higher education sample. Less than one quarter (24 percent) of apprentices recorded one or more promotions with an existing employer, compared with two thirds (66 percent) of higher education graduates. Among graduates, 22 percent reported 1 and 2 promotions with an employer, 11 percent had gained 3 promotions, and 10 percent noted 4 or more promotions during their first 10 years of working life. 

As a summary figure, the mean number of promotions for the graduate sample overall was 1.54 (three times that of apprentices), and it was higher for males than females (2.06 compared with 1.15).

3.3.3
Incidence of self-employment

During their first 10 years of working life, one third (33 percent) of the apprentice sample became self-employed (including 7 percent who became employers), compared with only 15 percent of the higher education sample (including 3 percent who became employers). For degree graduates, the incidence of self-employment was higher among males (21 percent) than females (11 percent).

3.3.4
Incidence of unemployment

The incidence of unemployment was slightly lower among apprentices, of whom 11 percent reported being unemployed at some time during their working lives, compared with 14 percent of higher education graduates who had experienced redundancy or other periods of unemployment. For graduates, the incidence of unemployment was higher among males (23 percent) than females (8 percent).

3.3.5
‘Loyalty’ to an employer/job stability

Three variables were recorded in terms of respondents’ current or most recent job:

•
have remained with same employer as when training 

•
have remained with same employer as in first job after training 

•
have had only one employer during working life (composite of above)

One quarter (24 percent) of apprentices have had only one employer during their working life since completing their training; most (22 percent) were still with the same employer as when they undertook their apprenticeship. This level of job stability is not quite as high for members of the graduate sample (16 percent of graduates have had only one employer over their working lives; 10 percent had remained with the same employer as in their first job after qualifying, and 6 percent were still with the same employer as when they had been studying). Male graduates were more likely than their female counterparts to have had only one employer (21 percent compared with 13 percent).

3.3.6
Reduced workforce participation in order to study

In the years since completing their initial degree, 26 percent of the higher education sample—comprising a subtle difference by gender (21 percent of males, and 31 percent of females)—had reduced their participation in the labour force in order to undertake further study, generally by combining part-time or full-time study with part-time work. Note that this 26 percent excludes a few others who pursued further study but did not actively reduce their labour force engagement in order to do so; for example, some undertook part-time study, often via distance education, while on maternity leave.

Only a very small proportion of apprentices (2 percent) undertook any further study associated with a reduction in their labour force activity. 

3.3.7
Change of career

The motivation for such further study was often the pursuit of a change in career. Among graduates, 15 percent had changed careers during their working lives, with no difference by gender. Although very few former apprentices had engaged in further study, 11 percent had changed occupations at some time since completing their apprenticeship. 

3.3.8
Worked while overseas

Around one fifth of apprentices (19 percent), and more than one third (35 percent) of graduates had worked overseas during the 10 years since completing their qualification; slightly more male graduates (42 percent) than females (31 percent) had done so. 

3.4
Reasons for job changes

Respondents to the Stage 1 questionnaire were able to record not only the nature of their job changes (using pre-coded categories of changes) but also the main reasons for making those changes, in their own words. This data gives an overview of all reasons for all job changes for sample members across the first 10 years of their working lives. As shown in Table 20, there were 213 apprentice and 835 graduate responses, with responses by gender mirroring the gender distribution of the samples—overwhelmingly male for apprentices, and within the higher education sample, approximately 40 percent of responses from males and 60 percent from females. 

In considering Tables 20 and 21, it is necessary to acknowledge the multiplicity of reasons for job changes: for example, the movement into self-employment may occur for reasons such as the desire for autonomy (to become self-employed), for financial reasons (wanting to increase earnings), or because an individual was made redundant in their previous job. Very frequently, a combination of several factors led to a job change, so coding only the main reason may overlook other significant factors (e.g., a job change that occurs as a result of relocation, when that relocation was due to partnering).

3.4.1
Reasons for job changes (percent of responses)

Each response represents a job change, so the percentages recorded in Table 20 are percentages of all job changes that were reported. This table therefore gives a sense of the prevalence of various factors prompting job changes throughout the first 10 years of working life. 

Table 20: Reasons for all job changes (percent of responses, from Stage 1)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	To use qualification
	22
	21
	15
	17
	16

	Promotion
	11
	10
	30
	16
	22

	Broaden experience and skills
	5
	5
	7
	6
	6

	Enable study
	1
	1
	5
	6
	6

	Financial
	5
	10
	4
	2
	3

	Location
	2
	5
	4
	6
	5

	Working hours
	2
	2
	2
	2
	2

	Seeking better conditions
	3
	2
	2
	2
	2

	Dissatisfaction with the workplace
	4
	4
	2
	4
	3

	For a change
	1
	1
	1
	1
	1

	To be own boss
	7
	7
	2
	1
	1

	Redundancy and unemployment
	4
	3
	7
	2
	4

	Employment not ongoing
	4
	4
	5
	5
	5

	Better prospects
	1
	1
	3
	1
	2

	To pursue alternative career
	2
	2
	2
	2
	2

	Travel
	16
	15
	7
	11
	9

	Family formation
	-
	7
	1
	15
	9

	Other
	2
	1
	-
	2
	1

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Total number of responses
	190
	213
	345
	490
	835


Percentages may not total 100 due to rounding

The percentage of job changes that were related to further study was significantly greater in the higher education sample (nearly 6 percent) than in the apprentice sample (less than 1 percent).

Promotion accounted for a lower percentage of all job changes among apprentices (10 percent) than for graduates (22 percent). Within the higher education sample, there was a noticeable gender difference in the percentages of job changes attributed to promotion: 30 percent of all job changes for males were due to promotion, whereas for females the figure was 16 percent. 

Seven percent of job changes among apprentices were related to the respondent’s desire to be their own boss, whereas this was the case for just 1 percent of graduates.

Travel (both within Australia and overseas) accounted for a higher percentage of the total number of job changes for apprentices (15 percent) than for graduates (9 percent).

Among former apprentices, there was a higher percentage of job changes for financial reasons (10 percent compared with 3 percent for graduates). 

There were few or no differences between the two samples in the percentages of job changes related to a change of location (5 percent), working hours, better conditions, or pursuit of an alternative career (in each case, around 2 percent).

An obvious gender difference occurs within the higher education sample relating to the issue of family formation: among females, family formation accounted for 15 percent of job changes, whereas among males it was less than 1 percent (nevertheless, instances were reported of males changing jobs specifically to accommodate increasing family responsibilities).

3.4.2
Reasons for job changes (percent of respondents)

An alternative measure of the relative importance of the various reasons for changing jobs considers the percentages of respondents who indicated that, at some time over their working lives since completing their qualification, their employment situation had changed due to those reasons. Table 21 shows the percentages of respondents who, at some time over the ten-year period, had made such job changes.

Table 21: Reasons for all job changes (percent of Stage 1 respondents)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	To use qualification
	80
	78
	89
	83
	86

	Promotion
	24
	26
	68
	60
	63

	Broaden experience & skills
	18
	17
	32
	31
	31

	Enable study
	2
	2
	23
	28
	26

	Financial
	31
	28
	21
	14
	17

	Location
	16
	17
	17
	29
	24

	Working hours
	8
	9
	15
	17
	16

	Seeking better conditions
	8
	7
	11
	11
	11

	Dissatisfaction with the workplace
	14
	13
	13
	18
	16

	For a change
	4
	4
	8
	7
	7

	To be own boss
	29
	26
	11
	6
	8

	Redundancy and unemployment
	14
	13
	28
	11
	18

	Employment not ongoing
	14
	13
	23
	25
	24

	Better prospects
	2
	2
	17
	4
	10

	To pursue alternative career
	6
	7
	15
	15
	15

	Travel
	24
	24
	23
	29
	26

	Family formation
	-
	7
	4
	40
	25

	
	
	
	
	
	

	Number of respondents
	49
	54
	53
	72
	125


Promotion: About one quarter (26 percent) of apprentices, compared with nearly two thirds (63 percent) of graduates said they had been promoted during their working life since receiving their qualification. (Note: the slight discrepancy between these figures and those reported in Table 19, which showed 24 percent of apprentices recording one or more instance of promotion, is due to the few cases of apprentices being promoted to store managers during their apprenticeship.)

Study: One quarter of the higher education sample, but just 2 percent of apprentices, reported that their employment circumstances had changed at least once for study-related reasons. 

Travel: One quarter of apprentices and the same proportion of higher education graduates gave examples of job changes in which travel had been their motivating factor. (Note that, for the higher education group, this figure is lower than the 35 percent who had worked overseas at some time since completing their qualification; many of these respondents indicated that an overseas posting was a promotion, so such cases were not counted here as being travel-related.) 

Family formation: The marked difference (7 percent of apprentices compared with 25 percent of graduates) is due to the gender distribution of the samples; 40 percent of females in the higher education group reported changes in their employment because of the birth of children.

To use qualification: the high figures for this category in Table 20 and 21 relate mainly to respondents’ reasons for taking their first job. Table 22, in the following section, details the reasons for leaving that first job. 

3.4.3
Reasons for leaving first job

More detailed information about respondents’ initial employment was collected from Stage 2 respondents. Table 22 records the reasons given for leaving that first job.  

Table 22: Reasons for leaving first job (percent of Stage 2 respondents)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	To use qualification
	-
	-
	4
	-
	2

	Promotion
	21
	19
	31
	31
	31

	Broaden experience & skills
	13
	12
	12
	8
	9

	Enable study
	-
	-
	-
	3
	2

	Financial
	-
	-
	8
	-
	3

	Location
	13
	15
	4
	13
	9

	Working hours
	-
	-
	4
	5
	5

	Seeking better conditions
	8
	8
	-
	3
	2

	Dissatisfaction with the workplace
	13
	12
	19
	26
	23

	For a change
	-
	-
	8
	-
	3

	To be own boss
	4
	4
	8
	5
	6

	Redundancy & unemployment
	8
	8
	8
	-
	3

	Employment not ongoing
	-
	-
	12
	13
	12

	Better prospects
	4
	8
	12
	-
	5

	To pursue alternative career
	-
	-
	-
	5
	3

	Travel
	25
	23
	4
	8
	6

	Family formation
	-
	4
	-
	-
	-

	Other
	8
	8
	-
	-
	-

	
	
	
	
	
	

	Number of respondents
	24
	26
	26
	39
	65


Among apprentices, the most commonly cited reason for leaving their first job (25 percent of males, 23 percent overall) was in order to travel—and this percentage was considerably higher for apprentices who worked less than 12 months in their first job after qualifying. Among higher education graduates, a much lower percentage (only 6 percent) indicated that travel was the reason for leaving their first job.

Among graduates the most frequently cited reason was gaining a promotion with their existing employer: nearly one third (31 percent) of degree completers left their first job due to promotion. This was also one of the more common reasons among apprentices: almost 20 percent cited promotion as the reason for leaving their first job. 

Dissatisfaction with the workplace (for instance, difficult personal relationships at work, changes in company structure, poor management, and lack of job satisfaction) prompted a substantial proportion (23 percent) of higher education graduates to leave their first job. The comparable percentage among apprentices was smaller, at 12 percent of the sample. 

Around 12 percent of the higher education sample left their first job because it did not provide ongoing employment; these respondents had taken up short-term contracts, fill-in or temporary jobs after completing their qualification.  

For both samples, the other two most frequently stated reasons for leaving the first job were the desire to broaden their experience and skills, and changes in location. Twelve percent of apprentices and 9 percent of higher education graduates cited reasons such as wanting to develop more skills, to specialise, to gain experience in a different area or workplace, or to take on more responsibility. Reasons to do with location, such as difficulties with travel to work or isolation, or the need to relocate due to personal circumstances, were given by 15 percent of apprentices, and 9 percent of higher education graduates.

4
Learning and skill development

4.1
Further study

Continuing participation in formal study after initial qualification is a marked feature of the lives of this sample of bachelor’s degree graduates. Overall, more than half (56 percent) have undertaken further qualifications of some kind during the first 10 years of working life. As Table 23 shows, 4 percent have commenced study towards a PhD, 17 percent towards a Masters, 14 percent towards a Graduate Diploma or Graduate Certificate, 14 percent for ‘another degree’, and 12 percent for a Diploma or Advanced Diploma. At each of these levels of study, there is very little difference by gender—with the exception of certificate-level study, in which females were more likely than males to have been participants. The lower panel of Table 23 reports the percentages of the sample having finished these various courses, according to the highest qualification obtained. It shows 14 percent have completed a higher degree (Masters or PhD), 13 percent a post-graduate diploma or certificate, and 8 percent a second degree.

Table 23: Percentages of samples who undertook additional qualifications since completion of initial qualification

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	Started PhD
	-
	-
	4
	4
	4

	Completed PhD
	-
	-
	2
	1
	2

	
	
	
	
	
	

	Started Masters
	-
	-
	19
	15
	17

	Competed Masters
	-
	-
	15
	8
	11

	
	
	
	
	
	

	Started Grad Dip/Grad Certificate
	-
	-
	13
	15
	14

	Completed Grad Dip/Grad Certificate
	-
	-
	13
	14
	14

	
	
	
	
	
	

	Started Degree
	-
	2
	9
	17
	14

	Completed Degree
	-
	-
	8
	14
	11

	
	
	
	
	
	

	Started Dip/Adv Dip
	8
	7
	11
	13
	12

	Completed Dip/Adv Dip
	8
	7
	8
	10
	9

	
	
	
	
	
	

	Started Certificate
	14
	19
	4
	15
	10

	Completed Certificate
	10
	13
	4
	13
	9

	
	
	
	
	
	

	Additional formal qualifications: highest level started
	
	
	
	
	

	PhD/Masters
	-
	-
	23
	18
	20

	Grad Dip/Certificate
	-
	-
	11
	15
	14

	Another degree
	-
	-
	9
	11
	10

	Adv Diploma/Diploma
	-
	-
	4
	8
	6

	Certificate
	-
	-
	4
	7
	6

	No additional formal qualification
	-
	-
	49
	40
	44

	Total percent
	100
	100
	100
	100
	100

	
	
	
	4
	13
	9

	Additional formal qualifications: highest level completed
	
	
	
	
	

	PhD/Masters
	-
	-
	17
	11
	14

	Grad Dip/Certificate
	-
	-
	11
	14
	13

	Another degree
	-
	-
	8
	8
	8

	Adv Diploma/Diploma
	8
	7
	4
	6
	5

	Certificate
	10
	13
	4
	8
	6

	No additional formal qualification
	82
	80
	57
	53
	54

	Total percent
	100
	100
	100
	100
	100

	Number of respondents
	49
	54
	53
	72
	125


The substantial proportion of higher education graduates having acquired additional qualifications during the first 10 years of their working lives is reflected in their employment history over that time: as noted in Table 21 above, more than one quarter of the higher education sample had reduced their workforce participation in order to engage in further study (generally by combining part-time or full-time study with part-time work).  

As well as the formal qualifications recorded in Table 23, more than one quarter (27 percent) of graduates had also gained various other types of certification, such as pool lifeguard registration, responsible service of alcohol, food safety supervision, gaming licence, first aid certificate, rafting guide licence, etc.—most of which licences were current at time of survey. This percentage also includes a small number who acquired certification as a result of pursuing another qualification and occupation, for instance licenses as a train driver or commercial pilot.  

Among trades-qualified respondents, an even larger proportion (46 percent) had acquired various forms of industry accreditation, over and above the licences required to work in their particular occupations. This additional accreditation included licenses to operate plant and equipment such as forklifts, heavy vehicles and scaffolding—all of which were current in 2007. 

4.2
Development of job skills

Respondents were asked to consider their current job skills, and to indicate how important each of a number of ways of acquiring those skills had been over the preceding 10 years.  

Table 24 shows that teaching yourself and learning on the job were regarded as either important or very important by the overwhelming majority of both samples; 82 percent of apprentices and 78 percent of graduates rated on-the-job learning as ‘very important’. Employer-provided training programs ranked next highest in importance; in each sample, a combined total of around 80 percent indicated that this method of gaining skills was either important or very important. Less frequently cited as being of importance were formal learning and participation in short courses available through organisations such as trade or professional associations.  

Table 24: Relative importance of methods of learning job skills—percentages of respondents indicating ‘important’ and ‘very important’
	
	Apprentices
	Degree graduates

	 Methods of learning job skills 
	Very important
	Important
	Combined %
	Very important
	Important
	Combined%

	Learning on the job from workmates, colleagues and others in the business

	82
	12
	94
	78
	20
	98

	Teaching yourself (through problem solving and thinking, reading, using the web etc)

	60
	38
	98
	60
	37
	97

	Courses and training programs provided by employer
 
	25
	58
	83
	18
	60
	78

	Formal learning (another TAFE or university course that led to a qualification)

	31
	32
	63
	41
	32
	73

	Attending short courses not provided by employer (eg through trade or professional association)

	19
	33
	52
	10
	44
	54

	
	
	
	
	
	
	


Table 25: Relative importance of methods of learning job skills—combined percentages indicating either ‘important’ or ‘very important’, by gender
	
	Apprentices
	
	
	Degree graduates

	 Methods of learning job skills 
	Males
	Persons
	
	 
	Males
	Females
	Persons

	Learning on the job from workmates, colleagues and others in the business

	93
	94
	
	
	98
	99
	98

	Teaching yourself (through problem solving and thinking, reading, using the web etc)

	98
	98
	
	
	96
	97
	97

	Courses and training programs provided by employer
 
	85
	83
	
	
	75
	81
	78

	Formal learning (another TAFE or university course that led to a qualification)

	63
	63
	
	
	73
	73
	73

	Attending short courses not provided by employer (eg through trade or professional association)

	49
	52
	
	
	38
	67
	54

	Number of respondents
	47
	52
	
	
	53
	72
	125

	
	
	
	
	
	
	
	


5
Work and wellbeing: the benefits of working

5.1
Benefits of your job 

Respondents to the Stage 1 written questionnaire were asked an open-ended question about the benefits of their job (either their current job, or the most recent job if they were not currently employed). Multiple responses were coded, and the results are displayed in Table 26. 

Table 26: Benefits of your job* (percent of Stage 1 respondents)

	
	Apprentices
	Degree graduates

	
	Males
	Persons
	Males
	Females
	Persons

	Financial benefits
	34
	33
	27
	14
	20

	Working hours
	28
	33
	6
	33
	21

	Job satisfaction/ enjoyment
	32
	29
	29
	23
	26

	Longer term prospects
	23
	23
	20
	9
	13

	Working conditions
	21
	21
	41
	21
	30

	Learning at work
	13
	13
	37
	39
	38

	Work relationships
	11
	10
	10
	27
	20

	Interesting work
	6
	8
	10
	19
	15

	Location
	9
	8
	12
	16
	14

	Workplace culture
	2
	2
	8
	11
	10

	Number of respondents
	47
	52
	51
	70
	121


* Refers to current job, or most recent job if not currently employed.

Percentages are based on respondents and total more than 100% due to multiple responses.

Among those who had completed a trade qualification, the most frequently noted benefits were respondents’ working hours and the financial benefits their employment provided (33 percent in each category), with almost as many (29 percent) nominating job satisfaction/enjoyment of their work. Around 20 percent of apprentices cited favourable working conditions. A similar proportion of apprentices saw advantages in the longer-term prospects of their jobs (including job security and opportunities for career advancement).

Among the higher education sample, the most commonly cited type of benefit was learning at work. This category encompasses responses such as developing new skills, using cutting-edge technology, learning about new areas of the business, understanding how an organisation works, working with experienced colleagues, access to ongoing education, job training, overseas conferences, and time off for further study. More than one third (38 percent) of graduates, both males and females, referred to these types of benefits. 

Favourable working conditions and job satisfaction/enjoyment were mentioned as benefits in about equal proportions (each by more than one quarter) of graduates. Job satisfaction takes into account respondents’ comments in relation to positive feelings associated with greater independence and responsibility, working for a good cause or being socially useful, and gaining in self-confidence. While there was only a slight difference between male and female percentages who cited job satisfaction/enjoyment, a much higher proportion of males than females (41 percent compared with 21 percent) referred to favourable working conditions. Male graduates were twice as likely as female graduates (20 percent and 9 percent respectively) to view the longer-term prospects offered by their current job as a benefit.

Around 20 percent of the higher education sample nominated their working hours, financial benefits, and work relationships as further benefits of their job. However, there were marked gender differentials within the sample for each of these categories of benefits. While one third (33 percent) of female graduates nominated their working hours as a benefit, only 6 percent of males did so; almost twice the proportion of males than females (27 percent compared with 14 percent) mentioned the financial benefits of their job; and whereas work-related social interactions were considered beneficial by more than one quarter of females (27 percent), the figure for male graduates was just one in 10 (10 percent).  

5.2
Feelings about your job

Table 27: Feelings about your job * (percent of Stage 2 respondents) 

	
	Agree
	Neither agree/ disagree
	Disagree
	Agree
	Neither agree/ disagree
	Disagree

	Working conditions
	
	
	
	
	
	

	I get paid fairly for the things I do in my job
. 
	83
	7
	10
	89
	6
	5

	Males
	85
	7
	7
	100
	-
	-

	Females
	-
	-
	-
	82
	10
	8

	My working conditions are good
 
	86
	7
	7
	86
	9
	5

	Males
	89
	7
	4
	89
	12
	-

	Females
	-
	-
	-
	85
	8
	8

	My working times can be flexible
 
	52
	3
	45
	71
	6
	23

	Males
	48
	4
	48
	81
	8
	11

	Females
	-
	-
	-
	64
	5
	31

	I get on well with my co- workers
 
	96
	4
	-
	95
	3
	2

	Males
	96
	4
	-
	100
	-
	-

	Females
	-
	-
	-
	92
	5
	3

	(if an employee) I get on well with my managers**

	90
	5
	5
	90
	5
	5

	Males
	89
	6
	6
	83
	9
	9

	Females
	-
	-
	-
	94
	3
	3

	Skills
	
	
	
	
	
	

	I use many of the skills acquired in my initial training in my current job 

	79
	14
	7
	69
	11
	20

	Males
	78
	15
	7
	62
	15
	23

	Females
	-
	-
	-
	74
	8
	18

	My job requires me to take initiative
 
	97
	0
	3
	91
	5
	5

	Males
	96
	-
	4
	92
	8
	-

	Females
	
	
	
	90
	3
	8

	My job is complex
 
	86
	7
	7
	80
	12
	8

	Males
	85
	7
	7
	89
	8
	4

	Females
	-
	-
	-
	74
	15
	10

	My job is difficult
 
	69
	14
	17
	49
	35
	15

	Males
	70
	15
	15
	65
	35
	-

	Females
	-
	-
	-
	39
	36
	26

	I have a lot of freedom to decide how I do my own work 

	66
	14
	21
	82
	6
	12

	Males
	67
	11
	22
	85
	8
	8

	Females
	-
	-
	-
	80
	5
	15

	I have a lot of choice in deciding what I do at work
 
	66
	17
	17
	55
	14
	31

	Males
	67
	15
	19
	54
	19
	27

	Females
	-
	-
	-
	56
	10
	33

	My job requires me to do the same things over and over again
 
	38
	17
	45
	48
	22
	31

	Males
	33
	19
	48
	46
	19
	35

	Females
	-
	-
	-
	49
	23
	28

	My job provides opportunities to improve my skills and knowledge
 
	90
	7
	3
	86
	6
	8

	Males
	89
	70
	4
	89
	4
	8

	Females
	-
	-
	-
	85
	8
	8

	My job often requires me to learn new skills
 
	86
	3
	10
	75
	14
	11

	Males
	85
	4
	11
	89
	8
	4

	Females
	-
	-
	-
	67
	18
	15

	
	
	
	
	
	
	

	Job satisfaction
	
	
	
	
	
	

	My job provides me with a variety of interesting things to do
 
	79
	11
	11
	83
	9
	8

	Males
	77
	12
	12
	81
	12
	8

	Females
	-
	-
	-
	
	
	

	
	
	
	
	
	
	

	My job gives me a sense of personal fulfilment
 
	83
	3
	14
	88
	9
	3

	Males
	82
	4
	15
	81
	15
	4

	Females
	-
	-
	-
	92
	5
	3

	My job is more stressful than I had imagined
 
	45
	10
	45
	38
	34
	28

	Males
	48
	11
	41
	39
	31
	31

	Females
	-
	-
	-
	39
	36
	26

	I don’t have enough time to do everything in my job
 
	45
	3
	52
	52
	15
	32

	Males
	48
	4
	48
	50
	8
	42

	Females
	-
	-
	-
	
	
	

	My job intrudes too much on my private life
 
	41
	3
	55
	29
	25
	46

	Males
	44
	4
	52
	35
	15
	50

	Females
	-
	-
	-
	26
	31
	44

	
	
	
	
	
	
	

	Looking ahead
	
	
	
	
	
	

	I worry about the future of my job
 
	31
	7
	62
	22
	12
	66

	Males
	30
	4
	67
	23
	19
	58

	Females
	-
	-
	-
	21
	8
	72

	My job has good career prospects
 
	72
	10
	17
	71
	17
	12

	Males
	74
	11
	15
	81
	15
	4

	Females
	-
	-
	-
	64
	18
	18


* Refers to current job, or most recent job if not currently employed.

** Number of respondents = 20 apprentices, 59 graduates; for other items, n= 29 apprentices, 65 graduates. 

Percentages may not total 100 due to rounding.

5.2.1
Working conditions

Overall, apprentices and higher education graduates exhibited similar responses when rating their feelings about their jobs. For instance, there was little variation between the two samples in their level of agreement with items concerning their pay and working conditions, or their relationships with co-workers. Each of these aspects of their current employment was viewed positively by a very large majority of both groups.

The one item pertaining to working conditions on which responses differed concerned working hours, with a larger proportion of apprentices (45 percent) than graduates (23 percent) indicating that they did not have access to flexible working times. Nevertheless this was not significant enough to be a major source of dissatisfaction. In fact, as discussed above (see Table 25) one third of apprentices listed their working hours as one of the main benefits of their job. 

5.2.2
Skills

After 10 years of working life, skills acquired during initial training tended to be used by slightly more apprentices (79 percent) than degree graduates (69 percent), reflecting the vocational nature of that training. The gender difference among higher education graduates—63 percent for males, 74 percent for females—is possibly due to the substantial number of females qualified and working in medical radiography.

In relation to the skills required by their current jobs, at least eight or nine in ten from each sample stated that their jobs required them to take initiative, and that their jobs were complex.  

A larger proportion of apprentices than graduates (69 percent and 49 percent respectively) rated their jobs as difficult. There were gender differences between graduates here also—higher for males (65 percent) than for females (39 percent). A higher percentage of graduates had greater autonomy in deciding how they would do their work (82 percent, compared with 66 percent of apprentices), but the reverse was the case in deciding what they would do at work (66 percent of apprentices, compared with 55 percent of graduates). 

Approximately the same proportion of respondents—around 90 percent in each of the two samples—indicated that their job gave them opportunities to improve their knowledge and skills. A slightly larger proportion of apprentices than graduates (86 percent compared with 75 percent) said that their job often required them to learn new skills. This figure for graduates was marked by a discrepancy between males (92 percent) and females (71 percent)—many of the latter being required to perform what might be considered ‘routine’ medical imaging.

5.2.3
Job satisfaction

Among both samples there was broad agreement that respondents’ jobs provided them with both access to a variety of interesting work and personal fulfilment (around 80 percent of each group). Nor were there marked differences between the two groups in terms of negative aspects of respondents’ jobs (e.g., work-related stress). And while proportionately more apprentices than graduates (41 percent compared with 29 percent) saw their jobs as intruding too much into their private lives, an even larger proportion of apprentices (55 percent) disagreed with that statement. 

Around 70 percent of respondents in each sample were optimistic about their career prospects in their current job.  

These data indicate that there is little to differentiate between the two samples in terms of respondents’ satisfaction with various aspects of their current jobs.

5.3
Income and other financial assets

As shown in Table 28, net monthly income for males in the former apprentice sample was $4,143, while for male graduates it was substantially higher at $5,369. Female graduate income was considerably lower than males, at $3,992 per month—but this takes no account of hours worked per week. When disaggregated according to whether employment was full-time or part-time, the gender gap between incomes of male and female graduates was reduced somewhat. However, comparing only full-time workers, the net earnings per month of female graduates remained lower than that of males ($4,653 as opposed to $5,369).

Table 28: Income from current job, by sample and gender (percent of Stage 1 respondents) 

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	Net income per month
	
	
	
	
	

	Up to $1500
	2
	6
	4
	13
	9

	$1501 – $3000
	16
	19
	4
	16
	11

	$3001 – $3500
	14
	13
	11
	9
	10

	$3501 – $4000
	25
	23
	11
	22
	17

	$4001 – $4500
	16
	15
	13
	7
	10

	$4501 – $5000
	9
	8
	9
	9
	9

	$5001 – $6500
	14
	13
	24
	13
	18

	Over $6500
	5
	4
	24
	11
	17

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Mean net income per month
	
	
	
	
	

	Full-time workers
	$4,143
	$4,111
	$5,369
	$4,653
	$5,036

	Part-time workers
	-
	-
	-
	$2,228
	$2,228

	All workers
	$4,143
	$3,929
	$5,369
	$3,992
	$4,619

	
	
	
	
	
	

	Number of respondents
	44
	48
	46
	55
	101

	
	
	
	
	
	


Data are for labour force participants in 2007.

Additional information about the financial benefits that might be said to accrue to qualifications and employment were obtained from Stage 2 respondents. Table 29 reveals that large percentages of both apprentices and graduates (and more males than females) said they were receiving income other than from their main job. Furthermore, similarly large proportions—three to four in ten—of each sample indicated that they owned investment properties. 

Table 29: Financial assets (percent of Stage 2 respondents)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	
	
	
	
	
	

	Receive other income
	46
	42
	62
	44
	52

	Have investment property
	40
	36
	54
	35
	43

	Number of respondents
	20
	22
	24
	34
	58

	
	
	
	
	
	

	Mean value of home 
	$480,682
	$448,129
	$491,667
	$444,333
	$463,824

	Number of respondents
	22
	24
	21
	30
	51

	
	
	
	
	
	


Overall, these data demonstrate that net monthly incomes for graduates were higher on average than for apprentices, a distinction reflected in small differences in other aspects of their financial circumstances. However, Table 29 shows very little difference between the samples in the mean values of respondents’ homes, and as displayed in Table 30 below, rates of home ownership were comparable for apprentices and graduates.  

6
Life and work

6.1
Current living arrangements

As shown in Table 30, the majority of respondents were living in their own homes at time of survey (79 percent of apprentices, 75 percent of graduates). Home ownership was greater for male (85 percent) than for female graduates (69 percent); a greater proportion of the latter lived in rented accommodation. Overall, slightly higher percentages of graduates than apprentices were renting (15 percent compared with 10 percent) or living in other accommodation such as company or student housing (8 percent compared with 3 percent).  

In 2007, a large majority of each sample was living with a partner (around 80 percent). Within the graduate sample, more males were partnered than females (93 percent compared with 70 percent). Around the same proportions of male apprentices (60 percent) and male graduates (62 percent) had children, while just 44 percent of female graduates were parents. These data illustrate a general tendency for the (male-dominated) apprentice sample to begin the process of family formation at a slightly earlier age than graduates. For the latter, especially females, the relative delay in assuming a parenting role may be attributed, in part, to the pursuit of career advancement through promotion and commitment to further study.  

Table 30: Current living arrangements (percent of Stage 2 respondents)

	
	Apprentices
	Degree graduates

	 
	Males
	Persons
	Males
	Females
	Persons

	Where living
	
	
	
	
	

	Parents house
	7
	7
	-
	3
	2

	Own house/flat
	81
	79
	85
	69
	75

	Rented house/flat
	7
	10
	8
	21
	15

	Other
	4
	3
	8
	8
	8

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Household composition
	
	
	
	
	

	With partner and children
	56
	59
	62
	44
	51

	With partner, no children
	26
	24
	31
	26
	28

	With children, no partner
	4
	3
	-
	-
	-

	Single person household
	11
	10
	-
	8
	5

	Other (parents, siblings, friends, student accomm)
	4
	3
	8
	23
	17

	Total percent
	100
	100
	100
	100
	100

	
	
	
	
	
	

	Number of respondents
	27
	29
	26
	39
	65

	
	
	
	
	
	


6.2
Satisfaction with life

In addition to both the objective and subjective measures of the benefits that flow from work—seemingly objective measures such as income, and more subjective assessments or perceptions of job benefits—other, more general factors can be considered. Table 31 presents overall responses to a range of statements concerning satisfaction with various aspects of life. Such indicators of wellbeing are, in significant part, dependent on the quality of respondents’ working lives.  

Table 31: Satisfaction with various aspects of life, by sample and gender 
(percent of Stage 1 respondents)

	
	Apprentices
	Degree graduates

	 Satisfaction with …
	Satisfied
	Neither satisfied/
dissatisfied
	Dissatisfied
	Satisfied
	Neither satisfied/
dissatisfied
	Dissatisfied

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	your health

	81
	9
	9
	80
	7
	13

	Males
	82
	10
	8
	79
	11
	9

	Females
	-
	-
	-
	81
	4
	15

	
	
	
	
	
	
	

	the amount of free time you have

	39
	33
	28
	36
	27
	37

	Males
	43
	31
	27
	38
	25
	38

	Females
	-
	-
	-
	35
	29
	36

	
	
	
	
	
	
	

	your family life

	87
	6
	7
	85
	8
	7

	Males
	88
	6
	6
	91
	7
	2

	Females
	-
	-
	-
	81
	8
	11

	
	
	
	
	
	
	

	the neighbourhood in which you live
 
	87
	9
	4
	85
	11
	4

	Males
	88
	8
	4
	87
	8
	6

	Females
	-
	-
	-
	83
	14
	3

	
	
	
	
	
	
	

	the house/flat in which you live

	91
	6
	4
	85
	8
	7

	Males
	90
	6
	4
	85
	9
	6

	Females
	-
	-
	-
	85
	7
	8

	
	
	
	
	
	
	

	your standard of living

	85
	11
	4
	94
	4
	2

	Males
	83
	13
	4
	94
	4
	2

	Females
	-
	-
	-
	94
	4
	1

	
	
	
	
	
	
	

	your personal income

	68
	13
	19
	74
	14
	12

	Males
	67
	15
	19
	77
	8
	15

	Females
	-
	-
	-
	72
	18
	10

	
	
	
	
	
	
	

	your household income

	70
	20
	9
	77
	15
	9

	Males
	69
	20
	10
	77
	11
	11

	Females
	-
	-
	-
	76
	17
	7

	
	
	
	
	
	
	

	your financial situation overall

	70
	19
	11
	80
	6
	14

	Males
	69
	18
	12
	81
	6
	13

	Females
	-
	-
	-
	79
	7
	14

	
	
	
	
	
	
	

	your working life overall*

	63
	22
	15
	66
	24
	10

	Males
	64
	21
	14
	65
	21
	15

	Females
	-
	-
	-
	67
	27
	6

	
	
	
	
	
	
	

	prospects for promotion in your job**

	28
	33
	38
	52
	34
	14

	Males
	29
	34
	37
	67
	20
	13

	Females
	-
	-
	-
	41
	44
	15

	
	
	
	
	
	
	

	your life as a whole

	81
	13
	6
	94
	3
	2

	Males
	82
	12
	6
	94
	4
	2

	Females
	-
	-
	-
	94
	3
	3

	
	
	
	
	
	
	


* Refers only to those currently employed; n = 46 apprentices, 112 graduates

** Refers only to current employees, excludes self-employed; n = 39 apprentices, 106 graduates

Percentages may not total 100 due to rounding.

There are few differences between the two samples in their patterns of responses to items concerning levels of satisfaction with various aspects of life outside of working. For instance, almost identical percentages of each sample said they were satisfied with their health (80–81 percent), their family life and the neighbourhood in which they live (both 85–87 percent). Similarly, there was little variation between the samples in the percentages satisfied with the house in which they lived, or with the amount of free time they had. Nor were there major gender differences within the higher education sample in regard to these items. 

Roughly two thirds of each sample—63 percent of apprentices and 66 percent of graduates—indicated overall satisfaction with their working lives. However, slightly lower percentages of apprentices than graduates responded that they were satisfied with their incomes (both personal and household), their overall financial situation, and their standard of living—all of which is consistent with the income data presented in Table 28. Less than one third of the apprentice sample, compared with one half of the graduate cohort, indicated satisfaction with their prospects of promotion. While this data could be seen to signal perceptions of a lack of future opportunity among apprentices, it more probably reflects their broader employment experience and context (our results suggest that promotion is a much more frequent cause of job change for graduates than for apprentices). Family formation is likely to account, at least in part, for the conspicuous gender gap among graduates in relation to their perceived prospects of promotion; 67 percent of males but only 41 percent of females indicated satisfaction in this regard.  

CONCLUSION

The overview of quantitative data presented in this paper, collated from Stages 1 and 2 of the Working Lives project, begins to convey the complex picture that has begun to emerge of occupational and skill trajectories over the first 10 years of working life. Many participants reported constant change in their working lives and in the occupational choices they had made—many of which were constrained in some way by the complex interaction of social factors and personal circumstances. Contrary to the assumptions of human capital theory, our preliminary findings indicate that occupational trajectories are not determined in advance by apparently rational investments in education and training. Rather, career pathways are subject to a variable range of influences and motivating factors, from desire to travel, desire to broaden experiences, changes in location, dissatisfaction with long working hours and unsafe work practices to the success or failure of marital and other personal relationships and duties of care in relation to children and aging parents. The issue of gender is still a major difference reflected in the full-time/part-time work division and the differential salaries between males and females. An interesting finding relates to the continued and varied forms of formal and on-the-job training that both bachelor degree graduates and apprentices undertook further to 

their initial qualifications. This data needs to be explored further in relation to the changing skills requirements of future workforces and the provision of new and innovative programs and training courses. 
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Appendix

SOME WORKING DEFINITIONS
Re-creating individual working-life trajectories entails a subtle negotiation of terms such as job, employer, and occupational change. Our initial instinct to distinguish between changes in job, employer and occupation coincided with a set of definitions subsequently proposed by Feldman and Ng (2007). 

Accordingly, we refer to job change as any change in work responsibilities, organizational position, geographic location or title that maintains or extends the broad occupational field that the individual is working in prior to the change. In some instances job change might result in reduced responsibilities or position but will nevertheless rely on the acquired skill/qualification base of the person and their activities in their previous job. Job change can occur within an organization through promotion, transfer or re-organization and may or may not occur voluntarily. Job shift or change can also occur by changing employer. 
Employer change refers to any change in the owning entity responsible for establishing and maintaining the labour contract with an individual. Employer change includes shifts between  self-employment and employee. An ambiguous area is that of labour hire, in that an employee of a labour hire company might work across several different enterprises in a range of job titles related to his or her skill/qualification base.

Occupational change is characterized by a movement away from a conventional (linear) career pathway into a job that involves learning new skills and adapting to new work environments. Occupational change also includes the shift into managerial positions where organizing, monitoring and leadership activities become dominant, relative to the skills applied in a previous job. 

These definitions have been used by us as guidelines rather than as a rigid system of classification. The dividing line is not always precise. For example, from one of our case studies: when a plumber becomes the director of his own company employing people and coordinating contracts across multiple projects, gradually diminishing his hands-on activity, at what point does his occupation become ‘manager’ as opposed to ‘plumber’? Although as Feldman and Ng note, such changes are commonly referred to as career shifts, we tend to view the concept of career more inclusively, as the ‘evolving sequence of a person’s work experience over time’ (Arthur, 2008, p. 166). This definition has the benefit of allowing ‘parallel work experiences, and successive sets of experiences in apparently disconnected fields of employment’ into considerations of the typical complexity of individual career trajectories. 

References in Appendix

Arthur, M. B. (2008). Examining contemporary careers: A call for interdisciplinary inquiry. Human Relations, 61(2), 163–186.

Feldman, D. C. and Ng, T. W. H. (2007). Careers: Mobility, embeddedness, and success. Journal of Management, 33(3), 350–377.

* A project supported by The Australian Research Council in collaboration with The National Centre for Vocational Education Research, The Victorian Department of Education and Early Childhood Education, SKILLED Group and The Royal Melbourne Institute of Technology.





�	An initial distinction can be made between ‘life history research’ and ‘life course research’ (Somekh & Lewin, 2005). Both approaches use life stories gathered through interviews as their starting point. Life-history research is ‘interpretive’ on two levels: life stories are the participant’s interpretation of his or her own life, and further interpretation occurs when the researcher transforms these stories into a life history by embedding them in their social and historical contexts. Life-course research, on the other hand, tends to focus on real time—the ongoing present—and aims to capture the life in process, often through successive interviews, in order to examine complex relationships (Biesta Hodkinson & Goodson, 2005). An example of a current project using both approaches is Learning Lives: Learning, Identity, and Agency in the Life Course, funded in Britain by the Economic and Social Research Council and seeking to understand how various forms of learning impact on individual identities, sense of agency, and the capacity to exert control over one’s life. The qualitative research involves a series of in-depth interviews with around 100 adults aged over 25. Over a three-year period, the same periodic interviews are being used to collect both life history data and ongoing life and learning data (Hodkinson, 2005a, 2005b). 


�	This age restriction is designed to reduce possible variability in benefit gains that might be introduced by mature-age persons undertaking further education or vocational training. Note that three different dimensions of age occur in the life-course literature. Apart from biological age, the two other dimensions are period, referring to the distinctive historical and cultural events experienced by persons of a given age, and cohort, the socially shared experiences of age peers. Cohort effects are due to the interaction of age and historical period. Life experiences vary across successive birth cohorts, with different birth years resulting in changed social and economic circumstances, and thus changed structures of opportunity for groups of individuals (Shanahan, Elder & Miech, 1997).  
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