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EXECUTIVE SUMMARY 

Australia has established a national workforce planning architecture through Jobs and Skills Australia and 
the ten Jobs and Skills Councils, including Service and Creative Skills Australia (SaCSA). This architecture 
provides a mechanism for identifying workforce pressures, changing occupational requirements, skills 
needs and emerging opportunities across the economy. SaCSA considers the reform of mainstream 
employment services an important opportunity to better connect this workforce intelligence with 
jobseekers, training pathways and employers, to translate workforce plans into tangible employment and 
workforce outcomes. 

As an industry-owned and industry-led Jobs and Skills Council, SaCSA brings together employers, unions 
and industry stakeholders to provide an informed view of workforce and skills demand across the service 
and creative industries. This perspective is grounded in workplace realities and supported by industry 
engagement, research and data. SaCSA’s stewardship role extends beyond identifying current and 
emerging workforce needs. Employers are where workforce demand becomes tangible, and SaCSA 
considers this demand-side perspective essential to ensuring employment services respond effectively to 
the needs of industry and the workforce. 

Stronger alignment between employment services, workforce planning and the vocational education and 
training system would help translate identified workforce needs into practical outcomes. It would enable 
workforce intelligence to better inform how people are supported into occupations and industries 
experiencing current or emerging demand, while helping employers access the people and skills they 
need. 

SaCSA therefore supports repositioning employment services as an active component of Australia’s 
broader workforce development system. Their purpose should extend beyond the administration of 
income support requirements and individual job placements. Employment services should also contribute 
to increasing workforce participation, addressing workforce shortages, supporting economic and industry 
transitions, building occupational capability, and enabling people to establish sustainable and productive 
working lives. 

Better connecting labour supply, skills development and employer demand would support a more 
responsive workforce development system and contribute to the Australian Government’s participation 
and productivity agenda. 

The current system has not consistently achieved that connection. The Government's discussion paper 
acknowledges low employer engagement, weak candidate matching, limited tailored support for many 
online participants and a service model that has not adapted sufficiently to varied participant needs or 
changing labour markets. The Government’s response to the House Select Committee similarly identifies 
an excessive emphasis on compliance, insufficient alignment with employers and industry, and missed 

opportunities for local coordination.1,2 

 
1 Australian Government, Australian Government response to the House Select Committee on Workforce Australia Employment Services reports, July 2024, 
pp. 8-11. 

2 Department of Employment and Workplace Relations, Shaping the future of employment services: Discussion Paper, May 2026, pp. 12-16, 20-30. 



 
The proposed three-stream model provides a sound foundation, but the success of the reform will 
depend on what each stream delivers in practice. A better digital platform alone will not create an 
effective employment service. People who are ready to work need active access to vacancies and 
employers. Those requiring additional support need informed career guidance, appropriate vocational 
education and training, structured pathways such as apprenticeships and traineeships, and assistance that 
reflects real workforce demand. 

Employers, in turn, need a service that is easy to navigate and capable of connecting them with suitable 
candidates. A National Job Brokerage Network, supported by local and industry relationships, could 
provide this connection without requiring employers to navigate multiple providers, programs and digital 
interfaces. 

The Jobs and Skills Councils recommend that the future employment service: 

• be established as a workforce development and participation system, with the primary objective 
of helping people move into sustainable employment, and mutual obligations and income 
support arrangements supporting rather than defining that objective 

• create a genuine National Job Brokerage Network that provides employers with a clear entry 
point and actively matches job-ready participants to suitable employment opportunities 

• replace passive digital servicing with active support, career navigation and timely human 
intervention for people closest to the labour market 

• embed national, industry and regional workforce intelligence into employment planning, training 
referrals and employer engagement 

• equip providers with the information, capability and funding needed to connect participants with 
appropriate vocational education and training, including fee-free TAFE, quality independent 
provision, apprenticeships and traineeships 

• focus on sustainable workforce participation and career development, rather than rapid 
placement alone 

• recognise contemporary patterns of work, including part-time, seasonal, project-based, self-
employed, platform-based and multiple-job arrangements 

• combine national consistency with strong place-based coordination and industry partnerships. 

These objectives should be reflected in commissioning arrangements, provider funding and performance 
measures so the system rewards meaningful employment assistance and sustainable workforce 
outcomes, rather than administrative activity, compliance processing or rapid placement alone. 

This submission concentrates on the areas where SaCSA can offer a distinct workforce planning 
perspective. It responds to Questions 1, 2 and 6 to 15. It does not address Questions 3 to 5 or 16 to 19. 

 

THE WORKFORCE SYSTEM OPPORTUNITY 

Jobs and Skills Councils work across the Australian economy to build a shared understanding of current 
and future workforce needs, identify barriers to workforce development and advise on the skills and 
training responses required by industry. Together, they provide an economy-wide source of workforce 
intelligence that should inform the design and operation of employment services. 

Employment services play a critical role in connecting labour supply with employer demand. Yet the 
system has historically been structured primarily around individual caseloads, program rules and 
compliance obligations, with connections to the skills system, workforce planning bodies and employers 
often secondary. Reform provides an opportunity to correct this imbalance. 

A workforce-focused model would remain person-centered. It would not direct people into unsuitable 
work or training simply because an occupation appears on a shortage list. Instead, it would combine each 
person's aspirations, capabilities and circumstances with reliable information about available work, 



 
occupational pathways, job quality and future demand. This would support participants to make informed 
choices while improving the effectiveness of public investment. 

The Government response to the parliamentary inquiry recognises that effective employment services 
can lift participation and skills, bring employers and potential workers closer together, smooth labour 
market disruption and prevent the long-term effects of unemployment. The next system should be 
explicitly designed to perform these functions.3 

 

Headline reform priorities 

1 Make workforce 
development a core 
purpose of 
employment services 

 

Employment services should be explicitly designed to strengthen workforce 
participation while helping industries and regions meet current and future 
workforce needs. System objectives, service expectations and public 
reporting should reflect participation, skills development, job suitability, 
retention, career progression and responsiveness to workforce demand, 
not only administrative compliance or a single placement event. 

Performance measures should assess whether the system supports 
sustained and appropriate workforce participation. Measures should 
include employment retention, hours worked, career progression, 
completion of relevant training, employer satisfaction and reduced cycling 
between unemployment and short-term unsuitable work. Reduced reliance 
on income support is an important outcome, but it should results from 
sustainable employment rather than become the primary measure of 
success. 

2 Establish a National 
Job Brokerage 
Network 

Employers should have access to one trusted, locally connected National 
Job Brokerage Network through which they can lodge workforce needs and 
receive screened candidates from across the employment services system. 
Operating within a nationally coordinated framework, the National Job 
Brokerage Network would build strong employer relationships, understand 
regional workforce needs and coordinate referrals from all relevant 
employment service providers. 

3 Turn Stream 1 into an 
active employment 
service 

Digital tools should support, not replace, employment assistance. Job-ready 
participants should have access to active job matching, targeted career 
advice, vacancy alerts, skills recognition and timely human support. People 
who are ready to work should not spend months completing online 
requirements without being connected to real opportunities. 

4 Embed workforce 
intelligence into 
service delivery 

Employment services should be required to use workforce intelligence 
produced by Jobs and Skills Councils, Jobs and Skills Australia, state and 
territory governments, industry and regional bodies. The employment 
services system should translate this intelligence into employer 
engagement, participant pathways and training decisions. 

This should operate as a two-way intelligence system. Employment services 
should use national, industry and regional workforce intelligence to guide 
delivery, while de-identified information about vacancies, unsuccessful 
referrals, training demand, skills gaps and employment outcomes should 
inform Jobs and Skills Australia and Jobs and Skills Council workforce 
planning. 

 
3 Ibid., pp. 3-4. 



 

This will ensure workforce planning becomes an operational tool for 
frontline employment services, rather than remaining a strategic exercise. 

5 Fund and equip 
providers to navigate 
vocational pathways 

Providers should have the information, capability and flexible funding 
needed to connect participants with the right vocational education and 
training. This includes fee-free TAFE, apprenticeships, traineeships and 
quality independent providers where training is the most effective pathway 
to sustainable employment. 

6 Prioritise sustainable 
participation and 
career development 

A suitable outcome may be a permanent role, an apprenticeship, a 
traineeship, a combination of part-time jobs, seasonal work that provides 
continuity across the year, or a staged pathway into an occupation. The 
system should assess whether employment is appropriate, durable, 
supports career progression and responds to workforce needs, rather than 
restricting opportunities through a narrow definition of a successful 
employment outcome. 

7 Design for 
contemporary 
patterns of work 

Employment is increasingly varied. Performance and service settings should 
recognise multiple-job holding, project and contract work, self-
employment, platform work, variable hours and seasonal employment 
where these provide legitimate and sustainable participation. This is not a 
lower standard; it is a more accurate account of how work is organised 
across many industries. 

 

RESPONSES TO CONSULTATION QUESTIONS 

Three service streams 

1. What are the key factors that should place a person in online and brief intervention services versus 
targeted provider services versus intensive services? 

The three streams should distinguish between the type and intensity of assistance required, rather than 
make fixed assumptions about a person based on a single characteristic. The principal consideration 
should be the support most likely to connect the person to suitable work or a credible pathway towards 
it. 

Stream 1 should include people who have recent workforce attachment, transferable skills, reasonable 
digital capability and few barriers. However, it should not be interpreted as a no-service stream. A person 
may be highly job-ready yet still need help to translate their experience into another occupation, 
understand local opportunities, access a short course, prepare for a recruitment process or connect with 
an employer. 

Stream 2 should support people who can move into work with targeted vocational assistance. Relevant 
factors include an employment gap, limited networks, skills that do not align with available opportunities, 
repeated movement between short-term jobs, a need for accredited training, or a need for more 
sustained coaching, career guidance and employer connection. Stream 2 should also be available early to 
retrenched workers affected by structural change, irrespective of income support eligibility. 

Stream 3 should provide sustained and coordinated support for people whose barriers are complex, 
interconnected or likely to prevent effective engagement with ordinary job search and training. It should 
have strong links to specialist and community services, while maintaining a clear focus on pathways 
towards participation and employment. 

Movement between streams must remain possible and should respond to progress or changed 
circumstances. Time in service should prompt a review, but should not determine transfer on its own. The 



 
key consideration should be whether the current level and type of service is supporting meaningful 
progress towards participation and employment. 

 

2. What types of support should be offered under each of the service streams?  

Stream 1 should combine a high-quality digital platform with an active National Job Brokerage Network 
and timely human assistance. Core supports should include career and occupation information, skills 
profiling, recognition of transferable capabilities, targeted vacancy matching, application support, access 
to short training, apprenticeship and traineeship information, and rapid referral to human assistance 
when digital engagement is not producing results. 

Stream 2 should provide individual career planning, active employer introductions, accredited training 
and licensing support, apprenticeship and traineeship brokerage, work-based experience where it is 
linked to a genuine opportunity, assistance with transport or equipment, and post-placement support. 
Providers should be able to purchase or broker appropriate vocational education and training based on 
participant and workforce needs, rather than being confined to generic courses that may be readily 
available but have limited connection to employment opportunities. 

Stream 3 should provide a trusted case-management relationship, coordinated access to relevant 
specialist and community services, mentoring, foundation skills, staged work exposure, social enterprise 
and supported employment pathways, and sufficient post-placement assistance. Training should be 
appropriately paced and connected to a realistic occupational pathway, rather than used as an activity in 
its own right. 

Across all streams, participants should have access to information about the full range of work 
arrangements and employment pathways available, including apprenticeships, traineeships, self-
employment and combinations of part-time or seasonal work. 

Employment Goal Plan 

6.  What elements will be important to capture in the Employment Goal Plan?  

The Employment Goal Plan should be a practical workforce pathway, not a compliance record. It should 
capture the participant's preferred occupations and working arrangements; existing skills, qualifications 
and experience; transferable capabilities; barriers and enabling supports; relevant local and industry 
opportunities; agreed vocational and non-vocational actions; training requirements; employer 
engagement actions; and clear review points. 

The plan should distinguish between an immediate employment goal and a longer-term occupational 
goal. For many people, the first step may be part-time employment, a traineeship, obtaining a licence, 
foundation skills training or a short course leading to an entry role. The plan should show how each step 
contributes to a sustainable employment pathway rather than treating individual activities or placements 
as outcomes themselves. 

Labour market information should support informed choice, not prescribe a participant’s pathway. The 
plan should identify whether there is realistic demand for the intended occupation in the participant's 
location, common working hours and employment arrangements, any training or licensing requirements, 
and alternative pathways that draw on similar or transferrable skills. 

  



 
 

7. How can the system encourage effective use of the Employment Goal Plan by participants and 
providers to ensure it is meaningful, timely and relevant?  

The plan should be concise, jointly developed and used in every substantive interaction. Participants 
should be able to access it easily, understand why each activity has been included and see what support 
the service has committed to provide. Mutual obligations should align with and support the agreed 
employment pathway, rather than become activities undertaken primarily for compliance purposes. 

Frontline staff need sufficient time, vocational knowledge and access to workforce intelligence to develop 
credible plans. The system should provide current occupation, labour market and training information 
from authoritative sources, while allowing relevant local and industry intelligence to be incorporated. 
Plans should be reviewed when circumstances affecting the pathway change, including labour market 
conditions, caring responsibilities, health, work hours or occupational goals. 

Quality assurance should assess whether plans are individualised, current and connected to realistic 
opportunities, rather than whether required fields have been completed. Where a plan repeatedly results 
in applications for unsuitable work or produces little meaningful progress, this should trigger a review of 
the participant’s goals, supports and strategy.  

Mutual obligations 

8. How do we change the way that providers and participants engage with mutual obligations to focus 
on positive engagement that helps people move towards employment? 

Mutual obligations should reinforce a credible employment pathway. Activities should have an identifiable 
purpose and be proportionate to the person's capacity, service stream and labour market circumstances. 
Job search volume should not substitute for effective job matching, particularly where repeated 
applications are unlikely to lead to suitable employment. 

Participation in relevant accredited training, apprenticeships and traineeships, employer recruitment 
processes, appropriately safeguarded work trials, career transition activity and agreed actions to address 
barriers should all be capable of satisfying mutual obligation requirements. Providers should explain the 
connection between the activity and the Employment Goal Plan, and participants should be able to 
request reconsideration where an activity is unsuitable, duplicative or no longer relevant to their pathway. 

The provider relationship should focus on coaching, problem-solving and progress towards employment. 
As far as practicable, compliance decisions should be separated from the professional relationship needed 
to build trust and provide effective employment assistance. The parliamentary inquiry found that 
excessive compliance administration reduced providers' capacity to engage meaningfully with 
participants. The new model should deliberately return frontline time to employment assistance.4 

The effectiveness of mutual obligations should therefore be assessed by whether they contribute to 
sustainable employment and workforce participation, not simply whether required activities have been 
completed. 

  

 
4 Ibid., pp. 8-9. 



 

Employer engagement 

9. How can employment services best partner with industry and large employers?  

Partnerships with industry and large employers should begin with workforce needs rather than isolated 
vacancies. The system should work with employers and industry bodies to understand occupations, 
projected demand, recruitment cycles, locations, entry requirements, retention pressures and 
opportunities to develop pathways for people who may not meet traditional recruitment profiles. 

A National Job Brokerage Network should provide a coordinated employer-facing mechanism for 
translating these workforce needs into recruitment outcomes. Rather than large employers having to 
navigate multiple employment services providers and programs, they should be able to engage with a 
single brokerage network capable of sourcing suitable candidates across the employment services system 
nationally and coordinating recruitment across multiple locations, occupations or projects. 

The Network could operate through contracted brokerage providers using a common national platform, 
with access to suitable participants across relevant employment services, disability employment, youth 
transition, parent, remote employment, foundation skills, career transition and self-employment 
programs. Importantly, this should include job-ready participants receiving digital-only services, who 
should not be excluded from active matching simply because they are not attached to a traditional 
provider caseload. 

Jobs and Skills Council workforce intelligence should inform these partnerships by identifying current and 
emerging workforce needs, while responsibility for translating that intelligence into employment 
outcomes should sit with the employment services system. National partnerships should be converted 
into practical recruitment and training pipelines, with clear timeframes, candidate preparation, screening 
standards and post-placement support. 

The system should also be capable of responding to major projects, closures and industry transitions. 
Where significant workforce demand is emerging, employment services should coordinate early with 
training, apprenticeship and traineeship systems to build workforce supply rather than waiting until 
vacancies become difficult to fill. 

 

10. How can employment services best support small to medium enterprises?  

The National Job Brokerage Network outlined above should also provide a simple and accessible entry 
point for small and medium enterprises (SMEs), recognising that their needs and capacity to engage with 
employment services differ significantly from those of large employers. 

SMEs need simplicity, reliability and a named point of contact. They should not be expected to 
understand the boundaries between providers or repeatedly explain the same vacancy to multiple 
organisations. Drawing on features of the Flex 1 Job Network model of the late 1990s, an employer should 
be able to describe the role once and receive a manageable shortlist of candidates who have been 
properly briefed and screened. 

Support should extend beyond candidate referral to help SMEs define roles, identify transferable skills, 
navigate wage and training supports, and establish apprenticeships or traineeships where appropriate. 
Once a participant is placed, their employment services provider should remain responsible for 
coordinating onboarding and post-placement support. 

For a small business, even one unsuitable referral can materially reduce confidence in the system. Referral 
quality should therefore take precedence over volume. 

The National Job Brokerage Network could also aggregate workforce demand across small employers and 
coordinate placements across multiple businesses. This could help participants combine suitable part-



 
time, seasonal or project-based roles into meaningful employment while enabling smaller employers to 
access workers they may not be able to employ on a full-time basis individually. 

Recognition of multiple-job, seasonal, project-based or platform work should not diminish expectations of 
job quality, appropriate pay, participant choice or adequate and sustainable hours. 

 

11. What is the value of having a government job matching platform? How can we increase this value?  

A government job matching platform has value where it provides functionality or access that the private 
market does not. However, its value is limited if it simply duplicates commercial job boards and relies on 
employers posting vacancies and participants independently finding and applying for them. 

This is particularly relevant to Stream 1. Participants in this stream will be the people assessed as closest 
to the labour market and therefore potentially the most immediately employable. Yet while they remain 
on a self-managed digital caseload, employers have limited ability to actively access this pool of job-ready 
candidates. In practice, an employer may post a vacancy but remain reliant on a suitable Stream 1 
participant seeing the advertisement and choosing to apply. 

The proposed National Job Brokerage Network would address this gap as a separate service from the 
government job matching platform. With appropriate participant consent and privacy safeguards, 
brokers should be able to identify suitable job-ready candidates within Stream 1 caseload and proactively 
connect them with relevant employer opportunities. This would make the system's pool of job-ready 
participants more accessible to employers and support faster transitions into work. 

The government platform itself should continue to improve vacancy matching using skills, preferences, 
location, availability and training status. Participants should receive transparent explanations for matches 
and retain choice over the opportunities they pursue, while employers should be able to manage referrals 
and provide feedback on candidate suitability. 

Career mapping, occupational data and training information could further increase the platform's value. 
However, technology should not be treated as a substitute for active employment services. A digital 
platform can facilitate matching; a Job Brokerage Network actively makes the match happen. 

 

12. What supports do employers need to recruit and retain people?  

Employers need suitable candidates, realistic information and responsive support before and after 
commencement. This includes role scoping, candidate screening, assistance with inclusive recruitment, 
pre-employment preparation, licences and equipment, apprenticeships and traineeships, workplace 
adjustments, onboarding, access to subsidies, mentoring and early intervention when a placement is at 
risk. 

Employers participating in publicly supported placements should also provide lawful pay and conditions, 
appropriate supervision, safe workplaces and a genuine employment opportunity. Government funds 
should not subsidise repeated unsuitable placements or displace existing workers. 

Training support should be flexible. In some cases, the participant should complete training before 
commencement; in others, the better model will be work-based learning through an apprenticeship, 
traineeship or employer-supported skill set. Employment services should coordinate with Australian 
Apprenticeship Support Services, group training organisations, labour hire providers, TAFE and other 
quality registered training organisations (RTOs), rather than leaving employers to navigate these systems 
separately. 

Retention support should reflect the nature of the job. Seasonal and project-based roles may have 
defined end dates but still form part of a sustainable pattern of participation. Where these patterns are 



 
established features of an occupation or industry, employment services should help workers transition 
between known seasons, projects or employers where this is normal in the occupation. 

Quality services, diverse cohorts and local responsiveness 

13. What qualifications and experience should be expected of frontline staff within each stream?  

All frontline staff need foundational capability in career development, labour market interpretation, 
vocational pathways, respectful service, conflict resolution, digital inclusion and employer engagement. 
They should understand how skills and experience can transfer across occupations and industries. 

Stream 1 advisers and National Job Brokerage Network consultants should be skilled in rapid career 
transition, digital coaching, job matching and brief intervention. Stream 2 staff should have deeper 
capability in vocational counselling, VET and apprenticeship pathways, job search skills, employer 
engagement and case coordination. Stream 3 staff require advanced case-management capability, 
trauma-informed and culturally safe practice, and experience coordinating complex services, alongside 
access to vocational specialists. 

Not every staff member needs to be an expert in every industry. Providers should, however, demonstrate 
access to current industry and occupational expertise, including workforce intelligence from Jobs and 
Skills Councils and relationships with local training organisations. Continuing professional development 
should be expected as labour markets, qualifications and recruitment practices change. 

 

14. How could the future service accommodate the needs of diverse cohorts, including better linkages 
to other services?  

The future service should respond to individual circumstances without assuming that membership of a 
cohort determines a person's needs or potential. Specialist capability is important, but participants should 
retain access to mainstream employers, occupations and career pathways. 

Providers should maintain practical referral and coordination arrangements with health, housing, 
disability, justice, language, family, transport and community services. A referral should not be considered 
complete merely because contact details were provided. Where barriers are significant, providers should 
support engagement with relevant services and coordinate the sequencing of support so that progress 
towards employment remains achievable. 

The skills system is a critical partner. Providers need up-to-date information about fee-free TAFE, 
subsidised training, foundation skills, recognition of prior learning, quality independent RTO provision, 
apprenticeship and traineeship vacancies, and local delivery constraints. They also need flexible funding 
that can be used when the right course is not otherwise accessible. Training decisions should be based on 
suitability, quality and workforce relevance, not simply the lowest cost or easiest available course. 

The Government’s response to the inquiry emphasises improved connections across human services, 
skills, training and education systems. That integration should be made operational through shared 
pathways, warm referrals and clear accountability for follow-through.5 

Specialist capability does not always require a separate provider or contract for every cohort. Hub-and-
spoke arrangements, specialist advisers shared across providers and formal referral partnerships may 
preserve expertise while avoiding fragmented services, small caseloads and reduced access to 
mainstream employers. 

 

 

 
5 Ibid., pp. 7-8. 



 
 

15. How can a nationally consistent service respond to local circumstances?  

National consistency should establish participant rights, service standards, access to support, data 
definitions and core functions. Local flexibility should determine how those standards are delivered in 
response to the actual labour market, service availability, infrastructure and population of a region. 

Place-based coordination should bring together employers, providers, training organisations, local and 
state governments, community services and relevant industry bodies.  

Local Employment Taskforces, or comparable place-based mechanisms, could provide a standing forum 
for translating Jobs and Skills Council and Jobs and Skills Australia intelligence into practical labour market 
advice. They could identify upcoming projects and closures, coordinate recruitment and training 
responses, and address barriers such as transport, housing or limited course availability. 

Place alone, however, is not sufficient. Many industries and occupations operate across regions, have 
national recruitment cycles or rely on supply chains that cannot be understood through local data alone. 
Local coordination should therefore be connected to national industry intelligence and Jobs and Skills 
Council workforce planning. 

The Government response acknowledges that place-based approaches can adapt to regional labour 
markets and act as catalysts for improved community outcomes. The future model should preserve that 
strength while avoiding a proliferation of disconnected local initiatives. National architecture, shared data 
and industry intelligence should enable local actors to act coherently.6 

 

CONCLUSION 

Australia has an opportunity to transform employment services from a system primarily focused on 
unemployment administration and individual job placements into a core component of the nation's 
workforce development architecture. 

The future system should connect workforce intelligence with workforce outcomes by bringing together 
people seeking opportunity, employers seeking capability, vocational education and training, and the 
workforce priorities identified across Australia's industries and regions. Achieving this will require more 
than a better digital platform. It will require active job brokerage, informed career guidance, stronger 
connections to vocational education and training, and providers equipped to respond to real labour 
market demand. 

SaCSA supports the direction of reform and welcomes the stronger focus on tailored services, employers, 
skills and local labour markets. The next step is to ensure employment services are fully integrated with 
Australia's workforce planning system, making workforce intelligence an operational tool that guides 
employer engagement, participant pathways and training decisions. 

Ultimately, the success of the future employment services system should not be judged by compliance 
rates or speed to placement, but by whether it delivers sustainable workforce participation, meets 
employer needs and contributes to Australia's productivity. Done well, these reforms will strengthen 
workforce capability, increase participation, help address critical skills shortages and ensure Australia's 
workforce, skills and employment systems operate as a connected whole to support a modern, dynamic 
economy. 

 

 

 
6 Ibid., pp. 10-12. 
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