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The Apprenticeship Employment Network (AEN) is the 

peak industry body representing not for profit Group 

¢ǊŀƛƴƛƴƎ hǊƎŀƴƛǎŀǘƛƻƴǎ όD¢hǎύ ŀŎǊƻǎǎ ±ƛŎǘƻǊƛŀΦ !9bΩǎ 

purpose is to support members and Government to 

achieve skilled and sustainable employment and training 

for the wider community. 

AEN is part of a national network of group training 

organisations located throughout the metropolitan and 

regional areas of Australia. 

AEN provides support services to build the quality, 

professionalism and capability of our network to enable 

them to deliver quality services and outcomes. In Victoria 

our members have employed over 170,000 apprentices 

and trainee across a wide range of industries during the 

past 30 years 

For all enquiries contact: 

 

Gary Workman 

Executive Director 

 

Apprentice Employment Network 

03 9639 3955 

gary@aen.org.au 

www.aen.org.au 
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Executive Summary 
Apprenticeships and Traineeships are struggling in 

Australia. Commencement numbers have been falling for 

the past four years and completion rates remain stubbornly 

low. However !ǳǎǘǊŀƭƛŀΩǎ ƴŜŜŘ ŦƻǊ ǎƪƛƭƭŜŘ ǿƻǊƪŜǊǎ 

continues to grow. 

LŦ ǿŜ ŘƻƴΩǘ ǘŀƪŜ ŀŎǘƛƻƴ ǎƻƻƴΣ ƻǳǊ ǘǊŀƛƴƛƴƎ ǎȅǎǘŜƳ ǿƛƭƭ ƴƻǘ ōŜ 

able to meet the countrȅΩǎ ŘŜƳŀƴŘ ŦƻǊ ǎƪƛƭƭŜŘ ƭŀōƻǳǊΣ ŀƴŘ 

at the same time, many young people will miss out on 

opportunities for rewarding careers as tradespeople. 

Employers tell Apprenticeship Employment Network (AEN) 

members that they use group training because the 

apprenticeship system is too complex and it is too difficult 

to find good apprentices. 

There are actions that governments can take to make 

apprenticeships more attractive as a career choice, and less 

complex and more cost effective for employers. There are 

other actions that will attract more people and help ensure 

that more of those apprentices who do commence, 

actually see their training contract through to the end, and 

go on to work as tradespeople. 

Attracting and supporting apprentices 

Apprenticeships have long been recommended as the 

career choice for students failing in the classroom; 

however at the same time, employers demand more and 

more of their apprentices and their tradespeople. They 

expect apprentices to have good literacy and numeracy 

skills, an understanding of the world of work, an 

appreciation of future technology and an enthusiasm for 

their trade. 

More needs to be done to: 

¶ promote apprenticeships and trades careers as a 

rewarding career option for young people; 

¶ prepare those people for the expectations of the 

workplace; and,  

¶ support those people when they do start an 

apprenticeship to see it through to the end. 

A trade career can be a great option for people who have 

disadvantages. Learning difficulties, challenging family 

backgrounds, cultural differences, disabilities and even 

being older, can all make it hard to attain any job, let alone 

an apprenticeship. More can be done to help people with 

disadvantages find employment an apprenticeship and 

keep it. 

 

 

Making the system simpler and attractive 

Over the years, governments have tinkered and tacked on 

new initiatives, in many cases replicating group training 

practices. This has created a complex system out of what 

should be a simple contract between an employer and an 

apprentice.  

An employer may have contact with up to 10 different 

stakeholders during the course of the apprenticeship - 

double that if they happen to have operations in more than 

one state.  

The employer is expected to: 

¶ negotiate a training plan with a Registered 

Training Organisation that understands the 

system better than they do.  

¶ manage competency-based pay progression and 

determine the right pay level for an apprentice 

who has completed a pre-apprenticeship 

program.  

This is before the apprentice even commences. No wonder 

so many employers are turning away from the system. 

A simpler system is needed to reduce the number of 

stakeholders, and to give the employer greater confidence 

in the quality of training their apprentice receives. 

Competency-based pay progression and completion must 

ǊŜŦƭŜŎǘ ŀƴ ŀǇǇǊŜƴǘƛŎŜΩǎ ǇǊƻƎǊŜǎǎ ƛƴ ǘƘŜ ǿƻǊƪǇƭŀŎŜ ǊŀǘƘŜǊ 

than their ability to finish a subject at trade school.  

Changes to the way RTOs and AASNs are funded can help 

all stakeholders work towards this goal. 

Improving completions 

Recently a lot of research has been undertaken about why 

completion rates remain poor. We already know most of 

the answers. We know that many apprentices are poorly 

matched in the first place. We know that many employers 

ŘƻƴΩǘ Ŧǳƭƭȅ ǳƴŘŜǊǎǘŀƴŘ ǘƘŜƛǊ ƻōƭƛƎŀǘƛƻƴǎΦ ²Ŝ ƪƴƻǿ ǘƘŀǘ 

Ƴŀƴȅ ǿƻǊƪǇƭŀŎŜǎ ŘƻƴΩǘ ǎǳǇǇƻǊǘ ŀǇǇǊŜƴǘƛŎŜǎ ǿƛǘƘ ŜŦŦŜŎǘƛǾŜ 

workplace training. 

More can be done to help employers, especially small 

employers, during the recruitment process. We can do 

more to support employers by better explaining their 

obligations, and by helping them to manage the 

ŀǇǇǊŜƴǘƛŎŜΩǎ ŜȄǇŜǊƛŜƴŎŜ ƛƴ ǘƘŜ ǿƻǊƪǇƭŀŎŜΦ  
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Conclusion 

Group training is a proven way to help address these issues. 

For over 30 years group training organisations have worked 

in every region across Australia and cater to all trades. They 

help employers recruit apprentices, they help create 

opportunities for disadvantaged people, and they mentor 

apprentices and support businesses through to a rotation 

or completion. This valuable resource should be used to its 

full potential in addressing problems with the 

apprenticeship system. 

Group training organisations are also signatories to 

National Standards which were endorsed by all states and 

territories and finalised by the COAG Industry and Skills 

Council in 2017. These standards provide a formal 

framework that ensures national consistency and quality 

service delivery. 

The AEN proposes 17 recommendations to address the 

three key issues highlighted earlier. They are found 

throughout the report and summarised on Page 29. 

All of these recommendations are important, but our 

highest priorities are to help students in their transition 

from school to work, and to help small businesses take on 

and keep more apprentices.  

 

Accordingly, we stress the importance of the following 

recommendations: 

5. The development and use of broad pre-

apprenticeships, such as those delivered through 

the Multi-industry Pre-apprenticeship Project, 

that expose students to a variety of trades ς 

leading students to making informed career 

decisions. 

7. The establishment of a program that can provide 

ongoing mentoring for apprentices and provides 

support for SMEs. 

14.  Funding for GTOs to provide a free recruitment 

service to all SMEs. 

15. Long-term state and federal funding is vital for 

GTOs to provide professional services including 

employer obligations, negotiating a training plan, 

competency-based progression, supervising, 

dealing with young people, providing rotations 

and on-the-job training. 
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1. Introduction 
Apprenticeship numbers have been in decline since 2012. 
In the 12 months ending 30 September 2016, 73,900 
people commenced an apprenticeship in Australia1. 21,100 
of these were in Victoria. In 2012, there were 95,800 
commencements in the same period, with 23,400 in 
Victoria. 

The state of traineeships is even worse, with 253,000 
commencements in 2012 compared to 95,700 
commencements in 2016, the lowest figure since 1998. 
Victorian traineeship commencements were 23,800 in 
2016 and 75,400 in 2012. 

Completion rates for apprentices remain stubbornly low. 
b/±9wΩǎ ƭŀǘŜǎǘ ŎƻƳǇƭŜǘƛƻƴ ǊŀǘŜ ŦƻǊ ǘǊŀŘŜ ŀǇǇǊŜƴǘƛŎŜǎƘƛǇǎ ƛǎ 
56.3 percent. That is, almost half the people who 
commence an apprenticeship do not complete it, and that 
is after taking into account those that recommence their 
training contracts with another employer. For Victoria, the 
story is even worse, with a current completion rate of 48 
percent for trade occupations and 58.8 percent for 
traineeships2. 

Clearly something needs to be done to improve the 
numbers of people commencing an apprenticeship and the 
numbers of people that go on to complete them. 

The evidence that Apprenticeship Employment Network 
(AEN) members gather from the employers and others they 
deal with daily is that apprenticeships are too complex, 
ǘƘŜȅ ŘƻƴΩǘ ǿƻǊƪ ŦƻǊ ǘƘŜ ōŜƴŜŦƛǘ ƻŦ ŜƳǇƭƻȅŜǊǎΣ ŀƴŘ ƛǘ ƛǎ ǘƻƻ 
difficult to find good apprentices. 

There are other factors that affect commencement rates. 
!ǇǇǊŜƴǘƛŎŜǎ ƎŜƴŜǊŀƭƭȅ ŎƻƳƳŜƴŎŜ ƭŀǘŜǊ ƛƴ ƭƛŦŜ ǘƘŀƴ нл ȅŜŀǊǎΩ 
previously. In 1995, 78 percent of apprentices were aged 
under 19 years old. In 2016, 51 percent were under 19. 27 
percent of commencing apprentices are now aged over 25 
years old3. This suggests apprentices are investigating 
other career options before deciding on a trade. 

The increasing numbers of people commencing university 
courses in recent years may account for where future 
apprentices go when they first leave school. In 2015, 
276,234 domestic students commenced an undergraduate 
course at university. That is over 50 percent more than the 
180,313 domestic students that commenced less than ten 
years ago in in 20064. University completion rates currently 
sit at 45 percent5. 

The changing nature of businesses also affects 
commencement numbers. Within the building and 
construction sector, the sector that employs 47 percent of 
apprentices6, almost 60 percent of businesses are sub-
contractors that have no employees7. The majority (82.2 
percent) of these small businesses are trades such as 
plumbers, electricians, plasterers, carpenters and other 
trades8. This trend towards self-employment may suit 
larger contractors but it reduces the capacity of the 
industry to employ apprentices. 

It was for precisely this reason that group training 
organisations were established more than 30 years ago. 
Group training can manage payroll and wages for small 
businesses. They can rotate apprentices through different 
hosts, so a small specialist employer can still help train 
apprentices. They can mentor apprentices through the 
entire apprenticeship contract, and they can keep 
apprentices employed when a small business is not able to 
offer long-term employment. 

Group training organisations operate to National Standards 
that ensure these services are carried out consistently and 
to high quality across Australia. 

AEN welcomes the creation of the Apprenticeship and 
Traineeship Taskforce by the Victorian Government that 
will look at barriers stopping people from taking up an 
apprenticeship or traineeship.  

AEN believes that group training is an important element in 
developing new strategies to address those barriers. 

This paper looks at issues surrounding the three main 
barriers:  

¶ Attracting and supporting apprentices. 

¶ Making the system simpler and attractive 

¶ Improving completions 

We have considered the recommendations in a number of 
papers presented by other organisations and have made 
our own recommendations based on those papers and on 
the experiences of our members. In all, there are 17 
recommendations that are interspersed throughout the 
paper and summarised on page 27. 

All of these recommendations are important, but our 
highest priorities are to help students in their transition 
from school to work, and to help small businesses take on 
and keep more apprentices.  
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2. Apprenticeship Employment Network and group training 
Group training was established in the 1980s, with its 

purpose being to employ apprentices on behalf of 

businesses that were not able to offer the full range of skills 

needed to become a tradesperson, or were not able to 

commit to the full duration of the apprenticeship. 

The group training organisation (GTO) became the 

employer and placed apprentices with host employers 

similar to a labour hire arrangement. The benefits of this 

arrangement are: 

¶ stable employment opportunities for young 

people; 

¶ a hassle free supply of apprentices and trainees 

for businesses; 

¶ rotation of apprentices to ensure continuing 

employment and a breadth of experience; 

¶ a method of meeting skill needs in areas where 

employment cycles or the size of employers make 

long term employment difficult; 

¶ a mechanism for placing out-of-trade 

apprentices; and 

¶ a mechanism for ensuring future skills and 

regional employment can be addressed. 

There are about 120 GTOs throughout Australia today, 

employing approximately 25,000 apprentices and trainees 

who are placed with more than 35,000 host employers. 

GTOs operate across every region and across every 

industry. In some regions, GTO apprentices make up a 

substantial proportion of all apprentices employed.    

In Gippsland, 24 percent of apprentices are employed by 

GTOs. In South Western Victoria 32 percent, and in the 

north west regional of Victoria 21 percent of all apprentices 

are employed by GTOs9. 

The same applies to some industries. GTO apprentices 

make up 14 percent of all Victorian agriculture apprentices, 

and 18 percent of all automotive apprentices10. 

GTOs operate according to the National Standards for 

Group Training Organisations11, which provide a formal 

framework that promotes national consistency and quality. 

They cover the following areas: 

¶ recruitment, employment and induction; 

¶ Monitoring and supporting apprentices and 

trainees to completion; and 

¶ GTO Governance and Administration. 

Apprenticeship Employment Network is the industry 

ŀǎǎƻŎƛŀǘƛƻƴ ŦƻǊ ±ƛŎǘƻǊƛŀΩǎ ƎǊƻǳǇ ǘǊŀƛƴƛƴƎ ƻǊƎŀƴƛǎŀǘƛƻƴǎΦ 

Since 1985 our members have supported over 170,000 

young people into an apprenticeship or traineeship across 

Victoria in a wide range of industry sectors.   

Currently our not-for-profit network employs over 6500 

apprentices and trainees each year in all industry sectors 

with a heavy focus on traditional trade areas. We work with 

local communities and employers to match young people 

with meaningful work. 

Our members provide a quality safety net and flexibility for 

both the apprentice and host employer over the period of 

their training. 
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3. Attracting and supporting apprentices 

3.1 Careers Advice 
 

 
 

Apprenticeships and the careers they lead to have long 

been the poor cousins when it comes to careers advice and 

careers guidance. Higher education providers and the big 

public employers have budgets that enable the production 

of glossy brochures and slick TV campaigns. 

Apprenticeships are often with small employers that have 

no promotional budget. Careers teachers personally go 

through higher education and receive ample information 

about higher education courses, but very little about 

apprenticeship opportunities. 

Apprenticeship promotion is more ad hoc, often relying on 

a funded project, and usually disappearing when the 

funding dries up. This difference in promotion is the first 

step in making apprenticeships less attractive than the 

alternatives. 

There are general calls for the improvement of careers 

advice about apprenticeships. The Apprentice Reform 

Advisory Group recommended this in their 2016 report12. 

Three peak employer associations13 this year called for 

government to develop comprehensive careers 

information about apprenticeships. The Master Builders 

Australia14 has called for a public awareness campaign to 

promote apprenticeships and the NSW Business Chamber15 

for a National Careers Advice Service to provide 

independent and authoritative advice on career options. 

Careers advice could be updated to better reflect career 

opportunities in the modern economy. The Foundation for 

Young Australians (FYA) in their report The New Work 

Mindset16 analysed 2.7 million online job advertisements to 

identify the skills sought for more than 600 occupations. 

They found that many of those skills are shared across 

different occupations. They grouped these occupations 

into seven job clusters, such as the artisans, the designers 

and the technologists, where the required skills are closely 

related and often portable. 

FYA believe that people should be encouraged to think 

more broadly about their future, by thinking about which 

cluster of skills most relates to them, and what careers 

could develop within that cluster. Thought of in that way, 

careers advice could also focus on clusters of work and the 

breadth of jobs available to a person with a particular skill 

set. This could describe a journey from an apprenticeship 

to a technician to a manager within a cluster. It could 

highlight the additional skills required to switch from one 

job to another job within the cluster. 

The target audience for careers advice is also a 

consideration. Careers teachers in schools are an 

important resource for students, but parents and peers 

also play a crucial role in influencing career choices17. 

Parents often have a poor understanding of apprenticeship 

pathways and an aspirational trend towards higher 

education. 

Some reports have called for broad initiatives that include 

literacy and numeracy testing, aptitude testing, personality 

testing and career guidance18. A report produced for the 

then NSW Board of Vocational Education and Training in 

201119 noted that activities to promote apprenticeships to 

young people often increase intake numbers, but the effect 

ƛǎ ǘƘŀǘ Ƴŀƴȅ ŀǊŜ άΧ ƭŜǎǎ ŎƻƳƳƛǘǘŜŘΣ ƭŜǎǎ ǿŜƭƭ ǎǳƛǘŜŘ ƻǊ ƭŜǎǎ 

likely to complete the apprentƛŎŜǎƘƛǇ ΧέΦ ¢ƘŜȅ ŦƻǳƴŘ ǘƘŀǘ 

a quarter of apprentice recruits are not well suited to the 

trade and a further 20 percent ambivalent about their 

apprenticeship experience.  

Helping people identify early on that they may not be 

suited to an apprenticeship would save them time and 

effort in finding work, would save potential employers the 

wasted cost of recruitment and training, and would save 

governments the expense of incentives and funding of 

training places. 

There are already aptitude tests and personality tests 

available that might suit potential candidates. The 

Australian Apprenticeships and Traineeships Information 

Service has tests freely available on its website20. Group 

training organisations routinely test apprenticeship 

candidates for their suitability. 

  

Recommendation 1   

The provision of better careers advice on apprenticeships for school students and other job 

seekers, that focuses on both apprenticeships and the careers that come after completion. 
 

Recommendation 2 
Funding for group training organisations to provide free aptitude tests to potential 

apprenticeship candidates. 



 
 9 

3.2 Encouraging schools to participate in VET and promote trade careers 
 

 
 

Many stakeholders in the apprenticeship sector believe 

that schools should be doing more to promote 

apprenticeships to their students, by enabling their 

participation in vocational training programs and 

promoting trade careers. 

Just over 51,000 Victorian secondary students enrolled in a 

VET program in 2016, including 3,300 in school-based 

apprenticeships and traineeships (SBATs)21. This equates to 

about 40 percent of students in years 11 and 12. Of the 570 

schools that teach secondary students in Victoria, almost 

all of them offer some form of VET to their students. 

But of the students who completed Year 12 in 2015, only 8 

percent have gone on to an apprenticeship or traineeship. 

The number is higher for early school leavers but they make 

up a small proportion of the total number of students22. 

A common issue raised is that schools have difficulty in 

finding work placements for their VET students. Work 

placements are a proven way of helping students identify 

whether they are suited to a particular occupation and 

industry and a common way for employers to source their 

future apprentices.  

Apprenticeships provide strong links to 

employment23 

¶ 82.2% of apprentices and trainees 

are employed after training 

¶ 91.7% for those in trade 

occupations 

Victorian Local Learning and Employment Networks are 

currently funded by the Victorian Government to facilitate 

structured workplace learning for VET students. 

SBATs are relatively poorly subscribed, with only 3,300 

commencements in 2016. They can be difficult to organise 

ǘƻ ƳŜŜǘ ǘƘŜ ǊŜǉǳƛǊŜƳŜƴǘǎ ƻŦ ǿƻǊƪΣ ǘƘŜ w¢hΩǎ ŦƻǊƳŀƭ 

training component and the school timetable, and there 

are administrative expectations on schools to set them up. 

Schools are not always enthusiastic about arranging them 

and one report suggested that more could be done to 

encourage their participation24. Many SBATs are arranged 

through group training. 

  

Recommendation 3 
Encouragement and reward for schools to work with group training organisations to make 

suitable arrangements for careers advice, school based apprenticeships and traineeships, and 

work experience arrangements. 

9 
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Case Study: School students and innovative apprenticeship programs 

Skillinvest has partnered with Victoria Police to provide employment pathway opportunities for indigenous 

secondary school students as a state-wide initiative. 

Funded by Jobs Victoria Employment Network, students study a Certificate III Business Administration 

traineeship. Students gain exposure to an office-based environment in an operating police station for up to 

24-months. So far 30 trainees have commenced in 24 police stations across Melbourne and Victoria. The 

funding will eventually see 60 trainees commence over a four-year period.  

The trainees receive their formal training from Skillinvest, who have appointed two indigenous trainers based 

in their Horsham and Dandenong offices. This support is in addition to the traditional Group Training 

mentoring program where each trainee has an assigned field officer to ensure their progress. 

A lot of work preceding this program was undertaken to build the trust of all parties, including the aboriginal 

communities, families, schools and students. Many of the participating students have long-term aspirations to 

join the police force and have welcomed the opportunity by showing maturity and commitment across all 

aspects of their school and now work life. 

Victoria Police see the program as an opportunity to improve the local relationships between Kooris and police 

and help improve diversity within the police force.  
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3.3 Pre-apprenticeships 
 

 
 

Pre-apprenticeships of one form or another have been 

around for a long time. They are regularly used by 

employers to source their future apprentices, and many 

employers now will only hire someone who has completed 

an appropriate pre-apprenticeship. 

However, is the current pre-apprenticeship model 

adequate?  

There are many different pre-apprenticeship qualifications 

funded across Australia. Some are developed in the 

national Training Package system for that specific purpose; 

some are other qualifications taken from a Training 

Package but funded as pre-apprenticeships; and some are 

developed and accredited by state governments without 

reference to the national system. 

Some state governments require a component of the pre-

apprenticeship to include a work placement, while others 

just recommend it. 

Competency-based wage progression for some 

apprenticeships can also complicate matters. Depending 

on the type of program undertaken, a student could get 

anywhere from none up to 50 percent of an apprentice 

qualification completed in the pre-apprenticeship, with a 

wage outcome to match. Sometimes these arrangements 

can make a student unemployable. 

Every stakeholder agrees that pre-apprenticeships serve a 

useful purpose and should be encouraged, but there is no 

broad agreement on how they should be structured. The 

basic expectation is that pre-apprenticeships provide a 

student with an insight to a trade, and help them decide if 

that is a career they want to pursue. From the employer 

perspective, they should give a student some familiarity 

with basics like safety, using tools and how the workplace 

operates, given a chance to understand employer 

expectations and also demonstrate an interest in the trade. 

Some stakeholders believe that a pre-apprenticeship can 

go further than the basics. Some would like to see a literacy 

and numeracy component included and more emphasis on 

preparation for work25. Some believe pre-apprenticeships 

should train students across a broad range of trades, to 

help them consider careers they may not have thought of26.  

Many also believe that meaningful work experience or 

work placements are an essential component27. Finally, 

there are recommendations that pre-apprenticeship 

content should not provide too much formal recognition in 

an apprenticeship for wage progression purposes28

  

Recommendation 4 
The delivery of pre-apprenticeship programs that include a literacy and numeracy assessment, 

mandatory work placements and have minimal impact on competency-based progression. Pre-

ŀǇǇǊŜƴǘƛŎŜǎƘƛǇǎ ǎƘƻǳƭŘ ǇǊƻǾƛŘŜ ŦƻǊ ƴƻ ƳƻǊŜ ǘƘŀƴ ǘƘŜ ŜǉǳƛǾŀƭŜƴǘ ƻŦ с ƳƻƴǘƘǎΩ ŎǊŜŘƛǘ ǘƻǿŀǊŘǎ ŀƴ 

apprenticeship qualification. 

Recommendation 5 
The development and use of broad pre-apprenticeships, such as those delivered through the 

Multi-industry Pre-apprenticeship Project, that expose students to a variety of trades ς leading 

students to making informed career decisions. 
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Case Study: Multi Industry Pre-Apprenticeships at work in Geelong 

Victorian Group Training Company (VGTC) has partnered with Western Heights College in Geelong to offer a new 

vocational training program to students at risk of not completing Year 12. Funded under the Multi Industry Pre-

Apprenticeship (MIP) project, the program offers training across a range of industry sectors while the students are 

still at school.  

Students designed and built a kitchen and sensory garden complete with a pizza oven, gates and fencing. VGTC 

linked skills acquired in various VET programs to complement this. Students gained certification and credits in 

employability and applied learning skills. 

The students will all complete the program with a Certificate III in Horticulture. Some may not go on to work in that 

sector, but all of them will complete Year 12 and they are picking up important employability skills and knowledge 

of various trades in the process. The college says the program has dramatically improved school attendance, and 

they have noted an improvement in their school work and attitude outside of the MIP program. 

The program funding has allowed VGTC to provide students with the correct PPE and the right tools. The RTO 

training costs were met, and transport to and from work was covered each week. Without this financial support, 

the program would not have been possible. 

Since the completion of this program all participants have been able to source apprenticeship / traineeship 

employment in the local area, with many now working for employers who participated in the work experience 

component. 
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3.4 Supporting disadvantaged groups into and during apprenticeships 
 

 
 

There are many disadvantaged groups in Australia that 

could benefit from undertaking an apprenticeship, but are 

generally under-represented. These groups include: 

¶ people with a disability, 

¶ people from culturally and linguistically diverse 

backgrounds, 

¶ Aboriginals and Torres Strait Islanders, 

¶ disengaged youth, 

¶ women, 

¶ people who have been in custody, 

¶ mature age people, 

¶ people who live in rural and remote areas and  

¶ people with language, literacy and numeracy 

difficulties. 

The Australian Government recognises the difficulties 

disadvantaged people have in obtaining an apprenticeship 

by offering additional financial incentives to employers for 

some groups. 

Up until its discontinuation in 2014, the Australian 

Apprenticeships Access Program was funded to support 

disadvantaged people obtain and keep an apprenticeship. 

The Access program offered: 

¶ job preparation; 

¶ industry training; 

¶ connections with actual employers; and 

¶ on-the-job support to help job seekers settle in 

the first 13 weeks. 

 

The final evaluation of the Access program found that it 

was valued by participants, employers and others and filled 

άŀ ƴŜŎŜǎǎŀǊȅ ƴƛŎƘŜ ƛƴ ǘƘŜ 9ƳǇƭƻȅƳŜƴǘ {ŜǊǾƛŎŜǎκǎƪƛƭƭǎ 

training system for those disadvantaged jobseekers who 

ǿƛǎƘ ǘƻ ŜƴǘŜǊ ŀƴ !ǳǎǘǊŀƭƛŀƴ !ǇǇǊŜƴǘƛŎŜǎƘƛǇέΦ Lǘ ŦƻǳƴŘ ǘƘŜ 

program achieved strong training completion rates (80 

percent) but struggled with outcome rates (a target of 40 

percent with average achievement of 32 percent)29. 

There is no doubt that disadvantaged people can have 

difficulties in finding and keeping an apprenticeship. They 

may need help to prepare for employment and to prepare 

for formal training. They may need help to find employers 

willing to take them on and they may need help to continue 

with the apprenticeship until completion. All of this help 

costs money. The Ernst & Young report into the Australian 

Apprenticeships Access Program contained 

recommendations to structure funding according to the 

needs of the individual30. 

Group training organisations have a long history of 

supporting disadvantaged groups into apprenticeships. 

National Standards require GTOs to adhere to the 

principles of access and equity in all operations including 

marketing, recruitment, monitoring, support, governance 

and administration. 

 

 

 

 

  

Recommendation 6 
The development of a program specifically designed to assist disadvantaged groups to obtain and 

remain in an apprenticeship. The defunct Australian Apprenticeship Access Program is a good 

model for a new program. 
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