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Executive Summary 
 
The water industry and the vocational education and training system (VET) have critical roles to play in 
minimising risks to public health that an insufficiently trained workforce poses to Australian communities. 
With the pending introduction of the National Certification Framework for Operators within Drinking Water 
Treatment Systems, the industry has recognised it is timely to undertake an assessment of the training 
system’s capacity to meet future training needs of the water industry. 
 
In December 2012 funding was given to the Water Services Association of Australia (WSAA) by the 
Commonwealth Government to conduct research on the training needs and training capacity of the water 
industry in Australia. This research was one component of a broader Urban Water Industry Workforce 
Development Project and it has been conducted by the NSW Public Sector ITAB and the Australian Water 
Association on behalf of WSAA. 
 
This study has involved the collation of the largest and most representative training data ever gathered from 
water utilities and VET training providers nationally.  
 
Key Findings from Employers 
 
 The majority (78.5%) of water utilities and private sector organisations surveyed use the National Water 

Training Package (NWP07). 
 Approximately 60% of employers access some form of government funding for NWP07 delivery. Any 

reduction in government funding is likely to have a significant impact on the uptake of training by the 
water industry. 

 Employers anticipate demand for training from the NWP07 to increase over the next three years, 
particularly in units of competency and Certificates II, III and IV. Increases will be greatest in water 
treatment, wastewater treatment, distribution (networks), construction and maintenance and trade 
waste. 

 Employers have created a strong internal training capability by supporting their staff to undertake Cert IV 
TAE qualifications or skills sets. This training capability could be better utilised by the industry and RTOs to 
address skills development. 

 Industry’s preference is for nationally recognised, face-to-face training delivery at the workplace; 
unaccredited and unassessed training is least preferred. 

 Areas that need to be addressed to improve training and assessment services include: provision of 
funding, access to training, quality of training and assessment services, clarity around Certification, 
consistency in service provision, coordination of training services and training package responsiveness. 

 
 
Key Findings from Registered Training Organisations (RTOs) 
 

 Most (89.5%) of RTOs surveyed had delivered training from NWP07 in the previous 12 months, indicating 
industry’s widespread use of the existing RTO network. 

 There are at least 159 trainers and assessors employed by RTOs to deliver NWP07, of which 56.6% are 
full-time. As the average RTO full-time trainer workforce is 2.5 and part-time workforce is 2.4, the 
relatively small workforce in each RTO may partly explain problems with access reported by industry. It 
also highlights the importance of succession planning within RTOs. 

 Less than one-third of RTOs are able to offer all elective units within a NWP07 stream. 
 Cost of training (delivery and staff replacement) plus employer uncertainty about the benefits of national 

qualifications are considered by RTOs to be the major impediments to take-up of NWP07. 



 

 RTO anticipation of future increases in demand for training and assessment closely aligned with industry 
perceptions, although industry predicted greater use of Certificate II qualifications than RTOs. 

 There will be minimal change over the next 12 months in the number of RTOs offering each of the NWP07 
qualifications/units (assuming no new RTOs enter the market). 

 RTOs are most likely to build their capacity and capability by employing more part time/casual trainers 
and assessor and developing industry partnerships where more training and assessment is undertaken in 
the workplace. 

 RTOs suggest that improvements to the quality of training and assessment services from NWP07 can be 
achieved through professional development, networks, resource development, funding and training 
package improvements. 

 
Whilst the research revealed sufficient capacity in the VET system (both within Registered Training 
Organisations and industry enterprises) to likely meet future demand, there is a disconnect between the 
potential supply of training (as indicated by the scope of registration of the 46 RTOs in the system) and the 
training that industry can access in practice. It is apparent there are inefficiencies and inflexibilities that 
impede utilisation of VET by industry. Ongoing problems primarily relate to: 
 

 Cost of training (includes capacity or preparedness of industry to pay for training, particularly the 
face-to-face mode preferred by employers) 

 Access to training (exacerbated by higher costs associated with delivery to a thin market and gaps in 
the human and training resources of RTOs who are often limited in the range of electives they can 
provide) 

 Quality of training and assessment services 

 Under-utilised partnership arrangements between employers (who often have experienced staff with 
TAE qualifications and/or skill sets) and RTOs.  

 Gaps in the National Water Training Package 
 

These weaknesses in the system require further intervention to prevent the gaps between training demand 
and supply widening. The report proposes a series of strategies that can be adopted and implemented by a 
range of key organisations in industry to ensure its current and future VET requirements are met. 
 
Consultations with industry and RTOs revealed general support for national adoption of the services currently 
provided by the Water Training and Assessment Network in NSW. However the financial feasibility of 
establishing and operating a self-funded, national WTAN network is doubtful based on qualitative feedback 
received from potential network members. As a consequence, the report proposes that the four key 
functions identified for a national WTAN be devolved to the various national and state based industry bodies 
that currently have responsibility for addressing the training needs of their members. 
 
 
Recommendations 
 
1. The Water Industry Skills Taskforce (WIST) actively lobby Governments to ensure that funding is made 

available for vocational skills development in the water industry.  
 
2. The Australian Water Association develop the specifications for a national database of trainers and 

assessors for the purpose of improving access to trainers and assessors by RTOs and enterprises. It is 
proposed that a new section be included in the AWA’s yearly printed publication (and soon to be digital 
version) of The Australian Water Directory. 

 



 

3. Case studies and good practice guidelines that are based on models of successful enterprise and RTO 
partnerships in the water industry be developed and promoted through national and state associations 
and training bodies. 

 
4. The Water Industry Training Package development process undertaken by Government Skills Australia 

incorporate comprehensive industry and RTO consultation. 
 
5. State based water industry associations and Industry Training Advisory Bodies continue to provide 

opportunities for professional development of trainers and assessors and brokering of training services. 
 
6. To assist the industry achieve quality training outcomes, the Water Industry’s recently developed suite 

of RPL Tools for water treatment units be extensively promoted to RTOs and employers, including its 
adaptability to other streams within the industry. 
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1. Background to the Project 
 
In December 2012 the Water Services Association of Australia (WSAA) received funding from the (now) 
Commonwealth Department of Industry to manage the Urban Water Industry Workforce Development 
Project, involving major pieces of research on the water industry’s skills and knowledge requirements. This 
project was driven by the need to ensure that the water industry’s workforce had the competencies required 
to manage and supply safe drinking water to all communities. It was also instigated in response to ongoing 
industry concerns about the training system’s capacity to meet the future training requirements of 
employers, particularly given industry plans to introduce the Proposed National Certification Framework for 
Operators within Drinking Water Treatment Systems1. 
 
There are two major components to the Urban Water Industry Workforce Development Project: 
 

1. Establishing a Water industry Occupation and Competency Framework (Stage 1) 
WSAA appointed Government Skills Australia to manage and deliver a framework which will define 
the competency requirements for specific roles in each of the operational areas (streams) within the 
industry. The critical skills and knowledge identified for each occupational area will be used to 
validate, develop and define the units of competency and qualifications in the National Water 
Training Package. It will also be used to determine skill sets. 
 

2. Expanding the NSW Training and Assessment Network Nationally (Stage 4) 
The Australian Water Association (AWA) was contracted by WSAA to manage this component of the 
project which has been conducted in parallel to Stage 1 above. The NSW Public Sector Industry 
Training Advisory Body (ITAB) has been working with AWA in the delivery of Stage 4 because of its 
experience with managing the Water Training and Assessment Network in NSW over the last three 
years. 
 
 

2. Purpose of the Research 
 
The research component of Stage 4 of the Urban Water Industry Workforce Development Project was 
designed to: 
 

 Identify industry training needs over the short and medium term 

 Identify trainer capacity in the system to meet those needs 

 Establish a national Water Training and Assessment Network (WTAN), building on the success of the 
NSW pilot program 

 Develop strategies to ensure that 80% of industry training needs can be addressed by the training 
system 

 

                                                             
1 Government Skills Australia Proposed National Certification Framework 2012 – Operators within Drinking Water Treatment 
Systems 
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3. Research Methodology 
 

The project has been overseen by an Industry Advisory Group with representatives from key sectors of the 
industry. Members include: 
 

 Queensland Water Directorate 

 Parkes Shire Council 

 VicWater 

 Water Corporation WA 

 SA Water 

 Sydney Water 
 
The role of the Advisory Group has been to provide guidance on the scope and methodology of the research, 
including feedback on the survey questions. Some members also assisted with the promotion of the survey. 
 
The methodology used to identify employer training needs and RTO training capacity included: 
 

 Desktop research on existing reports on training needs and RTO capacity 
 Development of questionnaires for employers and RTOs that were distributed and completed 

electronically (using Survey Monkey) 

 Three workshops and one teleconference with industry and RTOs to discuss the findings and explore 
potential strategies to address the issues raised through the research 

 
Analysis of existing research2 revealed limited detailed and quantified information on future vocational 
education and training needs that was representative of the industry nationally. Whilst Government Skills 
Australia’s report Water Capacity, Capabilities and Challenges3 provided an analysis of current delivery 
issues, it did not explore future training needs or training capabilities. 
 
As a consequence, the project undertook primary research through online surveys to capture data on current 
and future training needs and capabilities from a larger and more representative sample of industry and 
training providers. The target group within industry were organisations with staff requiring competencies 
from the National Water Industry Training Package (NWP07). 
 
Employer questionnaires were emailed throughout August to November 2013 to all urban water utilities, 
local government water utilities and private contractors through the databases of the NSW Water Training 
and Assessment Network (WTAN), the Australian Water Association and the Queensland Water Directorate. 
Ninety three (93) responses were received, with a 77% survey completion rate. 
 
Online questionnaires were distributed from August to October 2013 to the 46 RTOs with scope to deliver the 
NWP07. It emerged that four of the 46 RTOs were no longer offering water industry training, thereby 
reducing the pool of training providers to 42. Survey responses were received from 37 RTOs (88% response 
rate), with a further two questionnaires completed by the NSW Office of Water who deliver a significant 

                                                             
2 Government Skills Australia 2012 EScan; Australian Water Association National Water Skills Audit 2011; 2012 AWA Training 
Survey – Needs Analysis; NSW Public Sector ITAB (2012) Training Needs of Local Government Water Employees on the Mid 
Coast and North Coast of NSW; NSW Public Sector ITAB (2012) Training Needs of Local Government Water Employees in the 
New England Region of NSW. 
3 Government Skills Australia 2013, Water Capacity, Capabilities and Challenges 
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amount of training to the water industry in NSW. The completion rate of this survey was 95%, confirming that 
the data collected was representative and comprehensive from water industry training providers. 
 
Following preliminary analysis of the findings, workshops were conducted in Melbourne (17 October 2013), 
Sydney (12 November 2013) and Brisbane (21 November 2013) and a teleconference was held on 2 
December 2013 to discuss the survey results and potential recommendations. Forty six representatives from 
water utilities, industry associations and RTOs participated in these discussions. 
 
 

4. Research Findings 
 

Employer Training Needs 

Profile of Respondents 

 
Of the 93 organisations that responded to the survey, 56% (51) were local government water utilities, 24% 
(22) were state-owned water corporations and 20% (18) were private sector companies. NSW councils made 
up 41 of the 51 local government respondents and Queensland councils, nine. Overall, the data is 
representative of state owned water utilities and NSW local government water utilities, but under-
representative of Queensland local government water authorities and private sector companies, including 
irrigators, mining companies and contractors. Attachment 1 includes a list of employer respondents. 
 
Table 1 shows the range in size of the respondents’ workforce requiring technical knowledge or skills related 
to water. It illustrates the diversity of size of organisations in the water industry and their potential capacity 
to respond to workforce development issues. 

 
Table 1:  

Size of Water Workforce in Respondent Organisations 
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Uptake of the Water Training Package (NWP07) 
 
Over three-quarters (78.5%) of employers reported having accessed training from the Water Training 
Package since January 2012. Uptake was consistent across all states and territories, although there were 
variations between type of organisation, with private sector companies having the lowest rate of adoption 
and awareness of NWP07: 
 

 95.5% of State Government corporations/agencies had accessed NWP07 

 80.4% of Local Government water utilities had accessed NWP07 (3.9% were unsure) 

 52.9% of Private sector organisations had accessed NWP07 (17.6% were unsure) 
 
As shown in Table 2, over half of the commencements in training (56%) were in Certificate III Water 
Operations, followed by Certificate IV (15%) and Certificate II (14%) qualifications. Only a small proportion of 
employees (6.7%) undertook units of competency only. 
 
 

Table 2: 
Number of Employees who have commenced training in NWP07 since January 2012 

 

NWP07 Units/Qualifications Commencements 

Units of competency only 83 

Cert I in Water Sustainability 1 

Cert II in Water Operations 176 
Cert III in Water Operations 690 

Cert IV in Water Operations 184 

Diploma of Water Operations 86 

Advanced Diploma of Water Engineering Design 3 

Graduate Certificate in Water Industry Leadership 0 

TOTAL COMMENCEMENTS (based on 60 responses) 1,223 
 
NB: Data in italics are likely to be reporting errors as there is no RTO currently delivering this qualification. 

 
 
The survey also revealed that 41.5% of employers paid for NWP07 training without a government subsidy 
(e.g. traineeship funding, National Workforce Development Funding or State/Territory funding). As Table 3 
shows, a similar proportion of employers (46%) were heavily dependent on government subsidies, with 
between 50% and 100% of their training involving a government subsidy. State Government utilities and 
private sector organisations were least likely to use government subsidies compared to local government 
water utilities. This could be due to several reasons: 

 Capacity to pay for training is greater in state government utilities 

 Lack of awareness of government subsidised programs amongst state government utilities 

 Eligibility criteria for funding may preclude some state government entities 
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Table 3: 
Proportion of NWP07 training/RPL that has been government funded 

 

Proportion of training 
that has involved a 
Government subsidy 

State 
Govt 

Utilities 

Local Govt 
Utilities 

Private Sector 
Orgs 

Total 
Respondents 

Nil 11 6 5 22 (41.5%) 

10% - 33% 2 4 1 7 (13%) 

50% - 88% 5 9 1 15 (27.8%) 

100% 1 9 0 10 (18.5%) 

 19 28 7 54 

 
 
 

Barriers to the Uptake of NWP07 Qualifications 

 
Employers across the country were consistent in their views about the greatest barriers to taking up or 
increasing training from the Water Training Package. The main reasons cited by organisations were: 
 

 Difficulties in finding an RTO that can offer what we want from this training package (the major 
barrier for all sectors of industry and for 43.4% of all employers) 

 Cost of the training charged by the RTO (a barrier for 33% of all employers) 

 Cost of replacing staff on training (a barrier for 27.6% of all employers) 

 We are waiting to see the requirements of Certification (this was an issue particularly for councils 
with 41.5% citing it as a barrier compared with 15.8% of state utilities and 6.3% of private 
organisations) 

 Lack of internal resources to coordinate formal training (a barrier for 19.7% of all employers) 

 The training package does not provide the skills/knowledge we require (a barrier for 19.7% of all 
employers but particularly for private sector organisations (31.3%)) 

 
 

Internal Training Capability 

 
The survey of employers has revealed a large internal training capability within industry. Amongst the group 
of 61 respondents, 36.1% (22) had employees with Trainer and Assessor qualifications that had assisted with 
the delivery and assessment of NWP07 qualifications or units. Collectively they employ 244 people with 
training and assessment capability. Table 5 shows that most (63%) of this expertise is found within State 
Government water utilities where the workforce is largest, however local councils also have an internal pool 
of trainers/assessors that can or are being utilised. 
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Table 5 
Industry-based Trainers and Assessors 

 

 State Govt 
Water 
Utility 

Employees 

Local Govt 
Water 
Utility 

Employees 

Private 
Sector 

Employees 

TOTAL 

Employees with a Cert IV TAE qualification 123 42 14 179 

Employees currently completing Cert IV TAE 12 17 0 29 

Employees with TAE skill sets 19 12 5 36 
TOTAL Employees 154 71 19 244 

 
In terms of areas of expertise, the most common areas of specialisation of industry based trainers were water 
treatment units (78% of all trainers), wastewater treatment units (67%), water supply distribution (network) 
units (61%), wastewater collection units (61%) and construction/maintenance units (45%). Expertise was 
limited amongst those surveyed in irrigation, river groundwater diversion units and hydrography units. 
 
However Table 6 illustrates the limited way in which this internal training capability is being utilised by RTOs. 
When asked how managers, supervisors and enterprise based staff holding Certificate IV in Training and 
Education (TAE) qualifications are involved in the training and assessment process it is evident that they are 
typically used to provide on-job mentoring and training and to gather evidence for assessment (e.g. sign third 
party reports). In only 10% of cases have TAE qualified employees always or usually delivered training and/or 
conducted assessments for the RTO. In 24% of cases, TAE qualified staff have always or usually helped to 
customise assessment activities with the RTO.  
 
 

Table 6: 
Industry Involvement in the Training and Assessment Process 
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The limited extent of industry involvement in the training and assessment process is evident by only three 
employers (5.7%) reporting that their RTO had reduced their fees or passed on some of their government 
subsidy because of the contribution of enterprise trainers and assessors. A further 20.8% (11 employers) 
didn’t know whether such an arrangement had been made, indicating a lack of awareness amongst 
employers of their ability to negotiate such a discount or that the extent of enterprise’s training/assessment 
contribution was not sufficient to justify a reduced cost. Three-quarters (73.6%) of responding employers 
confirmed their costs had not been reduced by the RTO. 
 
The major barriers cited by employers to fully utilising TAE qualified staff are listed below, along with some 
examples of the comments made by employers. 
 

 Cost and time constraints  
“Time to release from usual occupation” 
“Time available to undertake TAE activities in conjunction with existing workload” 
“Backfilling their normal roles is difficult because we just don't have the surplus resources” 
“Availability to develop/customise and deliver substantial programs” 
 

 Conflict of interest 
“Transparency. We have decided that it is not appropriate to use this training for our own employees 
assessment” 
“We have made a deliberate policy decision that Cert IV qualified TAE staff will not be permitted to 
teach or assess our own staff for the WIO qualification to protect both the trainer and students 
against possible allegations of either favourable or unfavourable bias.” 
 

 Constant changes to TAE qualifications 
“The impost on our business is the continual changes to the Cert IV training and assessing 
qualification which the NSSC effectively attempts to render redundant each time it changes the rule 
book, with what appears to be little consideration of the implications ‘on the ground’, and this 
includes the cost to every organisation across Australia to continually upgrade qualifications (great 
for the providers of the qualification). There needs to be a system of demonstrated professional 
development and recognition of continued application to the workplace (and I don't mean gaining 
RPL to get the latest qualification at equal to or more than the cost of completing the entire Cert IV 
course)” 
 

 RTOs don’t facilitate these relationships 
“Flexibility and accessibility of RTOs. The RTOs have a tendency to place barriers to enabling internal 
staff to carry out training and assessment activities. This is either to discourage this practice to keep 
their own trainers in work, or due to problems with their business systems which don't allow for this 
practice to occur.” 
 

 Lack of opportunity  
“Location of employees and trainers” 
“Lack of opportunity to utilise the skills.” 
“Isolation” 
 

 State funding model prohibits auspice arrangements 
“funding prohibits auspice arrangements, so any Skills for all or Skills in the workplace training has 
not allowed utilisation of SAW training and assessment skills” 
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Future Demand for Training from the Water Training Package 
 
Future Demand by Qualification 
In light of the anticipated introduction of Certification for operators of drinking water treatment systems, 
employers were asked to forecast their organisation’s demand for training from the Water Training Package 
over the next three years. As shown in Table 7, net increases in demand were estimated for all qualifications, 
however where industry saw the greatest increases were: 
 

 Units of competency – increase in demand was forecast by 34% of employers, whilst 37.5% saw 
demand as similar to past 18 months 

 Cert III in Water Operations – 42.6% of employers anticipated an increase in demand whilst the same 
proportion saw a similar pattern of demand to the past 18 months 

 Cert IV in Water Operations – 44.6% of employers anticipated an increase in demand and 29.2% 
predicted similar demand to the past 18 months. 

 
 

Table 7 
Changes in demand anticipated by employers in their use of the Water Training Package 

 

 
 
Other points to note include: 
 

 Minimal interest in Certificate I in Water Sustainability – 71.4% saw no demand; 16.3% didn’t know 

 Close to half of the organisations saw no demand in the Advanced Diploma of Water Engineering 
Design (49%) and the Graduate Certificate in Water Industry Leadership (42.3%).  

 Approximately one-third of employers did not know what demand they would have for the higher 
level (Diploma and above) qualifications. This indicates there may be a lack of awareness of these 
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qualifications and there is a need for better marketing and communication about their purpose, 
benefits and delivery options. 

 
From comments made by respondents in the survey and from further discussions with industry members at 
the workshops, it appears that the drivers for anticipated increased training activity are: 
 

 Certification of Water Operators 
“At present our operators are trained through courses provided by NSW Office of Water. If the 
industry required national certification of operators we would need to upgrade our operators to the 
national minimum qualification.” 
 
“Increase in legislative requirements for running a water treatment plant. Operators needing their 
own certificates, not being able to work under supervisor with a ticket. e.g. fluoride” 
 

 Implementation of learning pathways within organisations 
“We have implemented a robust developmental pathway for our operations employees. This is a 
rolling program and will continue its momentum over the next 3 to 5 years” 
 

“This will be in line with our competency framework/career pathways”. 
 
“We generally require all water staff to obtain Cert III in Water Operations as Minimum. Our 
Gangers/supervisors are encouraged to continue to Cert IV. We are waiting on our RTO to provide the 
diploma course. 2 employees are planned to commence Diploma training in first semester 2014.” 
 
“We have been steadily taking on 8 trainees per year plus school based trainees, They have 
progressed from Cert II to Cert III. Some have gained fulltime employment and wish to continue their 
training. The trainees have inspired our existing staff to consider further training” 
 

 Addressing skills gaps due to job redesign 
“Likely more demand for specific units (cross-training for staff who already holding Cert 3/4) as we 
look to rotate staff across different water/wastewater areas”. 
 

 Extending VET training to other areas of the workforce 
“We have built robust developmental pathways for both treated water and dam operations, however 
we also intend building similar training infrastructure for the newly acquired network and distribution 
business.” 
 

 Addressing ongoing skills shortage 
“Will need to continue to address skill shortages for operational purposes and inability to attract 
operators requires providing training and watching those trained disappear due to low pay rates in 
industry” 
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Future Demand by Industry Stream 
 
Across all functional areas of the water industry, the net demand for training is expected to increase over the 
next three years, as shown in Table 8 below. 
 
 

Table 8 
Changes in demand by area of specialisation 

 

 

Increases in demand are expected by the majority of industry in the following areas: 

 Water Treatment – 67.7% anticipate an increase in demand 

 Wastewater Treatment – 58% anticipate an increase in demand 

 Water Supply Distribution (Network) – 49.2% anticipate an increase in demand 

 Construction and Maintenance – 45.6% anticipate an increase in demand 

 Wastewater Collection – 45.2% anticipate an increase in demand 

 Trade Waste – 45.0% anticipate an increase in demand 

Reasons cited for such increases in demand include: 

 Certification of Water Treatment Operators 

 Potential extension of certification to other areas of industry 

 Intent to provide fully trained staff across all areas of operation 

 Pending retirements will require new staff to be trained 
 Introduction of new technologies will require training of staff 
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Future Demand by Numbers 
 
Employers were asked to quantify the number of new and existing staff that would require a Water 
Operations qualification or skill set in the next three years, with the results shown in Table 9. 
 
 

Table 9 
Number of new and existing staff requiring a NWP07 Qualification or Skill Set in the next 3 years 

 

NWP07 Units/Qualifications Number of Employees requiring training  

Units of competency only 683 

Cert I in Water Sustainability 7 

Cert II in Water Operations 423 

Cert III in Water Operations 927 

Cert IV in Water Operations 330 

Diploma of Water Operations 132 
Advanced Diploma of Water Engineering Design 10 

Graduate Certificate in Water Industry Leadership 27 
TOTAL (based on 65 responses) 2,539 

 
 
A comparison with Table 2 which shows training activity over the previous 20 months (January 2012 – August 
2013) reveals an overall increase of approximately 15% in training activity over the next three years, 
compared to trends over the previous 20 months4. 
 
However when the same methodology (described in the footnote) is used to measure the change in demand 
for individual qualifications, some conflicting trends emerge, for example: 
 

 A 350% increase in training activity (or RPL) in units of competency (supports trends in Table 7) 

 A 33% increase in Certificate II in Water Operations (supports Table 7) 

 A 34% decrease in Certificate III in Water Operations (contrary to Table 7) 
 No significant change in Certificate IV in Water Operations (contrary to Table 7) 

 A 15% decrease in Diploma of Water Operations (contrary to Table 7) 
 
Given the differences in qualitative and quantitative trend data, particularly in relation to uptake of 
Certificate III, IV and Diploma qualifications, caution should be used when interpreting the estimates of 
future training activity. The task of accurately quantifying training needs can be difficult and unreliable, 
particularly given uncertainties around the units of competency required for Certification and the availability 
of future government subsidies to reduce the cost of training.  
 
 

                                                             
4 This was calculated by extrapolating Table 2’s total training commencement figure of 1,223 (estimated for a 20 month period) 
to a three year period (2,201 commencements) and comparing this figure with the projected number of employees requiring 
training in Table 9 of 2,539. 
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Employer Preferences for Delivery Modes 

 
Employer preference for structured face-to-face training at the workplace is clearly evident from the 
research. As Table 10 illustrates, 67% of employers rated structured face-to-face training as ‘highly 
preferable’ with a further 28.6% considering it ‘acceptable’. Mixed training mode (involving face-to-face 
training, online learning plus assessment) was also well supported with 35.3% of employers nominating it as 
‘highly preferable’ and 60.3% as ‘acceptable’. 
 
The least preferred options are unaccredited, not assessed technical training (online or face-to-face), 
assessment only pathways and other distance delivery modes such as workbooks and electronic classrooms. 
 

Table 10 
Employer Preferences for Delivery Modes 

 

 

Employers also provided some additional comments to support or to preface their choices: 

 
“Electronic classroom is acceptable, however would depend on target audience, as often outdoor employees 
will not have appropriate access to workstations, etc.” 
 
“Our staff are field based and face to face training in our workplace seems to have the most success. 
Assessment Only pathway may be considered for some staff however, we would prefer them to be trained in 
the current industry best practice to supplement their experience and knowledge rather than having only an 
assessment on current competence.” 
“We are happy with different options for delivery but have had most success with face-to-face. We do have in-
house practical training to be incorporated into the RTO's assessments.” 
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“Staff see lot of value in meeting/face-to-face interactions with employees in other water orgs. Non-
accredited training is acceptable for degree-qualified staff only.” 
 

Language, Literacy and Numeracy Training Requirements 

Inadequate language, literacy and numeracy (LLN) skills have been widely recognised as an impediment to 
workforce productivity in Australia.5 Amongst water industry employers that responded to the survey 
question on LLN needs (67), one third (32.8%) reported their water employees did not require any training 
related to language, literacy or numeracy. Table 11 provides a breakdown of the LLN needs identified by the 
remaining two-thirds of organisations. 

 
 

Table 11 
Language, Literacy and Numeracy Training Requirements 

 
 

 
Basic computer skills, higher level computer skills and numeracy are the three areas of greatest training 
demand; however some employers noted that a formal training needs analysis had not been completed by 
their organisation to quantify the need. In some organisations the demand for LLN training may only be 
limited to a small number of employees. 
 

                                                             
5 Australian Workforce and Productivity Agency, Future Focus 2013 National Workforce Development Strategy, March 2013 
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Other Areas of Training Need 

 
Employers identified a range of areas where they require a mix of technical and generic training. Some of 
these needs can be addressed through refresher workshops, vocational education and training (units of 
competency and qualifications) and compliance training courses. 
 
In broad terms, the other training needs can be classified as: 
 

 Leadership and people management 

 Project management 

 Contract management 

 Asset management 

 New technology training 

 Compliance training – e.g. confined space, first aid, manual handling, chemical handling, working at 
heights, asbestos handling 

 Fluoridation 

 Customer engagement, conflict management, change management 
 
A full list of training needs and related comments is provided in Attachment 2. 
 
 

Strategies to Meet Future Skills Requirements 

 
Given employers in the water industry generally expect a net increase in training activity over the next three 
years, 56.1% (66) indicated their involvement with vocational education and training would “most likely” 
increase in the future and a further 25.8% reported their involvement would ‘possibly’ increase. 
 
Of the actions likely to be taken, the most commonly agreed were: 
 

 To strengthen our partnerships with selected RTOs – 41.4% said ‘most likely’; 50% said ‘possibly’ 

 To train more staff in Certificate IV TAE to strengthen our training/assessment capability  – 17.4% 
said ‘most likely’; 49.3% said ‘possibly’ and 33.3% said ‘unlikely’ 
 

The least likely options were: 
 

 To release TAE qualified staff to train/assess staff in other water utilities – 62.3% said this was ‘most 
unlikely’; 34.8% said ‘possibly’ and 2.9% said ‘likely’ 

 To redesign job roles to have more dedicated internal trainers and assessors – 55.7% said this was 
‘most unlikely’; 49.3% said ‘possibly’ and 5.7% said ‘most likely’ 

 
It was evident from the research that some organisations have already given consideration to developing 
strategies to meet future training requirements. Some examples of comments are below: 
 
“We currently have around 20 staff with the TAE qualification, and will be ensuring they have the LLN unit by 
June next year. We also intend to run some presenting skills training for the trainer / assessors to further 
enhance their training skill.” 
 
“Have already identified the staff we want trained in TAE and this has been completed.” 
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“Training/assessment responsibilities are likely to be part of a broader role.” 
 
 
Future Demand for Certificate IV Training and Assessment 
In response to such strategies, the water industry will need to access more training places in Certificate IV 
Training and Assessment to cater for demand. According to the research, 45.8% (33) employers intend to up-
skill appropriate staff in Certificate IV TAE and a further 34.7% (25) are unsure. Only 19.4% (14) indicated no 
interest. 
 
Collectively, the 33 employers were interested in training 139 employees in Cert IV TAE which is an average 
of 4.2 persons per workplace. 
 
 

Employer Suggestions to Improve NWP07 Training and Assessment Services  

 
Employers were asked to identify what government or RTOs could do to help improve training and 
assessment services from the Water Training Package. Responses could be broadly grouped under the 
following categories: 
 

Funding 
Access 
Quality 
Clarity 

Consistency 
Coordination 

Training Package Responsiveness 
 

 
 
Funding 
Issues raised under funding included: 

 Increasing or maintaining government subsidies, including circumstances where training is 
mandatory (e.g. fluoridation) 

 Better and expedient approvals process 
 Improving information and communication about funding 

 Providing financial incentives for organisations to release their trainers and assessors to other 
workplaces to assist with the cost of replacing staff 

 

Access 
Issues of access were two-fold, improving access to training in rural and regional areas and increasing 
flexibility in delivery to improve access to training. 
 
Many regional employers commented on the lack of access to training in regional areas. For some, the 
solutions included increasing the number of RTOs able to deliver NWP07 or having an industry association 
owned RTO (for quality reasons and because commercial markets are too thin), whilst others proposed that 
delivery be offered in more locations or at the workplace of rural/regional employers: 
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“Get training services further out into the smaller organisations than the age old method of nearby large 
regional towns, i.e. come to us” 
 
One employer commented that access to training is not only an issue for operator training but for 
management staff – “This is a large void yet to be addressed for regional access.” 
 
Greater flexibility of RTO services was also viewed as means by which access to training could be improved. 
Flexibility encompassed offering a wider selection of units of competency and RTOs having a variety of 
delivery and assessment methods 
 

 
Quality 
Improving the quality of training and assessment services was common issue raised by employers. Areas for 
improvement included: 
 

 Trainer expertise – employers called for trainers/assessors with more current and relevant industry 
skills and experience 
 

 Resources and Processes – ensuring resources are available and customised to suit employer needs 
and assessment processes are understood 
 
“RTO's can ensure that they have the training resources or are prepared to acquire the training 
resources to meet the needs of their customers” 
 
“Develop contextualised resources relevant to the region/industry. Our TAE staff spends a great deal 
of time contextualising the resources provided by the RTO” 
 
“One area of improvement is in the process and resources associated with RPL. Often participants 
choose the RPL pathway without having fully understood what is involved. In particular those who 
are subsequently enlisted to provide/sign-off third party evidence are unclear on their role” 

 
 Customer Focus of RTOs – employers reported that RTOs needed to provide more level of support to 

trainees and be a more proactive partner with industry. 
 
“Become a more proactive partner and understand the needs of individual authorities and work with 
the authorities to deliver quality accredited training and to not put obstacles in place in respect to 
where and how training can be delivered that impact on productivity and morale” 
 

 

Clarity 
Industry called for clarity on requirements around the implementation of the Framework for Certification of 
Operators of Drinking Water Treatment Systems because Certification was anticipated to have a major 
impact on future training requirements. At this stage employers are uncertain about the minimum 
credentialing that will be required under Certification and the recognition given by State Regulators to these 
statements of competency. 
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Consistency 
Employers commented on the need for consistency in relation to quality of trainers and access to training. 
 
 

Coordination 
Some employers identified areas where greater efficiencies could be gained from more effective 
communication and coordination. Suggestions included: 
 

 Coordinating training groups across multiple water organisations 

 Establishing better arrangements between businesses and RTOs to encourage the use of internal 
trainers and assessors 

 Funding the national trainer and assessors network to encourage more access to industry-based 
trainers and assessors 

 
 
Training Package Responsiveness 
Industry made several suggestions in relation to the review and redevelopment of the training package that 
would help to ensure the training package meets the needs of industry. These included: 
 

 Ensuring that GSA obtains input from the water industry 

 Defining skill sets, particularly those related to Certification 

 Making the training package relevant to the mining industry 

 Defining specialisations within the water industry, e.g. water treatment plants, dams, wastewater 
plants, reticulation 

 
A comment was also made by one local government water utility that universities need to recognise the 
career pathways offered through the NWP07 to provide articulation for lower level staff to engineering roles. 
Similarly, universities could do more to incorporate practical water/wastewater teaching into programs for 
engineers. 
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Summary of Key Findings from Industry 

 

 The majority (78.5%) of water utilities and private sector organisations surveyed use the National Water 
Training Package (NWP07) 

 

 Approximately 60% of employers access some form of government funding for NWP07 delivery. Any 
reduction in government funding is likely to have a significant impact on the uptake of training by the 
water industry 

 

 Employers anticipate demand for training from the NWP07 to increase over the next three years, 
particularly in units of competency and Certificates II, III and IV. Increases will be greatest in the areas of 
water treatment, wastewater treatment, distribution (networks), construction and maintenance and 
trade waste. 

 

 Employers have created a strong internal training capability which could be better utilised by the 
industry and RTOs to address skills development. 

 

 Industry’s preference is for nationally recognised, face-to-face training delivery at the workplace; 
unaccredited and unassessed training is least preferred. 

 

 Areas that need to be addressed to improve training and assessment services include: provision of 
funding, access to training, quality of training and assessment services, clarity around Certification, 
consistency in service provision, coordination of training services and training package responsiveness. 
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RTO Training Capacity 
 

Profile of Respondents 

Thirty-seven (37) RTOs participated in the research (representing 88% of the market of 42), along with the 
NSW Office of Water that delivers a significant amount of training to local government water utilities via an 
auspicing arrangement with TAFE NSW (OTEN).  
 
As Table 12 show, the largest proportion of RTOs has the scope to deliver Certificate III in Water Operations, 
followed by Certificates II and IV.  
 

Table 12 
Number of RTOs with NWP07 qualifications on scope (as of November 2013) 

 

NWP07 Units/Qualifications Number of RTOs 

Units of competency only 8 

Cert I in Water Sustainability 2 

Cert II in Water Operations 21 
Cert III in Water Operations 28 

Cert IV in Water Operations 20 
Diploma of Water Operations 5 

Advanced Diploma of Water Engineering Design 0 

Graduate Certificate in Water Industry Leadership 3 

TOTAL Respondents 38 
 
 
Of these RTOs, 17 (46%) are from TAFE, 14 (38%) are private providers, five (13/5%) are enterprise RTOs and 
one is a community college. 
 
The home state (head office) of RTO respondents (including NSW Office of Water) was skewed to the eastern 
seaboard with: 

 41% (16) based in NSW 

 23% (9) in Queensland 

 18% (7) in Victoria 

 7.7% (3) in Western Australia 

 5.1% (2) in SA 

 2.6% (1) in both Tasmania and ACT 

 Nil in the Northern Territory  

 

Areas of Specialisation 

Table 13 illustrates the capacity of RTOs to offer the full range of units of competency within areas of 
specialisation in the training package. It clearly demonstrates why industry is reporting difficulties in securing 
RTOs who can deliver “what they want”, particularly if less than one third are able to offer all electives in any 
given stream. Where RTOs have the capability to deliver a specialist stream, the largest proportion of RTOs 
can only offer most or some electives. 
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Table 13 
Number of RTOs by Areas of Specialisation 

 

 

Delivery Locations and Methods 

Despite problems raised by industry concerning access to training, 71% (27) of RTOs reported they had the 
capacity to deliver the qualifications/units on their scope ‘anywhere in the states and territories on our scope 
of registration’ and two thirds (65.8%) said they could deliver ‘at clients’ workplaces within our local area’. 
 
As shown in Table 14, the large majority of RTOs report being able to offer ‘face to face training at the 
workplace of clients’ for Units of Competency and Certificates I, II, III, IV and Graduate Certificate in Water 
Industry Leadership. Distance delivery (particularly workbooks) was most commonly used for Diploma 
students; however it was also popular for other qualifications. Whilst the capacity to offer face-to-face 
training should ameliorate any industry dissatisfaction about delivery methods, there appears a disconnect 
between what can be offered and what is actually delivered. 
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Table 14 
Mode of Training Offered by RTOs by Qualifications on Scope 

 
 

 
 
 
The survey also found that with the exception of one RTO who only offered Certificate III and IV as an RPL 
pathway, all RTOs offered both RPL and training pathways for the qualification/units on scope. 
 
 

Trainer and Assessor Workforce 

Amongst the workforce of the 38 respondent training providers, there were 159 employees with the capacity 
to deliver units from NWP07. They included: 
 

 90 full time employees  

 69 part time or casual employees 
 
If data from the NSW Office of Water is excluded (as they are not an RTO), there are, on average: 

 2.5 full trainers employed to deliver NWP07 per RTO 

 2.4 part-time or casual trainers per RTO 
 
The relatively small number of water trainers and assessors in each RTO means that the expertise and 
reputation of RTOs is very closely aligned with the expertise and reputation of individual trainers. It also has 
implications for knowledge transfer and succession planning within RTOs and may also explain why access to 



22 | P a g e  

 

training can be difficult for employers, if the trainers of choice (or those with the required expertise) are 
unavailable.   
 
Table 15 shows that most RTOs draw from a mix of sources – full-time, part-time or enterprise based trainers 
and assessors. 
 
 

Table 15 
Source of Trainers and Assessors that can be accessed to deliver areas of specialisation by number of RTOs 

 
NWP07 Stream F/T 

employees of 
the RTO 

P/T or Casual 
employees of 

the RTO 

TAE qualified 
trainers and 
assessors of 

the client 

Trainers and 
assessors 

from a 
partner RTO 

Number of 
RTO 

Respondents 

Water Treatment  17 15 10 2 29 

Wastewater Treatment 18 14 11 1 29 

Distribution (Network) 14 12 8 1 24 

Wastewater Collection 10 12 6 1 20 
Trade Waste 5 7 6 0 15 

Catchment Operations 6 9 6 0 14 

Dams Safety 4 9 5 0 11 

Construction/Maintenance 11 10 7 0 17 

River Groundwater Diversion 3 4 3 0 7 

Diploma of Water Ops 3 3 2 0 5 

Grad Certificate 2 1 0 0 3 

 
 

Enrolments from NWP07 

Only four of the 38 training organisations (10.5%) reported no enrolments from the Water Training Package 
over the previous 18 months (since January 2012). As shown in Table 16, enrolments were recorded across all 
qualifications and by most RTOs. 
 
 

Table 16 
Number of RTOs with Enrolments in NWP07 between January 2012 and September 2013 

 

NWP07 Units/Qualifications Number of RTOs with 
Scope to deliver 

Number of RTOs who 
reported enrolments 

Units of competency only 8 12 

Cert I in Water Sustainability 2 1 

Cert II in Water Operations 21 19 
Cert III in Water Operations 28 23 

Cert IV in Water Operations 20 15 
Diploma of Water Operations 5 5 

Advanced Diploma of Water Engineering Design 0 0 

Graduate Certificate in Water Industry Leadership 3 1 

TOTAL Respondents 38 38 
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Barriers to Enrolling in NWP07 Training 

RTOs were asked to identify the major three barriers preventing employers, employees or students from 
enrolling in training from the Water Training Package. The most commonly cited barriers were: 
 

 Cost of the training 

 Funding incentives – they are influencing employer/employee decisions on qualification selection 

 Employer perception of the insufficient benefits from NWP07 qualifications 
 
RTOs also commented on a range of other barriers that were additional to the list provided. These were: 
 

 Cost of time off the job – “the students are too busy with their workload and the employer can't 
afford to have them away for a few weeks to do the training” 
 

 The employer has no capacity to provide off the job training 
 

 Training package limitations -  
 
“The training package requirement that the student must be "on-the-job" to commence training has 
prevented some interested students from enrolling in any courses or units” 
 
“Assessment over time requirement of competency NWP219 which we offer. Other competencies can 
be done over a shorter time e.g. employers save money by shorter courses.” 
 

 Small market in regional areas hinders viability of courses 
 

 Quality of training resources – “the quality of the resources needs some work to make them real” 

 

Utilisation of Workplace Managers/Trainers/Assessors 

Given the previously reported internal training capacity of employers in the water industry, the survey of 
RTOs revealed that only some have succeeded in working collaboratively with employers in the training and 
assessment process. Of 37 RTOs who responded to the question: 
 

 18 (48.6%) said they had used workplace managers/trainers/assessors to assist with the delivery and 
assessment of NWP07 qualifications 

 13 (35.1%) reported they hadn’t as they preferred to do all the training/assessment themselves 

 Three (8.1%) reported that they had wanted to work with enterprise staff but this was not possible 

 Three (8.1%) had not trained or assessed from NWP07 in the previous 18 months 
 
Reasons provided for the lack of partnership in the training/assessment process included: 

 
“No qualified supervisors on site” 
 
“Whilst there is 'in principle' agreement at management levels, when it comes to releasing people at 
ground level then this proves difficult when crucial individuals are being required for other important 
rigorous duties” 
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Table 17 reveals the extent to which industry is involved with training delivery and assessment. Most 
commonly, supervisors/managers are used to gather evidence for assessment, sign third party reports or 
provide on-job mentoring and training. Only a small number of RTOs use enterprise TAE qualified trainers to 
deliver training and undertake assessments on behalf of the RTO. 

 
Table 17 

Extent of industry involvement with training delivery and assessment 
 

 
 
 

Use of Resources 
 
Training Resources 
Access to training materials is often reported as a factor influencing the viability of particular training 
packages for RTOs. In the case of the water industry, nationally available resources have been developed by 
Government Skills Australia in response to the costs associated with servicing a thin market such as water.  
 
RTOs reported utilising the following resources when training from the Water Training Package: 

 94.7% (35) used resources developed by their own RTO 
 64.9% (24) used the Government Skills Australia resources 

 10.8% (4) used national VET e-learning toolboxes 

 8.1% (3) used resources purchased from WIOA 

 One RTO used resources purchased from another RTO 

 Nil used resources purchased from WSAA 
 
RPL Resources 
In 2013 a suite of RPL resources were developed to provide a nationally consistent benchmark for RPL in the 
water industry. RTOs were encouraged to pilot these materials and share enhancements. However the survey 
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revealed that only 22 (58%) of RTOs were aware of the resources, highlighting the need for more extensive 
marketing of the materials to be undertaken in 2014. 
 
 

Changes in Demand for NWP07 anticipated by RTOs 

RTOs were asked what changes in demand (for training or RPL) they anticipated over the next three years in 
qualifications and units from the NWP07. Their responses were similar to those of the employers, with 
increase in demand anticipated in units of competency, Certificate III, IV and Diploma level qualifications. As 
shown in Table 18, 36% of RTOs predicted a decrease in demand for Certificate II, unlike most employers who 
saw demand as static or increasing. 
 
 

Table 18 
Changes in demand for NWP07 anticipated by RTOs 

 

 
 
The major proportion of RTOs saw demand increasing across all streams within the training package, with the 
exception of the specialist areas of river groundwater diversions and hydrography where future demand was 
unknown by the majority of RTOs. 
 
Reasons for the anticipated increase in demand were: 
 

 Certification of operators of water treatment plants 

 Ageing workforce 

 Increasing use of recycled water 
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 Need for more qualified workforce as the industry becomes more regulated 

 The shift towards contracting will mean that demonstration of competency will be required to meet 
contractual arrangements 

 Need to better manage resources, including human resources 
 
 

Anticipated Changes in Delivery Mode and Structure of Training 

Many RTOs reported similar trends in delivery requirements as expressed by employers, particularly in 
relation to face-to-face training and flexible delivery: 
 
“More workplace training” 

“Generally speaking, clients are demanding more blended learning (on site and online in combination” 

“Flexible delivery” 

“Greater demand for workplace-based training and assessment, with pathways to higher level qualifications” 

“We believe that industry is happy with face-to-face, workplace-based training and that no new pathways 
would be required.” 

“Employers would like quality flexible delivery to support face to face training” 

“Much more practical approach to training - less classroom - more field” 

“Our clients prefer our current modes of delivery, predominantly face to face” 

“Increase in delivery options that reduce the cost of training and the need for travel.” 

“There will be a bigger demand for distance education, not e-learning as we are getting more interest in 
paper based, and have very strong views of e-learning as a poor method of delivery for the water industry” 

“There is increased demand for customised workplace training e.g. on site” 

“Expect more onsite training and accreditation” 

“Flexibility in delivery mode - on-site, distance, self paced learning will increase.” 

 

Changes to Scope of Registration  

When asked what changes the RTO intended to make with the NWP07 qualification/units on scope over the 
next 12 months, it appears there will be no significant net change in the number of RTOs or their scope of 
registration. 

Table 19 shows that amongst the existing NWP07 RTOs: 

 There is likely to be a small net increase in RTOs offering Units of Competency (1) and Diploma of 
Water Operations (3) 

 A net decrease in RTOs offering Certificate I (1), Certificate II (1) and Graduate Certificate in Water 
Industry Leadership (1) 

One enterprise RTO has also indicated its intention to discontinue its RTO business from 2014. 
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Table 19 
RTO intentions with the NWP07 qualifications/units on scope over the next 12 months 

 

 

 

Building RTO Capacity and Capability 

Table 20 illustrates how RTOs intend to build capacity and capability to service future demand for training 
from NWP07. The key points to note are: 

 The most likely options will be to employ more part time/casual trainers and assessors and to 
develop industry partnerships where more training and assessment is undertaken in the workplace 

 The least likely scenarios include partnering with other RTOs and employing more full time 
trainers/assessors 

Survey respondents (16) who anticipated recruiting additional trainers/assessors collectively estimated that 
82 new trainers would be required to service demand in the various training package streams. Whilst this 
may not necessarily result in the recruitment of 82 individuals, as some would have capability to train and 
assess in more than one specialist area, it does illustrate that RTOs will be drawing on a significant number of 
industry people to assist with meeting training and assessment demand over the next three years. The most 
common expertise sought will be in water treatment (15), wastewater treatment (15), wastewater collection 
(9), distribution (networks) (8) and trade waste (7). 
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Table 20 
RTO strategies to build capacity and capability to service future demand for NWP07 training 

 

 
 
 

Assistance sought to Improve the Quality of NWP07 Training and Assessment  

RTOs were asked what assistance government or industry could provide RTOs to help improve the quality of 
training and assessment from the Water Training Package. Their responses aligned with employers to some 
extent (see Appendix 4 for the complete list of RTO comments). 
 
Responses could be grouped under the following categories: 
 
 
 

Professional Development 
Networks 

Resource Development 
Funding 

Training Package Improvements 

 

Professional Development 

Professional development encompassed vocational education and training (VET) skills and knowledge and 
water industry skills and knowledge. Suggestions for VET professional development included: 

 Specialist workshops/courses for trainers/assessors 

 Workshops on the NWP07 training package 

 Webinars to facilitate information communication 
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 Participation in independent validation of assessment activities 
 
RTOs also sought opportunities to maintain currency of industry knowledge through: 

 Return to industry for assessors 

 Engagement with industry regarding technology and work practice changes 

 Guest lecturers 

 Industry providing work experience, short work placements and shadowing opportunities 

 Job secondments for trainers into the industry 
 

 

Networks 

A number of the RTO respondents referred to networks as a means through which information could be 
shared and exchanged between RTOs and with industry trainers. The operation of the NSW Water Training 
and Assessment Network (WTAN) since 2010 has provided NSW based RTOs with an insight into the 
effectiveness and benefits of belonging to a water network. Suggested actions relating to networks included: 
 
“More specific industry professional development sessions and network opportunities” 

“Online networks for tutors and assessors” 

“Governments need to encourage current active RTOs to share knowledge with each other in ways such as the 
WTAN meetings where RTOs can network with each other as we as a business don’t have great opportunities 
for this type of forum” 

“Forums for networking/sharing” 

 
 

Resource Development 

Some RTOs nominated funding for the development of training resources as an action that would help to 
improve training and assessment services. Suggestions included: 
 
“Better access to resources” 

“Assist in development of resources” 

“Provide up-to-date training and assessment material” 

“Provision of operating data and case study material to improve training resources” 

“Development of resources for higher level units, particularly in thin markets such as hydrography and 
possibly irrigation and dams 

“Industry to develop customised or contextualised resources in partnership” 

“We purchased resources for NWP07 from Australian Flexible Learning Framework (TVET Australia) H2Online 
Toolbox 10.03 and Toolbox 10.02. We found these unsuitable for face-to-face delivery and are much 
interested in obtaining more suitable resources. We will investigate the WIOA options but overall believe 
there is a need for good, solid resources.” 
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Funding 

Many RTOs commented that Governments needed to provide funding to subsidise the costs of training for 
employers. Some called for the return of existing worker traineeship funding. 

One RTO suggested that Government provide funding for professional development of RTOs. 

 

Training Package Improvements 

Some RTOs were passionate about changes that were needed in the Water Training Package to improve 
consistency, quality and relevance to the industry. Their comments are below: 

“I would like the package to be more specific in language about the intent of each unit of competence. There 
are many instances where the intent is missed and I have seen some RTO's delivering material that is 
unrelated to the unit.  The two in question are NWP268B and NWP277A” 

“Need more components on Sustainability”6 

“Domestic septic systems remain a gap in this package. Baseline Cert III needs more competencies that reflect 
typical basic treatment processes. It is currently very difficult to map a training plan at this level for a basic 
facility where the sourcewater is of good quality and only needs one treatment step (i.e. chlorination). Other 
training packages have taken on environmental monitoring and sustainability units which include water 
treatment processes and may be preferred by employers (MSS11, Plumbing trade, Horticulture, mining)” 

“The training package qualifications are too open ended; technical units should be included in core so the 
packaging rules should be reviewed; specific technical electives should be designated where qualifications are 
issued with a strand i.e. Certificate III in Water Operations (Waste Water) A minimal standard of mathematics 
and chemistry should be mandatory in these qualifications Some of the imported units from other endorsed 
training packages i.e. Business has little relevance to Water Industry and should be replaced by units 
customised to the industry” 

“Diploma and above should be limited to people who have been in the industry for some time and have at 
least got a Cert III. We need to develop a career/qualification pathway, especially if the Diploma only has 2 
core and 5 elective units” 

 

 

                                                             
6 As a suite of units and qualifications addressing Sustainability exist in the Sustainability Training Package (MSS11), 
there may be some that could be imported into Water Operations qualifications. 



31 | P a g e  

 

Summary of Key Findings from RTOs 

 

 Most (89.5%) of RTOs surveyed had delivered training from NWP07 in the previous 12 months, 
indicating widespread use of the existing RTO network. 

 

 There are at least 159 trainers and assessors employed by RTOs to deliver NWP07, of which 56.6% are 
full-time. As the average RTO full-time trainer workforce is 2.5 and part-time workforce is 2.4, the 
relatively small workforce in each RTO may partly explain problems with availability and responsiveness 
reported by industry. It also highlights the importance of succession planning within RTOs. 

 

 Less than one-third of RTOs are able to offer all electives units within a NWP07 stream. 

 

 Cost of training (delivery and staff replacement) plus employer uncertainty about the benefits of 
national qualifications are considered by RTOs to be the major impediments to take-up of NWP07. 

 

 RTO anticipation of future increases in demand for training and assessment services closely aligned with 
industry perceptions, although industry predicted greater use of Certificate II qualifications than RTOs. 

 

 There will be minimal change over the next 12 months in the number of RTOs offering each of the 
NWP07 qualifications/units (assuming no new RTOs enter the market). 

 

 RTOs are most likely to build their capacity and capability by employing more part time/casual trainers 
and assessors and developing industry partnerships where more training and assessment is undertaken 
in the workplace. 

 

 RTOs suggest that improvements to the quality of training and assessment services from NWP07 can be 
achieved through professional development, networks, resource development, funding and training 
package improvements. 
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Potential Role of a National Water Training & Assessment Network 
(WTAN) 

 

Background  

In NSW a Water Training and Assessment Network (WTAN) was established in 2010 in response to industry’s 
concerns about immediate and long term access to RTOs able to offer high quality training from the Water 
Training Package. The NSW WTAN has since grown to over 300 members from state and local government 
water utilities, private sector organisations and RTOs servicing the industry in NSW. Its focus has been on 
increasing the number of trainers and assessors in the industry, improving communication between RTOs and 
industry and on providing professional development to trainers and assessors. The NSW WTAN operated with 
NSW Government project funds until October 2013. 

 
As evident from the survey findings, some RTOs nominated networks as a mechanism to facilitate the 
improvement in quality of training and assessment services. The value and feasibility of expanding the NSW 
WTAN to a national network was discussed in the consultative workshops and teleconference with industry 
members and RTOs. 
 
Some potential functions of a national WTAN were presented to participants, based on the work of the NSW 
WTAN over the last three years. 
 
 

1. To facilitate information dissemination and information exchange about: 
 NWP07 review, development and implementation 

 Changes to funding programs (national and state) 

 Industry research, trends, events 
 

Network meetings, webinars, online chat rooms and newsletters could be used to communicate with 
stakeholders. 

 
2. To provide professional development for trainers and assessors 

Examples of professional development activities might include: 

 Developing effective assessment strategies 

 Customising training materials 

 Independent validation of assessment 
 
3. To establish a database of trainers to increase RTO access to appropriate trainers 
 
4. To broker training on a regional level 
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Views on Need for a National WTAN 

Participants in the consultative workshops/teleconference had varying views about the need for a national 
WTAN. In NSW and states where the numbers of RTOs and industry organisations were small (WA, SA, ACT), 
support was expressed for involvement in a national Water Training and Assessment Network. Whilst not all 
the proposed functions listed above may be required by each jurisdiction, it was evident there was a need for 
some of these roles to be performed (particularly PD activities related to independent validation of 
assessment). However in states such as Victoria and Queensland which have active industry bodies (VicWater 
and Queensland Water Directorate) coordinating and/or brokering training activity, the need for a national 
network was not so apparent.  
 
Issues concerning the management and funding of such a network were discussed but not resolved during 
these consultations. Options considered were: 
 

 The adoption of the network as a subscription based service run by an national body such as the 
Australian Water Association 
 

 Utilising a franchising approach whereby management and coordination of network activities is 
undertaken at a state level by existing organisations (e.g. VicWater, NSW Public Sector ITAB, and 
Queensland Water Directorate). However such a model is not workable for all states and territories 
and there would need to be some central point of coordination to ensure that the smaller states and 
territories are included in network information and activities. 
 

Sourcing funding for the network is the major issue for organisations who cannot subsume this role into 
existing operational funds. It is most likely that income will need to be sourced from network members – 
industry and RTO trainers and assessors, on an organisational and/or individual basis. 
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5. Proposed Strategies to address the future Training Needs of the Water Industry  
 
From the research undertaken with water industry employers and RTOs, it is evident that 80% of the future training needs of industry can be met by 
the existing VET training system. There is certainly capacity in the training system (both within RTOs and industry enterprises), however there are 
inefficiencies and inflexibilities in the system which create barriers for employers and training providers. Ongoing problems primarily relate to: 
 

 Cost of training (includes capacity or preparedness of industry to pay for training, particularly the face-to-face mode preferred by employers) 

 Access to training (exacerbated by higher costs associated with delivery to a thin market and gaps in the human and training resources of RTOs 
who are often limited in the range of electives they can provide) 

 Quality of training and assessment services 

 Under-utilised partnership arrangements between employers and RTOs.  

 Gaps in the National Water Training Package (NWP07) 
 

These weaknesses in the system require further intervention to prevent the gaps between training demand and supply widening. Table 21 provides an 
overview of these key issues (and others identified through the research) and includes some proposed actions to ensure the future training needs of 
industry are met by the training system. 
 

Table 21:  
Key Issues impacting on Future Training Demand and Training Capacity and Capability in the Water Industry 

 
Issue Comments Proposed Strategies Level of 

Difficulty to 
Implement 

Cost 

Cost of Training Cost of training (including fees and staff replacement) 
was considered the major impediment to the uptake of 
NWP07 by employers and RTOs. As 60% of water utilities 
utilise government subsidies to reduce the cost of 
training, it is critical that NWP07 qualifications and skill 
sets are eligible for funding under Commonwealth and 
State Government programs.  

The potential implementation of Certification for Water 
Treatment Operators will increase training costs for 
employers, many of whom rely on subsidies to train 
their staff. 

1. The water industry, through its industry 
associations, Government Skills Australia and 
state ITABs lobby the Commonwealth and 
State Governments to include Water 
Operations qualifications and skills sets on 
the eligibility lists of funding programs 

 

2. Extensive promotion of available funding 
sources be undertaken by the water industry, 
through its industry associations, GSA and 
state ITABs 

Medium 

 

 

 

 

 

Low 

 

 

Low 

 

 

 

 

 

Low 
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Issue Comments Proposed Strategies Level of 
Difficulty to 
Implement 

Cost 

Anecdotal evidence suggests that some employers are 
reluctant to invest in training that is not regulated. Once 
Certification of Water Treatment Operators is 
implemented, it will provide an incentive for investment 
in VET training. 

RTOs have also commented that many employers are 
unable or unprepared to pay for the true cost of 
workplace-based training which is preferred by industry. 
Until industry is able to invest further in training (with or 
without the assistance of Government subsidies), 
utilisation of training and assessment services will be 
restricted. 

 

3. The water industry, through its associations, 
work with the regulators to incorporate a 
clear message about the role of VET training 
in mitigating risks to public health.  

 

 

Medium 

 

 

Medium 

Access to Training Access to training is an issue in respect to: 

 Regional and remote locations where choice of RTO 
and delivery mode is limited. The disconnect occurs 
when the costs of training cannot or will not be met 
by employers. 

 Choice of elective units, when RTOs are not able to 
provide the units most relevant for a workplace or 
individual. In such cases the RTO may not have the 
trainers with the appropriate technical expertise or 
the training resources to support delivery. 

 State Government policies that restrict access to 
interstate-based RTOs to deliver funded training. 
These policies serve to limit choice (hence access) to 
the training providers who may be best able to 
service the needs of an enterprise. 

 

4. The training and assessment services of all 
RTOs be promoted to industry  

 

5. Establish brokering services at a regional area 
to increase the viability of training delivery in 
thin markets 

 

6. Establish a national register of trainers and 
assessors whose services can be accessed by 
RTOs to supplement their training capability 

 

7. The water industry, through its industry 
associations, Government Skills Australia and 
state ITABs, lobby the Commonwealth and 
State Governments to allow auspicing 
arrangements to occur between RTOs under 
Government funded programs. This will 
increase access to RTOs (often in other 
states/territories) with the technical 

Low 

 

 

Medium 

 

 

 

Medium 

 

 

Low 

Low 

 

 

Medium 

 

 

 

Medium 

 

 

Low 
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Issue Comments Proposed Strategies Level of 
Difficulty to 
Implement 

Cost 

expertise to deliver the training required. 

Quality of Training Issues raised about quality of training relate to: 

 Currency of industry skills and knowledge of trainers  

 Training materials – quality of resources that can be 
purchased and lack of customisation of resources by 
RTOs 

 Training and assessment methods (including RPL) 

 

8. Professional development opportunities be 
provided to industry and RTO based trainers 
and assessors, particularly in relation to 
development of assessment strategies and 
independent validation of assessment 

 

9. Opportunities be provided by industry for 
RTO trainers and assessors to update their 
industry skills and knowledge through 
secondments, job shadowing, work 
placements etc 

 

10. Funding for the review and updating of the 
national water resources be sought by the 
water industry to align with the introduction 
of a new training package in 2015. 

 

11. Extensive promotion of the suite of RPL 
resources developed for water treatment 
units be conducted by industry associations, 
GSA and the NSW PSITAB. 

 

Low 

 

 

 

 

Medium/High 

 

 

 

 

Medium 

 

 

 

Low 

Medium 

 

 

 

 

Medium 

 

 

 

 

High 

 

 

 

Low 

Partnership 
Arrangements 

Within industry there is a large pool of qualified trainers 
and assessors whose skills appear to be under-utilised by 
employers and RTOs for reasons related to lack of time, 
opportunity and interest. Where there is capacity for 
industry based trainers to be better utilised by RTOs, 
potential partnership arrangements should be explored, 
including cost sharing. 

When training and assessment capabilities of industry 

12. Encourage more effective utilisation of 
industry-based trainers and assessors 
through the promotion of case studies 
highlighting good practice partnership 
arrangements between RTOs and industry 

 

13. Advice be provided to employers about the 
most appropriate TAE qualification or skill set 

Medium 

 

 

 

 

Low 

 

Medium 

 

 

 

 

Low 
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Issue Comments Proposed Strategies Level of 
Difficulty to 
Implement 

Cost 

employees are developed in the future, consideration 
should be given to equipping industry employees with 
targeted TAE skill sets rather than a Cert IV TAE 
qualification to minimise time and cost of the employer 
and individual. 

required for employees 

 

14. Broker TAE skill sets and/or qualifications for 
those employers wishing to develop their 
internal training and assessment capability 

 

 

Medium 

 

Medium 

Training Package 
Gaps 

RTOs and industry raised a number of areas where 
improvements could be made to NWP07, in particular: 

 Inclusion of units of relevance to sectors such as 
mining 

 Review of packaging rules 

 Inclusion of skills sets 

 Review of assessment criteria where consideration 
should be given to creating off-job pathways for 
students  

15. GSA to consider industry and RTO feedback 
from this research in the review of NWP07 

 

16. GSA to consult widely with industry and RTOs 
during the development stage of the new 
training package 

 

17. GSA to explore with industry, the feasibility 
of allowing the assessment of appropriate 
NWP07 units in an off-job pathway 

 

Low 

 

 

Low 

 

 

Low 

Low 

 

 

Low 

 

 

Low 

Monitoring of 
Training Needs 

The research undertaken for this project was the most 
comprehensive and representative study completed on 
water industry training needs and capability nationally. 

With uncertainty around implementation arrangements 
associated with Certification and future availability of 
funding at Commonwealth and State levels, it is 
suggested that this research be undertaken on an annual 
basis, in conjunction with other national surveys. 

As an increasing proportion of services is being 
outsourced to private contractors, a targeted effort 
should be made to research the demand and use of 
vocational education and training by private sector 
companies. Findings from this project indicated that 
adoption of the NWP07 was lower in the private sector 

18. Research on industry training needs and RTO 
training capacity be undertaken on an annual 
basis to monitor changes in demand, 
particularly once implementation 
arrangements for Certification are known. 

 

19. Sectors under-represented in this study 
(private sector contractors, mining 
companies, irrigators) be targeted in future 
studies 

Medium 

 

 

 

 

Medium 

High 

 

 

 

 

Medium 
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Issue Comments Proposed Strategies Level of 
Difficulty to 
Implement 

Cost 

than government sectors. 

Sustaining a 
Water Training 
and Assessment 
Network (WTAN) 

From the research it is clear that RTOs and employers 
agree there is demand for some or all of the following 
services:  

1. Information dissemination and exchange about 
training package updates, VET policy and program 
changes and industry research, reports and events 

2. Professional development for trainers and assessors 

3. The establishment of a database of trainers to 
increase RTO access to appropriate trainers 

4. Brokerage of training on a regional level 

A national WTAN would be well positioned to perform 
the above functions, however the viability of such a 
network is doubtful without significant financial 
contributions from all stakeholders.  

20. The four core functions of the WTAN be 
undertaken by various industry bodies rather 
than a single entity.  

 The Australian Water Association and GSA 
manage the dissemination of regular 
information on training updates and 
water industry trends etc (Function 1) 

 Professional development for trainers and 
assessors (Function 2) be managed by 
industry associations (e.g. VicWater, Qld 
Water Directorate, State ITABs) at a State 
level 

 The Australian Water Association to 
explore options to establish a database of 
trainers (Function 3) within its Australian 
Water Directory 

 State based associations and ITABs broker 
training opportunities at a regional level 
(Function 4) 

 

 

 

Low 

 

 

Medium 

 

 

 

Medium 

 

 

Medium 

 

 

 

Low 

 

 

Medium 

 

 

 

Medium 

 

 

Medium 
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6. Recommendations 
 
The following six recommendations are drawn from the list of 20 strategies identified in Section 5 of the 
report. These recommendations are the most critical for ensuring that the vocational education and training 
system is well placed to meet the skills development and skills recognition needs of the water industry over 
the next three years.  
 
The six recommendations have been made following insufficient evidence of comprehensive support for the 
establishment and financial sustainability of a national Water Training and Assessment Network (WTAN). The 
report proposes that the delivery of WTAN services be devolved to the various national and state based 
industry bodies that currently have responsibility for addressing the training needs of their members. 
 
 

1. The Water Industry Skills Taskforce (WIST) to actively lobby Governments to ensure that funding is 
made available for vocational skills development in the water industry.  

 
2. The Australian Water Association develop the specifications for a national database of trainers and 

assessors for the purpose of improving access to trainers and assessors by RTOs and enterprises. It 
is proposed that a new section be included in the AWA’s yearly printed publication (and soon to be 
digital version) of The Australian Water Directory. 

 
3. Case studies and good practice guidelines that are based on models of successful enterprise and 

RTO partnerships in the water industry be developed and promoted through national and state 
associations and training bodies. 

 
4. The Water Industry Training Package development process undertaken by Government Skills 

Australia incorporate comprehensive industry and RTO consultation. 
 

5. State based water industry associations and Industry Training Advisory Bodies continue to provide 
opportunities for professional development of trainers and assessors and brokering of training 
services. 
 

6. To assist the industry achieve quality training outcomes, the Water Industry’s recently developed 
suite of RPL Tools for water treatment units be extensively promoted to RTOs and employers, 
including its adaptability to other streams within the industry. 
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SURVEY RESPONDENTS 

EMPLOYERS 

ACTEW Corporation 
Allwater 
Armidale Dumaresq Council 
Barwon Region Water Corporation 
BHP Iron Ore 
Blayney Shire Council 
Boorowa Council 
Bourke shire council 
Brewarrina Shire Council 
Burdekin Shire Council 
Carrathool Shire Council 
Central Tablelands Water 
City West Water 
Clarence Valley Council 
CodeSafe 
Coffs Harbour Water 
Coliban Water 
Coonamble Shire Council 
Corowa Shire Council 
Deniliquin Council 
Dubbo City Council 
East Gippsland Water 
Essential Energy trading as Essential Water 
Eurobodalla Shire Council 
Fortescue Metals Group 
GHD 
Gippsland Water 
Gold Coast City Council 
Goondiwindi Regional Council 
Gosford City Council 
Goulburn Valley Water 
Gunnedah Shire Council 
Guyra Shire Council 
Gympie Regional Council 
John Holland Group 
Kempsey Shire 
Kyogle council 
Lachlan Shire Council 
Linc Energy 
Lismore City Council 
Lithgow City Council 
Liverpool Plains Shire Council 
Logan City Council 
Lower Murray Water 
Mackay Regional Council 
Melbourne water 

Moree Plains Shire Council 
Murray Shire Council 
MWH 
NanoH2O, Inc 
Narrabri Shire Council 
North East Water 
Odour Control Systems (Australia) Pty Ltd 
Orange City Council 
Parkes Shire Council 
Port Macquarie Hastings Council 
Power and Water Corporation 
Queensland Urban Utilities 
Rous Water 
SA Water 
Seqwater 
Shoalhaven City Council 
Snowy River Shire Council 
South East Water 
South Gippsland Water 
state plant hire p/l 
State Water 
Sydney Water 
Tamworth Regional Council 
TasWater 
Tenterfield Shire Council 
Thiess Services PL 
Toowoomba Regional Council 
TRILITY Pty Ltd 
Tumbarumba Shire Council 
Tumut Shire Council 
Tweed Shire Council 
Unitywater 
Upper Lachlan Shire Council 
Uralla Shire Council 
van Walsum Projects 
Veolia Water Australia 
Walcha Council 
Wannon Water 
Warren Shire Council 
WAT Australia Pty. Ltd. 
Water Corporation 
Western Port Region Water Corporation 
wujal wujal aboriginal shire council 
Yarra Valley Water 
Young Shire Council 
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RTOs 

Central Institute of Technology 
Challenger Institute of Technology 
Chisholm Institute 
Entura Clean Energy and Water Institute 
Enviro-Check Enterprises Pty Ltd 
GEMS Pty Ltd 
Goulburn Murray Rural Water Corporation 
Hunter Institute TAFE 
Industrial Resolution Australia 
Institute of Quality Asset Management 
J V Smit Family Trust trading as Safe T Solutions 
Master Painters Association 
Matlin Professional Development 
North Coast TAFE NSW 
NSW Office of Water in conjunction with NSW TAFE 
(OTEN) 
Pall Australia Pty Ltd 
PARASOL EMT 
Pentair Water Solutions Pty Limited 
Pipeline Training Australia 

Queensland Urban Utilities 
Riverina Community College 
Simmonds & Bristow Pty Ltd 
Skillset 
SKILLSTECH AUSTRALIA 
South West Institute of TAFE Victoria 
South West Institute of Technology WA 
TAFE NSW Illawarra Institute 
TAFE NSW Riverina Institute 
TAFE SA 
TAFE NSW South Western Sydney Institute 
TAFE NSW Western Institute 
TAFE Western Sydney Institute 
Term Training 
The Learning Collaborative 
Water Industry Training Centre 
Water Training Australia 
Wide Bay TAFE 
WSI-OTEN 
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OTHER TRAINING NEEDS IDENTIFIED BY EMPLOYERS 
 

Drinking Water Guidelines - Refresher 

We are looking to implement learning pathways across our business linked to qualifications 
frameworks - we are still assessing what our requirements are at the moment.  We will be focussing 
on leadership development in particular, but building capability across a number of areas including 
functional/technical skills. 

Refresher training related to Continuous Improvement Development as a requirement of the National 
Certification. 
Refresher training in topics that relate to safety, water quality and compliance 

SCADA, continuous improvement, customer engagement 

Operator update (i.e. sharing of experiences) is in my view as important as structured training. 

Generic OHSE training that meets OHS/Enviro Obligations 

Workcover training - Confined Spaces, First Aid, Manual Handling Refresher, Working Safely Near 
Overhead Powerlines, Traffic Control (Blue, Yellow, Red and Orange (senior water operations 
coordinators)), Chainsaw Cross Cut, Chainsaw tree felling, Low voltage live rescue 

Sewer operations 

OH&S and risk management. Energy management in the water industry. Emerging technologies. 
Construction management. Auditing. 

Mechanical maintenance, restricted electrical licence 

Project management, and further leadership development 

New technology awareness, asset management processes, risk assessment of treatment operations. 

Confined space, chemical handling, safety & task specific training 

Leadership 

Our training programs (both the TODP & TDP) are currently meeting the business needs and are 
continuously improved to ensure currency and relevancy to the business. 

Odour control and iron salts dosing 

We commit a percentage of salary each financial year for individual capability development and 
actively support our employees to undertake both accredited and non accredited training  and this 
will continue over 90% of our people have a degree or higher and of that 80% over 50% of those have 
a Masters or higher. 

Significant in-house training including a lot of show, tell and demonstrate learning. We want to link 
this to compliment the Certification subjects. A lot of this training is targeted at learning our asset 
base, methods of work and level of services that may differ from generic training delivery. 

Leadership and professional development 

Hydrology, Hydrogeology 
Mine water system design 
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Environmental 

Confined Spaces Entry, Trenching and Shoring, Manual Handling, Chemcert, Plant and Equipment 
operation, Truck licences, Dogging and Crane operation, Customer Service, Specific equipment in-
house inductions 

AutoCAD, project management CertIV, project management Diploma, conflict resolution, 
Acts/regulations statutory awareness, business management, contract management, recycled water 

Cert in plumbing courses. 

Fluoride , Asbestos Training 

Fluoride will be the biggest 

Leadership and advanced water and wastewater treatment 

Confined Space, Breathing Apparatus, Asbestos Removal 

In house, on the job training 

Up-skilling (gap training) to the full qualification for 5 staff if a Cert II or III is mandated as the entry 
requirement into the industry. 

EMP 

Safety / Compliance skill set training 
Cert IV Frontline Management for Supervisors / Assistant Supervisors 

Job specific related skills training 

project management, contract management, leadership, people management 

Incident management, HAZOPS 
WHS - Work cover certificates 
Behavioural based competencies eg team work, leadership, time management, Change management 

SCADA, Confined Spaces, Working at Heights, Rigging, IMS, WHS, Manual Handling, Safe Driver 
Training, Dam Surveillance, Chemical Handling, Fluoridation of Public Water Supplies etc 

Safety & environmental training as per legislative and contractual requirements 
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ACTIONS THAT COULD BE TAKEN BY GOVERNMENT OR RTOS TO 
IMPROVE NWP07 TRAINING AND ASSESSMENT SERVICES 

(SUGGESTED BY EMPLOYERS) 
 
 

Provide funding and flexible training solutions to assist rural water corporations. 

Ensure that GSA obtains input from the water industry. 

RTO's (TAFE in particular) need to be more commercial in their approach 

More opportunities for government funding to support formal training would be very helpful 

One area of improvement is in the process and resources associated with RPL. Often participants choose the 
RPL pathway without having fully understood what is involved. In particular those who are subsequently 
enlisted to provide/sign-off third party evidence are unclear on their role. 

Assess under different conditions 

Greater access for non metropolitan trainees 

Make sure they are consistent and of equal for everyone 

RTOs need to be more available to provide the level of support required. 

While operational staff are considered to make the best trainers as they can draw from their experience, as 
noted above it is considered that internal formal assessment (on behalf of an RTO) is undesirable as it leaves 
both trainer and students open to perception of bias.  While we have encourages staff to undertake Cert IV 
in Training & Assessment for assisting with delivery of internal training, and have approved them using this 
qualification to deliver training for an RTO, it is on the proviso that they are employed by the RTO and they 
are not permitted to train our own students. 

More flexibility, more units available - Only one recognised provider in the state limits access to desired 
courses 

RTO's more flexible in training delivery and develop contextualised resources relevant to the 
region/industry. Our TAE staff spends a great deal of time contextualising the resources provided by RTOs. 

Address isolation 

Increase visibility and awareness. 

More subsidies.  

Coordinate training groups across multiple water orgs. 

Establish/accredit more RTOs. 

A national water body to become an RTO. 

RTO's can ensure that they have the training resources or are prepared to acquire the training resources to 
meet the needs of their customers.  The government can continue to ensure that User Choice funding is 
available for both Cert II and III qualifications and work together to have the Cert III classed as a trade 

Have trainers that are more experienced in the area they are teaching. Have training provided in more 
locations. Have a variety of delivery methods and assessments. Make access to funding easier to understand 
and access. Sharing of information and industry updates. 

Provide more funding with better and expedient approvals process. 

Have more regional based providers accessible - with any certificate based training we have challenges with 
providing adequate face to face training at a reasonable cost due to travelling requirements of the providers.  
In the past this has meant that providers are more motivated to do 'assessment only' pathways which we 
have found don't improve the overall skills of our workforce. 

Advertise the availability of these services through apprenticeship centres (if not already done) 

Develop more capacity in Queensland to deliver face to face training programs 
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From our perspective, it is more about the bodies developing the units taking on board more advice from 
the water industry on the make-up and business requirements of the units.  Our RTO has been very 
supportive of our TOPD program, and we have received funding from the Critical Skills Investment Fund. 

Have better guidelines to what type of mandatory training is required (i.e. do staff need a cert III or cert IV to 
run WTP) 

adopt a consistent national approach 

Become a more proactive partner and understand the needs of individual authorities and work with the 
authorities to deliver quality accredited training and to not put obstacles in place in respect to where and 
how training can be delivered that impact on productivity and morale. 

Define standard units for type of training. The term Water Operations is very broad - We should have Water 
Operations - Water Plant / Dams, Wastewater Plants and Reticulation as 3 categories of this training an 
identify appropriate subjects within each category. This will help employers in the future to establish what 
training has been delivered. 

RTO's interstate could ensure they meet funding requirements for federal and state based funding schemes. 

Availability re: scheduling of training delivery - there appears to be a shortage of skilled subject matter 
experts who are both capable and readily available to meet training requirements 

Make them relevant for the mining industry. 

More often, more flexible 

Get training services further out into the smaller organisations than the age old method of nearby large 
regional towns i.e. come to us. It is a bigger impost to lose a worker for a day to travel and train within a 
small organisation, than it is to lose one of a large number of staff for an afternoon and no travel. Let’s have 
the large organisations go to the smaller ones. 

Give incentives to attract existing trainers and assessors from within water authorities to participate in 
delivering training so that the authority that they come from does not have to carry the burden of their 
absence whilst providing training. 

More providers offering the training? 

Distance education in Diploma and above courses in Project Management, business management with water 
industry examples.  More places available for subsidised places in these roles as we have more people 
wanting to complete project management diploma than available places. 

To make it easily available and affordable. 

Delivery in rural areas where staff do not have to travel so far, deliver quality training 

Have the training accessible and target Certificate III to field staff. 

Funding or subsidies.  Govt have made it mandatory to have fluoride but have provided no funds to 
organisations to upskill their employees.  This has caused a financial burden on an already tight budget. 

Also in NSW, provide more RTO's to deliver training and make the qualifications national for fluoride. 

It is really hard to send people to places that are so far away when you are in rural areas. 

Find the right people with the capability and industry experience 

Make more RTOs available for Training in Water Industry and to make pricing more competitive 

Standardise quality of trainers at RTO (TAFE) and develop a nationally recognised training package as it is too 
fractured at the moment. 

Funding 

Provide funding. Advertise services. 

Clarify some of the current confusion 
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Governments need to acknowledge the particular skill sets involved in the water industry and mandate the 
certification of water operators. Would like to see some licence requirement for those involved in Water 
Treatment, 

RTO's could develop a verification of competency assessment to ensure operators maintain their currency. 

Finalise the Water Operator Certification framework. 

More assessors, more RTOs, more RPL, more flexibility to meet our needs - e.g. package rules 

Conduct onsite training by travelling to individuals in their own work place 

Incentives 

Defined skill sets. 

Finalise the Certification of WTP Operators. 

Quality assurance of training providers. 

Continue to fund the national trainer and assessors network to encourage more access to industry-based 
trainers and assessors. Better arrangements between businesses and RTOs to encourage the use of internal 
trainers and assessors. 
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ACTIONS THAT COULD BE TAKEN BY GOVERNMENT OR INDUSTRY TO 
IMPROVE NWP07 TRAINING AND ASSESSMENT SERVICES 

(SUGGESTED BY RTOs) 
 

Better access to resources 

Assist in development of resources. 
Introduce certification. 

Forums for networking/sharing 
Information on current trends / industry surveys 

Provide up-to-date training and assessment material. More specific industry professional development 
sessions and network opportunities. 

Online networks for tutors and assessors. 

Current trainers and assessors are up to date in regards to currency, the difficulty lays in attracting new 
trainers due to uncompetitive salary offered by RTO (competing with mining industry skills pool). 

Communication between RTO and assessors. Workshops to help trainer communicate and help maintain 
their currency of skills and knowledge.  Some of these workshops could be in the development of webinars, 
to save funds and give communication lines to open. 

Return to industry for assessors 

By offering specialisation workshops/courses designed for trainers/assessors only ie there would not be the 
need to be employed as an operator to do the course nor a requirement for on-going assessment. 

Improve the level of funding available to new and existing employees across all States and Territories. 
Consult more with industry to better reflect priority skills lists. 

Firstly you need to generate more demand - training is one of the first things to be cut in tight times and I 
believe we are heading for tight times 
Engagement with industry regarding technology and work practice changes. 
Guest lecturers  
Provision of operating data and case study material to improve training resources 
Government assistance for personal development of RTO staff 

More funding incentives to be provided for employers 

Stop cutting subsidies.  Return the bonuses for existing worker trainees 
Promote VET as a valued career option for skilled water industry professionals.  
Build a workplace culture that includes e-learning 
Build a workplace culture of senior managers also delivering training and mentoring. 
Increase TAE qualified workplace assessors and trainers. 
Promote RTO industry partnerships as valued by the industry. 
Industry to develop customised or contextualised resources in partnership. 
Industry to encourage RTO trainers & assessors by providing work experience opportunities. 

Job secondment for trainers into the industry. 

Governments need to encourage current active RTOs to share knowledge with each other in ways such as 
the WTAN meetings where RTOs can network with each other as we as a business don’t have great 
opportunities for this type of forum. Also look at how they communicate with RTOs as it is not always easy 
getting accurate information this was particularly difficult during recent dealings with ASQA, dealing with the 
auditor was great but dealing with the actual organisation was very difficult. 



ATTACHMENT 4 

48 | P a g e  

 

We are very involved in the Industry and believe what we currently do is sufficient to maintain currency.  We 
are always reviewing our material with clients, in most instances the training and assessment is tailored after 
we spend some time in working through the organisations processes. 
I would like the package to more specific in language about the intent of each unit of competence.  There 
are many instances where the intent is missed and I have seen some RTO's delivering material that is 
unrelated to the unit.  The two in question are NWP268B and NWP277A 

Professional Development 

Qualification and experience of the trainers/assessors need to be checked for their suitability to teach 
specific competency units. 

Funding (sponsorships) to supplement the cost of training. 
Funding for professional development; 
Access to workplace to develop and maintain industry currency ie, through short placements, shadowing 

Professional Development 

Recognition of Trainers and Assessors experience in the water industry to enable them to upgrade their 
qualifications 

Development of resources for higher level units - particularly in areas of thin markets such as hydrography - 
and possibly irrigation and dams. 

Trainer & assessor workshop for the NWP training package. 
Involvement with validation process. 

 


