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2. Background 

This section sets out background on training requirements for our apprentices, and the 
existing training facility. 

2.1 Our apprentice training requirements 
Working with live electricity presents material health and safety risks, and the safety of our 
people and communities remains our top priority. Accordingly, apprenticeships are critical to 
qualify workers in core distribution network fieldwork skillsets of overhead linework and 
underground cable jointing. 

Apprentices must undertake a four-year training program to achieve a Certificate III 
qualification in ESI Distribution Overhead or ESI Distribution Underground. 

We currently employ 821 field workers, and 96 ESI apprentices. We are contractually 
obligated to employ 30 first-year apprentices each year until 2026 under our employee 
enterprise agreement (EA), as negotiated with the Electrical Trades Union (ETU). 

2.2 Existing training facility 
There is currently one provider of comprehensive ESI apprenticeship training programs in 
Victoria. 

The existing facility – Holmesglen Institute – is located in Chadstone and was established in 
1975 by the State Electricity Commission. The ESI program initially occupied a footprint of 
25,500m², but a redevelopment undertaken in 2008 (when Holmesglen assumed 
responsibility for the ESI program) reduced the program’s footprint to 11,000m². 

The training facility consists of a training yard and five classrooms. Over the past 16 years, 
minimal upgrades have been made to the training yard and classrooms.  

The facilities are used for the training of all ESI apprentices across Victoria, as well as many 
other infrastructure-based apprenticeships. Most recently, the facilities have needed to 
increase their training capability to accommodate the spike in training required to support the 
Victorian Government’s significant investment in rail projects, including the Melbourne Metro 
Tunnel and Suburban Rail Loop (with the $16 million Victorian Tunnelling Centre constructed 
at Holmesglen in 2020).1 This important and necessary investment has inadvertently 
compounded the de-prioritisation of ESI apprenticeship programs. 

 
1  Holmesglen Institute of TAFE, 2024 
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3. Identified need 

Training of highly skilled field workers is critical to operating a safe, efficient, and reliable 
electricity network. It is imperative that apprentices are comprehensively trained to reinforce 
safe working practices which are essential in the high-risk electricity industry. 

As part of the energy transition, the demand for a qualified labour force will also continue to 
grow. 

Consistent with the above, the identified need is to ensure training facilities have sufficient 
capacity to meet the growing and evolving needs of our workforce, and that the facilities 
themselves are fit for purpose. 

Stakeholder engagement 

Central themes of our stakeholder engagement program were reliability, safety, and 
resilience. Broadly, our customers want to stay connected with a safe and uninterrupted 
supply that can withstand both normal and extreme weather.  

Our customers consistently highlighted the importance of safety, and that is a ‘non-
negotiable’ both for field workers and the communities being served. 

3.1 Current facilities have insufficient capacity to meet industry 
demand  

We currently employ 96 electrical (ESI) apprentices and are obligated to employ 30 first-year 
apprentices each year until 2026 under the ETU’s EA. These apprentices are in addition to 
those employed (and required to be trained) by other third-parties. 

On average, each apprentice requires 422 hours of training per year.2 

The current training provider does not have a sufficient volume of trainers to deliver on our 
current contractual obligations. For example, in the electrical lineworker apprentice 
committee (ELAC) meeting minutes, Holmesglen informed us of the following:3 

 

Specifically, Holmesglen employs only two full-time qualified trainers. These trainers are 
subject to workload restrictions stipulated in their EA, including a maximum trainer-to-student 
ratio of one-to-six and a maximum number of hours per FTE per year of 1,200 (with this 
further restricted to 800 hours of face-to-face delivery and 400 hours for assessments). 

As shown overleaf, our apprentice training needs alone outstrip the available training 
capacity.  

 
2  The four-year apprentice course requires 222 days of training. Assuming a 7.6-hour day means 1,687 hours or 422 hours 

per year 
3  PAL ATT 8.01 – VESI - Training facility letter of support – Dec2024 – Public 
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Holmesglen training program feasibility  

Holmesglen has two trainers, both of which have face-to-face training capped at 800 
hours (as per its EA). In line with the mandated trainer-to-student ratio of one-to-six, the 
total training hours available at the Holmesglen facility is 9,600 hours (i.e. 800 hours x 2 
FTEs x 6 students).  

Given this, Holmesglen can only deliver the required face-to-face training hours to less 
than 23 apprentices (i.e. 9,600 hours divided by 422 hours per student per annum). Our 
apprentice intake is a minimum of 30 apprentices per annum. 

Therefore, with the current limitations, the incumbent provider does not employ a 
sufficient workforce of trainers required to complete a full apprentice program from first to 
fourth year. 

The current training provider has had no success in recruiting additional trainers. The two 
Holmesglen trainers are also reaching average intended retirement age,4 and there is a 
material risk that the current provider is not equipped to replace these trainers upon their 
retirement, given their demonstrated lack of ability to recruit additional trainers to meet 
current capacity requirements. 

Notably, the current providers’ EA represents a disincentive to recruit trainers. The maximum 
salary of a trainer under the current provider EA is materially below the industry average field 
worker salary; demonstrating it is not a competitive market rate and is below the rate offered 
by Powercor and CitiPower to attract high quality trainers. 

As a temporary measure, Powercor and CitiPower have been providing four additional 
trainers to support the current provider and enable the required training programs to proceed. 
However, this represents a sub-optimal operating model, wherein ad hoc arrangements 
prevent the required structure to enable planning for a sustainable training program.  

3.2 A sustainable training program for Victoria is crucial to 
enable the energy transition 

The existing training provider is unable to deliver on our current requirements. This issue is 
only going to become more pronounced, due to the current workforce shortage (see table 2 
below) compounding with our forecast for an increase in apprentice field worker 
requirements over the next decade. 

Case study: independent reports on skill shortages 

In 2024, RACE for 2030 identified a major risk of skill shortages which will impact on the 
timing and cost of the Australian Energy Market Operator’s (AEMO) Integration System 
Plan (ISP). Rapid scale up of the energy workforce is needed to implement the optimal 
development path in the ISP for all three of its scenarios.5  

Moreover, the Powering Skills Organisation (PSO) estimated a critical shortage of 17,400 
electricians nationally by 2030 (under AEMO’s ISP Central Scenario), including 20,500 

 
4  Retirement and Retirement Intentions 2022–23, Australia, Australian Bureau of Statistics (2024)  
5  Race for 2030, The Australian Electricity Workforce for the 2024 Integrated System Plan (2024), p. 3  
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apprentices required to commence each year from 2024 to close the gap between 
projected labour demand and current supply levels. PSO identifies the following key 
issues facing the energy workforce:  

• skills shortages in electrical trades, relative to the significant demand increases 
forecast 

• a shortfall in VET trainers, that needs to be scaled up rapidly 

• inefficiencies in energy training packages, hindering the speed of training 
development and delivery 

• lack of diversity in the workforce, with particularly low participation amongst women 
and First Nations people, limiting the energy industry’s capacity to grow the workforce 
at the pace required 

• students failing to complete apprenticeships, demonstrating a need to improve 
training programs to increase student engagement and graduation rates.6 

These enduring regional workforce challenges are compounded by increased 
competition with labour demand in major capital cities due to numerous large 
infrastructure projects afoot, which generally attract higher pay than in regional areas. 

The RACE for 2030 report further contends that ‘governments are still struggling to 
understand workforce requirements across the energy sector, and the detailed 
occupations and skills needed’.7 A range of structural challenges are also identified, 
which hinder the existing training system’s ability to increase capacity and scale up the 
workforce. 

Victoria’s Clean Energy Workforce Development Strategy separately identifies a 
continued and increasing demand for electricians, driven by the clean energy transition 
and electrification.8 The strategy also identifies existing shortages of labourers impacting 
the construction sector, noting that demand is expected to further increase with additional 
investment initiatives planned for the clean economy. 

The enduring and widespread skills shortage demonstrates a chronic lack of supply in this 
labour market. The occupation shortage list provides a point-in-time assessment of the 
shortage status of occupations in the Australian labour market. Table 2 presents the Victorian 
data from 2021 to 2024, noting all states and territories are also experiencing similar 
challenges.  

 
6  Workforce Plan 2024: Summary Report, Powering Skills Organisation (2024), p. 4 
7  Race for 2030, The Australian Electricity Workforce for the 2024 Integrated System Plan (2024), p. 14 
8  Victorian Department of Jobs, Skills, Industry and Regions, Clean Economy Workforce Development Strategy 2023-2033 

(2023), p. 12 
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5. Recommended option  

Option two is the preferred option, balancing risk reduction with project cost. While option 
three has a lower risk rating, it is negligible and therefore does not justify the additional 
capital cost.  

There has never been a more pertinent time to invest in training infrastructure. We take great 
pride in our field workers’ delivery of our services, and as the largest field worker employer in 
the state of Victoria and the only insourced labour delivery model, we are best placed to 
deliver a comprehensive in-house training program. 

Our recommended option includes the development of a new purpose-built training facility. 
The construction is planned for FY27 and FY28, with the facility being ready for use by 
December 2028. 

Market scans for land acquisition are already underway, with a preference for a location in 
Western Victoria, given this is where a majority of our field workers are based, and due to 
being one of the fastest growing areas in the country. 

The training facility would require setting up industry standard training infrastructure and 
equipment. This will focus on overhead training yard requirements, underground cable 
jointing requirements, and other essential equipment and infrastructure. These are further 
explained in appendix A.  

 












