. BuildSkills

P Australia

VET Future
Readiness




Table of Contents

ABOUT BUILDSKILLS AUSTRALIA 4

CEQ'S FOREWORD 5

INTRODUCTION 6

KEY THEMES 7

Skills for the “future-fit’ worker 7

A rapidly changing jobs landscape 8

Formal training system losing relevance 8

Training Packages a key source of friction 12

Enabling Skills a major gap 12

The increasing importance of informal training 14

Supply constraints impacting access to training 17

Lifelong learning critical but under-emphasised 17

TOWARD A MORE AGILE AND LAYERED SKILLS ECOSYSTEM 18

BUILDSKILLS AUSTRALIA'S RESPONSE 20

REFERENCES 22

ABBREVIATIONS 24

APPENDIX A: METHODOLOGY 25

Stage 1—Desktop analysis 25

Acknowledgement of Country Stage 2—Survey series e

Stage 3—Stakeholder consultation 26

BuildSkills Australia respectfully acknowledge the Traditional Owners as custpdians of the land and APPENDIX B: INDUSTRY-SPECIFIC FINDINGS o8
waters we share. We pay our respects to their Elders past, present and emerging, as the keepers of

the traditions, customs, cultures and stories of proud peoples. Construction 28

Property 31

Copyright Water 34

Summary of productivity enablers 38

© BuildSkills Australia (BuildSkills) 2025. To the extent permitted by law, all rights are reserved and
no part of this publication covered by copyright may be reproduced or copied in any form or by any APPENDIX C: THE NATIONAL TRAINING ECOSYSTEM M
means except with the written permission of BuildSkills.

Image Credits
Provided by Hutchinson Builders for exclusive use of BuildSkills Australia
Disclaimer

Whilst all care and diligence has been exercised in the preparation of this report, BuildSkills Australia
Limited (ACN 668 509 822) does not warrant the accuracy of the information contained within

and accepts no liability for any loss or damage that may be suffered as a result of any reliance on
this information, whether or not there has been any error, omission or negligence on the part of
BuildSkills, or its directors, employees, agents or sub-contractors. Whilst every effort has been taken
to ensure the assumptions on which any forecasts are based are reasonable, the forecasts may be
affected by incorrect assumptions or by known or unknown risks and uncertainties. The ultimate
outcomes may differ substantially from any forecasts.




About BuildSkills
Australia

BuildSkills Australia is one of 10 Jobs and Skills
Councils (JSCs) established by the Australian
Government to address workforce planning and
training needs in all sectors of the economy.!
BuildSkills Australia serves the construction,
property and water industries by bringing
stakeholders together to collaborate on developing
sustainable solutions to the skills and workforce
challenges they are facing.

As a JSC, we play an active role in the national
conversation around jobs and skills across all
sectors, advocating for our own industries within
this broader context. To fulfill this role effectively,
we regularly connect with and listen to leaders
and workers across the construction, property and
water industries, building a deep understanding to
underpin our evidence-based policy analysis.

Our Board is made up of an equal balance of
representatives from employee and employer
groups. Our governance approach ensures
BuildSkills Australia is a non-partisan organisation
that fairly represents the interests of workers,
leaders and business owners in the sector.

This report has been prepared by BuildSkills
Australia. The analysis, findings and
recommendations presented are those of
BuildSkills Australia and do not necessarily reflect
the views or positions of member organisations or
other stakeholders.

BuildSkills Australia has a broad mandate to
maximise workforce outcomes for Australia’s
construction, property and water industries.?
We are the most trusted source of workforce
intelligence, planning and solutions for the
businesses and workers that operate in this
sector. We administer four training packages,
encompassing almost 100 qualifications and
nearly 1,500 units of competency.

Learn more about BuildSkills Australia, how we
operate and who we serve, at
www.buildskills.com.au.

' For more information on why JSCs were established and how they function, visit www.dewr.gov.au/skills-reform/jobs-and-skills-councils.
2A summary of this new architecture is available at https://www.dewr.gov.au/skills-reform/resources/new-industry-engagement-architecture.

CEO's Foreword

Australia is entering a pivotal decade of
transformation across the built environment. As
the construction, property, and water industries
confront fast-moving technological change,
labour shortages, and evolving job roles, the
need for a future-ready workforce has never
been more pressing.

At BuildSkills Australia, we believe the strength
of our Vocational Education and Training

(VET) system will be a critical determinant of
our national productivity and prosperity. Yet,

as this VET Future Readiness Review reveals,
the current system—though robust in many
respects—is not keeping pace with the real-
world demands of industry.

This report draws on extensive engagement
with employers, employees, unions, and training
providers. Their message is clear: the training
system must evolve to reflect the realities

of modern work. Foundational skills will
always matter, but they are no longer enough.
Transferable and enabling skills—like digital
literacy, leadership, and adaptability—are now
core requirements. And they must be delivered
in ways that are modular, accessible, and
responsive to change.

The Review highlights the important role

played by informal training in the contemporary
workplace, which is increasingly filling the gaps
left by the formal Nationally Recognised Training
system. Our challenge is to better harness

this energy without stifling it—to build a more
layered, agile skills ecosystem that supports
lifelong learning and ensures no worker is left
behind.

Ultimately, the ongoing success of the national
skilling system will rest on its ability to hold

two ideas at once: the enduring importance

of foundational occupational skills, and the
growing imperative for responsive, stackable,
and lifelong learning. By building a more flexible
and layered training ecosystem, Australia can
ensure its workforce remains adaptive, capable,
and future-ready.

The conclusions presented here are not
theoretical. They reflect practical, grounded
insights from those closest to the issues. | am
deeply grateful to the hundreds of stakeholders
who contributed their time and expertise to this
work.

While this Review focuses on the construction,
property, and water sectors, many of the insights
speak to challenges faced across the broader
economy. The key themes identified—rigidity

in training systems, the growing demand for
transferable skills, and the rise of informal
learning—are not unique to any single industry.
They are systemic, and they call for coordinated
national action.

| look forward to working with our partners
across government, industry, unions, and the
training sector to bring these ideas to life.

Brett Schimming
Chief Executive Officer
BuildSkills Australia




Introduction

The Australian economy faces significant
workforce challenges that have sparked
extensive discussion among employers, unions,
and policymakers. These challenges are
particularly acute in the construction, property,
and water industries, where demand-side
pressures and an ageing workforce are driving
persistent shortages across a wide range of
occupations (BuildSkills Australia, 2024).

In this context, lifting productivity has become
essential to ensure industry output keeps pace
with growing demand. Business-led adoption
of productivity-enhancing technologies, such
as automation, digital tools, and off-site
manufacturing, is a key part of the solution.
However, realising the benefits of these
innovations depends on a workforce equipped
with the right mix of technical, digital, and
transferable skills.

This, in turn, demands a training system that is
responsive and fit-for-purpose—one that can
identify changing skill requirements and rapidly
translate these into high-quality training that
supports learners to build and maintain relevant
capabilities throughout their careers.

Australia’s Nationally Recognised Training
(NRT) system is the cornerstone of this effort
for the occupations covered by the Vocational
Education and Training (VET) sector. These jobs
represent a substantial portion of the labour
market—accounting for around 246 (of 478)
occupations and covering approximately half of
all workers.

Understanding how well the NRT system is
performing in equipping workers for the future
needs of the economy is therefore a central
issue for both skills and productivity policy.

Yet there are clear signs that the NRT is not
keeping up. Creating a more responsive,
effective, and accessible platform for developing
the skills industry needs is a critical national
policy challenge.

2 The full project methodology is outlined in Appendix A.

This Review draws on extensive engagement
with industry stakeholders, employers, and
training providers to explore this challenge.®
It reports a range of findings that offer a
balanced synthesis of the perspectives we
heard throughout our consultations. A range
of practical pathways are offered, aimed at
progressing toward a training system that can
better meet the emerging skill needs of the
workforce.

While this Review draws on consultation across
the construction, property, and water industries,
many of the themes that emerged from our
research and stakeholder engagement transcend
any single sector. The findings offer a synthesis
of systemic challenges and opportunities that
were consistently observed across all three, but
many of the insights are likely to resonate more
widely. As a result, the analysis presented in the
main body of the report focuses on cross-cutting
issues with broader relevance, while industry-
specific insights are provided in Appendix B.

Key themes

This section synthesises the major insights that
emerged through our research and stakeholder
engagement. While the specific challenges

and opportunities differ somewhat across the
construction, property, and water industries, a
range of cross-cutting themes were identified
that point to deeper, system-wide issues. The
following themes reflect a convergence of views
from employers, training providers, workers,
industry bodies, and unions about what is
working, what is not, and what needs to change
to ensure our training system is fit for the future.
Together, they provide a foundation for the
Review’s conclusions and recommendations.

Skills for the “future-fit’
worker

One of the first tasks of this Review was to
develop a clear and practical framework for
understanding the skill requirements of future-
fit workers. Equipping the workforce with the
right skills is central to lifting productivity and
ensuring workers can adapt as industries evolve.
But what does a 'future-fit' worker actually look
like?

Consultations with employers, training providers,
and other stakeholders suggest the answer lies
not in a static set of technical competencies, but
in a layered skill profile that enables adaptability,
transferability, and technological fluency.

In an increasingly dynamic labour market,
future-fit workers need not only strong domain
expertise, but also the foundational and enabling
capabilities to engage with new tools, take on
unfamiliar tasks, and thrive in changing work
environments.

We define a future-fit worker as someone
equipped with three distinct but complementary
skill sets:

o Primary Skills: These include essential

employability attributes, encompassing
the core technical competencies required
for effective job performance, along

with contextual knowledge of the work
environment—such as work health and
safety (WHS) requirements and relevant
legislative frameworks.

Enabling Skills: These support the
application of Primary Skills across diverse
and changing work contexts. They
include language, literacy and numeracy
(LLN); digital and data capabilities; and
interpersonal skills such as teamwork,
collaboration, and leadership.

Enabling Skills help individuals work
productively with others and adapt

their expertise to new tasks, tools, and
environments.

Platform Skills: These are the
capabilities required to operate specific
technologies—understood broadly to
include software, tools, equipment, and
systems used in the workplace. While
Platform Skills are critical to unlocking
productivity gains, they depend on a solid
foundation of Primary and Enabling Skills.
For example, successful adaptation to new
workplace technologies often relies on
domain expertise paired with strong digital
literacy.




There is a broad consensus that the jobs
landscape is changing, and will continue to
change, across the construction, property and
water industries. This is not just a quantitative
question of a changing mix of jobs in the labour
market. It is also a qualitative question about
the changing skill content of jobs—and the
emergence of altogether new jobs.

60% of employees surveyed suggested that their
occupation has changed substantially in the last
five years because of new technologies and/or
ways of working. Study participants identified
consistent themes when asked how job roles
are expected to evolve—highlighting the shift

in tasks and skills that will be less required

and, by contrast, those that will become more
important to realising the productivity benefits
of new technologies.

Across all three industries, the requirement

for workers to perform routine manual/
administrative tasks is expected to decrease
significantly. This is expected in response to the
ongoing automation and digitisation of many
operational functions (Figure 1). The adoption of
Al-powered software applications and robotics
were identified as a major expected disruptor of
job roles.

These findings are consistent with other studies
in this area. For example, Jobs Queensland’s
(2019) report, Future Work, Future Jobs, found
that while changes in the composition of
employment are not new, the speed and scale
of change are now unprecedented. The report
emphasises that the impact is often more
pronounced at the task level than at the level
of whole occupations—highlighting the need
for adaptable, transferable skills and a training
system that supports lifelong learning.

Similarly, the OECD's Employment Outlook 2023
highlights that advancements in artificial
intelligence and automation are accelerating
shifts in job requirements, necessitating a
workforce equipped with adaptable skills and
continuous learning opportunities to navigate
these changes effectively.

It is broadly understood that these shifts in the
jobs landscape carry important implications for
training needs, and that our national training
architecture is not well-suited to incorporate
these changes at the required pace.

Originally designed to deliver stable,
comprehensive packages of skills to prospective
workers, the NRT system is increasingly being
adapted by users to meet the demands of a
fast-changing occupational landscape.* As
industry needs evolve more rapidly than training
products can be updated, employers and learners
are turning to shorter, more flexible forms of
training to fill skill gaps and maintain workforce
relevance.

Once the cornerstone of the NRT system,

full qualifications—whether regulated within
Training Packages or delivered through
accredited programs—have steadily declined

as a proportion of total VET enrolments. In

2015, full qualifications accounted for 43% of all
enrolments. By 2023, that figure had fallen to less
than a quarter (Figure 2).

4 Appendix C provides an overview of the national training ecosystem, outlining the respective pathways both within and without the NRT system and highlighting the
strengths and limitations of the current system architecture in supporting the development of future-focused skills

Figure 1. Consultee quotes from VET Future Readiness Study survey series and

consultation workshops

-

“Robots, 3D Printing, and prefabrication methods reduce
the need for manual labour in specific tasks, requring
more technology-driven oversight instead.”

\_

"Proficiency with technology, including CRM
systems and project management software, is
increasingly important.”

"Manual operations skills, management tools are
being overshadowed by automation and advanced

design techniques." ﬂ

"Mastering data analysis, cloud computing, basic
programming skills, and being able to effectively
utilise various digital tools and platforms are
highly desirable."

Figure 2. Share of VET Enrolments, qualifications vs short courses
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Figure 3. Growth in VET Enrolments, by type
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This decline in full qualification enrolments has
largely been offset by growing interest in shorter
forms of training, particularly those regulated
within the Training Package framework.

Enrolments in short courses® and skill sets have
grown by 36% and 25% respectively over the
same period. In contrast, all other enrolment
types have seen declines, with the steepest
drops observed in full qualifications delivered
through both Training Packages and accredited
programs (Figure 3).

These trends suggest several important
conclusions. First, the Training Package
framework now dominates the NRT landscape,
accounting for over 95% of all enrolments. The

accredited system, by contrast, continues to
lose relevance—its share of total enrolments has
dropped from an already modest 6.9% in 2015 to
just 3.9% in 2023.

Second, there is a clear shift toward shorter,
more flexible forms of training. These include
both individual subjects that are not delivered as
part of a full qualification, and structured ‘skill
sets’—collections of units that provide focused,
job-relevant capabilities without culminating

in a formal credential within the Australian
Qualification Framework (AQF).

5 We use the term ‘short courses’ to refer to subject enrolments not delivered as part of a nationally recognised program.

These trends observed in the data were echoed
in our consultations. Stakeholders frequently
noted a shift in preference among both learners
and employers alike toward shorter, more
targeted forms of training, such as skill sets

and individual standalone subjects. This shift

is broadly interpreted as reflecting a growing
requirement for training that is agile, job-
relevant, and easier to integrate into the shifting
sands of working life.

Recent international research reinforces this
perspective. A large-scale study of online job
advertisements by Bone, Ehlinger, and Stephany
(2023) finds that employers are increasingly
prioritising specific competencies over formal
qualifications. The study highlights a clear move
toward skills-based hiring, where demonstrated
proficiency in key technical and transferable
skills carries more weight than traditional
credentials.

This trend is placing increasing strain on the
NRT system’s architecture—if not to breaking
point, then certainly beyond its original design
intent. It seems that Training Packages, which
were developed to support structured, full
qualifications, are increasingly being used to
deliver more modular, short-form learning in an
attempt to meet the labour market’s demands
for more ‘tactical’ skilling outcomes. At the
same time, accredited training within the NRT
framework is becoming increasingly marginal,
caught between the rigidity of formal recognition
within the Training Packages, and the agility of
informal non-NRT alternatives.

Meanwhile, training delivered outside the NRT
system altogether—often by providers that are
not Registered Training Organisations (RTOs)—
is playing an increasingly prominent role in
workforce development, albeit largely invisible
in the national data. A shift towards unregulated
non-NRT training raises important risks for
system stewards and regulators, including a loss
of visibility and control over how critical skills
are being developed, who is delivering them,
and to whom. As this trend continues, there is

a pressing need to better understand the role,
reach, and quality of training occurring outside
the formal NRT system.

These changes in how firms and workers engage
with the nation’s training resources point to a
deeper structural tension: the current training
model is misaligned with the pace and pattern
of change in Australia’s labour market. This
raises fundamental questions about the fitness-
for-purpose of the current NRT architecture. If
employers and workers are forced to shoehorn
their skilling needs into a system that no longer
fits, it points to a deeper misalignment between
training design and the realities of modern work.

Without reform, the system risks becoming
increasingly disconnected from the needs of
learners and employers, and ceding ground to
unregulated training providers that are better
positioned to respond quickly to evolving
industry demands.

1
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Figure 4. Consultee quotes from VET Future Readiness Study survey series and

consultation workshops

"If we waited for technology to be added to the
training package it would already be out-of-date
this is why the non-accredited system is important
because it is nimble."

"The national system is too rigid and structured
to allow for necessary agility."

Training Packages a key
source of friction

There is a general consensus that NRT is broadly
effective in supporting the delivery of Primary
Skills—baseline occupational competencies
required to operate safely in a particular work
environment. Yet there is a widespread view

that the system’s fundamental design features
limit its ability to evolve in line with industry and
incorporate emerging skill needs.

The Training Package Product Development

and Endorsement Process Policy is frequently
identified as a key source of friction within the
NRT system. The mandatory minimum timelines
stipulated by the policy (plus the transition period
allowed under the Standards for RTOs) mean
that more than three years can pass between a
skill need being identified and the first learner
graduating from training.

In short, the NRT system works well at providing
Primary Skills but is largely ineffective at
delivering Enabling and Platform Skills.

"The training package is very far behind the industry
practices when it comes to keeping up with technology."

"Training packages have a lot of skills that are
obsolete or no longer required."

Enabling Skills a major gap

The NRT system is widely regarded as being
well-suited to addressing the development

of Primary Skills—baseline occupational
competencies required to operate safely in a
particular work environment. Meanwhile, the
non-NRT system is considered well-suited

to delivering Platform Skills—those required

to operate a specific piece of technology. Yet
neither the NRT nor the non-NRT system is well-
suited to delivering Enabling Skills.

Study participants overwhelmingly pointed to
Enabling Skills as the greatest gap—both in
the workforce and the training system. Through
our survey and consultation workshops,
stakeholders consistently pointed to a shortage
of these skills as the most pressing issue for
the national skilling ecosystem, particularly in
the context of adopting productivity-enabling
technology. General-purpose digital and data
skills were repeatedly raised as a significant gap
in existing training offerings (Figure 4).

Yet it is clear that a strong foundation of these This challenge is also reflected in the reported
skills is essential for workers to adapt to the experiences of VET graduates. A very low
changing nature of their job roles. Consultees proportion of respondents indicated that they
highlighted data management, analysis and had developed transferable skills as part of their
interpretation, and data-driven decision- training (Figure 6). This gap in learning was
making as essential Enabling Skills for their most pronounced in relation to digital and data
workforce. This was overwhelmingly supported capabilities, with only 4% of graduates reporting
by survey data (Figure 5), which found that that they had acquired these skills during their
93% of employers believe baseline digital and course.

data capability is a prominent skill gap in their
industry. More specialist data skills, such as
data management (72%) and data analytics
(56%), are also prominent gaps. A large
proportion of employers (91%) also pointed to
leadership skills as a key skill gap.

Overall, there is a clear consensus that the
national training system must do a better job of
supporting the development of Enabling Skills,
with frequent calls for Training Packages to
require a stronger focus on these skills to future-
proof the workforce.

Figure 5. Employer sentiment on most prominent skills gaps

Digital and Leadership Change Data Data Business Project Other Financial
data skills manage- manage- analytics acumen management management
capability ment ment
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Figure 6. Transferable skills gained through VET qualifications (employees)

Change Leadership Project Digital and
management skills management  data capability

Data Data Business Financial

management analytics acumen management

It would be a mistake to interpret the decline

in engagement with NRT as a broader loss

of interest in skills development across the
construction, property, and water industries.

On the contrary, both employers and training
providers reported a strong appetite for ongoing,
domain-specific learning that enhances workers’
current capabilities and future career prospects.

A noteworthy finding from our survey is that on-
the-job training is overwhelmingly the dominant
pathway for workforce upskilling. More than 80%
of employee respondents reported participating
in on-the-job learning in the past 12 months.

By contrast, only 13% reported using NRT over
the same period, with higher education courses
(26%) and other non-NRT offerings (19%) being
preferred alternatives (Figure 7).

The growth of the non-NRT training market
was one of the most salient themes raised
during consultation, particularly in areas
where speed, relevance, and flexibility are
critical. Several consultees observed that some
RTOs have shifted away from delivering NRT
altogether, drawn by the greater autonomy and
responsiveness afforded by operating outside
the formal system.

Both industry and training providers alike report
an increasing trend toward the non-NRT system
to deliver Platform Skills, sidestepping the
rigidity of the national system. This often takes
the form of technology vendors and private
training providers developing informal training
offerings to quickly and efficiently meet skill
needs.

Where the non-NRT ecosystem has emerged to
fill gaps left by the formal system, stakeholders
generally reported that it is meeting their needs.
Many expressed confidence in their ability to
access the training required to upskill their
workforce. This reflects a broader shift toward
more flexible, just-in-time learning approaches
that are better aligned with the speed, context,
and specificity of contemporary workplace
demands.

Study participants consistently pointed to the
availability of bespoke, short-form courses

as a key strength of the non-NRT training
system. These offerings are often closely tied to
emerging industry trends or technologies and
can typically be completed in a day or less. The
non-NRT ecosystem can be broadly grouped into
three categories:

« Product vendors delivering training on
specific software or equipment.

« Industry bodies offering short courses
through dedicated academies or similar
platforms.

« Large online learning providers, such as
Udemy and LinkedIn Learning.

A key advantage of this informal training
landscape is its responsiveness. Providers can
rapidly adapt to market signals, ensuring that
course content stays aligned with the evolving
needs of industry. This ability to deliver targeted,
up-to-date training at speed is a major reason
why many stakeholders see non-NRT offerings
as more relevant and effective than the formal
system in certain contexts. The time-to-market
gap between these offerings and Training
Packages is measured in years if not decades.

Figure 7. Mechanisms for upskilling (mid-career workers)

On the Higher
job training education

VET Non-NRT
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Despite its flexibility and responsiveness, the
non-NRT system is not without shortcomings.
Several consultees reported that the sheer
volume of available courses—and the lack of a
reliable mechanism to assess their relevance
or quality—can be overwhelming. This creates
challenges for both employers and learners

in determining which training offerings are
credible and fit for purpose. The lack of national
recognition may limit the portability of these
training outcomes. This can be especially
challenging in an increasingly contested

and noisy marketplace. Consultees reported
difficulty in identifying which non-accredited
offerings were suitable for their needs.

While non-NRT training is playing a growing

and important role in delivering critical, future-
focused skills, there is clear public value in
enabling learners and employers to more easily
verify and compare the skills gained through
different forms of training. Broadening the scope
of what constitutes NRT—without importing
unnecessary rigidity—could deliver system-wide
benefits.

Without necessarily advocating for folding
non-accredited training into the formal system,
it is worth considering what would be required

if this type of training were to form part of
Australia’s national training architecture. Several
key barriers would need to be addressed to
ensure such integration delivers value without
undermining the strengths of either system.

1.

2

Training system architecture

The training system architecture would
need to change, beginning with the
rigidity of the Training Package Organising
Framework (TPOF). This and related
policy instruments would need to

be loosened to accommodate much
smaller and more flexible training
products beyond qualifications,

units of competency, and skill sets.

Relatedly, such reforms must retain the
key differentiating factor of the non-
NRT system: speed-to-market. The
endorsement process for training
would need to be greatly accelerated,
perhaps adopting a looser ‘risk-based’
approach to the approval of course
content depending on subject matter.

. Training workforce

The current requirements for trainers
under the formal NRT system present a
significant barrier to participation by
non-NRT providers. The requirement to
hold a current Certificate IV in

Training and Assessment acts as

a major disincentive for industry
practitioners who would otherwise be well-
placed to train learners. The requirement
to demonstrate industry currency also
creates friction, especially in emerging
skill areas.

Attracting and retaining full-time trainers
is a persistent challenge for RTOs. In
contrast, the non-NRT ecosystem
typically relies on part-time trainers

drawn directly from industry, enabling
greater flexibility and immediate relevance.
While this approach brings clear benefits
in terms of real-world expertise, these
trainers would often be ineligible to deliver
training under the current requirements of
the formal system—trainer standards
would need to evolve if the systems are to
be better integrated or aligned.

Supply constraints
impacting access to training

Although our research found that relevant
training exists in relation to many emerging
technologies, consultees reported that access

is a challenge. In some instances, there are few
providers offering the training and this challenge
is exacerbated for those living and working in the
regions.

Survey respondents confirmed this
challenge—13% of employees and 23% of
employers reported that the geographic location
of their workplace limits access to relevant
training offerings.

Training sector consultees pointed to the
significant capital investment required to

train learners on new technologies as being
prohibitive for most RTOs. To a sector that

is often compliance-driven and risk averse,
emerging technologies are seen as speculative
and expensive. Many training providers are
not in a financial position to outlay the capital
required to incorporate new technologies as part
of their training and assessment, even if they
want to.

Similarly, study participants also pointed to
funding decisions of jurisdictions—reporting
that decisions to preference the funding of
training products within Training Packages
leads to critical emerging skills going unfunded.
Greater collaboration between government

and industry, it was suggested, could help
guide funding decisions towards more targeted
outcomes.

Lifelong learning critical but
under-emphasised

There is a broad consensus that ongoing
training is required to maintain the relevance

of one’s skills. 83% of employer respondents
acknowledged that ongoing upskilling is required
to maintain the currency of their workforce.

Anecdotally, however, industry representatives
felt that motivating the workforce, especially
younger employees, to pursue upskilling
remains a challenge. Many stakeholders cited a
reluctance on the part of workers to engage in
further training beyond what is mandatory under
licensing requirements.

It was also often suggested that a cultural shift
is required on the employer side. Frustration was
often expressed at workers’ lack of job readiness
after completing their apprenticeship or entry
qualification. It became clear that both workers
and employers must embrace ongoing training
as part of a career journey and to prioritise and
allocate resources for it.

Very different attitudes were expressed in
subsectors that operate under Continuing
Professional Development (CPD) frameworks.

In some subsectors, CPD is a requirement of
licensing and overseen by the regulatory body. In
others, CPD is required to maintain membership
of a voluntary professional association.
Regardless of the source, the subsectors that
operate under CPD frameworks appear to be

far more proactive in embracing ongoing formal
training. Specific examples included ‘protected
time’ for workers to participate in training
courses and individual training budgets/CPD
allowances within firms.




Toward a more agile and layered skills

ecosystem

Several clear and consistent themes can be
distilled from the findings of this Review. Chief
among them is the growing misalignment
between the formal training system and the
realities of a rapidly evolving jobs landscape.
While the current system remains well-suited to
delivering foundational occupational skills, it is
ill-suited to the pace and complexity of change
brought about by digitalisation, automation, and
shifting industry practices. As job roles fragment
and new technologies and practices emerge, the
need for more flexible, modular, and stackable
training options is becoming increasingly urgent.
This calls for a fundamental rethink of how

skills are developed, recognised, and renewed
throughout a person’s working life.

Australia’s formal training system has

long served as the bedrock of workforce
development, particularly through the delivery
of structured qualifications that provide a
strong foundation of core occupational skills.
These ‘Primary Skills’—baseline occupational
competencies—remain essential for job
readiness and safety, especially in high risk,
regulated sectors like construction, property,
and water. Yet as jobs are transformed by new
technologies and ways of working, the training
system’s core architecture is increasingly
misaligned with the needs of modern industry.

The current system is optimised for delivering
foundational competencies that evolve slowly
over time. It remains broadly fit for this purpose.
However, the findings of this Review pointto a
clear and pressing need for a second, more agile
layer of learning—one that supports workers to
adapt rapidly to new technologies and processes,
transition into restructured or emerging job roles,
and sustain their productivity in a more dynamic
work environment. What is needed is a 'stackable'
layer of training that enables continuous,
targeted skill acquisition, building on a generic
occupational core to meet specific, fast-changing
demands.

At present, the growth of this more responsive,
stackable layer is occurring largely outside the
formal NRT system. A vibrant informal training
ecosystem—comprising technology vendors,
private providers, and industry associations—
has emerged to fill the gap, offering flexible,
bespoke, and just-in-time learning options.
These offerings are often developed rapidly with
strong contextual relevance, making them well-
suited to the pace and specificity of evolving
industry needs. Yet despite their growing
importance, they remain largely unregulated,
unaccredited, and invisible in national skills
policy—posing significant challenges for system
stewards and regulators seeking to ensure
quality, equity, and coherence across the
training landscape.

The challenge ahead is twofold:

First, the VET system will need to consider

how best to incorporate the dynamism and
responsiveness of this non-NRT ecosystem

into a more structured, quality-assured national
training framework—without diluting its
inherent strengths. This may require reform of
system architecture, including reviewing the
TPOF and trainer requirements, and enabling
more rapid recognition of high-quality non-
accredited offerings.

Second, the system must support the
emergence of a national framework for lifelong
learning. It is no longer viable to front-load
learning in the first few years of a career

and expect those skills to last a lifetime. The
future world of work will demand the ongoing
development of new capabilities aligned with
changing technologies, tasks, and business
models.

This demands a decentralised, demand-driven
learning approach where individuals 'choose

their own adventure' based on their local context,
industry, and career goals. The challenge for skills
policy is to provide the scaffolding to support
workers in this endeavour. It must provide clear
pathways, portable recognition, and trusted signals
of quality. CPD frameworks offer an obvious first
step toward embedding ongoing skilling as a
normative part of working life.

These conclusions echo those of many other
observers. One systematic review of future-of-
work research found that traditional education and
training systems—particularly those built around
rigid qualifications—are increasingly disconnected
from the realities of modern work (Cugno et al.,
2022). Similarly, the OECD’s (2023) report on the
future of VET emphasised the need for skilling
systems to evolve amidst rapid technological
change and labour market shifts, calling for a
greater focus on flexibility, adaptability, and
lifelong learning. Cedefop (2023) reaches similar
conclusions in its review of European VET systems,
highlighting the need for more flexible learning
pathways and stronger digital skills to ensure VET
remains relevant in a fast-changing economy.

Ultimately, the ongoing success of the national
skilling system will rest on its ability to hold

two ideas at once: the enduring importance of
foundational occupational skills, and the growing
imperative for responsive, stackable, and lifelong
learning. By building a more flexible and layered
training ecosystem, Australia can ensure its
workforce remains adaptive, capable, and future-
ready.




BuildSkills Australia's response

The key themes identified in this Review point
to system-wide challenges that extend beyond
the remit of any single Jobs and Skills Council
or agency. Addressing these issues will require
coordinated effort across the skills ecosystem,
including governments, regulators, industry,
unions, and training providers.

While BuildSkills Australia cannot resolve these
challenges alone, we are committed to playing
our part. Informed by this Review, we will take
the following actions to support the emergence
of a more agile, responsive, and future-ready
VET system for the built environment:

1. Deliver a qualification reform
demonstration project
We will work with industry stakeholders
to test and propose improvements to the
Training Package Organising Framework
(TPOF), with a focus on supporting more
modular and flexible training offerings.

2. Undertake a VET workforce study
We will examine the supply-side barriers
that are limiting the capacity of RTOs to
deliver relevant, up-to-date training—
particularly in high-demand and emerging
skill areas.

3. Conduct a training pathways study
We will assess the effectiveness and
adequacy of current training pathways,
including entry-level and upskilling routes,
to ensure they align with workforce needs
across the construction, property, and water
sectors.

4. Conduct a study of the non-accredited
training ecosystem
We will investigate the scope, quality, and
strategic role of non-accredited training
within the built environment, identifying
opportunities to improve visibility,
coordination, and system alignment.

5. Assess the jobs and skills implications of
Modern Methods of Construction
We will partner with industry to understand
how MMC is changing skill requirements in
the construction industry to ensure training
products evolve appropriately.

6. Explicitly detail digital and other
Enabling Skill requirements in Units of
Competency
We will prioritise updates to training
products that embed transferable and
Enabling Skills—particularly digital and data
capabilities—within the Foundation Skills
field.

7. Adopt a Training Product drafting style
that supports RTO contextualisation
We will revise our training product
development approach to reduce
unnecessary prescription and better support
RTOs to contextualise content in line with
evolving industry practices.
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Abbreviations

ACRONYM DEFINITION

AR Augmented Reality

ASQA Australian Skills Quality Authority

BIM Building Information Modelling

CPC Construction, Plumbing and Services

CPP Property Services

GPS Global Positioning System

LLN Language, Literacy, and Numeracy

MR Mixed Reality

NRT Nationally Recognised Training

OECD Organisation for Economic Co-operation and Development

REIQ Real Estate Institute of Queensland

ROI Return on Investment

SCADA Supervisory Control and Data Acquisition

TPOF Training Package Organising Framework

VR Virtual Reality

WHS Work Health and Safety

Appendix A:
Methodology

This Review was underpinned by a three-stage
research study, comprising desktop research,

a high-volume public survey series, and a

series of face-to-face stakeholder workshops
(supplemented by one-on-one interviews, where
required).

Collectively, these stages seek to provide a
comprehensive view on the following research
questions:

1. What are the key productivity-enabling
opportunities for each industry?

2. What are the skills required
to adopt the identified productivity-
enabling technologies?

3. To what extent does the training
ecosystem effectively address these skill
needs?

The desktop research phase of this study seeks
to develop a baseline understanding of: (a) how
workers have historically been equipped for
major change in their given industry, and (b)
what the emerging productivity enabling tools
and technologies for the Built Environment
industries are.

The survey series provides a data-driven view
of Built Environment productivity enablers,
skill needs, and stakeholder sentiment relating
to training and upskilling. The stakeholder
consultations challenge/validate the desktop
and survey findings and provide rich qualitative
insights on the fitness-for-purpose of the
training ecosystem.

Stage 1—Desktop analysis

Research was undertaken to understand
‘future-readiness’ in the context of the

Built Environment workforce as well as the
productivity enablers a specific subsector

is adopting or likely to adopt. Emerging and
contemporary trends were identified from
across these subsectors both in Australia and
globally and collated to form an evidence base
to guide subsequent stages.

Insights from desktop informed the design of
survey questions in Stage 2.

Stage 2—Survey series

Stage 2 was carried out in the form of

three related surveys, each with a different
audience (employees, employers, and industry
representative organisations). Survey responses
were recorded anonymously and were designed
to capture both qualitative and quantitative
insights from respondents.

The surveys were publicly available and open
during a seven-week period. Survey links were
distributed through a range of channels to
maximise participation, including publishing
on the BuildSkills website and LinkedIn, via
relevant membership bodies, in-person at
consultation workshops, and through a market
research partner.

The following number of valid responses were
recorded: 512 employees, 63 employers, 70
industry bodies.




Limitations and exclusions

- A national webinar session « The findings from the survey series (ref.

« Small survey sample size limits the

statistical significance of data as well as
the ability to capture responses for small
subsectors.

Respondents for the employer and
industry representatives survey are
susceptible to sample bias through
communications and redistribution.
Survey responses that did not meet
validity criteria (for example respondents
who did not finish the survey or
identified that they worked in an
industry or subsector that was not in the
Built Environment remit) were removed
and excluded from analysis.

attended by 92 consultees, this session
was scheduled at the end of the national
roadshow to provide a summary of the
key consultation insights from the
roadshow and to offer an opportunity to
stakeholders that had not been able to
attend one of the in-person sessions to
provide input.

Targeted one-on-one interviews.
Interviews were conducted to address
research gaps. These focused on industry
bodies that offer training— either
through an RTO or in a non-accredited

above) were then outlined. Stakeholders
were briefed on some of the key insights
by comparing the responses of employees
with employers and industry
representatives across the three Built
Environment industries. This included
respondents’ perceptions on technology
changes and skill gaps in their respective
industry.

Across two interactive workshop activities,
stakeholders were then asked to: (a)
examine the evolving skill needs in their
industry by discussing how job roles and

format. tasks are expected to change in response
to new technologies; and (b) discuss the
existing formal training offerings (both
accredited and non-accredited), assessing
how effectively these programs support
the development of productivity-enabling
skills and where gaps/barriers exist.

Stage 3—Stakeholder
consultation

In the national roadshow sessions, the following
approach was adopted:

- Stakeholders were given an overview
of the VET Future Readiness Study,
emphasising the importance of this
research in addressing projected labour
shortages across the Built Environment.

To validate and refine the insights gathered
from desktop research and the survey series, a
series of consultation activities were conducted
between 7 and 19 November 2024

In these sessions, digital collaboration tools
such as Menti and Microsoft Whiteboard were
used to support interactivity and insight capture.

« A national roadshow series.
In-person consultation workshop sessions
were held in five capital cities across
Australia. 118 stakeholders attended one
of these sessions. (A breakdown of
attendees by session is set out in Figure 15
below.)

Figure 8. Attendees at VET Future Readiness Study consultation workshops

LOCATION ATTENDEES

Melbourne 26
Perth 23
Sydney 24
Brisbane 23
Adelaide 22

TOTAL 118 ATTENDEES




Appendix B: Industry-specific findings

While the main body of this Review focuses

on system-wide issues that cut across the
construction, property, and water industries,
each of these sectors also faces distinct
challenges and opportunities in preparing their
workforces for the future.

This appendix provides a more granular, sector-
by-sector account of the findings drawn from
stakeholder consultations, survey responses,
and desktop research. It highlights the specific
productivity-enabling technologies being
adopted in each industry, the ways in which
job roles are evolving, and the implications for
training and skills development.

These sector-level insights offer valuable context
for understanding how the broader themes
explored in the report play out in practice. They
also point to opportunities for more tailored
training solutions, responsive policy design, and
targeted investment to support future readiness
at the industry level.

Construction

Productivity enablers

Much has been written about the gradual
adoption of Modern Methods of Construction,
particularly with the expansion of off-site
manufacturing and the automation of repetitive
and labour-intensive tasks (see, e.g. Skillsnet
Ireland, 2022).

In the building and heavy and civil construction
subsectors in particular, technologies such

as prefabrication and 3D printing (additive
manufacturing) enable construction of
components off-site, which are then transported
and assembled on-site (see Figure 9). This
evolution will cause a shift away from labour-
oriented onsite preparation to more process-
oriented off-site manufacturing (University of
Melbourne, 2023). This is expected to reduce
productivity lost to human error and resulting
rework. Many applications for 3D printing
technology were raised by study participants,
including architectural models, formwork
solutions, and even complete structures.

Figure 9. Top ranked productivity enablers in the Construction industry

® Employer Employee

Artificial Prefabrication Computer
Intelligence (off-site ‘pre-built’ Aided Design
components) (CAD) tools

Assistive technologies, like robotics and
drones, can further automate on-site assembly
and productivity by performing tasks such as
welding, bricklaying, surveying, and demolition.
The use of autonomous robotic machinery and
Al-powered tools will help to address labour
shortages and improve the accuracy and safety
of construction processes.

Study participants pointed to construction
software as a key productivity enabler. The
integration of 3D modelling tools, such as
Building Information Modelling (BIM) and Digital
Twins, will also play a critical role, particularly
in the commercial building subsector. The use
of these technologies to generate 3D digital
representations of structures, as opposed

to physical prototypes, will accelerate the
move towards model-centric and data driven
workflows (Royal Institution of Chartered
Surveyors, 2023). Similarly, Computer-Aided
Design (CAD) helps unlock productivity

during the design phase by replacing manual
drafting, allowing for more precise and efficient
processes.

Building Project Visual Systems 3D imaging
Information management
Modelling software

The industry is beginning to reap the benefits of
Al and project management software, which
streamline administrative tasks and operations,
improve scheduling, and reduce project delays
across the supply chain (Ernst & Young, 2024).

Changing nature of job roles

Notwithstanding the fact these technologies
are coming to market, study participants
reported that adoption to date has been slow.
The ‘curiosity challenge’ is highly pronounced
in this industry. There seems to be a reluctance
to invest in and embrace new technology. This
could be a result of the prevalence of resource-
constrained small firms across many of the
construction subsectors, but many consultees
also suggested that people in the industry prefer
to ‘do things the way they always have’.



https://visualize.graphy.app/view/d04160db-b6e7-4e35-94f8-0171c6450b0f

Figure 10. Consultee quotes from VET Future Readiness Study survey series and

consultation workshops

(
"If we waited for technology to be added to the
training package it would already be out-of-date
this is why the non-accredited system is important
because it is nimble."
\
s
"The national system is too rigid and structured
to allow for necessary agility."
\

As Modern Methods of Construction are
increasingly adopted in the future, the

nature of construction industry job roles will
change substantially (see Figure 10). Perhaps
unsurprisingly, these developments point to a
decline in manual labour and administrative
tasks, and an increased reliance on digital
technology skills.

Study participants strongly expressed the view
that nationally endorsed training must evolve to
keep up with this evolution.

Enabling Skills (such as critical thinking, data
analysis, and technology use) will increase in
importance, as many construction industry
job roles become less reliant on manual labour
and more focused on analysis and decision
making. This coincides with new technologies
making huge volumes of data available to users,
and firms having to navigate an increasingly
complex regulatory landscape. Sustainability is
also anticipated to become a more prominent
consideration, requiring skills in environmental
management and the use of sustainable
processes and systems.

This changing nature of construction industry
work, it is hoped, will attract new workers to
the industry that might not otherwise have
considered a career in construction. The
attraction of a greater number of women, for
example, may go some way to addressing
forecast future labour shortages.

4 )

"The training package is very far behind the industry
practices when it comes to keeping up with technology."

w g
- N

"Training packages have a lot of skills that are
obsolete or no longer required."

Construction industry roles are also changing
because of increasing fragmentation and
specialisation, particularly in trades. With
many firms specialising and less ‘jack of all
trades’ types, some consultees suggested that
this is making apprenticeships and formal
qualifications less relevant. The sentiment
expressed was that these are too broad-based
and keep learners off tools for too long, which
can lead to lower completion rates.

In contrast, some reported that apprentices
lack the understanding of how they fit into the
broader project or building scale.

Training landscape

Overwhelmingly, we heard that training,
particularly at the apprenticeship level, needs
to reflect the fact that people’s jobs will evolve
over time. Users acknowledged that the
apprenticeship model (and the CPC Training
Package) were the right vehicle for delivering
Level 1 ‘Primary Skills’, but there was a strong
view that Level 2 ‘Enabling Skills’ are still largely
absent from training. Many employee survey
respondents, for example, felt that they would
have benefited from a greater focus on digital

skills in their training (see Figure 5).

Some study participants pointed to the rigidity of
the current apprenticeship model and suggested
that a more agile approach would address some
challenges. These consultees proposed a range
of different approaches, including ‘stackable’
units or modules for greater customisation, and
checkpoints that allow the apprentice to carry
out more complex work tasks as they progress
(rather than having to wait until they finish their
apprenticeship).

We also heard that the CPC and RIl Training
Packages are becoming increasingly outdated.
Several examples were cited of technologies that
are no longer used in industry being embedded
in units of competency. This is leading to RTOs
having to deliver outdated content to ensure
compliance. One such example is ‘dumping’
being a requirement of the RIl Training Package
despite not reflecting current industry practices.

Concreting is another context in which the
non-accredited ecosystem (in this case, vendor
training) is addressing the shortcomings of
training packages. Some activities, we were told,
are subject to international standards that are
not covered by available nationally endorsed
training.

The landscape for training targeted at emerging
technologies is checkered. Training packages
address only a small number of the technologies
identified above—most notably BIM, CAD

and 3D printing.

We heard that non-accredited courses exist that
address most relevant productivity-enabling
technologies. The issue, consultees felt, is that
there are very few that are contextualised to the
construction industry. Several examples were
cited of generic courses in drones or robotics,
but learners would benefit from learning that is
contextualised to their industry subsector.

Complicating matters further is the reluctance
(both on the part of firms and employees)

to invest time and money in ongoing formal
training. This seems to be driven by expectations
about the job readiness of VET graduates—
namely that an apprenticeship or entry-level
qualification should leave an individual ready

for work, with upskilling only required where
there is legislative change or where a new tool is
adopted.

This hesitance is exacerbated by the patchy
availability of relevant training. Where training
is not available locally, employers must see
sufficient ROI to send their employee interstate
(or in some cases, overseas), or otherwise the
employee must take time off work and self-fund
the trip.

Property

The Property Services industry is a broad
cluster of discrete subsectors. Although we are
summarising findings at the industry level, we
recognise that each of the subsectors face their
own evolutions and challenges.

We have included specific examples that
are relevant to individual subsectors, where
appropriate, in the sections below.

Productivity enablers

Remote monitoring was the most commonly
referred to productivity enabler among Property
Services consultees. This allows workers to
remotely diagnose, troubleshoot and rectify
equipment issues, reducing the need for on-
site visits. We heard that this is increasing in
prominence, for example, in the swimming
pool and spa subsector, reducing the need for
physical maintenance. Drone technology was
referred to in a range of contexts, including to
film and photograph properties in real estate,
and to patrol premises in a security context.




Effective use of data and Al is driving
productivity across the industry. The sales-
focused nature of real estate is leading to
predictive analytics—using data mining,
statistics, machine learning, and Al (Real Estate
Institute NSW, 2018)—becoming increasingly
standard practice. Al-powered software can act
as a 'personal buyer’s agent!, tailoring property
listings, suggesting similar options based on
consumer preferences, and providing timely
updates on inspection times, streamlining the
buying process (Realestate.com.au, 2023).

Virtual property modelling is also becoming
increasingly common. This enables agents to
offer immersive property tours via mobile apps
that create virtual representations and minimise
the need for in-person visits.

Integrating Al with project management software
automates administrative tasks, reducing the
need for manual work across almost all Property
Services subsectors.

The importance of data management and
interpretation also continues to grow, driven by
the expansion of remote sensor technologies.
For example, Internet of Things (loT) motion
sensors are being used in pest control traps,
gathering information on pest activity enabling
real time analysis driven decision making.
Similar technology is also found in swimming
pool services, using sensors to detect changes
(e.g. to water quality) and providing preventative
maintenance measures (Baker, 2024).

The security subsector is also seeing drone,
robotic, and cloud-based technology continue
to increase in prevalence. This includes
autonomous security robots that patrol areas
without human supervision, providing real-
time information and operations coordination
for security professionals (Australian Security
Industry Association Limited, 2021).

Changing nature of job roles

Similarly to construction, these developments
point to a decline in manual labour and
administrative tasks, and an increased reliance
on digital technology skills.

These technology advancements will bring

with them a huge increase in the availability of
data. Although some automated reporting and
analytics tools are delivering real-time insights,
workers will need to know how to use available
data to generate insights and how to safely store
and maintain it. Privacy and cyber security will
become increasingly prominent skill needs for
Property Services workers (see Figure 11).

Survey responses from Property Services
workers ranked ‘data management’ as the

most important skill, and ‘data analytics’ as the
second most important skill, to succeed in their
industry in the next five years.

Figure 11. Consultee quotes from VET Future Readiness Study survey series and

consultation workshops
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once generated by human effort." ﬂ prevalent and changes the way content is created."

In real estate there is a large focus on using
data to improve customer experience and
producing greater efficiency in sales outcomes.
Specifically, skills relating to data matching
and data linking are becoming increasingly
important. As are skills associated with using
lead generation technology. Workers in real
estate job roles must also learn to use Al tools
as part of developing advertising collateral and
client communications.

Most commonly in the security, pest control,
and waste management subsectors, workers
will need training in technical (or Platform) skills
to operate new hardware—including sensors
and drones. Although these technologies
partly remove the requirement for workers to
be physically present, the worker must be able
to understand how to remotely operate the
technology, interpret the information gathered,
and make decisions based on the conclusions
that can be drawn.

Training landscape

The Property Services industry seemed to be
the outlier when it came to attitudes towards
technology and training. Consultees reported
that businesses in this industry are generally
quick to adopt new ways of working, and they
recognise the importance of investing in ongoing
training and development. This could be the
result of active representative associations and/
or the introduction of CPD frameworks.

Given that there is a high prevalence of small
businesses across the Property Services
subsectors, they face common challenges when
it comes to engaging with the national training
system. Most firms reported finding it difficult
to find time to release staff onto formal training
courses. The time and financial cost of full
qualifications is prohibitive and so this sector
leans heavily on the non-accredited system—
preferring day-long short courses on discrete
topics to upskill and maintain currency.

Franchised businesses are common in the
Property Services industry. We heard that many
large franchisors (e.g. in pest control, cleaning,
and real estate) have developed bespoke non-
accredited training to upskill their franchisees.




Industry associations have also sought

to address this gap. There are numerous
associations that have developed subsector-
specific training offerings. One such example
is the Property Council Academy, who deliver
their own ‘Industry Diplomas’, some of which
offer articulation pathways into university
courses. Similarly, REIQ have developed their
own training offerings including their ‘Essentials’
series and ‘Upgrade Your Qualifications’ short
form courses, which are delivered via face-to-
face workshops or online webinars.

Across all subsectors there was little, if any,
appetite expressed for wholesale changes to
the CPP Training Package. Most felt that the
interaction between nationally endorsed training
and the non-accredited ecosystem works fine,
and that wedging more content into training
packages was not the answer. A small number
of specific training product change requests
were received—these were triaged to BuildSkills
Australia’s Training Products and Projects team
for review and action.

Specifically in the context of real estate, we
learned that licensing is driving use of the Cert
IV qualification. The decision of the state and
territory regulators to tie real estate licensing
to the completion of training package units
may be creating an inflated view of the extent
to which they are valued by industry. It seems
that employers do not value or recognise VET
specifically (over any other form of training),
other than the fact that it represents an
individual’s ‘ticket to play’.

Water

Productivity enablers

Water infrastructure and practices are becoming
increasingly digitised, with predictive data
analytics playing a key role in enhancing
productivity. loT devices have greatly
transformed water management, allowing for
more predictive and responsive approaches to
resource usage (see Figure 12).

Intelligent asset management tools, such as
Geospatial Information Systems (GIS) and
Supervisory Control and Data Acquisition
(SCADA) systems, combine with sensor
technology that integrates and organises data
to make better decisions (International Water
Association, 2022). SCADA systems facilitate
remote interaction with field devices such as
pumps, valves, motors, and sensors, and enable
more precise planning and environmental
monitoring.

These Al-powered and machine learning

tools are being adopted to automate asset
monitoring and defect detection such as
detecting contaminants or leaks more quickly
and optimising treatment processes (Melbourne
Water, 2022).

Intelligent water metering is another prominent
innovation (Water Services Association of
Australia, 2020). Intelligent water meters
accurately measure and record water usage

in real time, eliminating the need for manual
reading. Like SCADA systems, these can help
detect issues quickly, which allows them to be
addressed more efficiently.

Both technologies greatly reduce the need for

a technician to be physically present to record

a measurement or diagnose an issue. We also
heard that advanced software can automatically
calculate and predict flow rates, making manual
water flow calculations less relevant.

Figure 12. Top ranked productivity enablers in the Water industry
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The industry is adopting drone and robotic
technology, including self-driving robots that
collect water samples autonomously, inspect
pipelines, and conduct reservoir monitoring
(Australian Water Association, 2022).

Finally, Digital Twins is another tool that is
increasing in adoption. This tool provides
workers with virtual replicas of assets,

providing real-time access to infrastructure
operations data—supporting a shift to predictive
maintenance (Australian Water Association,
2020), including predicting system failures,
water demand, and efficiencies.

Changing nature of job roles

This remote delivery of services will help
resource-constrained water organisations
(particularly outside metro centres) to more
effectively maintain large service areas.

devices)

The lesser reliance on field technicians also
changes the type of tasks that workers will need
to perform. Skills associated with physically
performing tasks are lessening in importance

in favour of the ability to understand, interpret,
and monitor the machinery that are performing
the tasks. Workers will be required to know

how to operate tools safely and effectively, and
troubleshoot when issues arise. As has been a
consistent theme, this will require greater digital
and data literacy.

Specifically, the growth in SCADA systems and
remote sensor technology means that workers
will be required to interpret, analyse, and use
data in a secure manner, as water operations
shift towards predictive maintenance. 71%

of employee survey respondents (and 50%

of employers) identified data analytics and
management as essential skill groups to enable
emerging technologies in the industry.
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Workers will also require cyber security skills
(such as threat detection) to protect both
physical infrastructure and operational systems.
This is essential as increasing digitisation

in water operations also raises the risk of
cyberattacks (see Figure 13).

Moving forward, sustainable water management
practices, climate adaption planning and
renewable energy integration are anticipated
areas of skill development expected of workers.

Several stakeholders pointed to the ageing
water workforce as a challenge in this evolution.
Digital natives are underrepresented in the water
workforce and a lack of basic digital skills is
leaving many workers exposed.

On the positive side, consultees pointed to
this depth of experience as a useful tool for
knowledge transfer and on-the-job training.
Workers are increasingly required to coach and
mentor others—specifically, 33% of employees
and 15% of employers ranked ‘coaching others’
as the top skill required to support emerging
technologies and work practices.

Training landscape

In the context of VET, we heard that the NWP
Training Package is generally well regarded

as an entry point. Water appears to be a good
example of an industry being closely involved in
training product development and owning the
output. There was little appetite expressed for
making major changes to the Training Package.
And consultees especially did not support the
idea of trying to cram more into the existing
qualifications (see Figure 14).

We heard that there are supply-side challenges
as they relate to training. Low or patchy demand
(especially in sub-specialisations) leads to few
RTOs having relevant qualifications on scope,
which disadvantages those people who do
want to do the qualification. This is particularly
pronounced in the regions. The fact that only
one RTO in the country offers training in dam
operations was raised. Study participants also
pointed to a shortage of available trainers as a
supply-side barrier.

Figure 13. Consultee quotes from VET Future Readiness Study survey series and

consultation workshops
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"Skills associated with physically performing tasks are
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Figure 14. Consultee quotes from VET Future Readiness Study survey series and
consultation workshops

"The training package is very condensed as it is, and
it is hard to add extra upskilling to meet new tech
enablers within the current system."

"The training package needs to be more industry
focused and evolve quickly enough to keep pace
with industry changes and niche markets."

/\ \/

"The water sector has an ageing workforce, and the
difficulty lies in transitioning people into trainer roles."

"Water Operations does not have a high demand
which means certificates and RTOs are limited."

The NWP Training Package does not yet
adequately address emerging niche areas

of the Water industry—such as smart water
management, water recycling, and decentralised
water systems—which was seen as a significant
limitation.

Alongside a heavy reliance on in-house training,
employers increasingly rely on non-accredited
training and higher education courses for
workforce upskilling. Short courses and
certifications from product vendors (such as
SCADA suppliers), training from industry groups
like the Water Industry Operators Association
(WIOA) and the Australian Water Association
(AWA), and specialised university courses in
areas like water resource management, were all
cited as examples.

Consultees also pointed to the absence of
funding as a barrier for both employers and
RTOs to engage with the national system.




Summary of productivity enablers

Construction Property Services

PRODUCTIVITY
ENABLER

Building Information
Modelling (BIM)

WHAT IS IT? / EXAMPLES

3D model-based tool that provides a digital representation of a construction
project’s physical and functional aspects. An advanced BIM software system
includes a database of all related building information e.g. construction
sequencing, cost, and lifecycle management information.

PRODUCTIVITY
ENABLER

3D imaging /
property modelling

WHAT IS IT? / EXAMPLES

3D imaging to create visualisations of properties, floor plans, and scale
models to allow potential buyers to explore and interact with a virtual
representation of a property.

Digital twins
(virtual modelling)

A combination of models and real time data that provides an exact virtual 3D
model (digital representation) of a construction project. A digital twin uses
data from sources like BIM models.

Robotics

E.g. robotic welding, bricklaying robot, automated demolition robots, self-
driving bulldozers (or other autonomous vehicles/machinery).

Visual systems
(virtual/augmented reality)

Augmented/virtual reality in property services includes location-based
display (pointing your smartphone’s camera at the house, an AR app can
display its rental price, size, etc.); and property tours (app creates a virtual
representation of the property, allowing you to walk through each room,

view the interior 360 degrees, changes decor settings, and visualise potential
renovations).

Visual systems
(virtual/augmented reality)

AR/MR (mixed reality) applications for construction allow computer-
generated images from CAD or BIM programs to be overlaid on a user’s view
of the real world, resulting in a composite or augmented image.

Digital twins
(virtual modelling)

A combination of models and real time data that provides an exact virtual 3D
model (digital representation) of a property.

3D printing
(additive manufacturing)

Translates a CAD file into a 3D model to produce geometrically complex
objects, shapes, and textures.

Prefabrication (off-site
'pre-built' components)

Structure which is constructed into components off-site. These components
are then delivered and assembled to form a building e.g. 2D panel system to
create walls, internal stairs.

Drone technology

E.g. drone surveying for site analysis, asset inventory.

Remote maintenance
tracking (e.g. Internet of
Things ‘loT’ devices)

Track and manage devices and equipment without physical proximity.
Sensors embedded/attached to device/areas of a property to collect data.

Real estate—e.g. managing temperature/lighting, tracking occupancy,
monitoring safety concerns like structural integrity.

Pest control—e.g. sensors to monitor pest activity and predict nearby
populations.

3D imaging/property
modelling

3D imaging to create visualisations of a construction project.

Artificial intelligence
(optimisation of integrated
modelling and data)

E.g. BIM, augmented reality, digital twins, etc.

Artificial intelligence/
machine learning

Al based security systems combine human expertise with automation to
provide real-time analysis, predictive capabilities (identify potential threats),
and automation of routine tasks.

Security—e.g. Al surveillance cameras, access control, remote monitoring,
perimeter security systems.

Computer Aided Design
(CAD)

Creates designs in either 2D or 3D to visualise construction, and enables the
development, modification, and optimisation of the design process (replaces
manual drafting).

Project management
software

Used to plan, organise, and allocate resources for managing projects/client
jobs.

Robotics

Security—e.g. security robots that automatically patrol an area without direct
human supervision being required.

Pest control—e.g. robots to trap or eliminate pests (using pesticides or
similar).

Assistive technology
(equipment reducing
manual labour)

Equipment or devices that enable a person to complete a task more easily or
safely.

Drone technology

Drone security technology produces high quality images and video footage of
large areas.

Project management software

Used to plan, organise, and allocate resources for managing projects/client
jobs.

Pest control—e.g. Field management software to manage specific
clients/jobs.




Water

PRODUCTIVITY
ENABLER

Robotics

WHAT IS IT? / EXAMPLES

Water—e.g. improving water quality monitoring processes such as self-
driving robots that collect water samples, measure water quality, and create
sonar maps.

Waste—e.g. robotic arms and sorting systems to sort waste/recycling.

Intelligent water metering
(e.g automatic meter readings)

Replacing traditional water meters with smart water meters, removing the
need for manual water readings. Smart meters keep a real-time log of water
consumption data.

Intelligent asset management
and operations (e.g SCADA)

Supervisory control and data acquisition (SCADA) is a water and wastewater
monitoring system that uses computer networks to detect changes, e.g. leaks,
overflows, chemical imbalance in water treatment, by providing real time
data.

Remote maintenance tracking
(e.g internet of things ‘loT’
sensor devices)

Track and manage devices and equipment without physical proximity.

Water—Sensors embedded/attached to the equipment collect data, e.g.
temperature, pressure.

Waste—e.g. can detect equipment failures by monitoring things like chemical
leakages.

Digital twins
(virtual modelling)

A combination of models and real time data that provides an exact virtual
3D model (digital representation) of physical assets and networks to improve
water infrastructure performance, e.g. sewer network, water resource
recovery facility.

Telematics systems/Logistics
software (e.g. transportation
management systems)

Involves GPS vehicle tracking to monitor vehicles to obtain data such as
vehicle faults, fuel consumption, trip distance.

Project management software

Used to plan, organise, and allocate resources for managing projects/client jobs.

Assistive technology
(equipment reducing
manual labour)

Equipment or devices that enable a person to complete a task more easily or
safely.

Building Information
Modelling (BIM)

3D model-based tool that provides a digital representation of a water or
wastewater project’s physical and functional aspects, e.g. 3D representation of
water treatment plants.

Visual systems (virtual/
augmented reality

Water—e.g. virtually walk through treatment plants before construction begins,
making it easier to identify potential issues that could impact safety and operability.

Appendix C: The national training ecosystem

Our national training ecosystem comprises a
range of vehicles for delivering skills into the
economy:

« National Recognised Training—VET
courses delivered by RTO's that lead to
qualifications and credentials recognised
across the country, including;
= Training Package training products,
which include Qualifications, Units of
Competency, and Skills Sets regulated
by nationally endorsed Training
Packages;

= Accredited Courses that are
independently developed and owned,
and accredited through one of the VET
regulators (most commonly ASQA), but
not housed within the Training Package
framework; and

« Non-Nationally Recognised Training—an
umbrella term for all other training that is
not part of the formal, regulated national
VET system.

For the purposes of this Review, we have
classified these training options on a spectrum
of 'rigorous' to 'flexible' (Figure 15).

Training Package training products are the most
rigorous. This competency-based training is
nationally recognised, and delivery is subject

to regulatory oversight. There is a high level of
assurance over the training and assessment
standards and requirements. The process for
developing Training Packages is highly onerous
and prescriptive. It requires national stakeholder
consultation and, ultimately, Ministerial sign-off.
The rigour underpinning this training is intended
to provide a high level of confidence in the skills
gained by a learner. These training products

are recorded on the National Register of VET
(training.gov.au) and form the backbone of the
formal national VET architecture.

This rigour and rigidity, and the assurance
framework underpinning Training Packages, lend
themselves well to the delivery of Primary Skills.
These are skills that are generally slow-moving
and where there is a public interest in rigorous
oversight.

Yet the rigour of Training Package framework

is also its limitation. The Development and
Endorsement Process accompanying Training
Packages means that speed-to-market for

new or updated training products is very slow.
Another recurring criticism of Training Packages
is that they are often very prescriptive. These
two factors combined mean that Training
Packages are generally poor at keeping pace
with fast-moving Platform Skills.

Accredited Courses are similar. While they

do not have national endorsement within

the Training Package framework, they are
nevertheless nationally recognised and subject
to regulatory oversight by ASQA, VRQA or the
WA TAC. These courses are also recorded

on the National Register of VET (training.gov.
au) forming part of the formal national VET
architecture.

Whilst the process for updating Accredited
Course content is not as onerous, it comes with
its own limitations in the context of a national
system—including the fact that course content
is not visible to the public and IP is privately
owned by the course developer.

Non-NRT system encompasses a broad
spectrum of training products that takes

many forms. Its freedom from the national
endorsement process means that non-
accredited training is extremely agile and
capable to responding quickly to industry needs.
Its speed-to-market means that it is far better
equipped to adapt to fast-changing skill needs.




Figure 15. Simplified representation of the national training ecosystem, arranged by
degree of rigour
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