
Proudly presented by

FUTURE 
SKILLS 
NEEDS 
FOR 
GREATER 
WESTERN 
SYDNEY

BUILDING A SKILLED WORKFORCE 
FOR GREATER WESTERN SYDNEY



Foreword 3
Executive Summary 4
Management and Technical Skills In Short Supply 6
Methodology 7
The Employment Picture in Greater Western Sydney 9
Identifying the Skills Shortage in Greater Western Sydney 13
Addressing the Skills Shortage 18
Industry Views on How We Could Close the Skills Gap 20
Next Steps 25
Case Study 26

CONTENTS



FOREWORD 

3Future Skills Needs for Greater Western Sydney

There is no question Greater Western Sydney is 
undergoing an explosion in growth. The population 
bubble is upon us and we have major infrastructure 
projects underway – road, rail, light rail, an airport – as well 
as community, business and residential developments.

The real question is whether we can plan effectively for 
this growth so the people of Western Sydney enjoy the 
full benefit of all that it offers.

At the top of the planning list is skills and training. We 
must ensure the people who live in Western Sydney 
have the skills and the work experience they need 
to engage in the growth industries of the future. 
Essentially we need to reskill the region to change our 
skill-set DNA. 

We’ve had a hundred-year diet of manufacturing, 
including some low skill manufacturing, the like of 
which we will never see again. The future for Western 
Sydney is very different.

The region has benefited in recent years from major 
public and private funding flowing into Western Sydney 
University, creating new momentum for regional 
students to pursue a tertiary degree.  However, we 
have to ensure the same prioritisation for TAFE if we 
are to address a looming skills shortage in trades and 
related professions.  Governments can’t fund skills 
training alone so we have to make vocational training 
appealing again by allowing our TAFE colleges the 
independence to brand their offering, compete for 
students and attract innovative private partnerships.

The Greater Western Sydney Skills Audit has highlighted 
the changing nature of Western Sydney and the skills 
gap that already exists. Our future industries will be in 
areas such as tourism, international education, health, 
wealth management and agribusiness. This is not where 
our current skills bank is.

We need many more programs like the Barangaroo 
Skills Exchange, where Lendlease and TAFE have 
formed a remarkable partnership to train workers in 
modern construction methods, using on-site ‘pop up’ 
classrooms and mentors. Many of these workers live 
in Western Sydney and the skills exchange program is 
setting them up to be ready for the massive wave of 
infrastructure projects that is coming our way quickly.

I’d like to see these legacy training partnerships on 
every major infrastructure project in the region, 
including Badgerys Creek Airport and its road links, 
the Olympic Corridor Light Rail, Sydney Science Park, 
Rosehill Gardens upgrade, Moorebank Intermodal 
terminal and Parramatta’s new Powerhouse Museum 
and Stadium. This should be embedded in the projects’ 
procurement process and the Western Sydney 
Leadership Dialogue is working with government and 
the private sector to make this happen.

I congratulate TAFE Western Sydney and the  
Western Sydney Business Connection (WSBC) for  
their leadership on future skills training needs. 
Minister Barilaro is to be commended for backing the 
team in this innovative report. It’s incumbent upon 
all of us who want to see a bigger Western Sydney to 
make sure we also make it a better Western Sydney.

Christopher Brown 
Chairman Western Sydney Leadership Dialogue
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EXECUTIVE  
SUMMARY

Greater Western Sydney is forecast to undergo major 
economic and population growth with government 
and the private sector targeting the region for 
increased investment and future business activity. But 
a major skills shortage, identified in a recent survey 
of Western Sydney businesses could constrain this 
growth if training and future skills needs are not 
addressed.

The Greater Western Sydney Skills Audit, a survey of 
businesses in Western Sydney conducted in mid-2015, 
has revealed there is already a significant shortage 
of skilled and qualified workers in Western Sydney, 
with around half of job applicants under-qualified for 
positions.

There is already a significant shortage of 
skilled and qualified workers in Western 
Sydney, with around half of job applicants 
under-qualified for positions.

The Skills Audit was conducted by Lonergan Research 
for TAFE Western Sydney Institute and Western Sydney 
Business Connection to determine the current and 
future skills needs of employers in Western Sydney. 
A total of 456 businesses in Greater Western Sydney 
participated, covering a broad spectrum of business 
sizes and industries.

The survey revealed a shortage of industry skills is the 
biggest contributing factor for over half of businesses 
(54%) that can’t fill positions, the figure rising to 78% for 
businesses with more than 20 employees.

The survey revealed a shortage of industry 
skills is the biggest contributing factor for 
over half of businesses (54%) that can’t 
fill positions, the figure rising to 78% for 
businesses with more than 20 employees.

On completion of the survey, a series of follow-up 
roundtable and interviews with business leaders 
and other key stakeholders in western Sydney were 
held. These confirmed the findings of the survey and 
highlighted the need for reviewing training content, 
employer recruiting methods and course funding 
priorities to help fill the skills gap. Co-operation 
between government, the education and training 
sector and industry is needed to achieve this.

Co-operation between government, the 
education and training sector and industry 
is needed.

Robin Shreeve 
Institute Director TAFE Western Sydney
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The survey revealed that there are 858,000 filled jobs 
in Greater Western Sydney and 66,000 unfilled jobs. Of 
the filled positions, 64% are white collar, 27% blue collar 
and 9% grey collar1. 

Management positions are the hardest to fill, 
accounting for 30% of unfilled roles in Greater Western 
Sydney and taking an average of nine weeks to fill, 
compared with five weeks for other roles. Management 
and sales worker positions also have the highest 
number of under-qualified applicants (59% and 52% 
respectively).

Skilled and qualified hospitality workers are also in short 
supply, with 31% of available jobs remaining unfilled. 

Technical skills shortage is an area of current and future 
concern with almost half of businesses experiencing a 
technical skills deficit. This is expected to grow to 68% 
of businesses, or 7 out of 10, in the future.

Technical skills shortage is an area of 
current and future concern with almost 
half of businesses experiencing a technical 
skills deficit. This is expected to grow to 
68% of businesses, or 7 out of 10, in the 
future

Job sectors where this shortage is currently most 
severe:
• business, finance and management
• building
• electro technology, engineering and manufacturing

Job sectors where the skill deficit is likely to grow:

• business, finance and management (+8%) 
• tourism, hospitality and events (+4%)

Soft or personal skills are also increasingly important, 
with those cited by business as most vital being 
team work (98%), time management (97%) and 
communication skills (95%). 

Businesses vary in their strategies for filling positions, 
with 47% planning to address their skills deficit through 
external sources, such as hiring new staff, outsourcing 
key tasks and acquiring new business, and 74% saying 
they intend to implement in-house training.

Opportunities to review training 
and recruitment criteria
It was determined that employers may need to reassess 
recruitment methods, including qualification criteria 
for certain positions in order to tap into the large pool 
of experienced workers who are highly skilled but 
lack formal qualifications. Employers could assess 
applicants on transferrable skills and competency 
rather than insisting on formal qualifications.

This approach could be supported by a review of 
course funding and training content. Experienced 
and highly skilled grey collar workers with base 
qualifications need access to appropriate funding 
assistance for further training, enabling them to move 
up the career ladder. Another solution suggested in 
discussions was to fund specific skills sets rather than 
entire courses, which would enable these workers 
to acquire the necessary training to fill management 
positions.

A further issue that arose during follow-up research 
was the need for regular review of targeted funding 
and training packages to ensure funding and incentives 
matches current and future skills needs.

Management and 
Technical Skills In  
Short Supply 

1 Grey collar workers are defined in this report as those who are 
categorised as non-professional blue or white collar workers and want 
to transition to a professional capacity or managerial positions but, 
for various reasons, lack the formal qualification or skills required by 
employers.
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About the Research
More than 450 business managers/executives from the 
Greater Western Sydney area participated in the Skills 
Audit, most completing online surveys. Businesses 
were sourced through local council, TAFE Western 
Sydney and Western Sydney Business Connection 
networks and through social media, networking events, 
permission based panels and a panel of mystery 
shoppers. Fieldwork was conducted between March 
and June 2015.

Data was weighted to most recent business estimates 
sourced from the Australian Bureau of Statistics. 
Employment projections were scaled in line with 
employment forecasts based on the place of work 
sourced from the Bureau of Transport Statistics.

Survey location breakdown:

Local government council
Completed 

surveys

Auburn City Council 20

Bankstown City Council 31

Blacktown City Council 54

Camden Council 8

Campbelltown City Council 22

Canterbury City Council 11

Fairfield City Council 20

Hawkesbury City Council 13

The Hills Shire Council 67

Holroyd City Council 16

Liverpool City Council 36

Parramatta City Council 106

Penrith City Council 45

Wollondilly Shire Council 7

Total 456

Methodology
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The survey included a broad spread of respondents across business size and industry. Any under/over sampling was 
corrected by applying weight to the data (sourced from the latest ABS business statistics). These are shown in the 
following tables.

On completion of the survey, a series of follow-up roundtables, meeting and interviews was conducted with business 
leaders and key stakeholders to add further depth to the findings.

Industry Count

Manufacturing and Primary Industries 38

Construction 47

Wholesale Trade, Warehousing and 
Transport

48

Retail, Hospitality and Rental Services 74

Professional and financial services, and IT 103

Administrative and Support Services, and 
Public Administration

41

Education and Training 46

Health and Recreation Services 45

Other 14

Business size Count 

 1 (sole trader) 168

2-4 71

5-19 142

20-199 48

200+ 27

Revenue Count

Under $500,000 198

$500,000 - $1,999,999 90

$2 million - $9,999,999 60

$10 million or more 43

Don't know / Prefer not to say 65

Business sector Count

Private 314

Public (government) 118

Non-profit 14

Don't know 10

Role of respondent Count

Senior management  
(incl.  CEO / CFO / board of directors)

75

Owner 242

HR Management, specialist or support 28

Other management position 52

Professional or specialist  
(non-management)

24

Office support or administration 25

Other 10
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Greater Western Sydney has been identified as one 
of Australia’s high growth areas, both in terms of 
population and economic activity. With a population of 
close to 2.2 million, the area contains 9% of Australia’s 
population and 44% of Sydney’s population.2

Greater Western Sydney’s population is 
close to 2.2 million, the area contains 9% of 
Australia’s population and 44% of Sydney’s 
population

It covers 14 Local Government Areas (LGAs), from 
Auburn and Bankstown in the east, to the Blue 
Mountains and Wollondilly in the west.

It is a region that has been targeted by both government 
and private sector for major investment in infrastructure 
as well as commercial and housing construction, and 
is predicted to become one of the employment hubs of 
the nation.

The Skills Audit provides a snapshot of the current 
employment trends in Western Sydney – the types 
of jobs that are available currently and those that are 
hardest to fill.

The Skills Audit provides a snapshot 
of the current employment trends in 
Western Sydney – the types of jobs that 
are available currently and those that are 
hardest to fill

It revealed there are 858,000 filled jobs in Greater 
Western Sydney and 66,000 unfilled jobs.

Of the filled jobs, 64% are white collar, 27% blue collar 
and 9% grey collar positions. Grey collar workers 
are defined in this report as workers who have skills 
and experience in either blue collar or white collar 
positions but may be prevented from transitioning to 
supervisory or managerial positions because they lack 
the necessary formal qualifications. The bulk of the 
workers in this category are in the service industry.

As can be seen in Figure 1, 34% of filled positions 
in Greater Western Sydney are managers and 
professionals, while sales workers and clerical and 
administrative workers together make up another 35%. 
Technicians and trades workers account for 12% of 
filled positions, labourers 9%, machinery operators and 
drivers 7% and hospitality, community, healthcare and 
other personal service workers 3%.

 

 

The Employment Picture in 
Greater Western Sydney 

2 Population data from the Australian Bureau of Statistics and 
Centre for Western Sydney at the University of Western Sydney.

Figure 1: These job categories can be further broken down 
into specific roles, as shown in the following table.

JOBS IN GREATER WESTERN SYDNEY

Sales Workers

Clerical and 
Administrative 
Workers

Managers

Professionals

Technicians 
and Trades 
Workers

Labourers

Machinery 
Operators 
and Drivers

Hospitality, 
Community and 
Other Personal 
Service Workers

18%

17%

17%17%

12%

9%

7% 3%
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Number of Jobs in Greater Western Sydney – Detailed breakdown

% of jobs  
in GWS

Total number of jobs  
in GWS

SALES WORKERS 18% 154,181 

Sales Representatives and Agents 9% 75,574 

Sales Assistants and Salespersons 6% 52,709 

Sales Support Workers 3% 25,899 

CLERICAL AND ADMINISTRATIVE WORKERS 18% 151,148 

General Clerical Workers 4% 36,669 

Office Managers and Program Administrators 4% 35,462 

Clerical and Office Support Workers 3% 26,310 

Personal Assistants and Secretaries 2% 20,316 

Inquiry Clerks and Receptionists 2% 13,961 

Numerical Clerks 1% 10,453 

Other Clerical and Administrative Workers 1% 7,976 

MANAGERS 17% 147,964 

Chief Executives, General Managers and Legislators 11% 90,574 

Specialist Managers 4% 30,492 

Hospitality, Retail and Service Managers 2% 20,381 

Farmers and Farm Managers 1% 6,517 

PROFESSIONALS 17% 146,631 

Health Professionals 6% 55,468 

Business, Human Resource and Marketing Professionals 3% 23,353 

Design, Engineering, Science and Transport Professionals 3% 21,859 

ICT Professionals 2% 13,357 

Education Professionals 1% 12,283 

Arts and Media Professionals 1% 10,571 

Legal, Social and Welfare Professionals 1% 9,739 
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% of jobs  
in GWS

Total number of jobs  
in GWS

TECHNICIANS AND TRADES WORKERS 12% 101,279 

Construction Trades Workers 7% 61,978 

Automotive and Engineering Trades Workers 2% 14,057 

Engineering, ICT and Science Technicians 1% 8,413 

Skilled Animal and Horticultural Workers <1% 2,574 

Food Trades Workers <1% 1,903 

Electro technology and Telecommunications Trades Workers <1% 1,629 

Other Technicians and Trades Workers 1% 10,724 

LABOURERS 9% 74,229 

Factory Process Workers 3% 28,721 

Construction and Mining Labourers 2% 21,308 

Farm, Forestry and Garden Workers 1% 6,716 

Cleaners and Laundry Workers <1% 3,857 

Food Preparation Assistants <1% 1,790 

Other Labourers 1% 11,837 

MACHINERY OPERATORS AND DRIVERS 7% 57,497 

Store persons 3% 24,630 

Machine and Stationary Plant Operators 2% 19,113 

Road and Rail Drivers 1% 10,090 

Mobile Plant Operators <1% 3,665 

COMMUNITY AND PERSONAL SERVICE WORKERS 3% 24,663 

Hospitality Workers 1% 10,381 

Carers and Aides 1% 5,045 

Sports and Personal Service Workers <1% 4,092 

Health and Welfare Support Workers <1% 2,867 

Protective Service Workers <1% 2,278 
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Where are the job vacancies?
The survey also looked at job vacancies in Western 
Sydney. It revealed that, over the past year, there were 
234,000 job vacancies advertised in Greater Western 
Sydney, with manager and sales worker roles each 
accounting for 20% of these.

Labourers are in high demand, with a significant number 
of labourer jobs advertised in the last year (32,988) 
in proportion to the number of labourers currently 
employed (74,229). This can be seen in Figure 3, which 
shows the number of advertised positions for labourers 
was 44% of the number of filled jobs for labourers.

Managers and sales workers also had a high number 
of advertised vacancies in proportion to the number of 
filled jobs – 31% and 30% respectively. 

A detailed breakdown of the job titles within each 
category revealed a large proportion (64%) of 
advertised positions for labourers were for factory 
process workers.

% of 
advertised 
vacancies 
in last year

Total 
number 

of job 
vacancies 
advertised 
in last year

Proportion 
of jobs 

advertised 
to the total 
number of 
filled jobs

Managers 20% 46,982 31%

Sales Workers 20% 46,128 30%

Professionals 17% 38,688 26%

Labourers 14% 32,988 44%

Clerical and 
Administrative 
Workers

11% 26,314 18%

Technicians and 
Trades Workers

11% 24,610 24%

Machinery 
Operators and 
Drivers

5% 10,513 18%

Community and 
Personal Service 
Workers

3% 7,365 30%

TOTAL 100% 233,590 27%

Figure 2: Job vacancies in the last year and the proportion filled.

Community and personal service workers was another 
area where the proportion of jobs advertised to the 
total number of filled jobs was high (30%). When this 
category was further broken down into job titles, 43% 
of advertised jobs in the category were for hospitality 
workers, 25% for carers and aides, 16% sports and 
personal service workers, 9% protective service 
workers and 7% health and welfare support workers.

In the professionals category, where the proportion 
of advertised jobs to the total number of filled jobs 
was 24%, the highest number of advertised jobs 
(23%) were for design, engineering, science and 
transport professionals and second highest was health 
professionals (17%).

In the technicians and trades category, 59% of advertised 
positions were for construction and trade workers.

44%

31%
30%

Labourers

Managers

Sales

JOBS ADVERTISED IN PROPORTION TO JOBS FILLED

234,000JOB VACANCIES ADVERTISED IN
GREATER WESTERN SYDNEY

Figure 3: Jobs advertised in proportion to jobs filled.
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44%

31%
30%

Labourers

Managers

Sales

JOBS ADVERTISED IN PROPORTION TO JOBS FILLED

Identifying the  
Skills Shortage in  
Greater Western Sydney

Growth plans for Western Sydney position the region 
as a major future employment hub, with significant 
infrastructure projects including the planned airport at 
Badgerys Creek and road and rail programs underway.

The paradox, as revealed by the Skills Audit, is that 
many of the skills needed for the growth industries of 
the future are in short supply in Western Sydney. It is a 
region in transition from a strong manufacturing base 
to a service and construction industries future and the 
skills bank needs to catch up.

The paradox, as revealed by the Skills Audit, 
is that many of the skills needed for the 
growth industries of the future are in short 
supply in Western Sydney.

In 2011, 15% of Western Sydney jobs were in 
manufacturing compared with 9% nationally. 
Recent research by Deloitte points to the changing 
employment trends, with tourism, international 
education, health, wealth management and 
agribusiness identified as the growth industries for 
Western Sydney over the next 5, 10 and 15 years.

This research also showed that within 12 months, and 
on any given week day, over 300,000 workers leave 
Western Sydney each morning for work, predominantly 
travelling east towards Sydney. At the same time, 
almost 100,000 will enter Western Sydney.

On any given week day, over 300,000 
workers leave Western Sydney each 
morning for work, predominantly travelling 
east towards Sydney. At the same time, 
almost 100,000 will enter Western Sydney.

As part of Western Sydney’s growth plans, Parramatta 
has been identified as Sydney’s second CBD and is 
undergoing a huge construction boom, including the 
$2 billion Parramatta Square urban renewal project 
and large-scale office and apartment developments. 
Parramatta City Council has also initiated an $8 billion 
revitalisation program aimed at attracting high-profile 
corporate tenants, greater business investment and 
more employment for local workers.

Further west, Penrith City Council has launched an 
ambitious plan for its city centre to attract investment 
and generate employment opportunities.  Penrith 
is also the site of a major new health precinct and 
proposed airport.

The success of these plans hinges on a ready supply of 
skilled workers.
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Significant skills shortage
The Skills Audit revealed there is already a significant 
shortage of skilled and qualified workers in Western 
Sydney, with around half of job applicants under-
qualified for positions.

There are approximately 66,000 unfilled jobs in Greater 
Western Sydney. Management positions are the hardest 
to fill, accounting for 30% of unfilled roles in the region 
and taking an average of nine weeks to fill, compared 
with five weeks for other roles. Management and sales 
worker positions also have the highest number of 
under-qualified applicants (59% and 52% respectively).

There is also a significant shortage of community and 
personal service workers, with 6,441 needed, while 
only 24,663 are currently employed. These workers 
only account for 3% of filled jobs in Western Sydney, 
but make up 10% of vacancies.

There is also a significant shortage of 
community and personal service workers, 
with 6,441 needed, while only 24,663 are 
currently employed.

When this category was further broken down into job 
titles, the research showed that hospitality workers 
make up the biggest proportion of the community and 
personal service worker shortage, with 31% of available 
hospitality worker jobs remaining unfilled.

Machinery Operators and Drivers

SUPPLY OF WORKERS BY INDUSTRY

Clerical and Administrative Workers

97%

96%

Sales Workers

Technicians and Trades Workers

Labourers

95%

94%

93%

Professionals

Managers

Hospitality, Community and Other Personal Service Workers

92%

88%

79%

% of 
unfilled 

roles

Total 
number 

of unfilled 
roles

Proportion 
of unfilled 
roles to the 

total number 
of filled jobs 

Managers 30% 19,825 13%

Professionals 18% 12,173 8%

Sales Workers 12% 7,858 5%

Community and 
Personal Service 
Workers

10% 6,441 26%

Technicians and 
Trades Workers

9% 6,287 6%

Clerical and 
Administrative 
Workers

9% 5,979 4%

Labourers 9% 5,871 8%

Machinery 
Operators and 
Drivers

3% 2,058 4%

TOTAL 100% 66,492 8%

Figure 4: Number of unfilled filled roles in Western Sydney

SUPPLY OF WORKERS BY INDUSTRY

Blue Collar Workers

5%
White Collar Workers

8%
Grey Collar Workers

10%
Figure 5: Supply of workers by industry.
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Lack of training and skills a key 
issue for business
The survey revealed that for over half (54%) of 
businesses who found it was difficult to fill roles, 
a shortage of industry skills was a key factor. This 
rose to 78% for larger businesses with more than 20 
employees.

Fifty four percent of businesses said it 
was difficult to fill roles. This rose to 78% 
for larger businesses with more than 20 
employees.

In addition, around half (47%) of applicants are 
under-qualified for the position, with sales workers 
and managers the most under-qualified (59% and 
52% respectively). This figure was higher in the 
westernmost area of the region where 59% of 
applicants are under-qualified.

Forty seven percent of applicants are 
under-qualified for the position

Other key reasons businesses were experiencing a 
skills shortage was a lack of available funds for new 
wages and training (38%), uncertainty of future work 
(22%) and the fact they weren’t actively recruiting or 
advertising (20%). 

Other key reasons businesses were 
experiencing a skills shortage was a lack of 
available funds for new wages and training 
(38%), uncertainty of future work (22%) and 
the fact they weren’t actively recruiting or 
advertising (20%).

Shortage of skilled and qualified applicants also varies 
across the regions of Greater Western Sydney. The 
average time taken to fill a job vacancy in the region 
is five weeks, while in the central west and north west 
areas within Greater Western Sydney it takes much 
longer, on average an extra two weeks.

Total West South West
West 

Central and 
North West

5.0 4.5 3.3 7.0

Figure 6: Number of weeks taken to fill positions by region

30.0
5.0 3.6 4.8 7.2

NUMBER OF WEEKS TAKEN TO FILL VACANCY

9.0 3.1 3.4

TOTAL SalesLabourers Clerical and
Administrative

Managers Professionals Technicians 
and Trades

0.0

Applicants per vacancy

7.5

15.0

22.5

Applicants with formal/relevant qualifications per vacancy

NUMBER OF UNDERQUALIFIED APPLICANTS – BY OCCUPATION

30.0
5.0 3.6 4.8 7.2

NUMBER OF WEEKS TAKEN TO FILL VACANCY

9.0 3.1 3.4

TOTAL SalesLabourers Clerical and
Administrative

Managers Professionals Technicians 
and Trades

0.0

Applicants per vacancy

7.5

15.0

22.5

Applicants with formal/relevant qualifications per vacancy

NUMBER OF UNDERQUALIFIED APPLICANTS – BY OCCUPATION

Figure 7: Number of underqualified applicants by occupation.
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Shortages also vary according to occupation. The 
critical shortage of skilled managers was highlighted 
by the fact that it takes an average of nine weeks to fill 
a management position compared with five weeks for 
other positions.

Lack of training and qualified people is not just a 
current problem. Many businesses believe it is the 
biggest issue for finding skilled workers in the future in 
their industry (13%). This concern is greater amongst 
larger businesses, with 20% of businesses with 20 or 
more employees and 17% with 5-19 employees citing 
this as the biggest issue for the future.

Lack of training and qualified people is the 
biggest issue for finding skilled workers. 
This concern is greater amongst larger 
businesses.

The industries most concerned about a shortage of 
skills in the future include:
• wholesale trade, warehousing and transport (20%)
• manufacturing and primary industries (18%)
• education and training (28%)
• professional, financial and IT service industries (17%).

Around one quarter (27%) do not anticipate a lack of 
training or qualified people will be a problem for their 
business in the future.

20%

Wholesale Trade, Warehousing and Transport

Manufacturing and Primary Industries

Education and Training

18%

28%

Professional, Financial and IT Service Industries
28%

INDUSTRIES MOST CONCERNED ABOUT 
A SHORTAGE OF SKILLS IN THE FUTURE

Figure 8: Industries most concerned about a shortage of 
skills in the future.
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20%

Wholesale Trade, Warehousing and Transport

Manufacturing and Primary Industries

Education and Training

18%

28%

Professional, Financial and IT Service Industries
28%

INDUSTRIES MOST CONCERNED ABOUT 
A SHORTAGE OF SKILLS IN THE FUTURE

Figure 8: Industries most concerned about a shortage of 
skills in the future.

Technical skills shortage
The survey showed technical skills are in short supply 
with almost half of businesses (48%) experiencing a 
technical skills shortage. This shortage is expected to 
grow to 68% of businesses, or 7 out of 10, in the future.

Technical skills are in short supply 
with almost half of businesses (48%) 
experiencing a technical skills shortage.

The job sectors where this shortage is currently most 
severe include:
• business, finance and management 
• building
• electro technology, engineering and 

manufacturing.

Job sectors where the skill deficit is likely to grow:
• business, finance and management (+8%)
• tourism, hospitality and events (+4%).

Importance of soft or personal 
skills
Soft or personal skills were also highlighted as crucial. 
Businesses are increasingly looking for applicants 
with superior soft or personal skills, with those cited 
by business as most important being team work 
(98%), time management (97%) and communication 
skills (95%).

Businesses are increasingly looking for 
applicants with superior soft or personal 
skills.

When businesses were asked how important each 
personal skill was for particular roles, there were 
obvious differences across roles. They were asked 
to rank each skill by very important, moderately 
important and not important. 

Those filling vacancies in technicians and trades 
workers consider team work very important (87% 
compared to average 74%), those filling manager roles 
consider leadership to be important (98% compared 
to average 84%), those filling vacancies in professional 
roles consider creative thinking to be very important 
(82% compared to average 43%) and those filling 
vacancies for sales worker roles consider team work to 
be important (91% compared to average 98%).

Team Work

Time Management

Communication Skills & Business

98%

97%

95%

MOST VITAL PERSONAL SKILLS CITED BY BUSINESS

TECHNICIANS AND TRADES – Team Work

MANAGERS – Leadership

PROFESSIONALS – Creative Thinking

87%

74%

82%

43%

SALES– Team Work
91%

98%

98%

84%

VITAL SKILLS CITED BY SECTOR

Figure 9: Vital personal skills cited by business sectors.
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Both the Skills Audit and the follow-up industry 
discussions looked at what is being done to address 
the skills shortage in Western Sydney. 

The Skills Audit primarily focused on businesses’ 
recruitment methods and approach to training. 
The industry discussions and interviews looked in 
more depth at the need to review training content, 
course funding priorities and employer attitudes to 
qualifications.

The industry discussions and interviews 
looked in more depth at the need to review 
training content, course funding priorities 
and employer attitudes to qualifications.

The Skills Audit found that businesses in Western 
Sydney are addressing the skills shortage in various 
ways, both in terms of recruitment methods and 
training.

Recruitment and training 
The Skills Audit shows the most common method 
of recruitment for a job vacancy in Greater Western 
Sydney is by word of mouth, with 34% of businesses 
using this approach. 

However, this figure is driven by the large proportion 
of small businesses in the area. For large businesses 
with 100 or more employees, online job advertising is 
the most common recruitment method, as shown in 
Figure 10.

Business Size

Recruitment 
method

Total 
(n=206)

1 to 4 
(n=40)

5 to 19 
(n=105)

20 
to 99 

(n=27)

100+ 
(n=34)

Word of 
mouth

34% 43% 32% 23% 12%

Advertised on 
an online job 
site (e.g.  
seek com au)

28% 17% 34% 25% 62%

Approached 
an individual 
directly

15% 18% 15% 0% 13%

Newspaper or 
trade journal 
advert

15% 10% 16% 25% 22%

Posted 
on your 
organisation's 
web site / 
job board / 
internet

13% 13% 11% 15% 25%

Recruited 
internally

9% 6% 11% 11% 14%

Other 
recruitment 
organisations

7% 0% 10% 22% 11%

Job Active 
provider

5% <1% 8% 18% 1%

Other 5% 2% 8% 7% <1%

Don't know 2% 5% 0% 0% 0%

Figure 10: Methods of recruitment for a job vacancy in 
Greater Western Sydney.

Addressing the  
Skills Shortage
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Almost half (47%) of businesses plan to address their 
deficit of technical skills by increasing supply through 
external sources such as hiring new staff, outsourcing 
key tasks and acquiring new business.

Small businesses with one to four employees are the 
most likely to do little to address their skills deficit, with 
37% saying they planned to do nothing.

Large businesses with 100 or more employees are 
more likely to hire new staff (59%) and hold external 
training (41%).

Mid sized businesses with 20 to 99 employees are 
more likely to improve internal sources to address their 
skills shortage, with 57% saying they would primarily 
do this through internal formal training.

Overall, the majority of businesses (74%) plan to 
implement in-house training. Following this, informal 
training and short courses are likely to be utilised.

0%
CONFERENCES

20%

40%

60%

80% 74

31
25 23

15 11
1 0.23

Figure 11: Training staff to address skills shortage

Regular review of training packages
A key finding of the Skills Audit and the follow-up 
discussions with industry was the need for constant 
review of course funding priorities and subsidies by 
government and the education sector.

Constant review of course funding 
priorities and subsidies by government and 
the education sector is required.

An example of this is provided by a cross comparison 
of current courses targeted for funding under the 2015 
Skills List and unfilled jobs in Western Sydney. The Skills 
Audit comparison showed there is a deficit of funded 
training for managers, sales workers and clerical and 
administrative workers and a surplus of training for 
technician and trades workers. This is supported by 
the high proportion of qualified job applicants in the 
technicians and trades worker category (82%).

The Skills Audit comparison showed 
there is a deficit of funded training for 
managers, sales workers and clerical and 
administrative workers and a surplus of 
training for technician and trades workers.

% of 
unfilled 
jobs in 
GWS

% of 
qualified 

applicants 
per 

vacancy

% of 
courses 
on NSW 

Smart and 
Skilled list

Ratio of 
courses 

to 
unfilled 

jobs

Managers 30% 48% 7%* 0.2 : 1

Professionals 18% 55% 17% 0.9 : 1

Sales Workers 12% 41% 3% 0.2 : 1

Community 
and Personal 
Service 
Workers

10% n/a 13% 1.3 : 1

Technicians 
and Trades 
Workers

9% 82% 35% 3.7 : 1

Clerical and 
Administrative 
Workers

9% 56% 5% 0.5 : 1

Labourers 9% 61% 12% 1.3 : 1

Machinery 
Operators and 
Drivers

3% n/a 6% 2.0 : 1

Figure 12: Cross comparison of unfilled jobs and course 
funding priorities
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Opportunities to close the skills 
gap – some industry views
On completion of the Greater Western Sydney 
Skills Audit, business leaders and key stakeholders 
participated in roundtable discussions and interviews 
to discuss the findings of the survey and solutions to 
the skills shortage. The following are some excerpts 
from these discussions.

More emphasis on STEM skills and 
vocational education
A key finding of the follow-up meetings and interviews 
with business leaders in Western Sydney was the need 
for more STEM (Science, Technology, Engineering 
& Mathematics) skills to help workers transition to a 
digital-based workplace. The benefits of Vocational 
Education and Training (VET) also needed to be 
emphasised at school level.

Research recently commissioned by the Foundation for 
Young Australians predicts 60 per cent of all workers 
will need to be able to configure and use digital 
systems or build digital technology6. The research 
found it was not enough to be able to use technology 
to communicate or perform tasks and that teaching 
digital skills must start in primary school.

Business leaders interviewed for this report agree 
the skills shortage must be addressed at all levels 
of education and they stressed the need for the 
curriculum to be more focused on STEM skills. 

Ildi Vukovich, Analyst Economic Development, 
Parramatta City Council, believes a greater emphasis 
on STEM skills in the curriculum is crucial if workers 
are to be ready for the industries of the future:

Ildi Vukovich, Analyst Economic 
Development, Parramatta City Council, 
believes a greater emphasis on STEM skills 
in the curriculum is crucial if workers are to 
be ready for the industries of the future.

“We need a complete cultural shift so that subjects like 
maths and science are given priority and made exciting 
and enticing. The education system also needs to be 
more flexible so that it responds quickly to the needs 
of industry – shorter courses and units of study that 
provide necessary computing and IT skills in a timely 
way,” said Vukovich.

There was widespread consensus that VET needed 
to be made more attractive to school leavers. Many 
of those involved in the discussions believed this 
would require a change of community attitude and 
a reworking of the apprenticeship model and course 
funding.

There was widespread consensus that 
VET needed to be made more attractive to 
school leavers.

Lea Hicks, General Manager of construction company 
Hix Group and Chair of the TAFE Western Sydney 
Industry Advisory Council, said the perception of VET 
in the community was contributing to the shortage of 
trades people. This needed addressing by reviewing 
the apprenticeship training model and access to 
courses for mature workers.

“There has been a lack of interest in the trades. The 
perception of parents and careers advisers is that 
university is the way to go. This may change if there 
was a defined career path in construction. There needs 
to be more access to training for mature workers 
who want to move from construction worker to site 
coordinator to supervisor to manager,” said Hicks.

6  Foundation for Young Australians, New Work Order Report, 2015 

Industry Views on How We 
Could Close the Skills Gap
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Rethinking employment criteria
One of the most significant issues to arise during 
follow-up discussions and interviews with business 
leaders and other key stakeholders was the problem 
facing grey collar workers who are often highly skilled 
but lack formal qualifications to allow them to progress 
to management level.

It was suggested during these discussions that industry 
may need to rethink the critical requirements or 
qualifications they require of employees so they can 
tap into the enormous pool of experienced workers 
who don’t necessarily have the ‘piece of paper’ or 
formal qualification. 

Industry may need to rethink the critical 
requirements or qualifications they require 
of employees

Another strategy that could address the skills shortage 
in some industries is for employers to assess applicants 
on their transferrable skills and competency instead of 
completion of a whole course or qualification.

Employers may need to assess applicants 
on their transferrable skills and competency 
instead of completion of a whole course or 
qualification.

Sharon Kerr, Director Education TAFE Western Sydney, 
talked about the enormous changes facing the 
manufacturing and logistics industries, the large 
pool of grey collar workers and new approaches to 
employment:

“Western Sydney is seeing a massive growth in 
supply chain and warehousing along the M7 corridor. 
Traditionally, workers came in at ground level and 
could progress through to warehouse manager. 

“Now there is a global trend requiring a qualification in 
logistics or supply chain management, which closes 
the career pathway for many people, particularly if they 
can’t afford to gain the qualification. This means many 
people with excellent management skills can’t rise up 
to the next level.”

“Now there is a global trend requiring a 
qualification in logistics or supply chain 
management, which closes the career 
pathway for many people, particularly if 
they can’t afford to gain the qualification. 
This means many people with excellent 
management skills can’t rise up to the next 
level.”

More flexible training 
The need to review training content and funding 
models was another critical issue. Experienced blue 
collar and white collar workers need sufficient funding 
support to gain additional qualifications and training 
which is pinpointed to their needs. One approach 
currently being developed at TAFE Western Sydney is 
the packaging of skill sets.

One approach currently being developed 
at TAFE Western Sydney is the packaging 
of skill sets.
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Blended solutions for IT
A more flexible approach to training is particularly 
relevant to Information Technology (IT). While IT skills 
are in demand, enrolments at TAFE Western Sydney are 
not necessarily reflecting this. One possible reason for 
this is because mature workers who need to acquire 
skills in specific areas of IT may be reluctant to enrol in 
the Diploma and Advanced Diploma courses currently 
being offered at TAFE.

Cecelia Cilesio, Director Education ICT and Creative 
Industries, TAFE Western Sydney, believes there is 
enormous potential for repackaging courses to focus 
on skill sets in areas such as data mining, network 
security and data management and cloud computing.

Cecelia Cilesio, Director Education ICT and 
Creative Industries, TAFE Western Sydney, 
believes there is enormous potential for 
repackaging courses to focus on skill sets 
in areas such as data mining, network 
security and data management and cloud 
computing.

“People don’t necessarily want the full qualification 
but they do want the skill set in big data. They want 
to know how to analyse all the millions of bits of 
information so they can make an evidence-based 
decision to add value to their particular product or 
service,” said Cilesio. 

“Blended delivery of online and face to face is also an 
important way of attracting more mature, experienced 
workers. An even more attractive option for both 
workers and employers would be a blended offering 
with units from different courses and faculties.”

“Businesses know they need to do training but they 
want something that adds value to their business. 
A blended offering with something from IT and 
something from business management, design and 
marketing would give a whole of person approach 
and could take someone through to a supervisory or 
management role.” 

“Businesses know they need to do training 
but they want something that adds value 
to their business. A blended offering 
with something from IT and something 
from business management, design and 
marketing would give a whole of person 
approach and could take someone through 
to a supervisory or management role.” 

“Combining these units in a training package, 
particularly if it was available through a funded model, 
would attract both business and employees and tap 
into the large pool of experienced grey collar workers,” 
said Cilesio.
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Flexible and relevant training for 
automotive and logistics 
The Greater Western Sydney Skills Audit identified 
automotive, supply chain, maritime and transport 
industries as an area where technical skills shortage 
is likely to increase in the future. Training is crucial for 
these industries, particularly for mature workers. 

Deborah Joyce, Executive officer, NSW Transport & 
Logistics Industry Skills Council, said the skills shortage 
in the automotive and logistics industry was at a critical 
level, particularly in regard to new technology. This had 
been exacerbated by recent changes to federal funding 
for training of existing and mature workers.

The skills shortage in the automotive and 
logistics industry was at a critical level, 
particularly in regard to new technology.

Previously an organisation could receive subsidies for 
training workers in particular skills but this had changed 
and the industry has taken a ‘wait and see’ approach. 

“Much more learning is required in these industries 
beyond apprenticeship level. Transport and logistics has 
a lot of mature workers and the industry as a whole is 
having trouble keeping up with technology that aligns 
with requirements.

“Ultimately that means there will be a huge skills gap in 
the workforce,” said Joyce.

Both industries had moved away from requiring workers 
to do full courses and were focusing on short, sharp 
courses done in-house and at TAFE or other registered 
training organisations (RTOs).

“Organisations need a training plan that they establish 
with an RTO. It must be targeted, flexible and relevant, 
and include units of study very specific to the enterprise 
and the individual. It should also recognise prior 
experience and skills so that mature workers can get the 
training they really need to progress to managerial level.”

Organisations need a training plan that 
they establish with an RTO. It must be 
targeted, flexible and relevant, and include 
units of study very specific to the enterprise 
and the individual.

Construction industry needs 
pathway for managers
The survey also showed that there is already 
a shortage of skilled construction and trades 
workers. Traditionally, workers enter the industry at 
apprenticeship level but moving into management 
roles can be difficult.

Lea Hicks, General Manager Hix Group, said the 
construction industry faces a severe shortage of 
workers at middle management level because the 
training model does not cater to experienced workers 
who needed to acquire supervisory and management 
skills. 

The construction industry faces a 
severe shortage of workers at middle 
management level because the training 
model does not cater to experienced 
workers who needed to acquire 
supervisory and management skills.

“There is a very structured apprenticeship program in 
construction but not much beyond this. It needs to be 
revisited with some building blocks added so there are 
options for mature workers to go back to TAFE. They 
need units of study that help them make the transition 
from construction worker to site supervisor and 
manager,” said Hicks.

“Incentives for employers to train their employees 
would also be helpful. Once a company has a turnover 
of more than $2million all incentives and tax breaks 
disappear. That is just a medium sized company – you 
only need to do four projects a year to get over that 
amount.”

“Incentives for employers to train their 
employees would also be helpful. Once 
a company has a turnover of more than 
$2million all incentives and tax breaks 
disappear. That is just a medium sized 
company – you only need to do four 
projects a year to get over that amount.”
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A cooperative approach between 
sectors
A common theme running through the follow-up 
discussions was the need for a cooperative approach 
between industry, government and education sectors 
to find solutions to the skills shortage.

There is a need for a cooperative approach 
between industry, government and 
education sectors to find solutions to the 
skills shortage.

Industry can help close the skills gap by offering 
internships and traineeships and working with 
educational institutions to create solutions. Other 
sectors such as the financial sector may come up with 
creative solutions such as low interest loans, to assist 
employers or employees pay for training.

Michael Sugg, CEO Western Sydney Business 
Connection: 

“There is clear evidence that on-the-job training 
combined with study is more impactful than study 
alone, particularly when looking at skills and capability. 
It is important for education institutions to work with 
and educate employers on the importance of looking 
at training pathways within their business and a 
succession plan for staff. 

There is clear evidence that on-the-
job training combined with study 
is more impactful than study alone, 
particularly when looking at skills and 
capability. 

“If government, education and industry could, for 
example, take half a dozen industry sectors and create 
a training model that works, businesses could be 
encouraged to adopt it.” 

Michael Sugg said there was a need for continued 
collaboration between government and industry in 
assessing the opportunities of future Western Sydney 
projects, identifying the skill gaps, mapping the 
existing capabilities within the region and providing 

the necessary training and support of skills based 
programs. 

Health and Community Services is one industry that 
is expected to experience enormous growth in a few 
decades in Western Sydney and across Australia. An 
ageing population will see a surge in demand for aged 
care facilities and workers.

It is also an area where skilled workers are in short 
supply and the workforce is predominantly made 
up of mature workers, who are often not eligible for 
subsidised training.

Foonghar Chong, Director Education, Health and 
Community Services, TAFE Western Sydney said the 
change in funding models has had a big impact on 
enrolments in courses for those who work in aged care 
and disability.

“Many of those who work in disability are volunteers 
and are mature. If they’re not eligible for subsidised 
training they can’t afford to get the training. In aged 
care it is a similar situation,” said Chong.

For the skills shortage in the sector to be addressed 
either the funding model needed to change or 
assistance for students introduced. In Western Sydney, 
TAFE was already negotiating with a bank for a low 
interest loan to be made available to students who 
were not eligible for subsidised training. The industry 
also needs to find ways of attracting younger workers.

For the skills shortage in the sector to 
be addressed either the funding model 
needs to change or assistance for students 
introduced.
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Next Steps:

The purpose of undertaking this research was to 
gain insights into skills requirements of the future for 
industry and to identify ways in which industry, the 
Vocational Education and Training sector and industry 
associations can work together to close the skills gaps.

TAFE Western Sydney and Western Sydney Business 
Connection (WSBC) are formulating industry 
roundtables across Greater Western Sydney to discuss 
the findings outlined in this report and additional 
findings, as a result of ongoing interviews and 
discussions with businesses, industry and government 
agencies.  

It is anticipated that the industry roundtables will result 
in the development of a series of Industry Skills Deficit 
Reports that will outline industry-centric issues relating 
to training and skills supported by proposed solutions 
and actions that industry, Vocational Education 
and Training (VET) and government agencies can 
undertake to reduce the skills gap and meet the 
demands of the predicted growth in the Greater 
Western Sydney economy and that of New South 
Wales.

Should you like to be involved in the industry roundtables, 
please contact us at WSIMarketing@tafensw.edu.au.

This report would not have been possible without the 
support of the following people and organisations.  

A special thank you too:

Christopher Brown, Chairman Western Sydney 
Business Dialogue

Michael Sugg, Chief Executive Western Sydney 
Business Connection (WSBC)

Chris Lonergan, Lonergan Research

Sarah Craig, Sefiani Communications

Lynne Blundell, Freelance Writer & Journalist

Ildi Vukovich, Analyst Economic Development, 
Parramatta City Council

Lea Hicks, General Manager Hix Group, Chair TAFE 
Western Sydney Industry Advisory Council

Deborah Joyce, Executive Officer, NSW Transport & 
Logistics Industry Skills Council 

TAFE Western Sydney:

Sharon Kerr, Director Education Manufacturing, 
Engineering, Logistics and Transport

Cecelia Cilesio, Director Education ICT and Creative 
Industries

Foonghar Chong, Director Education Health and 
Community Services

Craig McCallum, Director Marketing & Media

Catherine Krimmer, Media and Communications
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Case  
Study

Barangaroo Skills Exchange
Lendlease and TAFE Western Sydney have worked 
together to create a customised training model for 
the Barangaroo development project in Sydney that 
will also contribute skills to the wider construction 
industry.

The Barangaroo Skills Exchange (BSX) was established 
in 2012 to centrally coordinate, deliver and report on 
all aspects of skilling, training and research during 
the construction phase of the Barangaroo Project. 
The key partners of the BSX are Lendlease, TAFE 
NSW and the Construction and Property Services 
Industry Skills Council (CPSISC), supported by the 
Barangaroo Delivery Authority and the Commonwealth 
Department of Education. 

TAFE Western Sydney was appointed to coordinate and 
manage all training activity at Barangaroo. Currently six 
TAFE NSW Institutes are involved in training workers for 
Barangaroo. 

TAFE works side by side with private providers to 
ensure solutions are relevant, fit for purpose and cost 
effective. At the same time, workers are immersed in 
on-site training and have access to innovative building 
techniques and practical learning that would not be 
possible in a traditional classroom setting. 

A ’pop-up college’ established on site at Barangaroo 
provides a fit for purpose learning space where 
workers can receive one-on-one support, attend 
classes or access computers to study online programs. 
A major benefit of the onsite training facility is the ease 
of access from 6am to 6pm daily. Importantly, workers 
who would never normally attend a TAFE college are 
comfortable dropping into the onsite facility to get 
support and undertake skilling programs.

The BSX also coordinates access to and reporting 
against $7m of Commonwealth funding through 
programs administered by CPSISC.

Due to the complex nature of the project site and tight 
construction schedules, a flexible approach to training 
and assessment is necessary. Training and assessment 
involves a close relationship with the employer as 
well as the worker to capture and upload evidence of 
training activities and to deliver training at times that 
minimise impact on construction activity.

Andrew Wilson, Lendlease’s Managing Director, 
Barangaroo South, said Barangaroo offered an 
opportunity to train construction workers over a 
decade or more.

“The construction industry is notoriously underskilled 
and this is a generational program that provides 
apprentices and older workers to leave this program 
with a higher level of skills than they had when they 
arrived.

“It is an industry that doesn’t provide a very good 
career path. It involves manual work and once workers 
reach 40 and want to move away from physical labour 
it is difficult for them to transition to other roles.

“Our objective is to provide a career path opportunity 
for older workers through training and to see 
apprentices complete their apprenticeships on this 
project.”

A key to apprentice retention at Barangaroo is 
providing mentors on-site to provide advice and 
support to younger workers.

Achievements and outcomes 
Within three years of operating, the BSX exceeded 
skilling outcome expectations, including the 
employment of 500 apprentices, 50 of these 
Indigenous.

Other achievements include:
• 19 000 accredited training outcomes ranging from 

short courses through to Advanced Diplomas.
• Over 5000 workers assessed for language, literacy 

and numeracy with one on one or class based 
support being provided to more than half of them. 

• Over 9000 social and awareness outcomes (suicide 
awareness, drug and alcohol awareness, skin checks). 

• More than 100 Leaders trained as part of the 
Barangaroo Leaders Safety program.
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ABOUT 
TAFE  
WESTERN 
SYDNEY
TAFE Western Sydney is a multi-award winning 
training organisation dedicated to supporting the 
aspirations of individuals, communities and industry in 
Western Sydney and beyond. High quality, progressive 
vocational training, workforce development services 
and higher education qualifications are provided each 
year to more than 130,000 students. Our nationally 
recognised qualifications range from Statements of 
Attainment through to Advanced Diplomas, Graduate 
Certificates and Degree programs. We also provide skill 
sets, customised courses and other training to fit the 
needs of our customers.

Our customised education and training solutions are 
developed in collaboration with enterprise, community 
and educational partners, and are underpinned by 
extensive analysis, research and design. 

TAFE Western Sydney’s regional colleges cover a 
geographic area extending from Parramatta in the 
east to the Blue Mountains in the west and include 
the growth area of North West Sydney. We play 
a critical role in strengthening the skills base of 
the Western Sydney economy and supporting its 
economic growth. An integral part of our region, 

we work with government and 
non-government organisations to build community 
capacity by increasing participation in learning and 
providing opportunities which allow individuals from 
all backgrounds to flourish.

Our reach extends beyond Western Sydney via distance 
education through the Open Training and Education 
Network (OTEN), whose 90,000 plus annual online and 
distance education enrolments are not restricted by 
geography, and through WSI International Education 
which can meet the requirements of vocational 
education and training (VET) across the globe. 

A nationally recognised qualification from TAFE 
Western Sydney ensures graduates have the practical 
skills and knowledge to succeed and excel in the 
workplace. Our students learn and practise the skills 
employers need. For those already in employment, 
our tailored courses provide the opportunity to quickly 
upgrade or update skills in specific areas.

OUR AIM IS TO ENHANCE EMPLOYMENT AND FURTHER STUDY 
OPPORTUNITIES FOR INDIVIDUALS AND TO IMPROVE THE CAPABILITY, 
PRODUCTIVITY AND SUSTAINABILITY OF BUSINESSES. 

TAFE Western Sydney places a strong emphasis 
on collaborating with industry, government, non-
government and community organisations, Through 
productive partnerships we can increase the impact we 
have on the Western Sydney region and beyond and 
ensure that our training has a high level of relevance for 
individuals, employers and the NSW economy.

Our collaboration with industry has been recognised 
in awards such as the Australian Training Awards for 
Industry Collaboration (2013). This award recognises the 
partnership between TAFE Western Sydney and Racing 
NSW which aimed to make the racing and associated 
industries safer, more professional and more sustainable 
through the provision of training and workforce 
development services across NSW.

Valuing our partnerships 
Significant valued partnerships have been 
established with enterprises, community and 
government organisations locally, nationally 
and internationally. Through these ongoing 
business relationships, we collaborate to support 
achievement of enterprise and regional goals.

We believe the creation of such partnerships is 
the best way to effectively service the needs of 
our customers. Our business development team 
and teachers work closely with our partners to 
understand their business drivers and to develop 
approaches that respond to current and future 
requirements. We understand our partners’ 
priorities and work closely with them to increase 
their productivity, efficiency and sustainability.

COLLABORATING WITH INDUSTRY
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