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Driving Industry Conversations — Working as an
Apprentice in 2026.

This document summarises discussions from Driving Industry Conversations — Working as an
Apprentice in 2026 on 02 July 2026. This summary captures the consistent themes raised across
these sessions to inform training package reform and broader industry engagement.

What attracted you to the automotive industry? What has kept you
progressing with your apprenticeship?

Hands-on, practical learning appeals to many, especially those who didn't enjoy university or
academic settings.

Family influence is common (relatives in trades).

Clear career/earnings goals (e.g., an electrical licence as a "golden ticket") help sustain
motivation through hard periods.

Being paid to learn rather than paying to learn at university was repeatedly cited as a major
draw.

What challenges have you faced as an apprentice in the automotive
industry? What do you see as barriers to apprentices commencing an
automotive apprenticeship?

Wages: Apprentice pay is low relative to unskilled labourer roles (e.g., concrete trades
assistants), making it easy to lose sight of long-term benefit. Roughly half of apprentices
nationally don't complete their trade, though many stay in the industry in adjacent roles.

Poor employer intent: Some small-to-medium businesses take on apprentices mainly for
government grants rather than genuine training commitment.

School career guidance: Attendees felt schools and teachers push academically able
students toward university and stigmatise trade pathways (the "dumb school" perception).
Loss of hands-on subjects (woodwork, metalwork) in schools.

Gender-based barriers: Female apprentices described being bullied in school for showing
interest in trades and facing reluctance from some tradespeople to teach them on the job.

Lack of prior tool experience: New apprentices without prior ‘on the tools’ experience
found the transition intimidating; a suggestion was raised for a foundational unit/skill set
(e.g., a Certificate lI-style module) teaching basic tool use before starting a trade.

Inconsistent supervision/support. Especially in FIFO/mining contexts, apprentices are
sometimes left without their assigned tradesperson and passed between different
tradespeople who each teach tasks differently, undermining consistent learning and
confidence.

Employer/RTO accountability: Some Australian Apprenticeship Support Network providers
and training authorities are not adequately monitoring or enforcing wraparound support
obligations.

What is working well with the current apprenticeship structure?

The blended structure of practical training tied to progressively advanced units is seen as
logical and effective (e.g., learning engine basics before diagnostics).
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o Earn-while-you-learn model seen as superior in some ways to higher education, giving
practical scope alongside qualification.

e Strong onboarding, quick resolution of minor issues, and regular feedback surveys.

What suggestions do you have to make the automotive industry better
for apprentices? What do you wish your employer knew to make your
apprenticeship better?

e Curriculum currency: Several units (e.g., AUR ETR131, covering distributor-based ignition
systems) are seen as outdated given the shift to ECM/electronically controlled systems;
participants suggested moving legacy content to an elective/historical vehicles stream.

e Clearer assessment wording: Apprentices found some theory assessment questions
ambiguously worded ("uni-level" phrasing) and suggested allocating marks/weighting to
multi-part questions for better time management.

e Recognition for high performers: Suggestion to reintroduce a graded system
(pass/credit/honours) alongside competency-based assessment to recognise apprentices
who go beyond the minimum standard.

e Consistency in on-the-job training: Apprentices asked for more stable, one-on-one time
with a single tradesperson (rather than rotating between multiple tradespeople with different
methods) to build consistent skills and confidence.

e Better school-level promotion of trades: Participants want trades promoted more
accurately and positively in schools, including information on real benefits (not just the "bad
pay" stereotype).

o Sector-specific qualifications: The AUR auto electrical qualification is a single national
qualification covering both road vehicles and mining/mobile plant use, causing some
apprentices to question the relevance of certain content; a possible split (road-going vs
mobile plant electrical) was floated for future consideration.

e Mentoring and structured onboarding: Early mentoring is critical to retention, noting peer
pressure and early struggles are common but improve significantly with support.

What opportunities do you see for career growth within the industry?

o Growth expected in electric/autonomous vehicle technology, including battery-electric mining
trucks and mobile plant (e.g., replaceable battery bank systems). A new AUR32721
qualification pathway was mentioned as emerging in this space.

o Diagnostic technology gaps: driver-assistance technology calibration was cited as a growing
niche market, since many workshops outsource this work rather than invest in tooling.

e Multiple apprentices see pathways into supervision, training/mentoring roles, dual trades,
regional/agricultural sectors, marine, starting their own business, or transitioning within large
employers like BHP.

e General sentiment that automotive/trade roles offer better job security against Al and off-
shoring risk than many desk-based roles.

The views, claims, and recommendations in this summary are drawn solely from what was
discussed during the Driving Industry Conversations consultation and do not necessarily reflect the
official position of AUSMASA. They are presented to capture industry feedback and inform further
discussion, not as AUSMASA policy or endorsement.
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