
Electrifying  
the Future
Policy recommendations to grow 
Australia’s skilled energy workforce

Policy Report 2025



Introduction

About Powering Skills 
Organisation 

Powering Skills Organisation (PSO) is one of ten national 
Jobs and Skills Councils (JSCs) established in 2023 by the 
Australian Government. Each JSC strengthens the voice of 
the industries and training sector they represent to deliver 
better outcomes for learners and employers. 

PSO works specifically to address the workforce and skills 
challenges of the energy, gas and renewables sector and 
oversees four nationally accredited training packages, 
UEE (Electrotechnology), UET (Energy Transmission), UEP 
(Energy Generation) and UEG (Gas), which underpin the 
core skills across the sector. 

PSO collaborates with governments, industry, unions, and 
training providers to build the skilled workforce needed to 
deliver the clean energy transition, meet Australia’s net-
zero targets, and support energy-related roles across the 
economy. 

Our work is structured around four core functions: 
Workforce Planning, which identifies and responds to 
current and future workforce needs; Training Product 
Development, which creates flexible, high-quality training 
products; Implementation, Promotion and Monitoring, which 
ensures products are fit for purpose and support meaningful 
career outcomes; and Industry Stewardship, which provides 
strategic advice on skills priorities and Vocational Education 
and Training (VET) system effectiveness. 
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About the PSO’s  
2025 Workforce Plan 

The 2025 Workforce Plan (WFP), entitled ‘High Load, Short 
Supply: Bridging the Gap to 2030’, is PSO’s flagship strategic 
document, developed through a structured, industry-
led approach to identify and address the most pressing 
workforce challenges facing the energy sector. It provides a 
roadmap for building a resilient, skilled, and diverse energy 
workforce to meet the demands of the net zero transition.

Over 280 organisations contributed more than 3,000 
comments during consultation, helping shape the WFP. 
Nearly 60 per cent of the feedback came directly from the 
industry and training sector, with the remainder from unions, 
peak bodies and government departments. These insights 
were supported by quantitative data analysis and workforce 
modelling.

The WFP identifies a dual crisis. Firstly, there is a critical and 
long-term labour shortage in the energy trades. Preliminary 
PSO modelling suggests that, to meet projected workforce 
requirements, the number of energy apprentices in training 
in 2024 would need to be 40 per cent greater than has been 
reported. Moreover, this increase should have begun at least 
a decade ago. This delay has resulted in a shortfall of around 
22,000 apprentices in 2024. Urgent action is needed to lift 
apprentice numbers and capacity as quickly as possible to 
start closing this gap. 

Secondly, there is a rapidly growing need for broader 
skills acquisition, supported by cultural change across the 
industry. Electrification, decarbonisation, and digitalisation 
are driving fresh skills demands, while cultural change is 
essential to attract and retain underrepresented cohorts 
such as women and First Nations peoples.

Both challenges must be addressed together. A focus on 
one without the other will not deliver the deep and lasting 
change the energy sector requires.
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Purpose of 
this paper 

The 2025 WFP outlines PSO’s comprehensive strategic response to 
the workforce challenges facing the energy sector. It includes a range 
of actions across three workstreams: workforce and training projects, 
research, and policy and advocacy.

This Policy Paper forms part of the policy and advocacy stream, 
translating key insights from the WFP into a set of actionable policy 
recommendations developed by PSO on behalf of the sector. These 
recommendations are intended to inform advocacy to relevant state, 
territory and federal bodies. 

It presents six recommendations for targeted reforms that, if 
implemented, may address some of the system-level barriers and 
support the scale-up of the energy workforce. The six proposals 
outlined in this paper are: 

•	 A national Continuing Professional Development (CPD) 
framework for electrical trades 

•	 Extend and expand grant programs to increase energy training 
capacity 

•	 Quotas for larger businesses to employ first and second-year 
apprentices and mature-aged apprentices 

•	 National Work Health and Safety reform of amenities and 
personal protective equipment for women in trades 

•	 Evaluate existing initiatives to increase the number of energy 
trainers

•	 A national strategy to support career influencers and promote 
trades pathways

These proposed recommendations are designed to unlock policy, 
regulatory and funding levers that will both expand the capacity of 
the training system and accelerate the growth and upskilling of the 
workforce.

While developed in response to the specific needs of the energy-
related labour market, several proposals have relevance across 
other industries involved in the clean energy transition. These 
proposals align with other actions in PSO’s strategic response to 
the WFP, including workforce and training projects and research, 
and complement the organisation’s broader work, such as the VET 
Workforce Blueprint.
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Our policy 
development 
approach 

The six policy recommendations outlined in this paper were developed 
through a structured policy development process aligned with 
the strategic intent of the 2025 WFP. PSO undertook a two-phase 
consultation process that first identified key challenges and then 
tested and refined potential solutions.

Through the stakeholder consultation process, PSO gathered over 
100 solutions, recommendations, and potential actions to address the 
challenges identified in the WFP. As with all actions in the strategic 
response to the WFP, those under the policy and advocacy stream 
were workshopped and shortlisted in collaboration with various 
internal and external teams and partners, including PSO’s Strategic 
Industry Advisory Body (SIAB). Working groups then assessed each 
recommendation against key implementation criteria such as priority, 
value, risk, and complexity.

For each of the shortlisted policy and advocacy actions, PSO 
undertook desktop research for each of the proposals that included:

•	 Researching the issue, known barriers, and impacted 
stakeholders

•	 Reviewing relevant federal, state and territory government 
programs, policies, and regulatory settings

•	 Identifying viable policy levers and actors required for 
implementation

•	 Mapping stakeholder positions, particularly from partner 
organisations such as the Electrical Trades Union, Master 
Electricians Australia, National Electrical and Communications 
Association, as well as other JSCs 

•	 Assessing feasibility, risk and practicality

The six proposals in this paper were selected and refined based 
on this structured process of evidence-gathering and testing. 
Further consultation on these six proposals was conducted with key 
stakeholders and the Department of Employment and Workplace 
Relations. 

The workforce challenges identified in the 2025 WFP are complex 
and require a multifaceted response. These proposals are not 
an exhaustive list of all potential solutions, nor will any of the 
recommended policy recommendations solve all the challenges alone. 
However, PSO believes that by advocating for the adoption of these 
recommendations, alongside the broader strategic response to the 
WFP, real progress can be made.
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Policy recommendations 

Recommendation 1: 
A national Continuing Professional Development (CPD) framework for electrical trades

Recommendation 2: 
Extend and expand grant programs to increase energy training capacity

Recommendation 3: 
Quotas for larger businesses to employ first and second-year apprentices and mature-aged 
apprentices

Recommendation 4: 
National Work Health and Safety reform of amenities and personal protective equipment for 
women in trades

Recommendation 5: 
Evaluate existing initiatives to increase the number of energy trainers

Recommendation 6: 
A national strategy to support career influencers and promote trades pathways
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Recommendation 1: A national Continuing 
Professional Development (CPD) framework for 
electrical trades  

PSO will advocate for the Australian Government and State and Territory 
Governments to: 

•	 include development of a national Continuing Professional Development 
(CPD) framework as part of the existing work on developing a national 
licensing scheme for electrical tradespeople; and

•	 ensure the national CPD framework will support upskilling the existing 
workforce in new and emerging technologies critical to decarbonising the 
Australian energy grid.

The issue 

The 2025 WFP found a critical need to both expand and upskill the energy trades 
workforce to meet current and future demand. While increasing the supply of 
new workers is essential, it is equally important to ensure that existing qualified 
tradespeople have access to structured, ongoing professional development to 
keep pace with emerging technologies and evolving safety requirements. The 
energy trades are experiencing rapid and ongoing transformation, which includes 
the growing need for soft skills and digital literacy, as workers are increasingly 
required to navigate complex systems involving Internet of Things (IoT) devices, 
smart meters and renewable energy technologies. Proficiency in solar, battery 
storage, electric vehicle systems and ozone-friendly refrigerants is becoming 
essential. The nature of installations, fault detection and customer interaction are 
also evolving.

Despite this shift, significant barriers to upskilling persist. Many employers, 
particularly smaller businesses, struggle to release workers for training due to 
productivity and profitability pressures. For workers, the time and cost involved 
in further training is often prohibitive and there are few incentives or regulatory 
drivers to encourage ongoing learning. Access to training might also be limited, 
particularly for workers in regional areas. Moreover, there is a cultural barrier, as 
CPD has not traditionally been expected or embedded in the energy trades. This 
lack of expectation contributes to compliance risks, safety issues and limited 
understanding of emerging clean energy technologies. 
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At present, there is no nationally coordinated approach to CPD for licensed 
electrical workers. CPD and licensing requirements for electrical trades are 
determined at the State and Territory level. While jurisdictions such as Victoria and 
Tasmania have introduced CPD for licence renewal in recent years, a longstanding 
lack of CPD requirements has led to inconsistent standards, limited upskilling 
pathways and reduced workforce mobility. 

In Victoria since July 2023, electrical workers have been required to undertake CPD 
every five years as a condition of licence renewal. The Victorian CPD framework 
aims to ensure that workers maintain, improve, broaden and enhance their 
skills, knowledge and competence by staying up to date with safety, regulatory, 
technical and other developments relevant to the electrical trade. Victoria’s CPD 
requirements are being introduced in stages from 2023 to 2028:  First, with a skills 
maintenance component, aimed at refreshing current skills with a focus on new 
or changed industry requirements and improving safety; and a skills development 
component aimed at developing and enhancing knowledge and skills in new or 
emerging areas of interest relevant to the electrical trade.1

Since 2018, licensed electrical workers in Tasmania must accrue 12 CPD points 
per year and 36 points for a three-year licence period. Points are earned through 
relevant activities such as conferences, face-to-face classroom-style events, 
forums or workshops, journals/newsletters which include technical and regulatory 
information, online/e-learning programs, trade events exhibiting new technologies 
or new methods of work, and webinars. Licence-holders are also required to record 
and confirm their CPD compliance with the local regulator. 2

Other jurisdictions have also considered similar reforms. In Queensland for example, 
the 2021 Review of the Electrical Safety Act 2002 (Qld) recommended introducing 
CPD requirements for all licence holders. The Queensland Government’s 2024 
response acknowledged the recommendation and noted that CPD was under 
‘active scoping and consideration’.3 However, it is unclear whether that remains its 
position since the change of government in October 2024.

Solar Accreditation Australia (SAA) provides a practical, industry-led example of a 
CPD framework in the energy sector. As an independent, non-profit organisation, 
SAA accredits designers and installers under the Australian Government’s Small-
scale Renewable Energy Scheme, covering both on-grid and off-grid solar, wind, 
and hydro systems. Its CPD program combines technical and soft skills learning 
opportunities and requires accreditation holders to complete 100 CPD points 
annually, alongside mandatory modules that ensure they remain current with 
industry trends, regulatory changes, and evolving best practice.4
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The proposal 

A national CPD framework for electrical trades should be developed and 
implemented to address these challenges. It should be co-designed with 
industry from the ground up, not directly replicating but learning from existing 
models including in Victoria, Tasmania and the Solar industry. It should establish 
clear, consistent expectations for ongoing skills development. An opportunity 
exists to integrate a CPD framework within the scope of related reform work 
already underway. In March 2025, the Australian Government announced it 
would work with States, Territories, businesses and unions to design a national 
licensing scheme for electrical tradespeople. This initiative, framed as a 
productivity measure under the National Competition Policy, aims to reduce 
barriers to interstate labour mobility and enable electrical workers to respond 
more flexibly to housing and clean energy projects across Australia.5

Additionally, mounting evidence from the industries employing energy trades 
workers highlights a significant training and skills gap, which could be filled 
through initiatives such as a national CPD framework. For instance, participation 
in work-related training has declined sharply in Australia between 2007 and 
2022, with utilities (including electricity) and construction among the sectors 
experiencing the largest drops; a concerning trend given these sectors’ central 
role in the energy transition.6 Compounding this, recent data shows that two-
thirds of qualified electrician applicants are assessed as unsuitable for the roles 
they apply for. While difficult to confirm the drivers, this is arguably driven in 
part by factors like a lack of specialisation or contextual experience with diverse 
technologies and projects (potentially including clean technologies).7 

PSO’s consultation with industry stakeholders has also revealed that licences 
from jurisdictions with mandatory CPD have a perceived higher quality than 
those from jurisdictions without. Evidence from other industries shows the value 
of national CPD frameworks. As one example, a large-scale review of Australian 
health practitioners found that mandatory CPD strongly motivates participation 
and measurably improves knowledge and behaviour, especially when programs 
are interactive, multi-modal, and sustained over time.8

PSO believes that embedding a national CPD framework within the licensing 
scheme would represent a complementary measure that reinforces safety, 
supports workforce mobility and lifts capability across the energy sector. This 
proposal is also timely and relevant in the context of the Australian Government’s 
current productivity agenda, particularly the Productivity Commission’s active 
inquiry into Building a Skilled and Adaptable Workforce. The inquiry highlights 
the link between work-related training and productivity gains, alongside a 
recognised need to increase participation in work-related training across the 
Australian economy.9 PSO believe this proposal can help address this need as 
it manifests in the energy labour market, and therefore partly contribute to 
broader scale productivity gains. 
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Recommendation 2: Extend and expand grant 
programs to increase energy training capacity  

•	 	PSO will advocate that the Australian Government extend the Clean Energy 
Capital Investment Fund beyond its initial term as a recurrent, ongoing 
program to reflect the continuing and growing need to train the workforce 
in clean energy technologies. The extension should be informed by a review 
of projected demand once the Fund commences in 2025–26, with funding 
scaled appropriately to match training system needs. 

•	 PSO will advocate that State and Territory Governments: 
	» establish recurrent capital grant programs that provide ongoing 

investment in modern training infrastructure and equipment (digital 
and physical) for the energy sector across all types of training 
providers; and align these programs with the federal Clean Energy 
Capital Investment Fund and address local demand in their respective 
jurisdictions.

The issue 

PSO’s consultation on the 2025 WFP found that insufficient capacity and outdated 
training infrastructure is one factor limiting the VET sector’s ability to grow the 
energy workforce at the pace required for the clean energy transition. Substantial 
capital investment is needed to expand and modernise training infrastructure for 
electrotechnology and renewables in response to rapid technological change and 
growing demand, particularly in regional areas where Renewable Energy Zones are 
located. This includes upgrading teaching spaces, such as labs and workshops, and 
acquiring specialised equipment for training in solar, battery storage, and energy 
distribution. For example, solar installation training requires dedicated roofs and 
panels; battery systems need inverters, wired training walls, and storage systems; 
and stand-alone power systems demand full component setups. Stakeholders 
report these setups can cost thousands of dollars, with additional ongoing 
expenses for consumables and maintenance, which many providers cannot absorb.

Rising training demand is outpacing the capacity of existing infrastructure, 
particularly in electrotechnology. This has led to overcrowded classes, insufficient 
resources, and some prospective apprentices being turned away. The slow 
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adoption of new technologies, driven by sustained funding limitations and 
commercial intellectual property challenges, remains a major barrier to improving 
training quality and aligning delivery with industry needs. While infrastructure 
capacity is a key constraint, it is not the only factor discouraging employers from 
engaging apprentices or upskilling staff.

Supporting the net zero transformation is a national priority under the National 
Skills Agreement, highlighting the need for greater support for training providers 
across the entire VET system to expand and modernise.10 Addressing this issue 
would increase the capacity and capability to provide more industry-aligned 
pre-apprenticeship, apprentice programs and post-trade upskilling. While TAFEs 
receive infrastructure funding through state and federal programs, independent 
training providers such as RTOs, who train nearly one-fifth of the energy sector’s 
apprentices, rarely receive equivalent support despite contributing significantly to 
system capacity.11

Independent providers play a smaller role in energy trades compared to their 
presence across the broader VET sector. While more than 70 per cent of energy 
apprentices train through TAFEs, across the whole VET system, 77.6 per cent of 
students were enrolled in nationally recognised training at independent training 
providers and 15.1 per cent were at TAFE institutes.12 This split has remained relatively 
stable over time, suggesting it is shaped less by recent policy interventions and 
more by the high capital investment required for energy sector training, which may 
make it less commercially attractive for independent providers. The inclusion of 
electrotechnology within the Australian Government’s Fee-Free TAFE policy may 
reinforce this trend but is unlikely to be its primary driver.

Recognising the needs of training institutes, the Australian Government announced 
a $50 million Clean Energy Capital Investment Fund (formerly referred to as the 
Clean Energy Training Investment Fund) in 2024 to support the acquisition of 
‘facility upgrades to expand clean energy training capacity across wind, solar, 
pumped hydro, grid battery storage, electricity networks and hydrogen, as well 
as key electrical and construction trades’.13 The government noted the funding 
will be directed to facilities at capacity that are preventing people from entering 
apprenticeships, and regional, rural and remote communities experiencing 
workforce transitions.14 

Independent training providers are able to benefit from the Clean Energy Capital 
Investment Fund. PSO understands that the Australian Government has taken 
an offset of $15 million from this Fund towards a ‘National Training Centre in New 
Energy Skills’15 in Melbourne that will upskill up to 2,000 tradespeople, including 
plumbers, gas and refrigeration workers, and train 200 apprentices, each year.16 This 
project will be co-funded with the Victorian Government and the Plumbing Industry 
Climate Action Centre, and was a commitment made by the Australian Labor Party 
at the 2025 federal election. Projects supported by the remaining $35 million in the 
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Fund are expected to be announced in the 2025-26 financial year.
Limited capital funding support exists at the State and Territory level to support 
independent training providers. However, Western Australia’s Construction 
Training Fund announced a $5 million Capital Grants Program in 2023 to help 
RTOs upgrade and expand their construction training capacity.  While the scope 
of this program is broader, the energy sector has been the largest beneficiary. 
The 2023-24 grants round funded several energy-related projects including 
an upgrade to the Electrotechnology Training Institute’s training facilities in 
Jandakot and Joondalup, to allow it to train an additional 4,500 students over 10 
years.18 

The federal fund and the WA capital grants program are well targeted and 
importantly acknowledge that further support is needed for independent 
training providers. However, these programs have finite funding and are limited 
in duration. Growing and maintaining the energy sector workforce required 
for the clean energy transition and achieving net zero will be a multi-decade 
enterprise that will require sustained and ongoing investment commensurate to 
that. 

 

The proposal 

The Clean Energy Capital Investment Fund should be extended to an ongoing 
federal program with recurrent annual funding. After its initial funding round in 
2025-26, the Australian Government should assess the scale of demand for the 
Fund to determine an appropriate level of ongoing funding and ensure its design 
remains aligned to the long-term needs of the training system. 

State and territory governments should also establish complementary capital 
grants programs that respond to local demand and enable all types of training 
providers to modernise and expand. A nationally consistent approach to 
infrastructure investment is essential to remove system bottlenecks, improve 
training quality, and build the workforce needed to support Australia’s clean 
energy goals.

PSO acknowledges that training providers should prioritise maximising the 
productivity of existing assets, including through the incorporation of digital 
training tools such as virtual and augmented reality. These technologies can 
help ease capacity constraints, enhance training quality, and expand access for 
apprentices in rural and remote areas. This should occur alongside increased 
investment in physical infrastructure and specialised equipment where required.
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Recommendation 3: Quotas for larger 
businesses to employ first and second-year 
apprentices and mature-aged apprentices 

•	 PSO will advocate for the Australian Government to extend the coverage 
of the Australian Skills Guarantee (ASG) to include all federally funded 
renewable energy and transmission projects to help address workforce needs 
for Australia’s energy transition. 

•	 PSO will advocate for the Australian Government to adopt Recommendation 
2.12 of the Strategic Review of the Australian Apprenticeship Incentive 
System, which proposes reserving a portion of labour hours under 
the ASG for first and second-year apprentices, and to expand on that 
recommendation by including similar targeted provisions for mature-aged 
apprentices. 

•	 PSO will advocate that State and Territory Governments: 
	» strengthen existing procurement policies by including quotas for 

targeted cohorts, such as first and second-year apprentices and 
mature-aged apprentices to strengthen support for entry-level training 
and career transitions. 

	» introduce apprenticeship quota requirements in jurisdictions where 
such procurement policies do not currently exist; and

	» ensure these quotas are designed to minimise impact on smaller 
businesses and to consider the application of corresponding incentives 
where appropriate. 
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The issue 

The 2025 WFP found that the energy labour market must significantly increase 
the number of energy trades apprentices in training; however, stakeholders 
consistently report high levels of unmet demand for energy apprenticeship 
placements, with hundreds of applicants often competing for a single position. 
This bottleneck affects all candidates but is especially acute for mature-aged 
applicants, who often face additional barriers to securing an opportunity. Even 
where placements are secured, delays in commencement and limited access to 
training are common. These issues stem from a combination of capacity constraints 
in the training system including shortages of qualified trainers and infrastructure 
and a lack of employer capacity, particularly among smaller firms, to expand 
apprentice intake.

The bulk of the apprenticeship system is carried by small to medium-sized 
businesses, who currently employ around three-quarters of energy trade 
apprentices. Around half of all apprentices are employed by small businesses with 
fewer than 20 employees. These businesses often face operational constraints 
that limit their ability to grow apprentice numbers including irregular pipelines of 
work, cash flow pressures and the supervisory burden associated with training, 
particularly for mature-aged apprentices who attract higher wages and may require 
greater flexibility. Larger businesses engaged in major infrastructure projects may 
be better positioned to take on a greater role in supporting apprenticeship growth 
and workforce diversity, given their scale and more stable delivery environments. 

While a multifaceted response is needed to address unmet demand, large publicly-
funded projects present immediate policy opportunities. Strengthening the role 
of medium and large employers in the energy training pipeline could also help 
alleviate related challenges such as barriers to hiring mature-aged apprentices and 
the risk of apprentice ‘poaching’ from small businesses. 

Smaller businesses are less equipped to absorb the higher wage costs and 
flexibility requirements often associated with mature-aged apprentices. While this 
cohort brings valuable experience, the additional financial burden of more than 
$40,000 to $50,000 throughout an apprenticeship can be prohibitive for smaller 
employers. Women reportedly comprise a significant proportion of mature-aged 
apprentices, many of whom are return-to-work parents or career-changers. 
Increasing opportunities for this cohort would support greater gender diversity in 
the energy labour market, as just five per cent of current energy trades workers and 
eight per cent of apprentices are women. 

Stakeholders also report that small businesses often lose apprentices to larger 
companies, which recruit mid- to late-stage apprentices rather than training new 
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The proposal 

Government procurement policies already influence workforce outcomes and 
should be leveraged further to create more equitable, accessible apprenticeship 
pathways. Introducing quotas for first and second-year apprentices, as well as 
mature-aged apprentices, would help reduce unmet demand by shifting greater 
training responsibility to medium and large infrastructure contractors and 
expanding access for cohorts that smaller employers find harder to support.

This reform can be pursued federally and through state and territory procurement 
frameworks. The ASG, introduced in July 2024, requires that 10 per cent of total 
labour hours on eligible construction and Information and Communication 
Technology (ICT) projects valued over $10 million be undertaken by apprentices, 
trainees, or ICT cadets. It also aims to address gender imbalance in historically 
male-dominated industries by setting targets for women that are gradually 
increasing over time.19 

PSO supports Recommendation 2.12 of the Strategic Review of the Australian 
Apprenticeship Incentive System (Strategic Review), which states the ASG should 
‘require that 2% of all labour hours spent on the procurement be undertaken by first 
or second-year apprentices, to enhance additionality and guard against ‘apprentice 
recycling’ and poaching of apprentices from small and medium employers’.20 
PSO recommends this be strengthened to include mature-aged apprentices. In 
addition, the ASG should expand to cover all publicly funded renewable energy and 
transmission projects, including those supported through the Clean Energy Finance 
Corporation, Australian Renewable Energy Agency, and the Capacity Investment 
Scheme, to better align with the energy transition workforce challenge.

PSO also acknowledges that the ASG has only been in operation for a relatively 
short period and the government may need more time to accumulate data on its 
impact before considering further changes to its procurement policy settings. The 
government could assess PSO’s recommendation as part of an anticipated review 
of the ASG in the 2026-27 financial year.

ones. This practice discourages training investment by smaller employers, who 
generally do not see a return on that investment until the third or fourth year of the 
apprenticeship. Poaching not only undermines new apprentice intakes but also 
squeezes opportunities for entry-level candidates, particularly first and second-
year apprentices. These dynamics underscore the need for policy measures that 
shift more apprenticeship responsibility to medium and large employers, especially 
on major public infrastructure projects.
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Most states and territories apply workforce participation quotas to major 
infrastructure projects through their procurement policies. In Queensland, for 
example, the Queensland Procurement Policy sets the overarching framework, 
while the Building and Construction Training Policy requires that a minimum of 10 
per cent of labour hours on eligible projects be undertaken by apprentices and 
trainees.21 These frameworks should be enhanced to include quotas for first and 
second-year and mature-aged apprentices or introduced in jurisdictions where 
no such requirements currently exist. 

While new procurement quotas alone will not resolve all challenges contributing 
to unmet demand, they can help relieve pressure on smaller businesses and 
create new opportunities for underrepresented cohorts. The design of these 
quotas is critical to their success. Implementation should include rigorous 
monitoring and transparent reporting to ensure targets are met and should be 
structured in ways that minimise unintended impacts on small businesses. PSO 
also acknowledges that incentives have a role to play in supporting apprentice 
uptake, particularly for small businesses, but also notes that the Strategic 
Review found incentives to be an inefficient policy lever for changing the 
behaviour of larger employers.22 When combined with broader reforms, quotas 
represent a practical and targeted policy tool to expand access for early-year 
and mature-aged apprentices.
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Recommendation 4: National Work Health 
and Safety reform of amenities and personal 
protective equipment for women in trades 

PSO will advocate that Commonwealth, State and Territory Work Health and Safety 
(WHS) ministers request Safe Work Australia (SWA) develop amendments to the 
model WHS laws to include clear and enforceable requirements for: 

•	 	gender-specific workplace amenities that are sanitary, safe and accessible, 
noting recent reforms introduced in Queensland through the Work Health and 
Safety (Amenities for Construction Work) Amendment Regulation 2024 (Qld); 
and

•	 gender-appropriate personal protective equipment.

The issue 

Addressing workforce shortages in the energy sector will require attracting 
underrepresented groups and widening the pool of potential recruits. The sector is 
far less diverse than the broader workforce, particularly in terms of gender. While 
women make up 47.8 per cent of all workers in Australia, they represent just 17.8 
per cent of the energy sector, falling to 4.4 per cent among electricians and just 
eight per cent of the current energy trades apprentices. Retention is also a major 
challenge. In male-dominated trades (like energy), apprentice completion rates for 
women are lower than for men. These were recently outlined as 50.3% and 58.7% 
respectively.23 Stakeholders also reported to PSO that a higher rate of qualified 
energy trades women leave the profession than men, with additional comments 
that this is often within five years of becoming qualified. 

PSO’s consultation for the 2025 WFP, supported by separate studies, confirms 
that workplace culture is a central barrier to gender diversity in the trades. These 
studies show that gender inequality has remained largely unchanged for decades 
because most interventions fail to address the root cause, which is a deeply 
ingrained masculine culture that sidelines women and signals they are unwelcome. 
Industry engagement affirms that tackling this culture is essential to achieving 
lasting progress.24 
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Some steps are already being taken to address the problem. For example, the 
Australian Government announced a $60.6 million Building Women’s Careers 
Program in 2024, which funds innovative partnership projects that boost 
women’s participation in VET and skilled careers, particularly in male-dominated 
industries like construction, clean energy, advanced manufacturing, and 
technology.25 The ASG also sets minimum targets for women’s participation in 
apprentice and trainee labour hours on major federally funded projects, with the 
quota increasing progressively until 2030.26 

Workplace culture is shaped not only by attitudes and behaviours but also by 
physical infrastructure, or material culture. In the energy sector, a prominent 
example is the widespread lack of basic amenities and affordable properly 
fitting personal protective equipment (PPE) for women on worksites.27 These 
oversights send a strong signal that women are not considered part of the 
norm, raising concerns about whether their physical and psychological safety is 
being adequately supported. Addressing these material barriers is an essential 
part of cultural change. While no single measure can transform industry 
culture, ensuring safe, inclusive and properly equipped worksites is a vital 
step, and should be integrated with non-material initiatives such as respectful 
relationships training. 

Unsanitary, unsafe and inaccessible amenities for women on construction and 
energy project worksites remain a serious barrier to attracting and retaining this 
cohort and are unacceptable in a modern workplace. Many sites rely on unisex 
or poorly maintained temporary facilities such as toilets and changing areas, 
which fail to meet hygiene, privacy and safety needs. Common issues include 
a lack of clean facilities, sanitary disposal options, private changing areas and 
proximity to the work area. These conditions can pose health risks, while the 
need to travel to distant or unsuitable facilities can be time-consuming and 
alienating.28 

Recent data highlighted the scale of this issue. A 2022 survey found that 40 per 
cent of women in electrical trades reported no access to gendered amenities, 
and only half had consistent access to sanitary bins. It also found that 23 per 
cent of female apprentices considered quitting due to worksite culture, and 
women are 53 per cent more likely than men to consider quitting due to cultural 
or environmental conditions.29 

A separate study identified that 28 per cent of women in the industry felt they 
were denied basic amenities, specifically separate women’s toilets and sanitary 
bins. For example, one participant reported: “The single biggest issue in four 
years that I’ve ever faced is every single construction site caters only to men…
You never get a toilet. The first thing I would do [when arriving at the site] is try 
and find a toilet…and make sure it’s not down a dark alley or in a position where 
the girls wouldn’t be safe. We have our personal safety to take care of as well”.30 

 

Policy Report 2025

18



PPE is a workplace safety requirement in the construction and energy sectors, 
yet it is often designed for male body shapes, creating discomfort, reducing 
mobility and increasing safety risks for others in the workforce. Uniforms and 
company-branded PPE rarely account for female body types, nor do they 
consider the needs of workers who are pregnant. Research shows women in 
the Australian construction industry report significant dissatisfaction with their 
PPE.31 As more women enter trade roles, including the growing cohort of female 
apprentices, the need for well-fitting, safe and functional PPE will only increase. 
While the regulatory framework must first ensure appropriate standards for 
safety and inclusivity, ensuring that gender-appropriate PPE remains affordable 
is a complementary issue that may warrant future policy attention.

Amenities and PPE on worksites are regulated under the WHS frameworks in 
most jurisdictions. WHS law in Australia is legislated and regulated separately 
by each jurisdiction and are largely harmonised through the model WHS laws. 
Safe Work Australia (SWA), a federal statutory body, develops and maintains 
the model WHS laws. The model WHS laws are comprised of the model Work 
Health and Safety Act, model Regulations and model Codes of Practice.32 All 
jurisdictions, except Victoria, have adopted the model WHS laws. Victoria has 
similar duties and responsibilities under its Occupational Health and Safety Act 
2004.

Until recently, no jurisdiction had clear and enforceable regulatory requirements 
that stipulated the minimum amenities that all workers must be provided in the 
workplace, that facilities must be regularly cleaned, nor recognised the different 
uses and access needs of men and women in the workplace. Similarly, legislation 
stipulating the minimum PPE requirements for health, hygiene and sanitation 
varies across jurisdictions between having some regulatory requirements and no 
enforceable regulatory requirements.33 

Queensland provides a recent example of how reform could work on this 
issue. Through the Work Health and Safety (Amenities for Construction Work) 
Amendment Regulation 2024 (Qld), the Queensland Government has required, 
from 1 January 2025, that principal contractors ensure designated female toilets 
and improved facilities and amendments for certain construction projects. 
Queensland’s Amenities Regulation provides different amenities rules for 
different-sized projects and goes beyond the provisions in the model WHS laws. 
The Amenities Regulation implemented Recommendation 30 of the 2022 review 
of Queensland’s WHS Act.34 
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The proposal 

Reform of the national WHS framework to include clear and enforceable standards 
is essential to removing persistent workplace barriers to female participation in the 
energy trades. Queensland’s 2024 Amenities Regulation demonstrates that baseline 
requirements can be set without imposing a one-size-fits-all model, allowing 
industry flexibility while ensuring minimum standards are met.

Legislative and regulatory change could be approached nationally or locally in 
specific jurisdictions, as Queensland has done on the amenities issue. While PSO 
welcomes state and territory initiatives to address these challenges, a nationally 
consistent approach would provide clarity for employers operating across 
jurisdictions and prevent fragmented or inconsistent standards. SWA should 
develop and propose changes to the model WHS laws to ensure harmonisation 
across all jurisdictions. This would be a direct way to create safer, more inclusive 
worksites and support broader diversity goals across Australia. 

Adding these matters to SWA’s forward work plan requires agreement from at least 
two-thirds of WHS ministers; therefore, PSO recommends that the Commonwealth 
and all State and Territory ministers make a joint request for SWA to develop 
amendments to the model WHS laws on gender-appropriate amenities and PPE as 
a matter of priority. PSO also notes that these reforms could be examined through 
SWA’s best practice review of the model WHS laws, commencing in September 
2025, which will assess deviations from the model framework and identify 
opportunities for national alignment.35 
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Recommendation 5: Evaluate existing 
initiatives to increase the number of energy 
trainers 

PSO will seek to work in partnership with the Australian Government during the 
delivery of the $30 million package aimed at ‘turbocharging the VET teacher, trainer 
and assessor workforce for clean energy’. PSO will contribute industry intelligence, 
insights from its VET Workforce Blueprint project and consultations, and advise on 
the effectiveness of different incentive mechanisms to attract skilled tradespeople 
into training roles. PSO will also seek to collaborate with the government to 
support the evaluations from the package to help assess outcomes, identify gaps, 
and provide evidence-based recommendations to strengthen future incentive 
programs for growing the energy sector training workforce.

The issue 

A shortage of qualified trainers is a critical bottleneck in scaling the energy sector 
workforce. Even as demand for apprenticeships rises, limited training capacity is 
constraining both apprenticeship numbers and post-trade upskilling, especially 
in fast-evolving fields such as renewables, advanced heating, ventilation, and air 
conditioning (HVAC), and fire protection. In PSO’s consultation process, 79 per 
cent of energy sector training organisations reported needing additional trainers 
to meet current demand. Preliminary estimates developed by PSO’s research and 
policy team project a shortfall of 1,000 to 2,000 energy trainers by 2030 without 
intervention. These preliminary estimates will be refined as part of ongoing 
workforce analysis, but they already highlight the urgent need to expand the energy 
training workforce to meet projected demand.

The trainer shortage is driven by multiple factors such as lower pay compared to 
industry roles, limited job security, high entry barriers, and a lack of career visibility. 
Many current trainers are also nearing retirement, with little succession planning in 
place. In licensed trades like electrical, long lead times to become a qualified trainer 
further complicate efforts to expand the training workforce. Without stronger policy 
action to attract and retain skilled tradespeople into these roles, the VET system will 
be unable to deliver the volume and quality of workers needed for the clean energy 
transition.
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The Australian Government has begun to respond. In 2024, it committed $30 million 
to ‘turbocharge the VET teacher, trainer and assessor workforce for clean energy’, 
as part of a broader $91 million clean energy workforce package.36 Evaluating the 
impact of this investment, including program uptake, recruitment outcomes, and 
regional effectiveness, will be critical for informing next steps, identifying gaps and 
avoiding duplication.

As one of the ten JSCs, PSO is also contributing to this reform agenda through its 
VET Workforce Blueprint Project, which aims to identify solutions to attract, retain 
and develop the VET workforce. PSO is developing targeted industry-led initiatives 
as part of this work.37

 

The proposal 

PSO will aim to collaborate with the government, drawing on insights from our VET 
Workforce Blueprint project and broader sector engagement during the rollout and 
evaluation of the program. PSO will provide timely advice informed by industry and 
the training sector to ensure policy decisions reflect on-the-ground realities and 
emerging workforce needs.
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Recommendation 6: A national strategy to 
support career influencers and promote 
trades pathways 

•	 PSO will advocate that the Australian Government work with State and 
Territory Governments through the Skills and Workforce Ministerial Council, 
and with the relevant Jobs and Skills Councils, to develop a national strategy 
to boost uptake in apprenticeships (including a dedicated part for the energy 
trades) and overcome outdated perceptions of VET through improved 
careers education and support for career influencers. This should draw 
on the recommendations of the 2024 Strategic Review of the Australian 
Apprenticeships Incentives System (Recommendations 3.1 & 3.3); and the 
2024 House of Representatives committee report Shared vision, equal 
pathways (Recommendations 2, 4, 5 & 9). 

•	 PSO will advocate that State and Territory Governments: 
	» assess the perception and status of VET within their jurisdictions and 

implement local initiatives to improve careers education and influencer 
engagement; and

	» share effective approaches through intergovernmental forums such as 
the Skills and Workforce Ministers Meetings and Education Ministers 
Meetings; and support the development of a coordinated national 
strategy.

The issue 

The 2025 WFP found that the energy sector must significantly increase the number 
of trades apprentices in training, yet only 10 per cent of school leavers surveyed in 
2023 intended to pursue an apprenticeship. Broken down by gender, only 14 per 
cent of male and five per cent of female secondary students were considering 
an apprenticeship. A geographic divide is also evident, with just seven per cent 
of students in metropolitan areas expressing an interest in an apprenticeship, 
compared to 13 per cent in regional and 15 per cent in rural areas.38 This problem 
is not unique to the energy sector but increasing interest in trade careers is part 
of the solution to building the energy workforce that Australia needs to deliver the 
clean energy transition.39
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Expanding employer and training system capacity to meet current unmet demand 
is the primary challenge to increasing the pipeline of energy apprentices, but PSO 
also acknowledges that interest in energy trade careers is undermined by structural 
barriers and cultural stigmas. While attraction remains high for some high-profile 
energy sector trades, stakeholder feedback shows other energy-related trades, 
such as air-conditioning, refrigeration and gas, are having more difficulty in finding 
candidates. 

Many students have little understanding of what these trades involve, their role 
in the clean energy transition, or the career progression available beyond hands-
on work. VET is often portrayed as a fallback for less academic students, while 
university remains the dominant aspiration promoted in schools. This perception 
is reinforced by influencers, including parents, teachers, and career advisors – 
some of whom hold outdated views that undervalue trades. As a result, many 
quality applicants choose not to pursue a trades pathway. Trades are often seen 
as low-status manual jobs with limited progression, and their financial rewards, job 
security, and role in emerging industries are rarely highlighted.

Opportunities for early exposure are also limited. Trade careers are often 
introduced late in schooling, with hands-on learning restricted by compliance 
rules, safety concerns, and a shortage of qualified electrical staff. Work experience 
placements can be difficult to secure, school-based apprenticeships face 
challenges in meeting placement requirements, and Certificate II pathways are 
underused and poorly linked to employers. At the same time, the traditional four-
year apprenticeship model can feel inflexible to Gen Z, who value autonomy, 
purpose, and flexible work. Low starting wages, the long training commitment, and 
uncertainty about outcomes further deter participation.

Career influencers such as parents, teachers, peers, school leaders, and 
community networks play a powerful role in shaping young people’s post-
school decisions, yet many lack the knowledge or resources to present trades as 
appealing pathways. Most parents (79 per cent) prefer university over VET, and 
only seven per cent favour apprenticeships, while 29 per cent of students report 
never hearing about apprenticeships during school.40 Peer norms often reinforce 
university as the default option, and cultural factors can influence whose advice 
is trusted. For example, First Nations girls in Western Australia reportedly placed 
greater value on guidance from family, particularly female relatives, than on advice 
from schools.41 

While initiatives to support career influencers and boost VET enrolments do exist, 
stakeholder feedback suggests that efforts remain fragmented and inconsistent 
across jurisdictions. A comprehensive, national strategy is needed to tackle these 
outdated perceptions, improve careers education, and empower influencers to 
help young people see apprenticeships as an attractive and viable career choice. 

There is also a powerful reason to have energy trade careers as a dedicated 
and tailored part of this strategy. Specifically, there is opportunity to connect a 
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more values driven and ‘climate conscious’ cohort of Australian students with 
the vital role the energy trades play in solving climate change. Many young 
Australians may have not yet made the direct connection between their career 
choices, addressing climate change, the renewables transition, and the vital 
role energy trades play in that process. However, several converging trends 
suggest significant potential to leverage these connections and inspire the next 
generation to pursue ‘green collar’ energy trade careers. 

Research shows that simply providing information about career pathways 
is unlikely to influence young people unless the messaging aligns with their 
values.42 One of the key values for younger generations is purpose, around half 
of Generation Z say they would not accept a job that lacks a larger purpose 
or societal value, compared to only a third of Baby Boomers.43 Climate action, 
including participation in the renewables transition, is increasingly important to 
young people. Three in four young Australians are now concerned about climate 
change, and perceived inaction to address it.44 Importantly, energy trades 
such as electricians play a critical role in the renewable energy sector. In fact, 
electricians and electrical trade assistants alone make up the largest share of 
employment in the renewables workforce in Australia, accounting for around 
one in five roles.45

Ultimately, making these types of connections explicitly for young people could 
help shape their interest in the prospect of energy trade careers.

The proposal 

A national strategy that reorients careers education to value university and VET 
equally, while equipping influencers with the knowledge and resources to guide 
informed decisions, is key. Better-informed career influencers lead to better-
informed candidates, which PSO believes will improve apprenticeship success and 
completion rates.

Recent inquiries provide a range of practical recommendations that could form the 
basis of a national strategy. The Strategic Review of the Australian Apprenticeships 
Incentives System, for example, calls for a national campaign to raise awareness 
of apprenticeships as a valuable career pathway and increase apprenticeship take 
up (Rec. 3.1); and for the Australian and State and Territory governments to provide 
clear and timely career information to people considering apprenticeships, to 
improve understanding of apprenticeship career pathways and support decisions 
based on accurate and unbiased information about apprenticeships (Rec. 3.3). 46 
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Similarly, the 2024 House of Representatives committee report, Shared 
vision, equal pathways on the inquiry into the perceptions and status of VET 
had other practical suggestions. For instance, it recommended national 
campaigns be delivered to promote VET pathways and trade careers, 
targeting diverse cohorts and specific regional needs (Rec. 4); that schools 
be supported and incentivised to promote VET and apprenticeships equally 
with university pathways (Rec. 5); and for the development of a national 
career education framework starting in primary school, with consistent 
resources and professional development for teachers and careers advisors 
(Rec. 9). While its recommendation to reform the National Careers Institute 
(Rec. 2) is no longer applicable as it was subsequently disbanded and 
absorbed into the Department of Employment and Workplace Relations, the 
need for a single, trusted source of VET information across all jurisdictions 
remains valid.47 

While a range of promising initiatives exist, implementing them consistently 
across all jurisdictions is challenging. While most relevant policy levers 
sit at the State and Territory level, the federal government, through 
intergovernmental forums, can help in coordinating a national response. 
Recommending a comprehensive national strategy, aligned with these 
reports, would ensure initiatives are considered holistically and delivered 
consistently across the country.

State and Territory governments can also separately undertake local reviews 
and champion nationally consistent action through intergovernmental 
forums. Improving how influencers understand and promote trade careers 
is an immediate and practical lever to shift perceptions and build the skilled 
energy workforce needed for Australia’s transition.
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