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Hon David Pisoni MP 
Minister for 
Innovation & Skills

A skilled workforce is vital to grow our state’s economy. Apprenticeships and traineeships 
create a ready supply of skilled, qualified workers that South Australia needs in industries 
that require them. 

The South Australian Government is supporting business to create more jobs, better 
leaders and stronger economic growth. Through our $203 million Skilling South Australia 
program, we are creating an additional 20,800 apprenticeships and traineeships over 
four years.

As part of our reforms to strengthen South Australia’s training system, we are ensuring 
the apprenticeship and traineeship system is accessible, easy to navigate and geared 
towards the current and future needs of industry.

Fundamentally, our training system is now industry-led. In January, I established eight 
new Industry Skills Councils: Agribusiness; Defence, Aerospace, IT & Cybersecurity; 
Creative Industries, Business & Digital Platforms; Health, Disability, Aged Care & 
Community Services; Construction, Mining & Energy; Education & Service Sector; Food, 
Wine, Tourism & Hospitality; and Transport & Manufacturing. 

The Industry Skills Councils have been established to provide critical advice direct from 
industry on priorities around skills, training and workforce development, with each Chair 
being members of a revitalised Training and Skills Commission.

Last year, through a series of regional and metropolitan visits, we asked a range of 
businesses and employers, what they need from the apprenticeship and traineeship 
system - the feedback received continues to inform the State Government’s training 
reforms. 

The Training and Skills Commission has made informed recommendations under five key 
areas to help the system adapt and evolve—these recommendations are further detailed 
in this paper. 

The Commission is working with the Industry Skills Councils, the Department 
for Innovation and Skills, and industry and training bodies to implement the 
recommendations.

Thank you to everyone who contributed to this paper. Your advice and commitment to 
skills training will help us ensure that government investment aligns with industry needs, 
leading to real jobs and new career outcomes for more South Australians.

David Pisoni MP
Minister for Innovation and Skills

Foreword
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Michael Boyce OAM 
Chair, Training and 
Skills Commission

The Skills for Future Jobs 2020 Series: Future-
proofing the South Australian Apprenticeship and 
Traineeship System project is the Training and Skills 
Commission’s exploration of the challenges that face 
the apprenticeship and traineeship system.

The Commission has long championed industry as a 
driving force in program and policy design, and I am 
pleased that industry took the opportunity to shape the 
future of apprenticeships and traineeships in this state 
by responding to our Discussion Paper launched by the 
Minister in May 2018.

This feedback has been used extensively to inform the 
recommendations presented here and I am confident 
that with some improvements, the apprenticeship and 
traineeship system will continue to deliver industry the 
skilled workers it needs. The resultant strong and flexible 
workforce will ensure South Australia’s attractiveness to 
investment and secure ongoing economic prosperity.

On behalf of the Commission I would like to thank 
everyone who has contributed to the discussion and 
provided the feedback that has enabled the broad ranging 
content of this paper.

Michael Boyce OAM
Chair
Training and Skills Commission

Adrienne Nieuwenhuis 
Chair, Traineeship  
& Apprenticeship  
Standing Committee

As Chair of the Commission’s Traineeship and 
Apprenticeship Standing Committee, I wish to 
acknowledge the overwhelming response to the 
Commission’s Future-proofing the South Australian 
Apprenticeship and Traineeship System Discussion 
Paper. We heard from industry, apprentices and 
trainees, training providers and various industry 
groups, and through their experiences and advice, 
we have been able to form a clear picture of the 
current system and identify the way forward.

In this recommendations paper the Commission 
has outlined the priorities for industry and 
government that will further enhance the 
apprenticeship and traineeship system and secure 
a source of high quality skills for industry. 

I look forward to continuing to work with you as 
we shape the Commission’s regulatory response 
to ensure South Australia’s apprenticeship and 
traineeship system is meeting the needs of our 
industries and providing the best platform for the 
development of a skilled workforce.

Adrienne Nieuwenhuis
Chair
Traineeship & Apprenticeship Standing 
Committee
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Training plays a vital role in securing the economic 
prosperity of South Australia by ensuring a supply of skilled 
workers for industry, facilitating innovation, and building 
confidence in local capability. Apprentices and trainees 
have been, and continue to be, an important and lasting 
contributor to the state’s skilled workforce, providing 
targeted skills development and delivering significant 
benefits through the work-based model of training.

South Australia faces a range of challenges; some are new, 
some perennial. The nature of work has always and will 
continue to evolve, owing to the influence of technology, 
emerging service platforms and the need to respond to 
global trends, competition and changing market dynamics. 
But if South Australia is to thrive, its economy must grow, 
its industries must diversify, and its workforce must be 
highly skilled. As policy drivers, we must regularly review 
and evaluate to ensure we are maintaining focus on quality 
outcomes and consider how the evolution of work will affect 
skills supply, and what this means for training models such 
as apprenticeships and traineeships.

The Commission’s extensive work listening to the views 
of stakeholders, reviewing the data and examining 
the applicable research has led to the conclusion that 
apprenticeships and traineeships remain a critical 
component in the supply of skilled workers. However, 
stakeholders revealed that there are areas for improvement 
in the quality of apprentice and trainee experiences, which 
combined with the government’s increased investment in 
the system, will ensure the system remains fit-for-purpose 
long into the future. 

Underpinning any attempt to repair and reform the 
system is a shared understanding of the purpose of 
apprenticeships and traineeships; that is to produce quality 
skilled workers when and where they are needed by 
industry. It is this fundamental purpose that needs to be the 
driver of investment in the system. The foundation of the 
system is strong, as evidenced by the continuing strength of 
training contracts in some industries, while the opportunity 
exists to expand this model into other industry sectors. 
However, to meet future demand and improve the actual 
and perceived value of apprenticeships and traineeships, 
some refinement in the system’s processes and supporting 
frameworks is needed. This report identifies and highlights 
where that refinement should occur. 

Stakeholders overwhelmingly told the Commission they 
preferred government to invest in providing support to 
apprentices and trainees, and their employers, to ensure 
high quality outcomes. The Commission agrees that a 
stronger focus on quality outcomes is required to ensure 
return on investment for current employers, to secure a 
workforce for industry, and to increase the attractiveness 
of apprenticeships and traineeships to new employers to 
young peope considering their first career and to those 
looking for new careers. 
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To support these quality outcomes, the Commission has 
made recommendations in five key areas:

Repair: administrative and regulatory functions are 
working well but require refinement to increase 
efficiency and deliver a truly seamless user 
experience. Improvements are required to the online 
information provision and registration platforms 
that take users from initial enquiry to appropriate 
sign-ups. Accurate career information from industry 
needs to be delivered directly to school students, 
and meaningful work experience opportunities are 
required to increase awareness of the apprenticeship 
and traineeship options available.

Reform: guidelines are in place to ensure quality 
skills outcomes, however, the system’s regulatory 
responsiveness to the needs of industry is due for 
review. The recommendations in the reform section 
of this report identify changes in regulation, and 
program and service delivery that should be made 
to build confidence in VET, expedite employer 
registration, and ensure the requirements for the 
supervision of apprentices and trainees reflect the 
reality of working in different contexts and sectors..

Support: the Commission’s engagement revealed 
that stakeholders are eager to receive assistance 
in navigating the core relationship of a Training 
Contract; that of the employer and employee. 
Among other recommendations in this section, 
the Commission advocates for greater support for 
employers to appropriately recruit and supervise 
apprentices and trainees and mechanisms to more 
effectively integrate training providers into the 
process. 

Promote: it became clear during consultation that 
preconceived notions continue to influence the 
desirability of apprenticeships and traineeships 
amongst parents and other advisors of young 
people. The Commission makes several 
recommendations to promote the many benefits of 
choosing the apprenticeship or traineeship pathway 
to both young people and employers, beginning with 
the need to deliver industry-informed and enticing 
information about opportunities to school students.

Advance: in this section the Commission looks at 
activity beyond essential system and regulatory 
activity that would increase the effectiveness, 
attractiveness and quality of the apprenticeship and 
traineeship system. One valuable tool missing in the 
conduct of this review was deep insight into how 
well the system is producing quality skilled workers 
for industry. Implementing robust data collection 
methods will develop a broader understanding 
of what success looks like, and will enable policy 
makers to target resources more effectively and 
measure outcomes.

Creating a responsive education and training system 
that delivers a highly skilled workforce for industry is 
the challenge and responsibility of all parties. Industry is 
fundamental to this in articulating its skill requirements. 
The education and training system needs to ensure it 
is delivering education and training in a variety of ways 
that meets, and indeed, exceeds those requirements. 
Government needs to provide the policy framework, 
funding and support that will continue to drive the delivery 
of a skilled workforce with the capability for economic 
growth and prosperity. 

Together with the new Industry Skills Councils (ISCs), the 
revitalised Commission is in a good position to gain greater 
industry insight than ever before. This insight will be used 
to deliver an apprenticeship and traineeship system 
prepared to deliver skilled workers to our future workforce. 

We will work with the Department, ISCs, broader industry 
and other relevant bodies to implement actions against our 
recommendations. We commit to regularly reviewing and 
evaluating how the apprenticeship and traineeship quality 
outcomes have been supported by legislative, regulatory 
and policy changes. The Commission is excited to play its 
part in further improving the system that already delivers 
so many skilled workers to industry and into meaningful 
career pathways
.
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Repair
1.1. The Commission recommends that the Department 

review and evaluate its requirements of 
Apprenticeship Network Providers (ANPs) and advises 
the Commonwealth of state-specific needs prior to 
the next round of tenders.

1.2. The Commission recommends that the Department 
undertake a review of the information sources 
available to users of the system and take steps to 
increase clarity and participants’ understanding 
of their responsibilities and obligations before the 
Training Contract is signed.

1.3. The Commission recommends that the Department:
a)   review its ICT solution to better support 

administration from sign-up to completion and to 
collect useful data about system outcomes and 
performance. External users should be included in 
this review.

b)  develop an innovative web-based platform that 
steps users through processes to register, hire 
and complete apprentices and trainees, and test 
this environment thoroughly with users before 
implementation.

1.4  The Commission recommends that the Department 
work to develop stronger relationships with ANP 
and group training organisation (GTO) field officers 
and encourage them to use Departmental staff as a 
source of expert and independent advice.

1.5  The Commission recommends that the Department 
review existing employment platforms and select a 
platform for advertising and seeking apprentice and 
trainee places and promotes it as the forum of choice 
for system users. Resources for small to medium 
enterprises (SMEs) should be developed to support 
proper recruitment processes.

1.6  The Commission recommends that the Department 
and the Department for Education work together with 
industry and other stakeholders to make it easier for 
industry and schools to connect to deliver accurate 
career information, meaningful work experience to 
students, and commence appropriate apprenticeships 
and traineeships.

Recommendations

Reform
2.1  The Commission recommends that the Department 

invest in resources to proactively review Training 
Package draft material, work with Skills Service 
Organisations (SSOs), and consult with industry 
through the state’s Industry Skills Councils (ISCs) 
before drafts are sent for endorsement. 

2.2  The Commission recommends that state 
representatives continue to advocate strongly 
for South Australia’s needs within the vocational 
education and training (VET) system at the 
Commonwealth level and ensure participation in 
the proposed National Skills Commission and Skills 
Organisation pilots.

2.3  The Commission recommends that the Department 
explore the costs and benefits of introducing a state-
based accreditation body for VET courses.

2.4  The Commission recommends that the state 
government continue to invest in vocational education 
by providing sustainable funding to training providers 
that are critical to regions and industries.

2.5  The Commission will clearly define the purpose of 
declared vocations and take steps to ensure only 
pathways that support that purpose are included on 
the TAPS.

2.6  The Commission recommends that the Department 
take steps to ensure that its policies, programs and 
resourcing do not encourage misapplication of 
traineeships.

1.7  The Commission recommends that the Department 
support the development and expansion of successful 
pre-apprenticeship and pre-traineeship programs 
through evaluation of existing programs and their 
outcomes and provision of sustainable funding.

1.8  The Commission work with the Department to:
a)  implement a regular review of declared trades 

and vocations to ensure the Traineeship and 
Apprenticeship Pathways Schedule (TAPS) 
remains current and contemporary 

b)  undertake a review of the trade and vocation 
declaration process to ensure it is serving the 
system’s goal of producing high quality skilled 
workers as demanded by industry

c)  make the TAP Schedule document more user  
friendly.



Skills for Future Jobs 2020 Series   7

Support
3.1  The Commission recommends that the Department 

investigate occupations with sharply increasing 
and declining apprenticeships and traineeships 
commencements to determine what elements 
contribute to success, and assess whether 
occupations in sectors that cannot afford the cost of 
training are appropriate to be trades or vocations.

3.2  The Commission recommends that the Department 
benchmark 21–24-year-old commencements and 
closely track trends across different trades and 
vocations over time to determine if intervention is 
required. 

3.3  The Commission recommends that the Department 
maintain focus on the quality of the system and 
consider carefully how to use funding to motivate 
employers to invest in training. 

3.4  The Commission recommends that the Department 
work with the Department of Education and Training 
(Cwlth) to research and determine how individual 
incentives could be targeted based on the variety 
of factors impacting affordability, and that incentive 
advice and claim processes are made easy to 
understand so individuals and employers understand 
their entitlements.

3.5  The Commission recommends that the Department 
examine the NSW experience and develop a 
supervisor training solution to pilot in this state.

3.6  The Commission recommends that the Department 
provide longer-term funding to GTOs to deliver 
support services to employers, especially in regional 
areas.

3.7  The Commission recommends that the Department 
pilot an intervention program that targets employers 
needing more support to recruit and supervise 
apprentices and trainees. 

3.8  The Commission recommends that the Department 
facilitate access to schools for industry advisors to 
improve appropriate commencements of school-age 
apprentices and trainees. 

3.9  The Commission recommends that the state 
government connect with local government, local 
industry and non-government social welfare programs 
to assess how regional and disenfranchised youth 
and migrants can be better supported to transition 
into apprenticeships and traineeships.

3.10  The Commission recommends that the Department 
examine how existing employer support entities can 
be assisted to ensure regions are not disadvantaged.

3.11  The Commission recommends that the Department 
work together with regional communities, local 
government and industry to find transport and 
accommodation solutions for apprentices and 
trainees, tailored to local conditions.

2.7  The Commission work with ISCs to review and revise 
the supervision guidelines to:
a) develop best-practice models for supervision 

in each industry to support understanding and 
implementation of the supervision guidelines 
e.g. National Electrical and Communications 
Association’s (NECA) guidelines

b) include supervision ratios that reflect the nuances 
of occupations

c) use Plain English, make the core purpose clear, 
update hyperlinks to resources, and include 
a clearer definition of supervision levels for 
apprentices and trainees at all stages

d) ensure employers’ obligations are clear and 
enforceable.

2.8  The Commission recommends that the Department, 
in its planned review of the Training and Skills 
Development Act 2008, reviews how non-compliance 
with supervision ratios can be expiable under the Act.

2.9  The Commission recommends that the Department 
undertake a comprehensive review of the employer 
registration process and ensure that a risk-based 
approach to approvals is implemented.

2.10 The Commission recommends that the Department 
work with the Commonwealth Department of 
Education, ANPs and registered training organisations 
(RTOs) to develop options for RTOs to connect with 
employers earlier in the training contract sign-up 
process.
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Promote
4.1  The Commission recommends that the Department 

work with the school sector to deliver industry-
informed and enticing information about 
apprenticeships and traineeships to school students.

4.2  The Commission recommends that the Department 
work closely with industry, other departments and 
schools to develop and deliver engaging marketing 
campaigns to promote the benefits of apprenticeship 
and traineeships.

4.3  The Commission recommends that the public 
sector at all levels demonstrate the value of training 
investment by increasing apprentice and trainee 
recruitment

4.4 The Commission recommends that government look 
at providing secure ongoing funding for existing and 
new GTOs operating in critical skills areas.

4.5 The Commission recommends that the Department 
undertake an investigation of the drivers of, and 
extent of poaching within the apprenticeship and 
traineeship system and, if problems are identified, 
take steps to ameliorate them.

4.6 The Commission work with the Department to build 
more confidence in the state training awards and 
explore other mechanisms to acknowledge quality 
training outcomes.

Advance
5.1 The Commission recommends that its quality 

outcomes for apprenticeships and traineeships are 
adopted by government departments, both to inform 
resource allocation and to measure the success of 
the system.

5.2 The Commission recommends that the Department 
review data collection strategies and practices 
to improve insight into the impact and quality of 
apprenticeship and traineeships.

5.3 The Commission recommends that the Department 
measure program or policy performance against 
clearly identified criteria.

5.4 5.4 The Commission will work collaboratively with 
ISCs, industry and the Department to improve the 
actual and perceived value of traineeships.

5.5 The Commission recommends that the Department 
work closely with industry through the ISCs to 
develop insight and seek to address skills shortages 
before they affect productivity.

5.6 The Commission recommends that the Department 
advocate in the training package development 
process for the continued inclusion of broader skills 
in AQF qualifications to ensure the adaptability and 
transferability of apprentice and trainee skills.

5.7 The Commission will work with the Department to 
develop a detailed skills demand forecasting model 
and use this to support industry, secure its future 
workforce, and inform and advise any Commonwealth 
workforce assessment bodies.

5.8 The Commission recommends that the Department 
work with ISCs and industry to identify and promote 
opportunities for higher level apprenticeship and 
traineeships.

Recommendations
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1. Repair
Navigation and comprehension
Stakeholders overwhelmingly reported difficulty in 
navigating the system. This was particularly so for SMEs 
using direct employment. GTOs and ANPs are available 
to assist employers with navigating the system; however, 
GTOs do not offer service in all sectors and regions. 

As a support resource for the commencement 
process, ANPs received mostly positive feedback from 
stakeholders; however, a pattern emerged where large 
employers had high praise for the support provided 
at sign-up and beyond. In contrast, small to medium 
employers tended to feel dissatisfied with the support 
provide to them after sign-up, and some were surprised 
to hear that other organisations received any follow-up 
beyond commencement. 

The value of GTOs in navigating the system on behalf of 
employers should be promoted to potential employers, 
and both GTOs and ANPs could be supported with 
standardised induction kits and processes so that the 
Department can be certain that each employer and 
apprentice or trainee is not only receiving the right 
information, but thoroughly understands it. To produce 
quality outcomes, the activity of ANPs, or any support 
service provider, must be driven by a more comprehensive 
range of performance indicators than by commencement 
and completion numbers, and the quality of support 
provided needs to be part of the assessment of 
performance

1.1  The Commission recommends that the 
Department review and evaluate its requirements 
of ANPs and advise the Commonwealth of  
state-specific needs prior to the next round of 
tenders.

Stakeholders expressed concern about what they see as 
a lack of understanding of what the training contract and 
related arrangements require from each participant. It was 
acknowledged that all the information is available, but 
some thought it was not in an easily digestible format for 
young people or time-poor and first-time employers. 

At the point of sign-up, both parties are keen to get started 
and do not always take the time to fully understand the 
extent or consequences of their responsibilities; it is not 
until problems develop later that they might realise they 
were misled or misunderstood key points. For example, 
some RTOs provided feedback that some employers are 
surprised to receive an invoice for the training delivered to 
their apprentice. 

The Commission’s review 
of the apprenticeships and 
traineeships system revealed 
that there are aspects of 
the system that are working 
adequately but require 
improvement to ensure 
accessibility and quality 
outcomes. Addressing 
concerns raised about the 
effectiveness of the current 
system will create the best 
possible experience for 
current users and those 
who are new to the system. 
Employers who have 
positive experiences are 
more likely to hire another 
apprentice or trainee, and 
young people who enjoy 
their apprenticeship or 
traineeship will become 
strong advocates of the 
system.
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In seeking to improve retention rates for apprentices and 
trainees, improving the expectations of all parties prior to 
commencement will lead, not only to greater satisfaction 
with the apprenticeship and traineeship, but to greater 
retention rates1. Additionally, making the process easier 
to understand will encourage more commencements 
from first-time users. ANPs and GTOs are there to assist 
employers in navigating this process, but the goals and 
incentive structures of these bodies can mean that sign-
ups are hasty and occur before the employer or employee 
has a genuine understanding of the contract terms and 
their options, for example, the choice of an RTO. 

Stakeholders who are business owners and managers tell 
us they are time-poor, and that difficulties in obtaining clear 
information or understanding the process will deter them 
from proceeding with a training contract. Employers need 
a process that speaks their language and is easy to follow 
without a background in VET. Stakeholders frequently 
mentioned wanting a ‘one-stop shop’ for information about 
the system, and a simple flowchart that would tell them the 
next step to take in the process.

1.2  The Commission recommends that the 
Department undertake a review of the information 
sources available to users of the system and 
take steps to increase clarity and participants’ 
understanding of their responsibilities and 
obligations before the Training Contract is signed.

Administration
During engagement, concerns were raised by RTOs about 
their place in the sign-up process. The parties to a training 
contract are the employer and the employee, with the 
training provider required to develop the accompanying 
training plan, which is currently written up after the training 
contract has been signed. Some employers and RTOs 
viewed it as inefficient that the training providers are not 
part of the conversation until a training contract is already 
signed. The Commission heard that this has, in some 
cases, led to apprentices or trainees being signed up to 
the incorrect pathway or the employer not understanding 
the off-the-job training structure, content or expense. 

 
 
 
 
 
 
 

1.  Smith, E., Walker, A. & Brennan Kemmis, R., 2011. Understanding the  
  psychological contract in apprenticeships and traineeships to  
  improve retention. Adelaide: NCVER; Fair Work Ombudsman, 2018.  
  Guide to taking on an apprentice, s.l.: Fair Work Ombudsman. 

The state government database that supports processing 
of training contracts is reported as a source of frustration 
for users. The Commission heard feedback about cases 
where information required for commencement did not 
reach the training provider in a timely manner or was 
incorrect. When that occurred, the RTO was burdened 
with seeking the correct information, which delayed the 
commencement of new students, reduced the RTO’s 
ability to plan and made them the target for employers’ 
frustrations. ANPs are well-placed to assist employers with 
the sign-up process and certainly the majority of users are 
happy with the services provided. However, there is room 
for improvement in the communication between ANPs and 
the Department to reduce frustration for users. 

There have been multiple improvements made to the 
sign-up process and navigation of the system over the 
years, but the process still doesn’t seem to be a seamless 
experience for users. Stakeholders unfamiliar with VET 
continue to find the system bewildering. There is a 
need to ensure any new process, online environments, 
and forms are tested with a diverse user group before 
implementation. User testing will ensure that the ‘novice 
user’ point of view is considered. Comprehensive online 
induction tools exist for large and complex entities and 
implementing a solution that takes users through one step 
at a time would help reduce confusion.

1.3  The Commission recommends that the Department:
a) review its ICT solution to better support 

administration from sign-up to completion and to 
collect useful data about system outcomes and 
performance; external users should be included 
in this review.

b) develop an innovative web-based platform that 
steps users through processes to register, hire 
and complete apprentices and trainees, and test 
this environment thoroughly with users before 
implementation.

1.4  The Commission recommends that the Department 
work to develop stronger relationships with ANP 
and GTO field officers and encourage them to 
use Departmental staff as a source of expert and 
independent advice.
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Connection
Employers, apprentices and trainees reported difficulty in 
identifying opportunities. Young people the Commission 
spoke to struggled to find an apprenticeship or traineeship, 
even if they knew what they wanted to do. Feedback from 
industry stakeholders also told us that smaller employers 
still prefer to recruit through their own networks rather 
than using an open recruitment process via a job site or 
professional recruiter. Industry job boards exist, and GTOs 
recruit directly from RTOs and trade schools, but the lack 
of a broad-reaching and systemic approach to recruitment 
restricts opportunity for young people and reduces the 
recruitment pool for employers. 

Like many other aspects of this system, there is a 
fragmented effort in the advertising and job seeking space. 
A ‘one-stop shop’ for apprenticeships and traineeships 
could include a job board service that provides an efficient 
and intuitive way for young people to seek apprenticeships 
and traineeships, and for employers to post jobs that will 
be seen by those specifically looking for a job linked to a 
training outcome. Online job advertising forums already 
exist that could be leveraged. The provision of job ad 
templates and a recruitment resource may be all that is 
required to enable SMEs to advertise apprenticeships and 
traineeships in a way that will attract many more suitable 
applicants.

1.5  The Commission recommends that the Department 
review existing employment platforms and select a 
platform for advertising and seeking apprentice and 
trainee places and promote it as the forum of choice 
for system users. Resources for SMEs should be 
developed to support proper recruitment processes.

 
The transition from school to the workforce is a key period 
during which to inform and connect young people with 
the options offered by apprenticeships and traineeships. 
Stakeholders told us they see variation in how well schools 
deliver career guidance and promote apprenticeships and 
traineeships. One apprentice we spoke to explained that 
his school actively discouraged his attempts to seek an 
apprenticeship and, if not for the support of his family, he 
may not have pursued the career path he is now enjoying. 

This story was not unique during the Commission’s 
consultation. Schools can play key a role in raising 
awareness of apprenticeship and traineeship options by 
reducing the focus on attaining high ATARs, which in any 
case are just one of many pathways to university2, and 
instead focus on promoting stories and statistics about 
school alumni who find success as apprentices or trainees. 

The 2018 South Australian Certificate of Education 
(SACE) Review3 also found that improvement could be 
made in promoting apprenticeships and traineeships 
and career information in schools, and made specific 
recommendations that this promotion is supported 
through a few different mechanisms, including a Stage 1 
investigative option, demonstrating how vocational options 
connect with SACE subjects, and developing a SACE 
completion package4.

Our stakeholders told us that work experience is, in many 
cases, insufficient in length and quality for students to 
get a feel for occupations. Additionally, stakeholders said 
work experience could be difficult or impossible to set 
up due to workplace WHS or insurance requirements. 
Finally, connection with industry can be difficult for 
individual schools to establish across the breadth of 
vocations that students may be interested in. Hence, 
the Commission welcomes the recommendations of the 
recent SACE Review to work with industry and government 
‘to identify “taster courses” for students contemplating 
apprenticeships or traineeships’5. The 2018 Mitchell 
Institute report, Connecting the Worlds of Learning and 
Work, highlights the broader benefits of connecting 
schools with industry and recommends that governments 
‘address the systemic structural barriers, information 
barriers and equity barriers’ that face schools trying to 
connect with industry. 

The meaningful connection of industry and schools will 
enable young people to make better informed career 
choices and lead to more appropriate apprenticeship and 
traineeship commencements. Support for schools may 
come in the form of standardised and current resources 
informed by industry; dedicated school career counsellors; 
time for teachers to undertake professional development in 
career counselling; and a central contact point for schools 
to connect with industry representatives.

2.    Pilcher, S. & Torii, K., 2018. Crunching the numbers: Exploring the  
       use and usefulness of the Australian Tertiary Admission Rank 
  (ATAR), Melbourne: The Mitchell Institute.
3.    SACE Board, 2018. SACE Stage 2 Review. Adelaide: Government of  
       South Australia.
4.    SACE Board, pp18–19.
5.    SACE Board, pp 18.
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1.6  The Commission recommends that the Department 
and Department for Education work together with 
industry and other stakeholders to make it easier 
for industry and schools to connect to deliver 
accurate career information, meaningful work 
experience to students, and commence appropriate 
apprenticeships and traineeships.

There is a role for government in supporting the 
development of the apprenticeship and traineeship 
recruitment pool and connecting them with employers. Part 
of this entails working with schools and industry to improve 
the career information provided to young people. Another 
part is the support and development of pre-apprenticeship 
and pre-traineeship programs that allow job seekers 
to ‘try before they buy’ and allow employers to select 
from candidates who have demonstrated interest and 
commitment to the type of work. 

Industry provided feedback to the Commission about 
their desire to work with government to develop effective 
pre-apprenticeship programs because they see the value 
provided by these bespoke programs reflected in more 
appropriate commencements, leading to higher completion 
rates and satisfaction for employers and individuals. 
Research supports this approach, as personal experience 
with an occupation or related activities was revealed as a 
common reason for pursuing an apprenticeship6. 

However, research also reveals the variable success 
of pre-apprenticeship programs7; some have great 
success in increasing completions, others have little or 
negative effect. This is due to the variation in the design 
of such programs. To gain value from investment in pre-
apprenticeship and pre-vocational programs, policy makers 
must take time to establish benchmarks for program 
design and evaluate outcomes before committing funding 
that allows industry to plan and build pathways over time. 
Generic pre vocational courses are not the same as pre 
apprenticeship or pre traineeship courses and should not 
be conflated.

6.     Hargreaves, J. & Oborne, K., 2018. Choosing VET: aspirations,  
        intention and choice, Adelaide: NCVER.
7.     Karmel & Oliver, 2010. Pre-apprenticeships and their impact  
        on completion and satisfaction, Adelaide: NCVER.

A well-designed pre-apprenticeship can: 

• provide young people and existing workers with 
valuable information to improve their decision-making 
about a future occupation

• improve the likelihood that participants may secure an 
apprenticeship opportunity later

• be of benefit to some employers by assisting them to 
assess the suitability of apprenticeship candidates8.

Research to date tells us that programs designed by 
industry specialists with apprenticeship or trainee 
recruitment in mind are more effective in boosting 
apprentice numbers, and lead to higher completion 
rates9. Beyond that, little further data exists to develop 
benchmarks for successful pre-apprenticeship programs. 

It is vital that any investment the government makes in 
pre-apprenticeships is backed by established program 
parameters, based on existing research and examination 
of past program successes, rigorous data collection, and 
regular evaluation to improve our knowledge about what 
makes such programs work well. Targeting of support to 
programs operating in areas of high unemployment and 
high skills demand may provide relief to regional areas and 
help to address access issues in low-socioeconomic areas. 

1.7  The Commission recommends that the Department 
support the development and expansion of success-
ful pre-apprenticeship and pre-traineeship programs 
through evaluation of existing programs and their 
outcomes and provision of sustainable funding.

8.     PhillipsKPA Ltd, 2018. Apprenticeships Post-2020: National  
        Apprenticeship Forums 2017–18 Final Report, Melbourne: PKPA. 
9.     Toner, P. & Lloyd, C., 2012. A Study Into Pre-Apprenticeship Delivery  
       Models and Their Labour Market Outcome, Sydney:  
        Group Training Australia. 
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School-based apprenticeships and 
traineeships
In 2018 school-based apprenticeships and traineeships 
comprised 4.5 per cent of all trade training contracts and 
33.8 per cent of all non-trade training contracts in South 
Australia10. Stakeholders have told us that school-based 
apprenticeships and traineeships are effective pathways 
for young people to transition from school to work, and 
many told us schools should do more to recognise 
and promote them as legitimate pathways, not merely 
as an alternative to tertiary education for academically 
underperforming students. This tallies with feedback 
to the SACE Review which reported that 88 per cent of 
respondents wanted to keep and improve VET in SACE 
options for students11. 

The current state government has committed to support 
school-based apprenticeships and traineeships by working 
with schools to reduce the challenges students face in 
completing SACE while undertaking an apprenticeship 
or traineeship. The SACE Review has supported this goal 
through its Recommendations 7 and 8; taking steps such 
as implementing a SACE completion package to allow 
students to ‘bank’ VET competencies, actively promoting 
VET pathways, and allowing literacy and numeracy 
components of VET courses to be counted towards the 
SACE. The Commission supports these recommendations 
and believes these actions would improve the quality and 
quantity of school-based apprenticeships and traineeships.

10.    NCVER, 2018. Australian vocational education and training  
        statistics: Data slicer: Apprentices and Trainees, June 2018,  
        Adelaide: NCVER.
11.    SACE Board.  

Anecdotally, there are many benefits to well-informed 
school-based apprenticeship and traineeship 
commencements. However, it should be noted that there 
are so many limitations to tracking the conversion of 
school-based apprentices and trainees to full-time training 
contracts that it is not possible to draw reliable conclusions 
about completion rates or quality. The system relies upon 
students updating the Department when they leave school 
and continue in their training contract, but there is no 
incentive to take this action and it commonly occurs only 
when a change to the training contact is required e.g. if the 
student changes employer. 

The Commission heard from several school-age 
apprentices who are having very positive school-based 
apprenticeship experiences. When asked what made it 
work for them, they all mentioned that taking the time to 
make sure they had found the right fit with their employer 
before commencing was vital, or in the words of one 
apprentice, ‘don’t go with the first employer to offer you a 
job’. 

Also, of great value to these students was the VET 
coordinator working with their schools, one of whom 
went to great lengths to meet with the apprentice’s family, 
school, and employer to establish expectations before the 
training contract was signed. This level of support may not 
be what is expected, but it was that care and dedication 
to getting the right match that ensured a positive outcome 
for this young person, who is now excited about leaving 
school to head straight into an industry he is passionate 
about. The experience of these young people is supported 
by findings of research such as Smith et al.’s 2011 work 
on the psychological contract between apprentice/
trainees and employers, which found that managing 
expectations early in the training contract is important for 
high satisfaction with experiences of apprenticeship and 
traineeships. 

The Commission maintains that the purpose of 
apprenticeships and traineeships is to produce skilled 
workers who work in the industry in which they train. While 
a certain level of attrition can be expected from young 
people who are finding their way in life, more should be 
done to support appropriate commencements and reduce 
waste in employer investment, government funding and 
missed youth earnings.

The Commission reiterates Recommendation 1.6 
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TAP Schedule 
The Traineeship and Apprenticeship Schedule (TAP 
Schedule) is a list of trades and vocations that are 
available to be undertaken under a training contract, 
with the pathways are linked to AQF qualifications. The 
TAP Schedule is a function of the trades and vocations 
declaration process, which is a responsibility of the Training 
and Skills Commission under section 6 of the Training and 
Skills Development Act 2008. The declaration process 
pursues quality outcomes for the apprenticeships and 
traineeships system by only admitting to the TAP Schedule 
those occupations appropriate to the on-the-job learning 
model, and where a skills demand is evident. 

Most stakeholders felt that the TAP Schedule is an 
important quality checkpoint, just as employer registration 
provides a check point for quality on-the-job training 
provision. Some frustration was expressed at the national 
inconsistency over the definition of a trade or vocation. 
Stakeholders see national harmonisation as a good 
solution to this, rather than abandoning the declaration 
process.

Since its inception the TAP Schedule has grown to 
include thousands of pathways and, aside from the 
removal of pathways with zero activity in 2014, systematic 
maintenance of the TAP Schedule has not been 
undertaken. Currently the AQF qualifications aligned to 
pathways are updated as Training Packages are released, 
but little further work is done to review the quality of 
existing pathways or assess whether current trades and 
vocations are still appropriate pathways valued by industry 
and the individuals who may undertake them. A TAP 
Schedule that is a reliable and contemporary reflection 
of industry needs would provide a more effective and 
transparent tool for government in its policy and funding 
decisions.

Similarly, the Commission’s Guidelines, Application for 
the Declaration of Trades and Vocations Under the 
Training and Skills Development Act 2008, require further 
review, including development of clearer criteria for the 
approval of pathways, particularly for industries new to 
apprenticeships and traineeships. Greater clarity and 
definition will aid proponents in applying, and will assist 
the Department in its review of existing pathways, and the 
Commission in making pathway application decisions. 

Currently the TAP Schedule is a static document hosted 
on the Skilling South Australia website. Access to the list 
of approved trades and vocations could be improved by 
hosting an easily locatable, searchable online list with 
additional informational fields, for example indicating the 
applicable supervision ratio or employment Award, or 
linking with the subsidised training list (STL). Additionally, 
the process that proponents must step through between 
the Department and the Commission could be made 
clear at the outset and include a realistic expected 
timeline to approval. The Commission acknowledges 
that the Department does a lot of preparatory work with 
proponents before the application is referred to the 
Commission; this should continue to reduce the amount 
of time that is used by back and forth requests for further 
information. 

1.8  The Commission work with the Department to:

a) implement a regular review of declared trades 
and vocations to ensure the TAP Schedule 
remains current and contemporary 

b) undertake a review of the trade and vocation 
declaration process to ensure it is serving the 
system’s goal of producing high quality skilled 
workers as demanded by industry

c) make the TAP Schedule document more user 
friendly.
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2. Reform

VET system
Apprenticeships and traineeships are linked to nationally 
accredited VET qualifications. The advantages are national 
recognition of skills attainment, portability and reduced 
duplication of effort in developing standards for training, 
and alignment with the Australian Qualification Framework 
(AQF). However, there are drawbacks to participation in the 
national system, including the need for training standards 
to be broad enough to satisfy differing legislative and 
regulatory requirements between states and territories, 
and the length of time it takes to develop and approve 
Training Package updates. 

Stakeholder engagement 
offered clear feedback that some 
areas of the apprenticeship 
and traineeship system require 
legislative or regulatory reform. 
Issues such as supervision, 
employer registration and the 
maintenance of the TAP Schedule 
can be managed by the state 
government. However, as the 
apprenticeship and traineeship 
system uses VET qualifications 
that are the responsibility of the 
Commonwealth government, 
reform must aim to achieve 
a responsive and flexible 
apprenticeship and traineeship 
system.

Training standards relevance

Stakeholders informed us that the training package 
development process, although reviewed in 2015, remains 
slow to respond to changing skills requirements in some 
industries, feedback that was echoed in the recent 
Joyce Review of VET12. The capacity of SSOs and the 
representativeness of Industry Reference Committees IRCs 
has been called into question by stakeholders, with some 
Training Packages continuing to lag skills needs in South 
Australia.

Greater effort should also be made to engage South 
Australian industry with training package development 
work. It is too late to mount objections to draft training 
package material once it is already sent for endorsement; 
industry needs to be aware of proposed changes while 
there is time to influence them. Following the Joyce 
review there may be further reform to the national VET 
system designed to bring industry closer to the training 
package development process. This activity should be 
monitored closely to ensure South Australia’s involvement, 
and to establish efficient connections between our state 
Commission and ISCs and the proposed national Skills 
Organisations, National Careers Institute, National Careers 
Ambassador and National Skills Commission13.

Depending on the outcomes of Commonwealth pilots 
to improve training package development timelines, the 
potential for the establishment of a state accreditation 
body to meet demand for industry training needs should 
be considered.

2.1  The Commission recommends that the Department 
invest in resources and make better connections 
to proactively review Training Package draft 
material, work with SSOs, and consult with industry, 
thorough the state’s ISCs, before drafts are sent for 
endorsement. 

2.2  The Commission recommends that state 
representatives continue to advocate strongly for 
South Australia’s needs within the VET system at 
the Commonwealth level and ensure participation in 
the proposed National Skills Commission and Skills 
Organisation pilots.

2.3  The Commission recommends that the Department 
explore the costs and benefits of introducing a 
state-based accreditation body for VET courses.

12.  Commonwealth of Australia, 2019. Strengthening Skills: Expert  
       review of Australia’s Vocational Education and Training System,  
       Canberra: Department of the Prime Minister and Cabinet.
13.  Commonwealth of Australia, 2019.
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Training standard content

In addition to the currency of training 
products, stakeholders made various 
comments about the breadth of training 
delivered under a VET qualification. 
Some believed the scope of learning 
was too narrow, others too broad. 
This varied feedback reflects the, 
sometimes, competing interests of 
the two core parties to the training 
contract; the employer and the 
employee. 

The motivations of an employer in 
taking on an apprentice or trainee 
affect not only the effort put into 
training, but the type of qualification 
they would prefer to deliver. An 
employer focused solely on current 

VET image and training quality

The decline of VET generally cannot be ignored when 
considering the health of the apprenticeship and 
traineeship system. It is broadly accepted that VET quality 
in Australia has suffered under sustained funding cuts15. Of 
particular concern is the decline in investment in the VET 
sector in comparison with other education sectors (see 
Figure 1)16. 

Additionally, increased opportunities for for-profit 
providers to enter the market have tested the capacity 
of the regulator to ensure quality educational outcomes. 
The public’s faith in the effectiveness and quality of the 
VET system needs to be rebuilt if employers are to be 
tempted to invest their resources in apprenticeships and 
traineeships. Industry and employers need confidence that 
industry expertise has informed the delivery of quality (i.e. 
up-to-date and relevant) training outcomes.

Building the capacity of training providers to deliver quality 
training that is responsive to industry demand will also 
improve the quality of the apprenticeships and traineeships 
system. Providing secure funding to RTOs in critical 
regions and industries will allow them to plan and focus 
resources on education. For this reason, the recent review 
and reforms of TAFE SA are welcome in ensuring that the 
state has a high functioning public provider. Additionally, 
pressure should be applied to the Commonwealth 
government to increase investment in VET to match the 
value it provides in skilling Australian workers as we move 
into a future where VET acquired skills will comprise 62 per 
cent of industry skills demand17.

15.  Commonwealth of Australia, 2018. Education and Employment  
  References Committee: Vocational education and training in South  
  Australia, s.l.: The Senate.
16.  Commonwealth of Australia, 2019, pp 69–70; Pilcher, S. & Torii, K.,  
  2017. Expenditure on education and training in Australia: update and  
  analysis, Melbourne: Mitchell Insitute.
17.  Training and Skills Commission, 2018. Economic Outlook, Adelaide:  
  Training and Skills Commission.

productivity is likely to be mindful of training costs 
and hence focussed on rapidly developing employee 
productivity and avoiding generic training that would 
be ‘wasted’ if not immediately used. Conversely, an 
apprentice or trainee is most interested in their own 
development as a skilled worker who is sought after by 
as many employers as possible, and so they will hold 
great interest in gaining both technical and transferable 
skills14. The tension between these competing interests 
means that the validity of qualification content will 
always be questioned. In this regard, the role of the 
RTO becomes paramount; they must ensure that 
training meets both employer and employee needs and 
maximises every opportunity to train a highly skilled 
worker.

Government, with its impetus to ensure that the state 
has access to skilled workers, needs to strike a balance 
between these two competing interests to ensure 
qualifications become neither too narrow nor too 
broad. Skilled workers are required to fill current skills 
gaps, but the state also requires a flexible workforce 
that can transition as work evolves. For these reasons, 
it is important that South Australia remains involved 
and alert to Commonwealth activity in the VET space 
and continues to have a voice in Training Package 
development. 

14.  Smits, W., 2005. The Quality of Apprenticeship Training: 
conflicting  
  interests of firms and apprentices, Maastricht: Unigraphic.

Figure 1: Expenditure on education by sector 2005–06 to 2015–16 
(base year 2005–06 = 100) from (Pilcher & Torii, 2017).
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2.4  The Commission recommends that the state 
government continue to invest in vocational 
education by providing sustainable funding to 
training providers that are critical to regions and 
industries.

Reversing the image of VET will take time, but the 
Commission recommends that proactive measures be 
taken to re-engage industry and the public in vocational 
education, as outlined in the Promotion section of this 
report. NCVER’s 2017 exploration of employers’ views 
of VET found that 77.5 per cent of employers nationally 
are satisfied with the training received by apprentices 
and trainees18. This figure is not as high as it has been 
previously but indicates that the system is not far off 
delivering a high quality training experience.

Although there is room for improvement in VET, there 
is ample evidence of positive outcomes that could be 
used to promote the sector and apprenticeships and 
traineeships. For example, 82 per cent of apprenticeship 
and traineeship completers are employed full-time after 
training, compared to 78 per cent of training-only VET 
pathway graduates and 69 per cent of university bachelor 
degree graduates. VET graduates’ median full-time income 
is higher than that of students who have completed a 
bachelor degree19.

 
Traineeships
Traineeships were introduced in the 1980s to help 
unemployed youth gain a foothold in the job market and 
were based on the apprenticeship model. However, they 
did not gain much traction until employer incentives were 
introduced to boost commencements in the mid-1990s20. 
This early utilisation as an employment tool continues 
to influence traineeships’ perception and use today. 
The value of the skills gained under some traineeships 
is brought into question by industries’ response to 
government funding and poor retention rates for some 
occupations. A combination of Skills for All and employer 
incentive funding encouraged enormous traineeship 
commencements numbers in 2011–2013, but this was 
not sustained once funding was reduced or removed, 
indicating that some industries either saw little inherent 
value in the training model or the model did not suit their 
commercial operating environment. 

18.  NCVER, 2017. Australian vocational education and training statistics:  
  employers’ use and views of the VET system 2017, Adelaide:  
  NCVER.
19.  Wyman, N. et al., 2017. Perceptions are not reality: Myths, realities  
  & the critical role of VET in Australia, Melbourne: Skilling Australia  
  Foundation.
20.  Knight, B., 2012. Evolution of apprenticeship and traineeships in  
  Australia: an unfinished history, Adelaide: NCVER.

Stakeholder feedback revealed to us that traineeships are 
not considered as high-quality as apprenticeships. There 
is no reason why this should not be the case, except that 
they have been utilised as an employment tool rather than 
as a specialised work-based skill development model, as 
apprenticeships have been. The impact of broader training 
funding initiatives on the actual and perceived quality of 
traineeships can be reduced by defining and adhering to 
the core purpose in regulation, policy and practice. 

Another factor impacting the value of traineeships 
is the trend towards overqualification that compels 
individuals to gain qualifications they do not need, in 
practice, in order to gain entry to employment. Skills IQ 
reported overqualification rates of up to 50 per cent in 
retail, tourism and sport21 and found that employers are 
increasingly using higher qualifications as a means to filter 
job applicants rather than recruiting based on the actual 
skills requirements for the role. In this context, it is more 
important than ever that the declaration process for trades 
and vocations thoroughly interrogates the skills need and 
qualification fit in order to ensure that overqualification isn’t 
perpetuated through the apprenticeship and traineeship 
system. 

2.5  The Commission will clearly define the purpose of 
declared vocations and take steps to ensure only 
pathways that support that purpose are included on 
the TAP Schedule.

2.6  The Commission recommends that the Department 
take steps to ensure that its policies, programs and 
resourcing do not encourage misapplication of 
traineeships.

21.  SkillsIQ, 2017. Right skills. Right time? The $4 billion annual cost  
  of over-qualification affecting one in four Australian workers,  
  Sydney: SkillsIQ.
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Supervision guidelines
In the pursuit of quality apprenticeship and traineeship 
outcomes, few aspects of the on-the-job training model are 
as important as the relationship between the employer and 
the employee being trained. The quality and effectiveness 
of this on-the-job relationship will impact on the likelihood 
of completion, and retention of that employee in the 
industry beyond the training period22. The core purpose of 
the Commission’s Guidelines for Persons Who Supervise 
Apprentices or Trainees (supervision guidelines) is to 
set standards for quality on-the-job supervision that 
will produce suitably and sufficiently skilled workers. 
Because it is intertwined with a quality on-the-job training 
experience, ensuring apprentice and trainee safety will 
necessarily comprise part of that supervision work, but any 
attendant WHS obligations should not be confused with 
the core purpose of the apprentice and trainee supervision 
guidelines. 

In developing supervision guidelines, the Commission must 
balance the need for regulation to ensure quality, which 
may make apprenticeships and traineeships unattractive 
to employers, with the desire to reduce regulation to 
simplify the system, which may reduce apprenticeship 
and traineeship quality. In the case of supervision for 
apprentices and trainees, for stakeholders in some 
industries the current balance is viewed as too far in favour 
of regulation; they say supervision ratios are unnecessarily 
restricting apprentice places. Other stakeholders are 
content with the current supervision guidelines and ratios 
and would not support any changes due to concerns about 
the quality of supervision. When it comes to supervision 
practices, it has become clear that what works in one 
industry may not work in another, and that a more nuanced 
approach to regulation of supervision is required if 
apprenticeships and traineeships are to work well across 
all industry sectors. 

Stakeholders have highlighted to us that the supervision 
guidelines currently lack consistency in the level of 
detail provided for supervision requirements between 
apprentices and trainees. Additionally, there is little support 
provided to help users contextualise the requirements to 
industry practices. Employers tell us that they already make 
judgement calls at workplaces based on their assessment 
of task danger, probability of materials waste, apprentice/
trainee experience and competence, work site location 
etc., but are aware that in doing so they are working 
against the supervision ratio requirements. 

22.  Bernarz, 2014. Understanding non-completion of apprentices, s.l.:  
  NCVER; Fair Work Commission, 2017. Factors affecting  
  apprenticeships and traineeships, s.l.: Commonwealth of Australia;  
  Misko, K. &., 2009. Apprenticeships and traineeships in the  
  downturn, s.l.: NCVER.

Further to this anecdotal feedback, the South Australian 
Employment Tribunal (SAET) has previously questioned the 
interpretation and enforceability of the guidelines as they 
are currently framed. The lack of specificity on the level 
of supervision left the Commissioner unable to rule on a 
matter related to supervision23 .

Supervision ratios are defined within the guidelines based 
on supervision practices that are believed to produce 
quality outcomes but must also be designed in such a 
way that they do not unnecessarily depress apprentice 
or trainee numbers. Providing support to employers in 
the form of clarified and nuanced supervision guidelines, 
implementation guides specific to industry, and mentoring 
and supervision support may be more likely to produce 
quality training experiences than enforcing a one-size-fits-
all ratio that many (not all) find overly stringent. 

Additionally, the lack of understanding of the current 
supervision guidelines demonstrated throughout the 
Commission’s engagement indicates that a Plain English 
review of the document would aid system users in better 
understanding both their responsibilities and the flexibility 
that exists. For example, no one interviewed knew that it 
was possible to apply for an exemption to the supervision 
ratios. The word ‘guidelines’ gave an impression to some 
users that they were suggestions about best practice, 
but not enforceable standards. Finally, clarification of 
the intent of the supervision guidelines would help to 
reduce confusion about the extent to which safety should 
preoccupy supervisors, and how a workplace supervisor 
differs from a supervisor of an apprentice or trainee. 

2.7  The Commission work with the ISCs to review and 
revise the supervision guidelines to:
a) develop best-practice models for supervision 

in each industry to support understanding and 
implementation of the supervision guidelines 
e.g. NECA guidelines

b) include supervision ratios that reflect the 
nuances of occupations

c) use Plain English, make the core purpose clear, 
update hyperlinks to resources, and include 
a clearer definition of supervision levels for 
apprentices and trainees at all stages

d) ensure employers’ obligations are clear and 
enforceable.

2.8 The Commission recommends that the Department, 
in its planned review of the Training and Skills 
Development Act 2008, review how  
non-compliance with supervision ratios can be 
expiable under the Act.

23.   Montgomery v Ryan’s Family Bakehouse Pty Ltd (2016)  
  SAIRCOmm 3.
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Employer registration
Currently the Training & Skills Development Act 2008 
requires that all employers of apprentices and trainees 
are registered with the delegated authority (currently 
the Department for Innovation and Skills). Registration 
of employers provides a checkpoint for quality; the 
employers’ capacity to train to the required standard; 
access to suitable equipment and resources; ability 
to allocate suitable work to the learner, and provide 
supervision that will directly impact the quality of training 
for the apprentice or trainee. 

With the on-the-job components of an apprenticeship 
or traineeship experience being the most impactful on 
decisions to leave a training contract24, taking time to 
review the work environment and capacity of employers 
is worthwhile to ensure the development of a high-quality, 
skilled workforce for industry. In occupations where 
traineeships have been abused by employers in the past, 
the pathway’s value has been diminished, evidenced 
by declining commencements and poorer employment 
outcomes for trainees25. 

Most stakeholders stated they valued employer 
registration; however, a portion did not agree and thought 
it was an unnecessary administrative burden without any 
impact on quality. The number of employers who withdraw 
their application once they gain an understanding of the 
obligations under the contract is higher than the number 
of applications refused. This indicates that the registration 
process serves as a checkpoint for employers to be sure 
they are prepared for the apprenticeship or traineeship 
journey. 

The Department reported in 2017 that there were 884 
new registration applications approved, 858 renewal 
applications approved, and 38 applications refused, or 
2.6 per cent of the total. While this seems a small number, 
it is more than four times the proportion refused in 2013 
(0.6 per cent)26. Four registered employers had their 
registration revoked in 2017 due to non-compliance with 
conditions of approval. 

24.  Karmel & Oliver.
25.  Karmel, T. & Rice, 2010. The economics of apprenticeships and  
  traineeships, Adelaide: NCVER.
26.  Department for Industry and Skills, 2017. Apprentice and trainee  
  data 2017. Government of South Australia.

Some stakeholders have provided feedback that the 
time taken to register as an employer before employing 
an apprentice or trainee is prohibitively long. It seems 
the decision to take on an apprentice or trainee can 
occur rapidly, with the individual to be employed already 
identified and, in some cases, already working for the 
business. This suggests that a more responsive method of 
handling employer registration is required, although taking 
the time to ensure the commencement is appropriate 
remains important to quality outcomes. 

Reform to the employer registration process might go 
further than implementing online registration and seek 
to pre-populate forms with existing data (looking at 
connecting to existing employer data sources elsewhere 
in government), developing a risk-based approach to 
automatically approve low-risk employers/occupations and 
focus resources for site visits on high-risk employers or 
occupations. 

Further improvement may be found by involving training 
organisations earlier in the sign-up process. Currently the 
employer and the individual signing the contract may not 
understanding exactly what will be required during off-
the-job training. While the Commission is not necessarily 
advocating having the training provider be a party to the 
training contract, if commencements are to be increased 
efficiently and effectively, consulting with the RTO to 
develop a training plan before the training contract is 
signed needs to be considered.

2.9  The Commission recommends that the Department 
undertake a comprehensive review of the employer 
registration process and implements a risk-based 
approach to approvals. 

2.10  The Commission recommends that the Department 
work with the Commonwealth Department of 
Education, ANPs and RTOs to develop options 
for RTOs to connect with employers earlier in the 
training contract sign-up process.
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3. Support

Financial support
The Commission asked stakeholders if they believed that 
apprenticeship and traineeship funding is appropriately 
targeted—68 per cent believe it is not. The following issues 
were cited:

Distribution of funding—some stakeholders believe that 
funding should be weighted towards commencement 
as that is when the expenses faced by employers 
are greatest. This feedback came mostly about 
apprenticeships, where the length of the training contract 
can be up to four years, whereas traineeships tend to be 
shorter in duration. 

Insufficient funding—some employers gave feedback 
that indicated the cost of hosting apprentices and trainees 
was the single factor contributing to their decision not 
to hire. This was more likely to be the case in non-trade 
occupations, the not-for-profit and government-funded 
sectors, low-profit margin sectors and occupations where 
shift work dominates the staffing model. Employers cite the 
cost of supervision in the early years of an apprentice or 
trainee’s training contract as the most expensive aspect, 
yet they say this is when they receive the least financial 
support from government. 

Support within the apprenticeship 
and traineeship system now 
includes financial and pastoral 
care provisions through 
various schemes, including 
Commonwealth and industry-
led programs. The myriad of 
mechanisms through which 
support is provided is a further 
source of confusion for users of 
the system. Employers report 
being confused about where and 
how they can access funding 
for training, travel, tools and 
supervision expenses, and are 
frustrated by the short periods 
associated with some funding 
schemes.

The focus on the expense of training contracts was higher 
in industries where staff costs are based on billable hours, 
or where profit margins are slim due to the commercial 
environment. If employers genuinely want to train but 
cannot afford to invest in training, the government needs 
to work with these industries and sectors to develop 
solutions, and it may be the case that an apprenticeship or 
traineeship is not the right fit because it demands greater 
employer investment than other training models. In this 
case, it is preferable that alternative training methods are 
sought rather than diluting the on-the-job training model. 

3.1  The Commission recommends that the Department 
investigate occupations with sharply increasing and 
declining apprenticeships and traineeships com-
mencements to determine what elements contrib-
ute to success, and assess whether occupations in 
sectors that cannot afford the cost of training are 
appropriate to be trades or vocations.

Mature-age ‘valley of death’—Many stakeholders told us 
that additional funding is needed for the 21–24-year-old 
cohort. This group is not eligible for the Commonwealth 
mature-age subsidy but attracts adult wages under Awards. 
Due to this, the cohort has become known colloquially 
as the ‘valley of death’, alluding to their comparative 
unattractiveness when compared with younger and 
older counterparts who cost less or can attract additional 
funding. Stakeholders report that this is affecting the 
employability of 21–24-year-olds in their sectors, which 
would be unfortunate if true since wages were raised 
to attract more young people to apprenticeships and 
traineeships.

With school students now completing Year 12 at an older 
age than in the past (many are already or approaching 
19-years-old upon graduation), there is little time for school 
leavers to make the decision to pursue an apprenticeship 
pathway before age becomes a barrier to their selection 
by employers who are cost-conscious. Many stakeholders 
cited the loss of funding for this age group as contributing 
to young people’s unemployability despite their perceived 
increased loyalty and likelihood of completion; however, 
data from the Department shows that commencements 
among this age group have in fact increased over the 
last five years (Figure 2). Additionally, Department data 
demonstrates that while completion rates for the 21–24 
cohort are slightly higher for trades, they are lower for non-
trade training contracts (Figure 3), indicating that the impact 
of the ‘valley of death’ may not be quite so straightforward. 
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The Commonwealth government has announced a scheme 
to encourage more employers to take on adult apprentices 
by offering a one-off payment of $ 4000 to those who 
employ apprentices aged 21 to 24 years, commencing mid-
2019 at a cost of $27.7 million nationally27.
3.2  The Commission recommends that the Department 

benchmark 21–24-year-old commencements and 
closely track trends across different trades and 
vocations over time to determine if intervention is 
required. 

27.  EducationHQ, 2018. Labor rips into review of VET training. [Online] 
  Available at: https://au.educationhq.com/news/55444/labor-rips- 
  into-review-of-vet-training/#    [Accessed 20 December 2018].

Figure 3: Completion rates by age (2010–2013 cohort)

When it comes to financial subsidy, there is an 
acknowledgement from industry stakeholders that support 
is always welcome, but the widely acknowledged negative 
impact of poorly applied incentives within the system 
serves as a cautionary tale. 

When we asked stakeholders why they invest in training 
through apprenticeships and traineeships they gave 
responses ranging from succession planning and training 
‘our’ way to acting on a sense of community and social 
responsibility. Access to financial incentives to train was 
seen by most respondents as a peripheral bonus, but not 
the fundamental reason to engage with the system. This 
feedback echoes the findings of NCVER’s Employer Use 
and View of the VET System report28, which found that the 
top reasons for employing apprentices and trainees were 
to get skilled staff, fill a specific role, or to train to their own 
requirements.

Training activity in industries and sectors with low profit 
margins is more influenced by subsidies than in those 
with greater resources for training, so the application 
of incentives must be all the more careful to ensure the 
training approach that is funded suits the industry and 
results in more productive and better skilled workers. 

Employers who are intrinsically motivated to use 
apprenticeships and traineeships deliver better training 
and employment experiences and say they would do this 
whether incentives existed or not. This instinct is backed 
up by research that shows that employers with higher 
retention rates are less interested in subsidies than those 
with lower retention rates29. The ultimate impact of funding 
policy on the image of traineeships is one example of how 
subsidies can have detrimental effects, despite achieving 
success in increasing uptake. This demonstrates that 
focusing solely on incentives as a means to motivate 
employers to take on apprentices and trainees is 
counterproductive if we care about the quality of skilled 
workers emerging from the system. This is not an argument 
to remove incentives or to cease improving how they are 
delivered, rather, it is a recommendation to look at how 
funding can be better targeted.

3.3  The Commission recommends that the Department 
maintain focus on the quality of the system and 
consider carefully how to use funding to motivate 
employers to invest in training. 

28.  NCVER, 2017. Australian vocational education and training statistics:  
  employers’ use and views of the VET system 2017, Adelaide:  
  NCVER.
29.  Bernarz.

Figure 2: Proportion of 21–24-year-old apprentices and trainees (2010–2018) 
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Apprentice stakeholders told us they were surprised by 
the cost of tools and equipment required for work. Travel 
to training was another prohibitive expense, and there 
was considerable confusion expressed over whether the 
employer ought to pay for that or not. Some apprentices 
were expected to pay for training or travel upfront and be 
reimbursed later, which caused them cash-flow issues. 
The amount apprentices are required to pay for tools 
and safety equipment seemed to vary widely between 
occupations and employers. 

For those without family support or living far from training 
facilities, these personal expenses make the training 
contract much more difficult to complete, meaning that 
there are equity issues in accessing apprenticeship and 
traineeship opportunities across SES groups and regions. 
Depending on the apprentice location, occupation and 
family situation, varying levels of financial support may be 
required to relieve financial stress and increase the chance 
of successful completion.

3.4  The Commission recommends that the Department 
work with the Department of Education and Training 
(Cwlth) to research and determine how individual 
incentives could be targeted, based on the range 
of factors impacting affordability, and that incentive 
advice and claim processes be made easy to under-
stand so individuals and employers understand their 
entitlements. 

 
Supervision support
Stakeholders overwhelmingly told us that support for 
mentoring and developing relationships with their young 
apprentices and trainees is a high priority. Business 
owners, particularly SMEs, reported having little capacity to 
develop their skills as supervisors and mentors of young 
people. 

Business owners find that the generation gap can cause 
friction, with differing workplace expectations leading to a 
breakdown in the employer-apprentice/trainee relationship. 
Stakeholders frequently pointed out that someone who is 
a suitable supervisor due to their vocational experience is 
not necessarily the right fit for mentoring young people.

Analysis of non-completion data suggests that difficulties 
with the on-the-job employment experience are one of the 
biggest reasons apprentices and trainees do not complete 
their training contract30, and that workplace mentoring 
is one of the most valued aspects of an apprentice’s 
experience31. Due to the nature of the apprenticeship 
model, it is difficult to differentiate between participant’s 
concepts of employment and training, therefore it is 
possible that much of the reported dissatisfaction with 
‘employment experience’ could relate to the quality of the 
training and mentoring provided by the employer32. 

One thing that became evident through our engagement 
with stakeholders was the lack of a clear understanding 
of what constitutes effective mentoring and supervision. 
Employers, especially SMEs, find themselves drawing 
predominantly on their own experiences as apprentices 
or trainees to develop a mentoring style. Employers 
complain about the new generation’s perceived lack of 
willingness to work hard, to ‘just get on with it’, and to 
take criticism. Employers also find that they are now more 
frequently dealing with the parents of young people, even 
though the apprentice or trainee is legally an adult. While 
employers might like young people to emulate their own 
behaviour when first joining the workforce, the reality is 
that 18–25-year-olds today have grown up with different 
expectations of how they will be managed and supported, 
but this does not mean they are not willing to work hard. 

Education is now preparing young people for a future 
where routine process work (manual and cognitive) will 
decline; some say up to 40 per cent of jobs in Australia are 
at high risk of automation33. Non-routine jobs are predicted 
to grow, and these will require innovation, creativity, 
problem-solving, and responsiveness to changing 
circumstances. The young person who is equipped 
through their education to confront these vocational 
challenges is not going to flourish in a more regimented 
environment. 

30.  Bernarz; Fair Work Commission; Misko.
31.  Australian Manufacturing Workers’ Union, 2015. National Apprentice  
  Survey, Adelaide: AMWU.
32.  Smith, E., Walker, A. & Brennan Kemmis, R., 2011. Understanding the  
  psychological contract in apprenticeships and traineeships to  
  improve retention. Adelaide: NCVER.
33.  Australian Government Productivity Commission, 2016. Digital  
  Disruption: what do governments need to do?, s.l.: Australian  
  Government.
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Some employers talked about the opportunity for 
intergenerational skills and knowledge sharing that 
has benefited their business, and that this approach to 
working with young people has positive effects. While 
the new apprentice or trainee may know very little about 
the industry, they do bring new knowledge and skills 
from their off-the-job training that a business owner can 
leverage. For example, one stakeholder spoke of how their 
young trainee suggested efficiency improvements form 
using digital technology in their point of sale equipment. 
Employers who acknowledge different perspectives and 
experience can help apprentices and trainees feel valued 
in their employment. 

The change in how young people approach work and 
expect to learn is challenging, and in some cases, 
frustrating business owners, who most often have not 
undertaken training in how to supervise or mentor a young 
person. The VET system requires all trainers to have 
completed an AQF qualification that teaches them how 
to support learning, and yet when it comes to the most 
important relationship to the success of a training contract, 
that of the employer and apprentice/trainee, the quality of 
that interaction is left mostly to chance. 

Research in self-determination theory as it applies to 
education reveals that ‘students taught by teachers with 
a more “controlling” style lose interest and learn less 
effectively’. Additionally, workers whose jobs involve 
autonomy, feedback and meaningful tasks perform 
better34. Understanding how to create an optimal learning 
environment is a skill that supervisors may not possess 
naturally. 

Stakeholders suggested that a formal qualification, such 
as a skill set, for supervisors of apprentices and trainees 
would help to provide a benchmark for employers, and 
a way to recognise the specialist work that supervisors 
do. NSW is currently offering free courses to supervisors 
of apprentices, supported by a guide. A skill set could be 
developed drawing on existing units of competency or 
developed to suit. Other entities, such as the Office of the 
Industry Advocate, already run information and training 
sessions and offer online content for businesses, so it is 
important to work in collaboration with others who have 
existing training experience with businesses.

 
3.5  The Commission recommends that the Department 

examine the NSW experience, and develop a 
supervisor training solution to pilot in this state.

34.  Smout, M., 2018. I want to do what I want to do!, s.l.: s.n.
Shanna-Lee Locker
2018 SA School-based Apprentice of the Year 
Certificate III in Hairdressing 
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In addition to providing mentoring and supervision support 
to direct indenture employers, government can leverage 
the value of GTOs in this area. GTOs are equipped to 
alleviate the burden on employers of understanding 
the system, provide mentoring support and manage 
recruitment, training and claiming of entitlements. This 
frees up the employer to focus on developing their 
relationship with the apprentice or trainee. GTO staff 
are often knowledgeable in the industries in which they 
work, and this is an advantage for employers. The idea of 
GTOs providing services in industries with which they are 
unfamiliar was not viewed favourably by stakeholders. 

Although GTO completion rates are not significantly 
greater than for direct indenture employers, this does 
not give the complete picture as, for example, there are 
instances pathways where apprentices and trainees 
commonly leave contracts with GTOs to begin as direct 
indenture employees after the first year. Additionally, 
encouraging the establishment of new GTOs in industries 
currently not serviced by a GTO could assist in increasing 
use and quality of apprenticeships and traineeships. 

3.6  The Commission recommends that the Department 
provide longer-term funding to GTOs to deliver 
support services to employers, especially in regional 
areas.

 
Business support
In addition to support for supervisors of apprentices and 
trainees, stakeholders identified that many small and 
medium businesses would benefit from support in the 
initial recruitment stage. Most apprentice and trainee 
employers are small businesses that are unlikely to have 
the resources for recruitment and HR functions that larger 
entities do. 

Stakeholder feedback showed that word-of-mouth 
and other unofficial channels are still popular ways for 
employers to find a new apprentice or trainee. These 
methods restrict the recruitment pool to only those within 
the acquaintanceship circle and make it less likely that 
a good match will be made between employer and 
employee. The value of good candidate-job matching is 
demonstrated in higher satisfaction rates amongst workers 
of employers with mature recruitment processes. 

3.7  The Commission recommends the Department pilot 
an intervention program that targets employers 
needing more support to recruit and supervise 
apprentices and trainees. 

Categorising employers by length of operation, previous 
completion and retention rates, and size (see Table 1) could 
be useful to prioritise delivery of resources for recruitment 
and workforce planning support. Pilot programs that are 
successful should see higher retention rates, increase 
satisfaction from employers and employees and even 
reduce the demand for incentives by employers as 
research suggests that employers with higher retention 
rates are less likely to say that financial incentives are 
important to them35.

Individual support
Effective pre-apprenticeship and pre-traineeship courses 
would support individuals to make good choices when 
it comes to commencing a training contract. Work 
experience and career counselling for secondary school 
students can also assist with this. However, once in the 
workplace, formal mentoring plays an important role in 
individual satisfaction and progress.

35.  Dickie, M., McDonald, R. & Pedic, F., 2011. A fair deal: Apprentices  
  and their employers in NSW, Sydney: NSW Board of Vocational  
  Education and Training

Completion Rate

Low (<50%) 
‘Traditionalists’

Medium (50–69%)
‘Boss at the 
crossroads’

High (>70%)
‘Trademakers’

Generally have 
1-5 employees

In operation for 
under 5 years

No HR 
department

Financial 
incentives 
are seen as 
important

Usually 
employed one 
apprentice at a 
time

Tend not to be 
influenced by 
industry bodies 
and do not seek 
advice.

Generally have 
1-15 employees

Have someone 
to help out with 
HR matters

Financial 
incentives are 
seen as less 
important

Usually employ 
2-3 apprentices 
at one time

More likely to be 
influenced by 
industry bodies 
and outside 
advice.

Generally have 
50+ employees 
in operation for 
10 years or more 
(may be highly 
experienced 
smaller employers)

Have a HR 
department

Financial 
incentives are 
seen as less 
important

Usually employ 
several 
apprentices at 
once

More likely to be 
influenced by 
industry bodies 
and outside 
advice.
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Table 1: Busines characteristics of employers of apprentices 
and trainees, from Dickie et al., 2011
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Apprentice and trainee mentors work best when there 
is good understanding of the role they will play and the 
expectations of both the employer and the apprentice/
trainee have been clearly outlined36. Mentors that are 
separate from the employer and the workplace are 
available under the ISMAA scheme and stakeholders gave 
positive feedback about their effectiveness when they 
were knowledgeable in the trade or vocation. Stakeholders 
were also mostly positive about the effects of industry 
association mentoring schemes and GTO mentoring. 
However, stakeholders talked about the confusion that 
sometimes arose when apprentices and trainees did 
not understand who to seek help from, or who was the 
ultimate authority when problems arose. Providing clearer 
and standardised information to apprentices and trainees 
at commencement may help alleviate this confusion or 
hesitation, as per the Commission’s recommendations in 
Repair. 

However, apprentices also told us that having a close 
personal support network was integral to their success, 
particularly in the first year of an apprenticeship. Ensuring 
apprentices and trainees have access to physically attend 
trade school or a training venue where they can network 
with others in their position is important, and is an area 
where regional apprenticeships and traineeships can be 
let down due to lack of local infrastructure. 

School-based apprentices and trainees and their 
influencers were very clear in their feedback about the 
benefit of apprenticeship brokers in schools. The support 
that this role provided to students, families and schools 
in creating school-based apprenticeship and traineeship 
opportunities was viewed as key to quality outcomes. 
School-age young people seeking an apprenticeship or 
traineeship are easily influenced and vulnerable to bad 
practices. 

36.  Smith et al.

Having a disinterested party who understands the system 
and advocates for what is best for the student, not the 
school or the employer, ensures that commencements are 
appropriate and successful. Additionally, brokers can work 
with families of young people to ensure their support, an 
ingredient vital to successful completion37. 

3.8  The Commission recommends that the Department 
facilitate access to schools for industry advisors to 
improve appropriate commencements of school-age 
apprentices and trainees. 

 
Regional support
Regional stakeholders gave us feedback about issues that 
can be broken into two factors: barriers to commencement 
and barriers to completion. 

Barriers to commencement of training contracts come 
from both the employer and the individual. For employers, 
finding a suitable candidate for an apprenticeship or 
traineeship can be challenging depending on the region 
and type of work. Although some regional areas have 
high youth unemployment rates, job candidates are still in 
short supply due to social issues, literacy and numeracy 
levels, attitudes to work, and drug testing requirements 
that prevent them from demonstrating the work readiness 
employers seek. Novel approaches to addressing lifestyles 
and drug testing related issues may be piloted to improve 
the employability of this cohort.

37.  Apprenticeship Support Australia, 2018. A parents guide to  
  helping their child through their apprenticeship, Adelaide: Australian  
  Apprenticeship Support Network.



Regional housing affordability issues may also prevent 
industry from attracting apprentices and trainees into the 
area. Some stakeholders in prominent regional industries 
discussed the link between problems attracting apprentice 
and trainee candidates and rental housing affordability in 
their area. Furthermore, the same stakeholders noted that 
while they have little trouble attracting migrant workers, 
they do have trouble encouraging them to stay on after 
their visa obligations to regional residence expire. Some 
suggested that greater regional migration settlement support 
would alleviate this, helping migrants to put down roots in 
small towns rather than seeing it as a stopover on their way 
elsewhere.

Topics such as housing, social and welfare issues are 
beyond the scope of the Training and Skills Commission’s 
role, but it is worth acknowledging that all these 
peripheral issues impact on the potential and health of the 
apprenticeship and traineeship system.

3.9  The Commission recommends that state government 
connect with local government, local industry 
and non-government social welfare programs to 
assess how regional and disenfranchised youth and 
migrants can be better supported to transition into 
apprenticeships and traineeships.

The relative lack of access to support services such as 
GTOs also puts regional employers at a disadvantage. Due 
to the support model GTOs employ, where the job site must 
be visited a certain number of times, it quickly becomes 
expensive for GTOs to travel to regions, and there isn’t 
always the workload in a region to justify a permanent local 
support officer.

3.10  The Commission recommends the Department 
examine how existing employer support entities can 
be assisted to ensure regions are not disadvantaged. 

Access to transport to work continues to be raised by 
stakeholders as a major inhibiting factor for young people 
wanting to commence a regional apprenticeship or 
traineeship. The Department has launched an initiative to 
assist apprentices attain their drivers’ licenses sooner, and 
this is welcomed by the Commission. NSW offers student 
concession on public transport to apprentices, but public 
transport is not always suitable or available in regions. 
Cycling paths have been laid in Bordertown to enable 
workers without cars to safely reach out-of-town work 
sites. There is no getting around the size of this state, but 
innovative solutions to regional transport issues must be 
sought. 

3.11  The Commission recommends that the Department 
work together with regional communities, local 
government and industry to find transport and 
accommodation solutions for apprentices and 
trainees, tailored to local conditions. 

Darren Quinn
2018 VET Teacher / Trainer of the Year
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4. Promote

Promotion to young people
Understanding the values and motivations of young people 
and their influencers is key to developing an effective 
promotional campaign. The Commission understands that 
the Department has already undertaken market research 
on this subject and encourages it to expand on that work 
by using innovative marketing strategies to develop an 
effective campaign, in consultation with industry. 

Industry bodies have ideas and deep insight, and are 
eager to highlight the diversity of opportunities that 
apprenticeships and traineeships can provide. Industry and 
employers are also keen to connect with schools when 
preferences are starting to form about jobs and work. 
Students need assistance to do this in a standardised 
and efficient way across the schooling sector. Providing 
informed and engaging information to students about skills 
and career options throughout school allows more young 
people the opportunity to choose apprenticeships and 
traineeships, and increases the likelihood of finding a good 
fit with an employer when they do choose that pathway.

The benefits of undertaking a successful apprenticeship or 
traineeship are proven. Research shows that in the pursuit 
of full-time employment, apprenticeships and traineeships 
are smart options for young people who want to get a 
strong foothold in the job market. Skilling Australia’s myth 
busting report published in 2017 shows that education is 
needed to develop the public’s understanding of the value 
of VET, which is intertwined with the apprenticeship and 
traineeship system. The report busts three myths: that VET 
graduates earn low wages; that VET graduates struggle to 
find work; and that VET is a thing of the past38. 

38. Wyman, N. et al., 2017. Perceptions are not reality: Myths, realities 
& the critical role of VET in Australia, Melbourne: Skilling Australia 
Foundation.

The Commission has identified 
the need for a change in 
the narrative around the 
apprenticeship and traineeship 
system. Whilst the suggested 
recommendations to repair, 
reform and support the system 
will assist in improving quality 
outcomes, there remains a 
fundamental need to promote 
the system as a source of high 
quality skilled resources to all 
stakeholders.

NCVER’s ‘Life at 23: Then & Now’ research shows that 
the proportion of young people finding it harder to secure 
employment has increased even though more of them 
hold qualifications39. Given this context, the knowledge that 
82 per cent of apprentices and trainees who completed 
are employed full-time after training, compared to 78 per 
cent of training-only VET pathway graduates and 69 per 
cent of university bachelor degree graduates40 should 
provide strong incentive for students to consider starting 
their working life with an apprenticeship or traineeship. 

In seeking employment, today’s young people face an 
expanding gig economy. While there are benefits to the 
flexibility and efficiency of this new work order, the realities 
of insecure employment and the stress delivered by the 
constant hustle to find work won’t appeal to everyone and 
may even be harmful to mental health41. For many young 
people, far from being distasteful, the prospect of a four-
year employment contract that delivers valuable skills may 
seem like a restful oasis42. The relative job security that the 
training contract can offer may appeal to large segments of 
school leavers who have no desire to ‘gig’. 

Inciting interest in apprenticeships and traineeships 
amongst young people from all socio-economic and 
cultural brackets, regions, and genders will increase the 
attractiveness of the system to employers. Stakeholders 
told us they expect government to play a role in 
coordinating promotion, but that industry must play a large 
role in directing and informing campaigns. In support of 
this, the government should consider what experiences 
and events could support schools in delivering the work 
experience and career research components of SACE. 
This could include creating a single contact point for 
connecting with industry, a permanent careers fair space 
for demonstrations or experiences, or promoting the 
professionalisation of career counselling by developing a 
minimum training standard for career counsellors.

39. NCVER, 2018. Life at 23: Then & Now. [Online]  
Available at: https://www.lsay.edu.au/publications/search-for-lsay-
publications/life-at-23-then-and-now 
[Accessed 20 December 2018].

40. Wyman et al.
41. Llosa, J. A., Menendez-Espina, S., Agullo-Tomas, E. & Rodriguez-

Suarez, J., 2018. Job insecurity and mental health: A meta-analytical 
review of the consequences of precarious work in clincial 
disorders. Anales de psicologia, 34(2), pp. 211–223.

42. Schetzer, A., 2018. The ‘gig’ economy is cheating millennials, so 
why are they its biggest fans?. [Online] Available at: https://www.
abc.net.au/news/2018-06-08/gig-economy-cheating-millennials-
its-biggest-fans/9815628 [Accessed 7 January 2019]; O’Connor, 
S., 2017. Driven to despair: the hidden costs of the gig economy. 
[Online] Available at: https://www.ft.com/content/749cb87e-6ca8-
11e7-b9c7-15af748b60d0 [Accessed 7 Jan 2019].
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There is an existing cohort of young people who 
have already missed the opportunity to learn about 
apprenticeship and traineeship options in school. Giving 
consideration to how this group can be enticed to seek 
apprenticeships and traineeships should be part of any 
marketing campaign. University drop-outs, and young 
people working casual and part-time unskilled jobs are 
good candidates for campaigns. 

4.1  The Commission recommends that the Department 
work with the school sector to deliver industry-
informed and enticing information about 
apprenticeships and traineeships to school 
students.

4.2  The Commission recommends that the Department 
work closely with industry, other departments and 
schools to develop and deliver engaging marketing 
campaign to promote the benefits of apprenticeship 
and traineeships.

 
Promotion to employers
During engagement with stakeholders the Commission 
quickly saw that many of the system’s users worry about 
the image held by employers about apprenticeships 
and traineeships. Some employers have tried to hire an 
apprentice or trainee and found the process prohibitive. 
Others might have taken on a young person and had a less 
than successful outcome. While some of that perception 
may be addressed by improving administrative processes 
or making legislative or regulatory reform, there remains 
a significant task to boost the image of apprenticeships 
and traineeships among employers, part of which involves 
boosting the image of VET generally. 

In South Australia, 98 per cent of business are small 
employers (0–19 workers)43. If apprenticeships and 
traineeships are to grow in number and become 
entrenched in business training culture, these employers 
must be convinced of apprentice and trainee value. 
Research undertaken in 2009 demonstrated the economic 
value of apprentices to employers44. 

43. Government of South Australia, 2016. Annual Small Business 
Statement, Adelaide: Government of South Australia.

44. Nechvoglod, K. &. S., 2009. The Cost of Training Apprentices, s.l.: 
NCVER.

Despite an initial high cost due to the supervision required 
in the first and second years, a trade apprentice is shown 
to return that investment by the time they complete their 
training contract. Promoting this kind of information will be 
useful to employers, as well as focusing on the flexibility in 
apprenticeships and traineeships, such as the ability to hire 
part-time workers or have an apprentice or trainee work 
between two employers that offer complementary work 
experience.

Generally, providing increased support to employers to 
improve retention rates as per our recommendations 
in the Support section will assist in selling the value 
proposition to employers. This should be amplified by 
assisting employers to see the longer-term financial 
picture, especially among those who have not previously 
employed an apprentice or trainee.

Part of the task of developing an effective promotional 
campaign will rely on gaining a full understanding of 
employer behaviour—what makes them stay or leave 
the system? Currently, the Department does not collect 
information from employers about why they have 
not returned to hire another apprentice or trainee, or 
satisfaction with their experience. This insight would be 
invaluable in promoting apprenticeships and traineeships 
to employers.

Additionally, understanding attitudes towards investment 
in training will aid the development of strategies to combat 
industry underinvestment. Other countries have moved 
to a training levy to encourage employer participation in 
training45, a version of which we already have in place 
for the construction industry in South Australia. However, 
concerns have already been raised about this model in 
the UK, with suggestions that the ‘levy could exacerbate 
“conversions” as a means for large employers to claw 
back their money’, without addressing the system quality 
issues46. Part of the solution to encouraging industry to 
invest in apprenticeships and traineeships may lie in 
government taking the lead in employing more apprentices 
and trainees.

4.3  The Commission recommends that public sector at 
all levels demonstrate their commitment to training 
by hiring more apprentices and trainees. 

45. Institute for Public Policy Research (UK), 2011. Rethinking 
Apprenticeships, London: IPPR.

46. Fuller, A. et al., 2017. Better Apprenticeships: Access, quality and 
labour market outcomes in the English apprenticeship system, 
London: Sutton Trust.
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Max Miegel
2017 SA School-based Apprentice of the Year

Certificate III in Agriculture

We asked stakeholders what role they believe GTOs 
should play and most said they’d like to see them 
promoting apprenticeships and traineeships. GTOs are 
already interested in promoting apprenticeships and 
traineeships, and additional support from government will 
enable them to reach a wider audience and maintain a 
consistent presence. 

4.4  The Commission recommends that government look 
at providing secure ongoing funding for existing and 
new GTOs operating in critical skills areas.

Looking at the issue of attraction more broadly, business 
confidence is critical in the motivation to hire an apprentice 
or trainee. Any employer experiencing doubt about future 
earnings potential is unlikely to commit to a four-year 
training contract. Stakeholders, especially in contract-
based industries such as construction, spoke about the 
feeling of insecurity that prevents them from recruiting 
an apprentice, or more apprentices. GTOs can provide 
some comfort to employers in this situation, and greater 
support for their work will mean more industries can take 
advantage of hosted apprentice benefits. Increasing 
business confidence may rely upon government programs 
to increase employers’ financial planning skills, intervention 
in industry payment practices (e.g. Security of Payment 
Act 2009 review) or building employer knowledge of how 
businesses have survived economic cycles. 

One aspect of business confidence is anxiety about an 
apprentice moving away from an employer to complete 
their training contract elsewhere. For businesses, the first 
two years of an apprenticeship are the most expensive, 
with return on investment not seen until late in the contract 
term47. To lose an apprentice right before they complete 
represents a failed investment and makes employers 
reluctant to invest again. The issue of apprentice poaching 
came up in engagement with stakeholders, but is a difficult 
problem to quantify. 

4.5  The Commission recommends that the Department 
undertake an investigation of the drivers for, and 
extent of poaching within the apprenticeships and 
traineeships system and if problems are identified, 
take steps to ameliorate them.

47. Bernarz; Karmel & Rice.

Recognise excellence
Throughout the Commission’s engagement with 
stakeholders we heard that employers would like to be 
recognised when they are doing a good job hosting 
apprentices and trainees. They saw that poor outcomes 
were talked about a lot, but the positive results of training 
contracts were not focused on so much. In considering 
retention of employers in the system, it would make sense 
to express appreciation towards those users who are 
diligent and quality focused. 

The state training awards are the existing platform 
for recognition of excellence within apprenticeships 
and traineeships. However, throughout engagement, 
stakeholders expressed distrust in the state training awards 
process due to the awards success of training providers 
who had gone on to have well-publicised poor ASQA audit 
results. Part of this relates to the image of VET generally 
(VET system), but there is a role for the Commission to 
consider how public faith in the awards process can be 
rebuilt. 

The state training awards are a chance to acknowledge 
exceptional work for those training organisations and 
individuals who have been nominated, but stakeholders 
also see it as desirable to acknowledge the everyday work 
that diligent employers are doing to invest in training and 
develop quality skilled workers. If proactive monitoring of 
employer capacity and performance was conducted in 
order to target the delivery of support for mentoring and 
supervision, that same data could be used to recognise 
and acknowledge employers with high quality results. This 
could be in the form of a formal letter of congratulations, 
or a rating system that grants some benefit, for example 
automatic re-registration. According to self-determination 
theory, rewards for excellence are more likely to be 
motivating if they are seen to recognise competence48, so 
strategies to recognise quality employers may not require 
great financial investment but rather well-considered 
feedback approaches. 

4.6  The Commission work with the Department to build 
more confidence in the state training awards and 
explore other mechanisms to acknowledge quality 
training outcomes.

48. Deci, E. L. & Ryan, R. M., 2000. The “what” and “why” of goal 
pursuits: Human needs and the self-determinatinos of behaviour. 
Pscyhological Inquiry, Volume 11, pp. 227–268
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5. Advance

The Foundation for Young Australian’s 2017 report The 
New Work Mindset highlighted the way that changes to 
the ‘future of work’ that everyone has been predicting are 
already here. Analysis of job advertisements between 2012 
and 2015 shows more employers are demanding digital 
skills (up 212%), critical thinking (158%), creativity (65%) and 
presentation skills (25%). 

In seeking to future-proof the apprenticeship and 
traineeship system, there must be consideration given 
to not only the current policy direction, but to what 
will strengthen the system no matter what the policy 
environment. Currently, the state government is supported 
by the Commonwealth government through the Skilling 
Australians Fund, and this has informed the target of 20,815 
new apprentices by 2022. However, the Commission is 
compelled to look at how apprenticeships and traineeships 
can be cemented as a reliable, effective and attractive 
training solution for industry well beyond that timeline.

The impact of technology on the world of work suggests 
that future workers will need to spend more time training 
than any previous generation, and to be effective, much 
of this will need to be delivered on-the-job as tasks 
evolve in response to technology and digitisation49. 
The apprenticeship/traineeship model provides the 
ideal platform for future workers and for career change 
by combining work and training from the outset. The 
challenge is to ensure that the training that is delivered 
remains at the forefront, both in bringing new learning 
into the workplace as well as supporting immediate skill 
development required by industry. 

49. AlphaBeta, 2019. Future skills, Sydney: Google Australia.

Repairing, reforming, supporting 
and promoting the system will do 
much to improve apprentice and 
trainee outcomes right now, but 
what will ensure apprenticeship 
and traineeship success well into 
the mid-century? 
The focus on Industry 4.0 and 
the changes that are coming 
for young people in terms of 
the skills they will need and the 
type of work they will perform 
provides strong signals about the 
need to move the apprenticeship 
and traineeship system along the 
same trajectory of change and 
flexibility.

Quality standards
One challenge faced by the Commission in developing 
these recommendations has been the lack of a shared 
understanding of the quality indicators for apprenticeships 
and traineeships. Stakeholder responses to our questions 
about quality indicated that there are some shared beliefs 
about the purpose of apprenticeships and traineeships 
which can be used to paint the picture of what a successful 
outcome should look like. Having clear goalposts for the 
system will allow performance and improvement to be 
measured consistently over time. 

The suggested outcomes of an effective apprenticeship 
and traineeship system:

• administration and regulation are efficient and 
support quality 

• dispute resolution and industry-specific mentoring 
effectively reduce contract cancellation 

• industry demand for apprentices and trainees is met 
by sufficient suitable candidates

• eligible and suitable employers engage with the 
system

• completing apprentices and trainees are initially 
employed in the industry in which they train

• skilled workers are sufficient to satisfy industry 
demand

• systematic recruitment practices and a quality pool 
of apprentices and trainees exist

• parties to training contacts are well-matched and 
well-informed 

• training providers have capacity to deliver training 
demanded by industry 

• innovation is encouraged.

5.1  The Commission recommends that its quality 
outcomes for apprenticeships and traineeships 
are adopted by government departments, both 
to inform resource allocation and to measure the 
success of the system
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Measuring success
Currently, the ability to interrogate the performance of 
apprenticeships and traineeships is restricted by not only 
a lack of agreed quality indicators, but a dearth of reliable 
and complete data. In order to monitor the performance of 
the apprenticeship and traineeship system, and the effects 
of policy on it, tools and datasets with which to measure 
outcomes are needed. Currently, the most commonly 
cited measure for apprenticeship and traineeship quality 
is commencement figures and completion rates. If the aim 
of our system is to produce skilled workers that are valued 
by industry, this is the outcome that must be measured to 
determine the quality of the system. 

In the process of assessing possible outcomes of altering 
the Supervision ratio, the Commission sought data on 
apprentice and trainee injury rates from ReturnToWork 
SA only to find that due to limitations on the information 
collected, a clear picture was not able to be formed. 
ReturnToWork SA has since begun working with the 
Department and SafeWork SA to improve data collection 
on both apprentices and trainees, but this is not the only 
case where an absence of data has prevented insight. As 
alluded to throughout sections 1–4 above:

• school-based apprentice and trainee transition to 
full-time training contracts are not able to be tracked 
reliably

• termination reason options are ill-defined, which 
prevents accurate information about reasons for 
termination being recorded accurately. Additionally, 
stakeholders informed us that parties to training 
contracts often cite ‘mutual agreement’ when 
requesting a termination because it is easier than 
getting into the reality i.e. at that stage they just want 
it to be over, not review again the reasons that led to 
their decision

• destination information on apprentices, trainees and 
employers is lacking, meaning that we have little 
idea where training contract completers are going or 
how employers feel about their decision to host an 
apprentice or trainee

• employer satisfaction insight is missing, meaning we 
do not have a way to gain detailed insight into why 
employers leave or stay in the system.

• industry impact of apprenticeships and traineeships 
is difficult to assess in the many industries and sub-
sectors that do not have an active industry association 
or are not serviced by GTOs.

We know that there are differences between occupational 
completion rates, but there is often little understanding 
of what exactly contributes to this. Conversations with 
industry reveal that there are sometimes industry or 
location-specific explanations for lower completions 
rates. However, when completion rates alone are used to 
determine performance, the reality of how apprenticeships 
and traineeships are contributing to that industry is 
obscured. Employing more rigorous data collection 
methods and determining how to measure program or 
policy outcomes before implementation will increase the 
ability of the Department to measure and report outcomes 
against a range of factors. 

5.2  The Commission recommends that the Department 
review data collection strategies and practices 
to improve insight into the impact and quality of 
apprenticeship and traineeships.

5.3  The Commission recommends that the Department 
measure program or policy performance against 
clearly identified criteria.

 
Traineeships
The Commonwealth Government has been using 
‘apprenticeships’ as a catch-all for all training contract 
types and it would certainly make sense for South Australia 
to do the same, except that right now, apprenticeships and 
traineeships are not equal. 

The Commission sees the value of an apprenticeship 
in its ability to produce technically skilled workers when 
and where they are needed; this makes apprenticeship-
trained workers highly valued by industry and, importantly, 
remunerated for their acquired expertise at a rate that 
makes an apprenticeship attractive to individuals. 

When introduced in 1985, traineeships were modelled 
on apprenticeships, but they have missed the mark in 
their core purpose when used predominantly to lever 
unemployed youth into work. Since their inception, 
the purpose of traineeships has remained muddled, 
exacerbated by policy interventions to drive VET uptake. 
For example, we see the positive correlation between 
incentive availability and trainee commencements, 
lower remuneration for trainee graduates, poor ongoing 
employment outcomes, and poorer image. It is evident 
that some occupations do not best support a contract of 
training approach and public money may be better applied 
through a different training response. 
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The traineeship will never thrive until its purpose 
is supported by a system that holds it to the same 
standard as an apprenticeship. In development of 
policy and guidelines, we must treat traineeships the 
same as apprenticeships and resist the temptation to 
admit occupations whose industrial, financial or work 
arrangements make a training contract a square peg in 
a round hole. Increasing overall employment of young 
people is a just cause, but the traineeship is not the 
right tool to do it. Where there is a desire to commence 
trainees in an occupation regardless of incentives, and to 
pay trainee graduates salaries that reflect their acquired 
expertise, it is a good indicator that the pathway is valued 
by industry. It is pathways in these occupations that 
traineeships ought to be restricted to via the declaration of 
trades and vocations process. 

Furthermore, promotion of apprenticeships and 
traineeships must include equal representation from 
both trade and non-trade occupations. The language 
used to talk about training contracts tends to default to 
apprenticeships rather than traineeships. This is even 
reflected in the state training awards, where the Apprentice 
of the Year announcement is held to last and usually 
presented by the Governor. 

The shorter-term of a traineeship training contract is a good 
opportunity for industries to attract and train university 
graduates who often have extensive knowledge in their 
field, but little practical experience. Rather than setting 
the VET system up as an adversary to tertiary education, 
traineeships can help promote it as complementary. There 
are several examples of high-level traineeships in different 
sectors working very well. Government should gather the 
learnings from these pilots and work with other industries 
to highlight the opportunities. 

A popular notion with stakeholders was to re-brand 
apprenticeships and, especially, traineeships entirely. New 
name, new life. The suggestion to introduce a wholly new 
term that would capture both trade and non-trade training 
contracts might be taking it too far, but it shows there is a 
negative stigma around traineeships that stakeholders are 
desperate to shake off. 

5.4 The Commission will work collaboratively with ISCs, 
industry and the Department to improve the actual 
and perceived value of traineeships.

Skills not jobs
‘Our mindset needs to shift to reflect a more dynamic 
future of work where linear careers will be far less 
common and young people will need a portfolio of skills 
and capabilities, including career management skills to 
navigate the more complex world of work.’50.

In future-proofing the apprenticeship and traineeship 
system we would be remiss to ignore the realities of the 
changing work landscape. An apprentice can no longer 
expect to train and work in the same occupation for most 
of his or her career, with predictions that by 2040, 87 per 
cent of workers will have changed occupations at least 
once, and on average workers will change occupations 
2.4 times over the next two decades51. Digital disruption 
could mean that an occupation is automated, or it may 
evolve into something requiring completely different skills. 
However, that does not remove the need for technically 
skilled workers right now. So how can this system help 
industry train the skilled workers it needs now, but also 
prepare them to adapt in coming decades?

We already know the value of transferable vocational 
and technical skills as we have witnessed well-resourced 
industries attracting workers away from other industries. 
Government using its access to data and expertise to help 
industry workforce planning will help ensure a healthy 
skills supply for all sectors. The recent state government 
intervention in the closure of Holden is one example of 
how proactive action can mitigate the consequences of 
changing economic conditions. Increasing the efficiency 
of the system’s administration, keeping quality in mind 
when declaring new trades and vocations, and connecting 
with young people better will ensure the relevance of 
apprenticeships and traineeships as the demand for new 
workforce skills grows. 

5.5  The Commission recommends that the Department 
work closely with industry through the ISCs to 
develop insight and seek to address skills shortages 
before they affect productivity.

For individuals who enter training contracts, an adjustment 
in the expected outcomes of apprenticeships and 
traineeships will increase the flexibility and adaptability of 
workers. While an apprenticeship offers a secure four-year 
term and a likely period of employment in that field upon 
completion, it is no longer an entry point to a job for life. 
AlphaBeta estimates that automation and globalisation will 
cause job tasks across all occupations to change by an 
average of 18 per cent every decade52. Workers who view 
their apprenticeship as an opportunity to gain valuable 
transferable skills and are open to retraining through 
their career will be better equipped to adjust to changing 
workforce skills demand. 

50. Foundation for Young Australians.
51. AlphaBeta.
52. AlphaBeta, p. 7.
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There is a fine balance to be maintained here; government 
should be wary of promoting apprenticeships as merely 
a stepping stone into other occupations. The system’s 
purpose is to create skilled workers that stay to work in 
that industry. However, empowering workers with the 
knowledge that once they have gone as far as they feel 
they can, or once the occupation begins to change, 
that they do have skills that can translate elsewhere will 
increase the value proposition of an apprenticeship or 
traineeship for young people. Additionally, it will help 
industry feel more secure in the investment it is making 
now, knowing that these workers can adapt and change as 
their industry does.

5.6  The Commission recommends that the Department 
advocate in the training package development 
process for the continued inclusion of broader skills 
in AQF qualifications to ensure the adaptability and 
transferability of apprentice and trainee skills.

Forecasting
Since the apprenticeship and traineeship system’s aim is to 
produce skilled workers where and when they are needed, 
it would be beneficial to lend insight to industry on future 
skills demand by providing workforce planning data and 
analytics. Having access to such information may equip 
industries to plan, especially for apprenticeships where 
there is a four-year lead time to produce fully qualified 
workers. 

The state government recently worked proactively 
with the automotive industry to find employment for 
displaced Holden and supply chain workers. This ensured 
the ongoing employment of thousands of individuals 
who might otherwise have needed to access income 
assistance, and whose spending power would have been 
greatly reduced for the period of their unemployment and 
longer. Currently the Commission and the Department 
undertake skills demand forecasting, but there is room 
to build on that to target support to industry sub sectors, 
demographic cohorts and regions. Part of this may tie in to 
work to change the perception of local job opportunities 
and the trend of young South Australians leaving the state 
to find employment opportunities elsewhere. Care should 
be taken to work in concert with the proposed National 
Skills Commission to avoid duplication of effort53. 

53. Commonwealth of Australia, 2019

5.7  The Commission will work with the Department 
to develop a detailed skills demand forecasting 
model and use this to support industry to secure 
its future workforce and to inform and advise any 
Commonwealth workforce assessment bodies.

Understanding the future skills demand can also inform 
the development of higher level apprenticeships and 
traineeships that articulate into and out of university. 
Positioning the apprenticeship and traineeship system as 
complementary, rather than competitive, to the university 
sector will help to close the gap that exists in people’s 
minds about the value and relevance of VET compared to 
university. 

As the world of work evolves and skill needs advance, 
higher apprenticeships and traineeships at Diploma level 
and above may become the vehicle for both entry-level 
roles, and as a more structured pathway for upskilling or 
reskilling of existing workers. Higher level apprenticeships 
and traineeships may also be more relevant to industries 
that currently do not train through this model and in so 
doing, combine education, training and work in new ways 
for these sectors. 

As already discussed, in a rapidly evolving economy we 
need to create flexible education and training offerings that 
effectively combine work and learning. In some instances 
this might be delivered through skill sets or shorter bursts 
of training to deliver point in time skill development, 
but in an evolving economy the need for sustained skill 
development cannot be lost or underestimated. Higher 
level apprenticeships and traineeships can offer great 
value in training workers and providing adaptability as the 
nature of work evolves. 

5.8  The Commission recommends that the Department 
work with ISCs and industry to identify and promote 
opportunities for higher apprenticeship and 
traineeships.
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Conclusion

The Commission believes the South Australian 
apprenticeship and traineeship system is thriving in many 
ways. Throughout the consultation, our stakeholders 
repeatedly demonstrated the value they place in this 
system and shared how it had delivered just what 
they needed: for employers that is skilled workers, for 
apprentices and trainees, the opportunity to gain valued 
workplace skills that set them on a path to promising 
careers. Any frustrations with the system come from the 
strong desire of stakeholders to get the best out of a 
model they are already invested in. The recommendations 
in this paper aim to build upon the strengths of the existing 
system and to draw the focus of reform onto quality skills 
outcomes driven by industry need. 

Creating a responsive education and training system 
that delivers a highly skilled workforce for industry is the 
challenge and responsibility of all parties. Government 
needs to provide the policy framework, funding and 
support that will continue to drive the delivery of a skilled 
workforce with the capability for economic growth and 
prosperity. The education and training system needs to 
ensure it is delivering education and training in a variety 
of ways that meets, and indeed, exceeds requirements 
of industry. Ultimately, industry plays the key role in this 
system by articulating its skill requirements, recognising 
the value of investing in training, and embedding 
apprenticeships and traineeships in its workforce 
development pathways.

Jarrod Morton
2018 Apprentice of the Year
Certificate III Electrotechnology – Electrician
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Disclaimer: The material contained in this document 
has been developed by the Training and Skills 
Commission with support and data provided by the 
Department for Innovation and Skills and others. The 
views and recommendations do not necessarily reflect 
the views of the Government of South Australia or the 
Department for Innovation and Skills, or indicate any 
commitment to a particular course of action.

The information contained in this document is 
provided in good faith and all reasonable care has 
been taken in its preparation. The Training and Skills 
Commission recommends users exercise care in 
interpreting this document and carefully evaluate the 
relevance of the material for their purpose and where 
necessary obtain appropriate advice specific to their 
particular circumstances.
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