
 

 

 

 

CRC for Rail 

Innovation 

 

 

 

 
 

 

Final Report 

July 2010 

 

Scoping the potential of  
skills recognition in rail 



Scoping the potential of skills recognition in rail  

2 
 

 
DOCUMENT CONTROL SHEET 

 

CRC for Rail Innovation  
Floor 23, HSBC Building  
Brisbane Qld 4000  
 
GPO Box 1422  
Brisbane Qld 4001  
 
Tel: +61 7 3221 2536  
Fax: +61 7 3235 2987  
www.railcrc.net.au 

Document: 

Title:     Scoping the potential of skills recognition in rail  

Project leader:     Dr Lisa Davies 

Research team:     Katie Maher, Lisa Davies, Roger Harris, Ros Cameron 
and Tom Short 

 

Project No.:     P4.109 

Project Name:     Scoping the potential of skills recognition in the rail 
industry 

Synopsis: 

¢Ƙƛǎ ǊŜǇƻǊǘ ŎƻƴǘǊƛōǳǘŜǎ ǘƻ ǘƘŜ ŀŎǘƛǾƛǘƛŜǎ ƻŦ ǘƘŜ /w/ ŦƻǊ wŀƛƭ LƴƴƻǾŀǘƛƻƴΩǎ 9ŘǳŎŀǘƛƻƴ ŀƴŘ ¢ǊŀƛƴƛƴƎ tǊƻƎǊŀƳ 
by scoping the potential of skills recognition in the rail industry. The report reviews the recent Australian 
and international literature on skills recognition (including recognition of prior learning and recognition 
of current competencies) in industry and informs on current practices and perspectives pertaining to 
skills recognition in select rail companies. The report concludes that better understanding of and further 
development in skills recognition can enhance workforce productivity in the rail industry. Drawing on 
findings from a review of the literature and consultation with rail companies, emerging issues are 
identified and possibilities for further research proposed. 

 

REVISION/CHECKING HISTORY 

 
REVISION  
NUMBER 

DATE ACADEMIC REVIEW  
(PROGRAM LEADER) 

INDUSTRY REVIEW  
(PROJECT CHAIR) 

APPROVAL  
(RESEARCH DIRECTOR) 

     

 

DISTRIBUTION 

 
Destination Revision 

Industry 
participant 
for review 

0 1 2 3 4 5 6 7 8 9 10 

x           

 

 

9ǎǘŀōƭƛǎƘŜŘ ŀƴŘ ǎǳǇǇƻǊǘŜŘ ǳƴŘŜǊ ǘƘŜ !ǳǎǘǊŀƭƛŀƴ DƻǾŜǊƴƳŜƴǘΩǎ Cooperative Research Centres 

Program 

 

 

Special thanks to the Project Steering Committee and to the many interviewees who contributed 

time and thought to this project.  

 

Copyright © 2010 CRC for Rail Innovation 

This work is copyright. Apart from any use permitted under the Copyright Act 1968, no part may be reproduced by any process, 

nor may any other exclusive right be exercised, without the permission of the CRC for Rail Innovation. 



Scoping the potential of skills recognition in rail  

ii 
 

 

Table of Contents 

Executive summary ........................................................................................................................... v 

1. Introduction ...................................................................................................................... 6 

1.1 Overview of the report ..................................................................................................... 6 

1.2  The need for focused research on skills recognition in the rail industry ......................... 2 

1.3 Definitions and terms........................................................................................................ 3 

1.4 The research approach...................................................................................................... 3 

 1.4.1 Content analysis of relevant literature ................................................................... 3 

 1.4.2 Consultations with industry .................................................................................. 4 

 1.4.3 Limitations of the study .......................................................................................... 4 

2. Key issues from the literature ........................................................................................... 5 

2.1 Emerging issues identified in the skills recognition literature .......................................... 5 

2.2 Gaps identified in the skills recognition literature ............................................................ 6 

3. Rail industry consultations ................................................................................................ 6 

3.1 Skills assessment and recognition in the rail companies .................................................. 6 

 3.1.1 Explanation and use of terms .................................................................................. 6 

 3.1.2 Which groups are targeted for RCC/RPL? ............................................................... 7 

 3.1.3 Considerations in deciding whether or not to offer RPL/RCC ................................ 7 

 3.1.4 Which prior learning and current competencies might be recognised? ................ 8 

 3.1.5 Recognition of qualifications .................................................................................. 9 

3.2  Skills recognition processes.............................................................................................. 9 

 3.2.1 RCC and RPL procedures ...................................................................................... 10 

 3.2.2 Evidence required................................................................................................. 10 

3.3 Skills recognition, innovation and learning ..................................................................... 10 

 3.3.1 Skills recognition pathways (education institution-based, workplace-based) ..... 10 

 3.3.2 Skills recognition and higher education ............................................................... 10 

4. The potential for expanding skills recognition in rail ...................................................... 11 

4.1 Views on the benefits of skills recognition ..................................................................... 12 

4.2 Views on the difficulties with skills recognition .............................................................. 14 

4.3 Suggestions for enhancing and expanding skills recognition .......................................... 16 

5. Emerging themes from this study ................................................................................... 18 

5.1 Different views on and practice in RPL and RCC ............................................................. 18 

5.2 Under-recognition of skills recognition ........................................................................... 18 

5.3 Skills recognition is integral to workforce development ................................................. 18 

5.4 No nationally recognised framework for RPL/RCC/skills recognition ............................. 19 

5.5 The importance of skills recognition and safety ............................................................. 19 

5.6 Role-specific skills recognition frameworks: skills recognition and specialisation ......... 19 

5.7 Ensuring consistency and integrity in skills recognition processes and  

outcomes ......................................................................................................................... 20 

5.8 Skills recognition as a career development tool/pathway .............................................. 20 

5.9 Skills recognition and industrial issues ............................................................................ 21 



Scoping the potential of skills recognition in rail  

iii 
 

5.10 Skills recognition and transferability ............................................................................... 21 

5.11 Skills recognition and training ......................................................................................... 21 

6. Conclusion and suggestions for further research ........................................................... 22 

6.1 Organisational commitment to skills recognition for staff development and increased 

productivity ..................................................................................................................... 22 

6.2 Where should we go from here? .................................................................................... 22 

 6.2.1 The need to map skills recognition within and outside the rail industry ............. 23 

 6.2.2 The need for a rail-ǎǇŜŎƛŦƛŎ ƘŀƴŘōƻƻƪ ƻƴ ΨƭŜŀŘƛƴƎ ǇǊŀŎǘƛŎŜΩ ǎƪƛƭƭǎ ǊŜŎƻƎƴƛǘƛƻƴ 

strategies .............................................................................................................. 23 

 6.2.3 The need to develop a national skills recognition framework, including 

accompanying tools .............................................................................................. 24 

 

Appendix A: Literature review on skills recognition in industry ..................................................... 25 

Appendix B:  Interview questions ................................................................................................... 33 

Appendix C:  RPL/RCC application and assessment process ........................................................... 35 

Appendix D:  Types of evidence required by participating companies ........................................... 36 

References ...................................................................................................................................... 37 

 

 



Scoping the potential of skills recognition in rail  

iv 
 

 

List of tables and figures 

                       Page: 

Table 1: Explanation of key terms for the purposes of this study        2 

Table 2: Skills recognition and related terms used by participating rail companies     6 

Table 3:  Summary of interviewee responses on the benefits of skills recognition  12 

Table 4: Summary of interviewee responses on the difficulties with skills recognition  13 

Table 5: Interviewee suggestions for enhancing and expanding skills recognition  16 

 

Figure 1: Specialised skills recognition in specialised fields ς the case of transit officers   9 

Figure 2:  Innovative skills recognition strategies ς risk-based training needs analysis  10 

 

 

 

 

Acronyms 

 

AIM  Australian Institute of Management 

ARA  Australasian Railway Association 

ANTA Australian National Training Authority 

AQF  Australian Qualifications Framework 

AQTF Australian Quality Training Framework 

CRC  Cooperative Research Centre for Rail Innovation 

HRD  Human Resource Development 

IRSMI International Railways Strategic Management Institute 

NCVER National Centre for Vocational Education Research 

RCC  Recognition of Current Competencies 

RPL  Recognition of Prior Learning 

RSCC Rail Skills and Career Council 

RTO  Registered Training Organisation 

TLISC Transport and Logistics Industry Skills Council 

 

 



Scoping the potential of skills recognition in rail  

v 
 

Executive summary 

This scoping study aims to determine issues in skills recognition in select rail companies, and 

to examine how skills recognition practices - including Recognition of Prior Learning (RPL) 

and Recognition of Current Competencies (RCC) ς are employed in these companies. The 

research has led to promising findings around how a broader understanding of skills 

recognition offers potential for improving workforce planning and assessment during 

restructuring and workplace change, and for supporting a more sustainable rail industry. 

 

The study was completed through a two-stage research process in the last quarter of 2009: a 

review of relevant national and international literature, and consultations with 15 staff 

involved in skills recognition from four rail companies. A draft report was prepared and 

revised in consultation with the Project Steering Committee in February 2010. 

 

Industry consultations identified potential benefits of skills recognition processes as: 

 enhancing attraction, recruitment and retention 

 providing companies with a more competitive edge 

 facilitating more efficient and cost-effective training and development 

 reinforcing employee confidence. 

 

Key difficulties with current skills recognition processes included: 

 inconsistency in how skills recognition, RPL and RCC are understood and practised 

 lack of consistency in quality and duration of training and skills recognition 

processes 

 problems with skills matching 

 concerns around integrity and equity in skills recognition processes. 

 

A number of current and emerging issues were identified from this research: 

 skills recognition RPL is viewed and practised differently across companies and locations 

 skills recognition is more widely practised than many rail companies realise 

 skills recognition is integral to many aspects of workforce development 

 there is currently no nationally recognised framework for skills recognition in rail 

 safety is a key concern in skills recognition planning, assessment and development 

 effective skills recognition practices need to be role specific, as needs and processes 

vary considerably between job roles 

 there is a need to ensure consistency and integrity in skills recognition processes and 

outcomes 

 skills recognition can be a valuable career development tool/pathway 

 industrial issues are perceived to have a significant impact on skills recognition 

processes 

 transferability within and between states and companies requires considerable 

attention 

 there is an important and integral relationship between skills recognition and training. 
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The study concluded with recommendations for further research: 

 

1. Mapping skills recognition within and outside the rail industry 

The rail industry could enhance organisational productivity and employee engagement in 

learning and career paths by mapping ΨƭŜŀŘƛng practiceΩ. Suggestions include: mapping of 

skills recognition processes in areas such as skills audits, competence assurance, talent 

management and change management; an analysis of the role of skills recognition in 

assisting productivity and career pathways; and recommendations on how to enhance these 

skills recognition processes.  

 

2. Compiling a rail-ǎǇŜŎƛŦƛŎ ƘŀƴŘōƻƻƪ ƻƴ ΨƭŜŀŘƛƴƎ ǇǊŀŎǘƛŎŜΩ ǎkills recognition strategies 

Suggestions include a review and analysis of relevant policies and procedures impacting on 

quality and the management of risk associated with the use of skills recognition as a basis for 

training and development assessment decisions; research on how skills recognition might 

assist in positioning the culture of rail for the future; inquiry into the role of skills recognition 

in promoting workforce renewal; and investigation into the role of technology and the value 

of e-portfolios for improving and expanding skills recognition (complementing P4.108). 

 

3. Developing a national skills recognition framework, including accompanying tools 

A national skills recognition framework is clearly required to support more consistent, 

cohesive and equitable skills recognition practices. Research could support this process 

through a study of national frameworks and qualifications pathways for the recognition of 

skills that have been developed in other industries. The inquiry would examine: how 

state/locational differences should be accounted for, what generic, elective and customised 

competencies might be included, and how training might be adapted to support a national 

model. Such a study would lead to the development of a skills recognition framework 

inclusive of customised tools that could be used to enhance and standardise skills 

recognition practices across rail companies.  

 

 

1. Introduction 

1.1 Overview of the report 

The aims of the study were twofold: to determine issues in skills recognition in participating 

rail companies and to examine how Recognition of Prior Learning (RPL) and Recognition of 

Current Competencies (RCC) practices are employed in these companies. 

 

The two main components of the study were: a review of the national and international 

literature pertaining to skills recognition in the rail industry and related VET sectors; and 

consultations with key personnel involved in skills recognition planning, training and 

assessment in four rail companies.  
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The report is organised into six sections. Section 1 addresses the need for research on skills 

recognition in the rail industry, provides definitions and terms pertaining to skills recognition, 

and describes the research methodology. Section 2 summarises key issues from the literature 

review. Section 3 presents and highlights the findings from consultations with the rail 

companies. Section 4 considers the potential of skills recognition within the rail industry, 

while Section 5 identifies 11 emerging themes from this research. The last section provides 

concluding comments and offers suggestions for further research into skills recognition for 

the rail industry. 

 

1.2  The need for focused research on skills recognition in the rail industry 

While skills recognition has recently received increasing attention from government, training 

providers and industry (see Blom, Clayton, Bateman et al., 2004a; WADET, 2009), there are 

gaps in application within the rail industry (ARA, 2006; ARA, 2008) and a critical need for 

research to inform the further development of skills recognition in rail (ARA, 2006; ARA, 

2008; Transport and Logistics Centre, 2005).  

 

The Changing Face of Rail (ARA, 2006) ŦƻǳƴŘ ǘƘŀǘΥ ΨǿƘŜƴ ŀǎƪŜŘ Ƙƻǿ ǿŜƭƭ ǘƘŜ ŎǳǊǊŜƴǘ ƭŜǾŜƭ 

and types of skills available in the industry met the projected skills requirements, the 

overwhelming response was that companies did not have an accurate picture of the skills 

they currently had, and did not have the information to project what they needed in the 

ŦǳǘǳǊŜΩ όǇΦрнύΦ ¢ƘŜ Ǌŀƛƭ ƛƴŘǳǎǘǊȅ ŎǳǊǊŜƴǘƭȅ ŦŀŎŜǎ Ψŀ ƭƛƳƛǘŜŘ ƛƴŘǳǎǘǊȅ approach to skills 

development [which] restricts its effectiveness to meet workŦƻǊŎŜ ǊŜǉǳƛǊŜƳŜƴǘǎΩ ŀƴŘ Ǌƛǎƪǎ 

the loss of industry and technical knowledge (ARA, 2008, p.8). 

 

This scoping study and proposed directions for further research can inform possible solutions 

to address constraints, and enhance and expand skills recognition towards a more productive 

rail industry workforce. 
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1.3 Definitions and terms 

There is no clear consensus on what skills recognition is, does or involves1. Skills recognition 

has been in part understood and practised in the rail industry under the headings of 

Recognition of Prior Learning (RPL) and Recognition of Current Competencies (RCC)2. Key 

definitions considered useful for the purpose of this study are outlined below.  

 

In an effort to build on, rather than duplicate existing literature, our concern here is with 

ŎƻƴŎŜǇǘǎ ŀƴŘ ŘŜŦƛƴƛǘƛƻƴǎ ƻŦ Ψǎƪƛƭƭǎ ǊŜŎƻƎƴƛǘƛƻƴΩ ŀƴŘ Ƙƻǿ ǘƘƛǎ ƳƛƎƘǘ ƳƻǾŜ ōŜȅƻƴŘ w// ŀƴŘ wt[Φ 

Skills recognition processes may be used to map skills and knowledge gained through 

informal, non-formal and formal learning against defined competencies, generally toward a 

formal qualification3. Skills recognition can inform industry what standards employees 

should meet for any particular task, provide the tools to assess whether employees are 

meeting those standards and assist processes of upsizing, downsizing, restructuring and 

change management.4. Table 1 provides explanations of the definitions used in this study. 

 

Table 1: Explanation of key terms for the purposes of this study 

Key terms Explanation 

Skills recognition Ψ! ƳŜŀƴǎ ƻŦ ŀƴŀƭȅǎƛƴƎ ŀƴŘ ƳŜŀǎǳǊƛƴƎ ǿƻǊƪŦƻǊŎŜ ǎƪƛƭƭǎΩ όb{² 
Department of Education & Training, 2009) 

Recognition of 
Prior Learning 
(RPL) 

Ψ!ƴ ŀǎǎŜǎǎƳŜƴǘ ǇǊƻŎŜǎǎ ǘƘŀǘ ŀǎǎŜǎǎŜǎ ǘƘŜ ƛƴŘƛǾƛŘǳŀƭΩǎ ƴƻƴ-formal and 
informal learning to determine the extent to which that individual 
has achiŜǾŜŘ ǘƘŜ ǊŜǉǳƛǊŜŘ ƭŜŀǊƴƛƴƎ ƻǊ ŎƻƳǇŜǘŜƴŎȅ ƻǳǘŎƻƳŜǎΩ 
(Hargreaves, 2006, p.4) 

Recognition of 
Current 
Competencies 
(RCC) 

Ψ! ǘŜǊƳ ǇŀǊǘƛŎǳƭŀǊƭȅ ǳǎŜŘ ōȅ ƛƴŘǳǎǘǊȅ ŀƴŘ ŜƳǇƭƻȅŜǊǎ ǿƘƻ ǊŜƎŀǊŘ ǘƘŜ 
ǇǊƻŎŜǎǎ ŀǎ ŀǎǎŜǎǎƛƴƎ ŀƴŘ ǊŜŎƻƎƴƛǎƛƴƎ ŀ ǇŜǊǎƻƴΩǎ ŎǳǊǊŜƴǘ ŎŀǇŀŎƛǘȅ ǘƻ 
perŦƻǊƳΩ όIŀǊƎǊŜŀǾŜǎΣ нллсΣ ǇΦпύ 

 

1.4 The research approach 

This study involved (a) a review of relevant national and international literature on skills 

recognition and (b) consultations with rail industry personnel involved in the management 

and implementation of skills recognition practices and some employees who had 

experienced these practices in the workplace. 

 

1.4.1 Content analysis of relevant literature  

A literature review was undertaken between October 2009 and January 2010. The review 

sourced relevant literature through searches of several electronic databases (including 

Cambridge Scientific Abstracts, EBSCOhost, VOCED UNESCO NCVER research database, SAGE, 

                                                             
1
 See Colardyn, 2009; Hargreaves, 2006; Cameron, 2004; Smith, L, 2004. 

2
  See Boyle, 2009; Mason, Perry & Radford, 2007; ANTA, 2001; Smith & Clayton, 2009, Colardyn, 2009; 

Hargreaves, 2006; Cameron, 2004; Smith, 2004) for definitions. 
3
 Western Australian Department of Education and Training (2009) 

4
 NSW Department of Education and Training, www.skillsrecognition.nsw.gov.au/industry/general/industry.html 

[accessed 1 February 2009]. 

http://www.skillsrecognition.nsw.gov.au/industry/general/industry.html
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Scopus, Informit), skills recognition websites (see reference list) and through the collection of 

key papers recommended by prominent researchers in RPL, RCC and rail. The reviewed 

literature included recent academic and industry reports from Australia and abroad. We 

considered that the rail industry might be better informed by skills recognition practices, 

approaches and inquiries in related industries and therefore searched and reviewed key 

papers in skills recognition, RPL and RCC in VET more generally, with a focus on skills 

recognition in industry rather than from within educational institutions. A summary of the 

key issues is presented in Section 2, while a more extended version of the review is provided 

in Appendix A. 

 

1.4.2 Consultations with industry 

Consultations with industry involved a series of semi-structured interviews within four rail 

companies.  

 

The interviewees within these companies included human resource and training managers, 

drivers and customer service assistants who had experienced the RPL process. 

 

The interview questions were designed by the researchers and discussed with the Project 

Steering Committee.In practice, we found that the knowledge, viewpoints and concerns of 

various interviewees varied greatly, depending on their place of employment and position, 

and therefore the actual discussions varied from interview to interview. Notes were taken 

during the interviews and later transcribed. 

 

Policy documents and guidelines related to RCC, RPL and other aspects of skills recognition 

were also collected from the companies as secondary data sources, although due to 

confidentiality requirements the reference details of company documents have not been 

detailed in this report. Furthermore, the names and identifying details of participating 

companies and interviewees have not been used in order to protect the confidentiality of 

research participants. 

 

Interview transcripts and skills recognition documents from the consulted companies were 

analysed to identify skills recognition processes, related limitations and potentials and 

emerging themes. 

 

1.4.3 Limitations of the study 

Limitations of this study related to restrictions imposed by the relatively small quantum of 

funds available and the six-month timeframe. The study was restricted to interviewing a 

small number of personnel (15) from four rail companies.  

 

The study was also limited in terms of the range of interviewees. While we consulted human 

resource and training managers from these four companies, as well as some drivers and 

customer service assistants, interviewees tended to be working with a limited range of rail 

employees (including drivers, guards, customer service officers, transit officers and 

managers). We had little contact with those engaged in skills recognition with rail workers in 
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other fields, who may have presented quite different insights. Migrant skills recognition, for 

example, was considered more of a priority in other areas such as engineering and involves 

issues related to recognition of skills and overseas qualifications. Moreover, we did not speak 

with non-English speaking background migrants, Indigenous or disabled employees, very 

young employees or those who had recently joined the company. 

 

 

2. Key issues from the literature 

An overview of emerging issues and gaps in the research literature worthy of further enquiry 

are outlined below. (The full literature review, findings and reference details are provided in 

Appendix A.) 

2.1 Emerging issues identified in the skills recognition literature 

Learning pathways in rail:  There is an important relationship between skills recognition 

processes and pathways to further learning. To date, however, there are limited formal 

pathways for rail industry employees to obtain qualifications higher than AQF 4 level and 

few railway operations courses available at undergraduate or higher levels. Opening 

pathways to further learning in rail is required for long-term workforce planning. 

Workforce renewal:  RPL has been used to address industry decline and promote quality and 

workforce renewal.  

 

Equity concerns:  Little research has been undertaken on equity issues in rail specifically. The 

skills recognition literature reports that those who are well established in the workforce and 

already able to draw on substantial educational capital are most likely to access RPL/RCC. 

These skills recognition processes are seen as less relevant for those who have not engaged 

in formal learning for some time than for those familiar with education and training systems. 

Equity groups (Indigenous, non-English speaking background, women returning to the 

workforce) are less likely to access and complete RPL or RCC processes. 

Equity concerns - Indigenous groups:  Indigenous worker access to RPL and RCC is low. 

Reasons given include confusing and time-consuming procedures, lack of flexibility and 

culturally inappropriate models. While some Indigenous workers prefer to demonstrate their 

knowledge orally, skills recognition assessment processes tend towards written forms of 

evidence. E-portfolio software offers potential for improving skills recognition with 

Indigenous participants. 

Skilled migration and RPL:  The migrant skills wastage resulting from downward occupational 

mobility could be addressed through programs that recognise former qualifications and 

update role specific skills. Impediments to migrant skills recognition include differences 

between occupational conventions and health and safety requirements and lack of everyday 

and/or specialised technical English skills. 

Theoretical insights:  Conventional ways of reporting RPL research do not encourage 
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theoretical engagement that might inform understanding of, for example, how current 

systematic practices can confine processes such as RPL to fit existing systems rather than 

exploring the potential of more innovative skills recognition. 

New models:  A number of new models respond to current challenges and opportunities in 

RPL, including the model of RPL by Cameron and Miller όнллуύΣ ōŀǎŜŘ ƻƴ ŀ ΨǇŜǊǎƻƴ-oriented 

ƘǳƳŀƴƛǎǘ ƛŘŜƻƭƻƎȅΩ ǘƘŀǘ ΦΦΦ ΨǾƛŜǿǎ ƭŜŀǊƴƛƴƎ ŀǎ ŀ ǾŀƭǳŀōƭŜ ǇǊƻŎŜǎǎ ƛƴ ƛǘǎŜƭŦ ŀƴŘ ƛƴŎƭǳŘŜǎ 

reflection, transformation and self direction. The model embeds principles of equity with the 

role of the facilitator or learniƴƎ ƳŜƴǘƻǊ ōŜƛƴƎ ŎǊǳŎƛŀƭΩ όǇΦсύΦ 

 

2.2 Gaps identified in the skills recognition literature 

 Limited research focused on RPL/RCC in the workplace and even less still on RPL/RCC 

within enterprise based training environments or specific industries such as rail.  

 Lack of research on how RPL works. 

 Relatively few studies explore the social, economic and political conditions under which 

RPL and RCC have developed in Australia. 

 Skills recognition has rarely been seen as a process that attempts to work within the 

constraints of a company and/or RTO and their various demands.  

 Limited research on the experiences of those who have sought to have the skills they 

acquired through non-formal or informal learning recognised. 

 Limited insight into how the range of stakeholders involved in RPL and RCC processes 

understand and value knowledge. 

 RPL is often seen as simply another form of assessment which has meant the focus is 

often limited to procedural issues. 

 Relatively few studies analyse the way RPL or RCC is constructed within a 

competency-based assessment environment. 

 Research on RPL and RCC could do more to inform industry practice if practitioners 

were able to engage in research in their workplaces (Smith, 2008). 

 

3. Rail industry consultations 

3.1 Skills assessment and recognition in the rail companies 

3.1.1 Explanation and use of terms 

Understandings of RPL, RCC and skills recognition varied between and within companies. In 

one company RPL was the preferred term, two companies tended to use RCC and another 

preferred the term skills recognition. Among the drivers and CSAs interviewed who had 

undergone RPL, there was a general lack of clarity about what the term meant.  

 

Guidelines and policy documents from the four companies consulted explained skills 

recognition and related terms as follows: 

 

Table 2: Skills recognition and related terms used by participating rail companies 
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Company Term Explanation 

A RPL An assessment in which previous learning is mapped against 
units, objectives, performance criteria of competencies, and for 
which full or partial exemption is granted. RPL can be defined 
as Ωthe acknowledgement of skills and knowledge obtained 
through formal training (industry and education), work 
experience or life experienceΩΦ 

D RCC The acknowledgement of current skills and knowledge held as a 
result of: formal and informal training and education; work 
experience; (and) life experience. 
RCC was initiated to ensure that competency, not just learning, 
could be demonstrated as a current skill/knowledge. 

D RPL An interchangeable term that has a similar meaning as 
recognition of current competency (RCC). RPL refers to 
recognition of previous learning so individuals could receive 
ΨŎǊŜŘƛǘΩ ŦƻǊ ǘƘƛǎ ƭŜŀǊƴƛƴƎ ŦƻǊ ŦǳǘǳǊŜ ƭŜŀǊƴƛƴƎ ƛƴƛǘƛŀǘƛǾŜǎΦ 

D Skills 
recognition 

Captures both RCC and RPL.  

B Skills 
recognition 

The new, single term which is replacing the synonymous terms of 
recognition of prior learning (RPL) and recognition of current 
competency (RCC). 

 

3.1.2 Which groups are targeted for RCC/RPL? 

There were some differences between companies on which groups are targeted for RPL or 

RCC. In Company A, RPL and RCC were generally offered to new and existing employees who 

felt they may possess competencies/experiences relevant to a course or qualifications. The 

focus was on blue collar workers, with managers and higher level workers being less likely to 

go through RPL processes.   

 

Company D specified the main audience groups as: new employees who were undertaking 

operational/technical initial training; current employees undertaking 

leadership/management training; current employees seeking formal recognition of existing 

skills and knowledge; and current employees transferring from one operational role to 

another.  

 

3.1.3 Considerations in deciding whether or not to offer RPL/RCC 

Economic costs, human resource costs and time considerations were important in decisions 

about whether or not to offer RPL and RCC. In some cases, RPL and RCC processes were 

considered more time-consuming, human resource intensive and costly than putting 

employees through regular training programs. 

 

Currency was also noted as an issue with skills becoming out-of-date relatively quickly and 

employees who left their role being required to retrain if they returned after some years. 

 

A number of interviewees noted that a key reason for requiring training rather than RPL was 

the need to ensure that staff had the required skills and knowledge to ensure safety. One 

interviewee noted that, for workers joining the organisation with prior skills and knowledge, 
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while RPL and RCC would not be given in initial training, it would be considered in later 

training through processes such as risk-based training needs analysis (discussed in further 

detail below). 

 

According to several managers and employees, doing training was often less troublesome 

than going through RPL/RCC processes and many employees would prefer to retrain as 

training was seen to have other (e.g. social) benefits. Some interviewees proposed that skills 

recognition should be integrated into training to avoid unnecessary training and build on 

existing skills. 

 

3.1.4 Which prior learning and current competencies might be recognised? 

Consultations suggested that recognition of the skills of rail employees from other countries, 

states, regions and operational roles, as well as employees from other rail companies or 

related industries, was limited. There were variations between companies in the extent to 

which prior learning or current competencies were recognised. 

 

Human resource and training managers from all companies claimed that they would not 

provide full RPL/RCC to interstate or overseas workers. In some companies, workers from 

other areas (e.g. country to urban) might receive some RPL/RCC but were also retrained to 

become familiar with the local tracks, tension, different ways of working etc. Interstate and 

overseas employees generally retrained with untrained workers. Company D noted that, 

while new employees were rarely fast tracked or given customised training on an individual 

basis, if a group of interstate or overseas workers were recruited at the same time they might 

be fast tracked. In company D, internal staff who transferred from one role to another were 

almost fully retrained, the only exception being that they were not required to redo the 

induction and perhaps some general training in such areas as safety which were common 

across roles. One interviewee from company D mentioned that for workers with past 

experience, such as former drivers, the hours they were expected to accumulate would be 

reduced. Company D offered two driver courses - a general one and a slightly amended one 

for guards.  While Company A gave some recognition to former bus and tram drivers, 

company D required drivers transferring to rail from other transport industries to fully 

retrain. 

 

A distinction was made between recognition and formal accreditation. It was, for example, 

common to recognise that experienced rail industry workers from overseas and interstate 

had relevant experience and to recruit these applicants over others with no experience, but 

new rail workers from overseas and interstate were often required to undergo full retraining. 

Some rail companies were considered to offer their employees better quality training 

programs and better skills recognition processes. When recruiting new employees, applicants 

from highly regarded rail companies could be considered better skilled but if recruited, these 

new recruits would still be required to retrain.  

 

Distinctions were also made between technical and non-technical skills, or hard and soft 

skills. Company D stated that when recruiting new staff, particular attention was given to 



Scoping the potential of skills recognition in rail  

9 
 

identifying the required non-technical skills which were seen as fundamental to workforce 

competence. Technical skills would then be built on these non-technical skills through 

training and work experience. Technical skills, on the other hand, were rarely recognized, as 

these were regarded as varying considerably from company to company, region to region, 

and situation to situation.  

 

Importantly the limited time and funds of this initial scoping study meant we did not go into 

specific detail on which units of competency within given qualifications were likely to be 

recognised and how. 

 

3.1.5 Recognition of qualifications 

While skills recognition processes were explored more broadly, when discussing RPL/RCC for 

specific qualifications, the focus tended to be on such qualifications as Certificates III and IV 

in Transport and Logistics (rail operations).  

 

Certificates attained by rail operators within a given company did not qualify workers to 

function in the same role in another rail company. Some of the drivers and CSAs interviewed 

were however under the impression that qualifications gained through RPL would be 

nationally or even internationally recognised.  

 

Managers, human resource personnel and drivers interviewed from several companies did 

note, however, that attainment of qualifications were (at least informally) recognised by 

some other industries such as mining, and that a number of employees left for higher paid 

jobs in other industries when skills recognition was attained.   

 

Figure 1: Specialised skills recognition in specialised fields ς the case of transit officers 

With some specialised fields, particular those where safety was a particular concern, such as transit 
officers, little or no RPL took place in initial training although they was some scope for RPL in 
continuing training. Doing RPL with transits was reported as very challenging due to the skills and 
ƪƴƻǿƭŜŘƎŜ ŎƻƴŎŜǊƴŜŘ ōŜƛƴƎ Ψǎƻ ǇǊŜǎŎǊƛǇǘƛǾŜΩΣ ΨǘƘŜ Ƴŀƛƴ ŎǊǳȄ ƻŦ ǘƘƛǎ ƛǎ ƻǳǊ ǎŀŦŜǘȅΩΦ 
 

The only item which transit officers might receive RPL for was a security license. At the same time, 
recognising skills was integral to the management of transit officers. Certain relevant skills, knowledge 
and aptitudes were recognised among workers who come from law enforcement roles such as rangers, 
ǇƻƭƛŎŜ ŀƴŘ ǎŜŎǳǊƛǘȅ ƎǳŀǊŘǎ ǿŜǊŜ ƳƻǊŜ ƭƛƪŜƭȅ ǘƻ ōŜ ǊŜŎǊǳƛǘŜŘ ŀƴŘ ǎŀƛŘ ǘƻ ΨǘŀƪŜ ǘƻ ǘƘŜ ǊƻƭŜΩ ǿŜƭƭΦ ²ƘƛƭŜ 
funding pressures meant individual training was rarely or never carried out in many other professions, 
individual training was organized when needed for transit officers. If for example, a transit officer was 
injured and unable to attend group training, it would be necessary for him/her to undergo individual 
training. The need to keep up to date with current safety concerns meant that the security division 
business group who ascertained what skills and training people needed were continually asking what 
skills and knowledge were required to do the current job and what continuing training was required to 
fill skills gaps. Certificates of competence were issued every two years. Close work with the police also 
helped to ensure recognition of relevant and current skills and knowledge around safety. 

 

3.2  Skills recognition processes 
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3.2.1 RCC and RPL procedures 

While RCC/RPL processes varied within and between companies, there tended to be a 

general procedure of application for RPL/RCC followed by the assessment of a portfolio of 

evidence as detailed in Appendix C. 

 

3.2.2 Evidence required 

There were many similarities in the types of evidence required by the various companies. In 

general, companies combined the collection of a portfolio of documents with personal 

assessment through interviews, examinations, projects, demonstrations and observations. A 

list of the types of evidence required from participating companies is provided in Appendix D. 

 

3.3 Skills recognition, innovation and learning 

3.3.1 Skills recognition pathways (education institution-based, workplace-based) 

The rail companies consulted included those operating as RTOs and conducting their own 

skills recognition and training, those using external RTOs to conduct skills recognition and 

training and a combination of the two. Company D had partnered with selected TAFEs and 

universities to open learning pathways.  

 

Pathways to recognition of skills in the rail companies included: work-based training and 

assessment; education/training institution based training and assessment; a combination of 

institution and work-based training and assessment; RPL/RCC; and a combination of 

RPL/RCC and further training.  

 

3.3.2 Skills recognition and higher education 

In Company D, RCC was playing a role in enabling employees to take up assessment and gain 

higher level project management qualifications. Qualifications included introductory, 

certificate and advanced courses in project management with efforts currently underway to 

open pathways for a higher level advanced diploma course in complex project management. 

It was perceived there to be a current lack in provision of higher level project management 

courses. Potential applicants were often concerned about whether or not courses were 

nationally recognised. 

 

Interviewees said that experienced rail workers who had joined the rail industry before 

completing high school were often granted RPL from universities and TAFE, as were 

applicants with foreign qualifications. It was however a big jump to academic literacy, 

research and presentation. To assist employees in making this jump, Company D was 

providing some computer training and encouraging applicants to use university resources, 

although further support such as software training, study workshops and study groups was 

recommended. While the company was encouraging workers to undertake higher education, 

there was a problem with these workers already working extra hours without concession.  

 

One interviewee suggested that one way to improve skills recognition and development in 

relation to higher education was to promote specialised areas of further education across 

sectors, encouraging employees to recognise how skills and knowledge in related areas are 
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relevant to enhanced workplace productivity. Spreading the philosophy of asset 

management across other areas was cited as one example. Asset management would enable 

finance officers to develop valuable skills and knowledge but without company promotion, 

finance officers rarely made the jump away from their defined qualifications to consider 

further study in this area. 

 

Figure 2:  Innovative skills recognition strategies ς risk-based training needs analysis 

One of the companies consulted provided an interesting example of how skills recognition might be 
effectively used to manage workforce skills, to show what standards staff should meet for particular 
tasks, and to give the tools to assess whether staff are meeting those standards. The strategy was 
used to assess the skills of employees in many but not all roles in the rail company. It also functioned 
like a gap analysis in response to change.  
 
The company was engaged in developing an organisational strategy around how people develop and 
maintain skills referred to as a risk based training needs analysis. The strategy was based on task 
based analysis of risks. Skills sets comprised of those skills which need to be continually assessed were 
identified.  
 
As it was not considered possible to frequently reassess all tasks, a decision was made as to which 
tasks were most likely to pose a risk if not performed correctly and these priority tasks were then 
ǊŜŀǎǎŜǎǎŜŘΦ ¢ŀƪƛƴƎ ǘƘŜ ǾƛŜǿ ǘƘŀǘ ǳƴƛǘǎ ƻŦ ŎƻƳǇŜǘŜƴŎȅ ŘƻƴΩǘ ōǊŜŀƪ Řƻǿƴ ǿŜƭƭΣ ǘƘŜ ŎƻƳǇŀƴȅ ƘŀŘ ƳƻǾŜŘ 
along from units of competency to enterprise needs.  
 
While both technical and non-technical skills were assessed, particular attention was given to 
recognition of non-technical skills (such as staying focused, situational awareness and multitasking). In 
assessing the skills of a train driver, for example, this approach might analyse the extent to which an 
employee was able to recognise symbols, assess situations and show big picture awareness. A criterion 
ƻŦ ΨŀǘǘŜƴǘƛƻƴ ǘƻ ŘŜǘŀƛƭΩ ǿŀǎ ƴƻǘ ŎƻƴǎƛŘŜǊŜŘ ǎǳŦŦƛŎƛŜƴǘΦ  
 
/ƻƳǇŜǘŜƴŎŜ ŀǎǎǳǊŀƴŎŜ ǇǊƛƴŎƛǇƭŜǎ ǳƴŘŜǊƭȅƛƴƎ ǘƘƛǎ Ǌƛǎƪ ōŀǎŜŘ ǘŀǎƪ ŀƴŀƭȅǎƛǎ ǎǘǊŀǘŜƎȅ ǳǎŜŘ ŀ ΨǎƘƻǿ ƳŜΩ 
approach which assessed how tasks were completed rather than whether or not they were completed. 
Assessors were provided with guidelines clarifying what skills and knowledge should be analysed for 
given tasks. The process requests the assessor to try to move beyond their own subjectivity and 
ŎƻƴǎƛŘŜǊ Ψ²Ƙŀǘ Řƻ ȅƻǳ ŜȄǇŜŎǘ ǘƻ ǎŜŜκƘŜŀǊΚΩ ¢Ƙƛǎ ƘŀŘ ƛƴǾƻƭǾŜŘ ŀ ŎƘŀƴƎŜ ƻŦ ǇƻƭƛŎȅ ŀǇǇǊƻŀŎƘ ǘƻǿŀǊŘǎ 
ƛƴǉǳƛǊƛƴƎ ƛƴǘƻ ŀƴŘ ƻōǎŜǊǾƛƴƎ ǘƘŜ ǉǳŀƭƛǘȅ ƻŦ ǘŀǎƪ ǇŜǊŦƻǊƳŀƴŎŜ ǊŀǘƘŜǊ ǘƘŀƴ ŀ ΨǘƛŎƪ ŀƴŘ ŦƭƛŎƪΩ ŀǇǇǊƻŀŎƘΦ 
There had also been a move away from taking employees off the job to attend class based training to 
one of assessors and training going to the workplace to conduct on the job training and assessment.  
 
Interviewees consulted in this company described the risk based task analysis approach as effective in 
rŜŎƻƎƴƛǎƛƴƎ ǊŜǉǳƛǊŜŘ ǎƪƛƭƭǎ ŀƴŘ ƛŘŜƴǘƛŦȅƛƴƎ ǿƘŀǘ ǎǘŀŦŦ ƴŜŜŘ ƛƴ ǘŜǊƳǎ ƻŦ ǎƪƛƭƭǎ ŀƴŘ ƪƴƻǿƭŜŘƎŜΣ ŀƴŘ ΨǘƘŜ 
ōŜǎǘ ǿŀȅ ǘƻ ƎƻΩ ƛƴ ǘŜǊƳǎ ƻŦ ƛŘŜƴǘƛŦȅƛƴƎ ǿƻǊƪŦƻǊŎŜ Ǌƛǎƪǎ ŀƴŘ ǘǊŀƛƴƛƴƎ ƴŜŜŘǎΦ ¢ƘǊƻǳƎƘ ǎǳŎƘ ǎǘǊŀǘŜƎƛŜǎ ŀǎ 
specifying and analysing the levels of difficulty and frequency of various tasks, and the potential 
outcomes if a candidate was unable to complete a task, the approach was seen as able to maintain 
focus on the most important tasks and to identify the difficult situations that require address through 
training. Risk based task analysis not only identified inadequate skills which might pose a risk but also 
areas of excellence that the company could promote and build on. Adequate time, funding and human 
resources were however required to support such a strategy.  

 

4. The potential for expanding skills recognition in rail 

Identifying potential benefits and problems is a first step in enhancing and expanding skills 
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recognition in rail. Some interviewees informed us that they were not sure of the best ways 

to move forward, but saw benefits in researching ways of improving skills recognition.  

 

4.1 Views on the benefits of skills recognition 

Table 4 summarises ƛƴǘŜǊǾƛŜǿŜŜǎΩ ǊŜǎǇƻnses to questions asked about the benefits of skills 

recognition. 
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Table 3:  Summary of interviewee responses on the benefits of skills recognition 

Benefits raised by human resource and training managers 

 Skills recognition processes can enhance attraction and recruitment. Applicants are more likely 
to apply for positions if their skills and knowledge are recognised and if they receive 
qualifications for such skills and knowledge. Overseas and interstate candidates more likely to 
apply if they know they can receive RPL 

 Skills recognition can support and help maintain employee quality and retention. Applicants are 
more likely to stay in positions if their skills and knowledge are recognised with the potential to 
build on these 

 Skills recognition processes can save time and money if well organised. Through RPL and RCC an 
organisation can avoid wasting time by avoiding unnecessary training and more quickly 
qualifying workers 

 Skills recognition can give companies a more competitive edge 

Benefits raised by drivers and CSAs 

 ! ǊŜƳƛƴŘŜǊ ƻŦ ǿƘŀǘ ȅƻǳ Ŏŀƴ ŘƻΣ ΨǘǿƛƎǎ ȅƻǳǊ ƳŜƳƻǊȅΩ 

 Leads to a qualification (which may be transferable) 

 Can help you get a better paying job (e.g. in the mines) 

 CŜŜƭ ƭƛƪŜ ȅƻǳΩǾŜ ŀŎƘƛŜǾŜŘ ǎƻƳŜǘƘƛƴƎ ŀŦǘŜǊ ƎŜǘǘƛƴƎ wt[ ŀƴŘ ƎƻƛƴƎ ǘƘǊƻǳƎƘ ǘǊŀƛƴƛƴƎ 

 /ŀƴ όōǳǘ ƛǎƴΩǘ ŀƭǿŀȅǎύ ŀƴ ŜŀǎƛŜǊ ǿŀȅ ǘƻ ƎŜǘ ŀ ŎŜǊǘƛŦƛŎŀǘŜ 

 

Enhances attraction, recruitment and retention 

Managers reported that skill recognition processes can enhance attraction and recruitment. 

Applicants are more likely to apply for and stay in positions if their skills and knowledge are 

recognised and if they receive qualifications for such skills and knowledge. Overseas and 

interstate candidates are more likely to apply if they know they can receive RPL.  

 

Gives companies a more competitive edge 

Rail companies are better able to build on workforce productivity when the existing skills of 

employees are well recognised. Effective skills recognition can give rail companies a more 

competitive edge. 

 

Facilitates more efficient and cost-effective training and development 

Skills recognition processes can save time and money if well organised. Through RPL and RCC 

an organisation can avoid wasting time by avoiding unnecessary training and more quickly 

qualifying workers. 

 

Reinforces employee confidence 

One CSA suggested that RPL was a reminder of what you know and can do: ΨReceiving a 

qualification makes you feel like you have achieved something and opens possibilities for 

promotion or finding better paid workΩ ό/ƻƳǇŀƴȅ 5 ŜƳǇƭƻȅŜŜύΦ 
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4.2 Views on the difficulties with skills recognition 

¢ŀōƭŜ р ǎǳƳƳŀǊƛǎŜǎ ǘƘŜ ƛƴǘŜǊǾƛŜǿŜŜǎΩ ǊŜǎǇƻƴǎŜǎ on what they perceived to be the difficulties 

with current skills recognition processes. 

 

Table 4: Summary of interviewee responses on the difficulties with skills recognition 

Problems raised by human resource and training managers 

 Can cost more than retraining 

 Can take more time than retraining 

 Geographic and technical differences make it very difficult to match skills, ensure safety etc. 

 Training has benefits, even when candidates have previous experience 

 Can lead to losing staff to other companies and industries (e.g. mines) 

 No uniformity between states and companies ς what one company (or site) recognises may not 
be recognised by another 

 Current (conservative, male) culture can be an obstruction 

Problems raised by drivers and CSAs 

 Takes too long 

 Lack of communication about process 

 No apparent financial or promotional benefits 

 Miss out on training which has many benefits 

 We get nothing out of it 

 5ƻƴΩǘ ǳƴŘŜǊǎǘŀƴŘ ǿƘŀǘ wt[ ƛǎ 

 5ƻƴΩǘ ǳƴŘŜǊǎǘŀƴŘ ǿƘȅ ǿŜ ƘŀǾŜ ǘƻ ǇǊƻǾƛŘŜ ǘƘŜ ǊŜǉǳƛǊŜŘ ƛƴŦƻǊƳŀǘƛƻƴ όŜ.g. request for 
information on community and personal experience seen as intrusion into personal life) 

 

Inconsistency of definitions 

RPL, RCC and skills recognition were defined differently by various companies and 

individuals. A number of interviewees who had been through the RPL/RCC process 

suggested they were not sure what RPL, RCC and skills recognition were.  Consultations 

suggested a need for consistency of definitions across sectors if skills recognition is to 

become more accessible.  

 

Lack of clarity around skills recognition processes 

Rail employees who had undergone RPL and RCC were not entirely clear about what RPL 

involved and why it was conducted. Some candidates thought RPL was voluntary, some 

compulsory. Some thought RPL qualifications were nationally and even internationally 

recognised. Others were under the impression that if they did not apply for RPL they would 

lose their jobs. It should be noted that we only spoke with RPL candidates from one 

company. 

 

Question of cost and time effectiveness 

Several interviewees noted that RPL and RCC processes could cost more and take more time 

than retraining. There is a need to carefully analyse and identify which areas of skills and 

knowledge are best suited to RPL/RCC and how training and skills recognition might be 

combined to minimise wastage and make the most of existing skills and knowledge. 
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Lack of consistency in time and quality of training and skills recognition processes  

There was considerable variation in the length of time and perceived quality of training and 

related skills recognition processes between companies. Training provided by companies 

with more human and financial resources was better received. Better resourced companies 

were unlikely to recognise the qualifications of employees who were trained and qualified in 

companies where training time and thoroughness did not match their own organisation. A 

number of interviewees suggested a need to standardise training requirements. 

 

Assessor competence 

While RPL/RCC assessors were generally required to have a minimum qualification of 

Certificate IV in training and assessment (or Certificate IV Assessment and Workplace 

Training) and be trained in the application and administration of the RPL process, 

consultations identified concerns over the occupational competence of assessors varied 

across and within companies. There were reports of workplace assessors who were not 

competent in technical skills, non-technical skills and professional practice. 

 

Workplace assessors were drawn from the pool of current workers operating in a given role 

and put through training to assess the performance of colleagues on the job. Some 

employees were said to be motivated to become workplace assessors for the financial 

benefits involved and did not necessarily have the appropriate aptitude and skills. Some 

interviewees noted cultural concerns about the way some workplace assessors operated. 

Workplace assessor attitudes were said to be shaped by their own backgrounds. According to 

several women interviewees, a dominaƴǘ ƳŀƭŜ ΨƳŀǘŜǎΩ ŎǳƭǘǳǊŜ Ŏŀƴ ǎƘŀǇŜ ƧǳŘƎƳŜƴǘǎ ƳŀŘŜ ƛƴ 

assessment. There were issues in terms of the social relationships between assessors and 

how they assess their friends. 

 

Problems with skills matching in RPL/RCC 

Geographic, environmental and technical differences can make it very difficult to match skills 

and consequently there were problems with ensuring safe and efficient work operations 

when workers are offered RPL/RCC rather than being retrained.  There is no uniformity 

between states and companies and what one company (or site) recognises may not be 

recognised by another. Suggestions to address this problem included integrating skills 

recognition and training, developing national standards with customised electives taking 

account of locational/environmental/technical differences, and developing more 

sophisticated and systematic skills recognition processes. 

 

Risk of increasing employee demands for better pay and conditions 

Employees interviewed were disappointed that RPL, RCC and workplace training did not lead 

to better pay or promotion. One company reported hesitancy to putting existing staff 

through RPL/RCC processes for fear of demands for pay rises. In some cases, qualified 

employees would leave their jobs seeking higher paid work elsewhere.  
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Risk of losing staff to other companies and industries 

Several interviewees mentioned that when employees received qualifications through skills 

recognition, some left the company seeking higher paid positions elsewhere, particularly in 

other industries such as mining. Good working conditions went some way in addressing this 

problem, with a number of employees who left for the mining industry reported to reapply 

for their old positions after experiencing the relatively harsher working conditions in the 

mining industry.  

 

Concerns around integrity and equity in skills recognition processes 

Most interviewees believed that all workers, whatever their position, sex, nationality or age, 

were treated equally. No interviewees were, to our knowledge, disabled, Indigenous or from 

non-English speaking migrant backgrounds. Some comments (and absence of comments) 

from interviewees suggest that equity may have been more of an issue than it was perceived 

it to be. Few targeted training or skills recognition processes were noted for the four target 

ƎǊƻǳǇǎ ƛŘŜƴǘƛŦƛŜŘ ōȅ ǘƘŜ !w!Ωǎ ǿorkforce development strategy (women returning to the 

workforce; people with disabilities; mature job seekers; and Indigenous Australians). 

Company D had set up a forum for women, Aboriginal and Torres Strait Islander, employees 

with a disability, and employees from culturally and linguistically diverse backgrounds which 

ŀƛƳŜŘ ǘƻ ŀŘǾƛǎŜ ƻƴ Ƙƻǿ ōŜǎǘ ǘƻ ǇǊƻƎǊŜǎǎ ŜƳǇƭƻȅƳŜƴǘ Ŝǉǳƛǘȅ ƛƴ ǘƘŜ ŎƻƳǇŀƴȅΦ ¢ƘŜ ΨƳŀƭŜΩ 

culture of rail was noted by some women interviewees as problematic for female workers. 

Interviewees suggested there were few disabled workers due to health requirements of 

working in the industry. 

 

Clarifying purpose and value of skills recognition for older workers 

Consultations suggested that older workers tended to be more confused about the purpose 

and processes of RPL and RCC and generally found skills recognition, training, and computer 

based learning and assessment more confronting than younger workers. At the same time, 

some older workers, although they were challenged, appeared to find more value in the 

process. 

 

Possible migrant skills wastage 

Further insight is needed into the extent to which wastage of migrant skills is an issue in the 

rail industry. Several interviewees suggested that improving and expanding recognition of 

migrant skills would assist in addressing skills shortages and improving productivity in rail. 

One interviewee was less positive, stating that some migrants who had gained qualifications 

ΨƻǾŜǊ ǘƘŜǊŜΩ όƛƴ ƴƻƴ-English-speaking countries) thought they were more skilled than they 

actually were, and that many migrants were lacking skills in certain areas such as 

communication skills.  

 

4.3 Suggestions for enhancing and expanding skills recognition 

The following table summarises inteǊǾƛŜǿŜŜǎΩ ǎǳƎƎŜǎǘƛƻƴǎ ŦƻǊ ŜƴƘŀƴŎing and expanding skills 

recognition. 
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Table 5: Interviewee suggestions for enhancing and expanding skills recognition 

Suggestions from HR and training managers 

 Set national standards, with generic and elective, customised skills 

 Build/design and then share a common set of assessment tools. Join with other industry 
partners to evaluate better skills recognition protocols. Would like to bring in non-rail 
stakeholders 

 Learn from other industries that have good skills recognition (logistics management) models, 
such as Woolworths, Virgin, Country Energy and the armed services 

 Develop internal skills recognition processes, such as the design of skill sets for internal 
promotion and skills audits to identify staff who can help fill the gaps in areas where skills 
are needed 

 Focus on relevant, realistic and up-to-date skills 

 Promote on-the-job assessment and training 

 {ǘƻǇ ΨǘǊŀƛƴƛƴƎ ŦƻǊ ǘƘŜ ǎŀƪŜ ƻŦ ǘǊŀƛƴƛƴƎΩ ς make training relevant, realistic and up-to-date 

 Ensure competence of workplace assessors 

 In assessing skills recognition, use a process that clearly identifies relevant skills, with 
assessors explaining not only what the competencies are but how they are demonstrated 

 Make mentoring a component of skills recognition for RPL, RCC and continuing skills 
development 

Suggestions from CSAs and drivers 

 Make it simpler 

 Make the process faster 

 Allow time during work hours to prepare RPL/RCC application 

 /ƭŜŀǊƭȅ ŜȄǇƭŀƛƴ ǿƘŀǘ ƛǘΩǎ ŀƭƭ ŀōƻǳǘ 

 Better communication about the process 

 Provide follow up 

 Make it all the same nationally 

 Cover the shifts of those who need to do RPL or training 

 

Learning from other industries 

Managers suggested that skills recognition in rail could be improved by learning from other 

industries that have good skills recognition models such as Woolworths, Virgin, Country 

Energy and the armed services. One interviewee suggested bringing in non-rail stakeholders 

and joining with other industry partners to evaluate better skills recognition protocols.  

 

Developing a national skills recognition framework 

The majority of the interviewed managers and employees supported the idea of a national 

skills recognition framework. Most voiced the need to set national standards with both 

generic and elective, customised skills. Interviewees suggested value in designing and 

sharing a common set of assessment tools. There was seen to be a need to develop internal 

skills recognition processes, such as the design of skill sets for internal promotion and skills 

audits to identify staff that can help fill the gaps in areas where skills are needed. 

 

More relevant and responsive skills recognition process 

Managers and employees suggested a need to focus on relevant, realistic, up-to-date skills 

and on-the-job assessment and training. There was seen to be a need to develop a skills 
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assessment and recognition process that clearly identifies relevant skills, with assessors 

explaining not only what the competencies are but how they are demonstrated.  

 

Drivers and CSAs who had undergone RPL assessment stressed the need to make the process 

simply and faster, to clearly explain what the process involved and provide ongoing 

communication and follow up as well as covering the shifts of RPL/RCC applicants and 

allowing employees time to do RPL during work hours. 

 

Improving the competence of workplace assessors 

Ensuring the competence of workplace assessors was seen as critical. Interviewees reported 

on the use of various strategies, such as improved training and assessor mentoring, to 

attempt to address problems of workplace assessor competence. RPL and RCC candidates 

were matched with a number of workplace assessors rather than relying on the judgment of 

a single assessor. Interestingly a number of women interviewees mentioned that women 

made good workplace assessors. 

5. Emerging themes from this study 

After conducting the literature review, consulting with rail companies and analysing the 

findings, a number of emerging themes have been identified as outlined below. 

 

5.1 Different views on and practice in RPL and RCC 

RPL and RCC were viewed and experienced in different ways by different companies and by 

different personnel within a given company. Some managers reported that RPL is essential 

and very important and others reported it is not worth the trouble. These views were 

evident across and within given rail companies. Companies tended to have particular ideas 

ŀōƻǳǘ ǇŀǊǘƛŎǳƭŀǊ ǘŜǊƳǎ ǎǳŎƘ ŀǎ Ψwt[Ω ŀƴŘ Ψw//ΩΦ ²ƛǘƘƛƴ ŀ ƎƛǾŜƴ ƻǊƎŀƴƛǎŀǘƛƻƴ ǘƘŜǎŜ ǘŜǊƳǎ ƳƛƎƘǘ 

be conǎƛŘŜǊŜŘ ƛƴǘŜǊŎƘŀƴƎŜŀōƭŜ ƻǊ ŘƛǎǘƛƴŎǘƭȅ ŘƛŦŦŜǊŜƴǘΦ ²ƛǘƘ ǎƻƳŜ ŜȄŎŜǇǘƛƻƴǎΣ Ψǎƪƛƭƭǎ 

ǊŜŎƻƎƴƛǘƛƻƴΩ ǘŜƴŘŜŘ ǘƻ ōŜ ŎƻƴŎŜǇǘǳŀƭƛǎŜŘ ŀǎ wt[ ƻǊ w//Φ  

 

5.2 Under-recognition of skills recognition 

When asked to what extent they used skills recognition processes, many of the human 

resource and training managers interviewed initially stated not much. Further into discussion 

however it was discovered that skills recognition, in a broader sense (beyond RPL and RCC), 

was used to quite some extent. It appears that skills recognition is becoming embedded in 

work practice, often without being recognised as such. 

 

5.3 Skills recognition is integral to workforce development 

Skills recognition is integral to many aspects of workforce development including training, 

human resource development, occupational development and competence management. 

Skills recognition taps into ranging aspects of resource management in rail.  Inquiry into skills 

recognition can provide insight into myriad aspects of rail ς safety issues, mentoring, talent 

management, competence assurance, training and assessment, market perceptions, skills 



Scoping the potential of skills recognition in rail  

19 
 

shortages, equity issues, workplace change, change management and many more. 

 

5.4 No nationally recognised framework for RPL/RCC/skills recognition 

Within the rail industry there is concern over the lack of a nationally recognised framework 

for skills recognition. There are currently no set standards or set assessment processes to 

follow. 

 

The general view from interviewees across companies and positions was that there should 

be a nationally recognised framework for rail but that this was problematic. Problems noted 

included lack of clarity and consistency around how competence should be demonstrated 

and state to state differences in rail gauges, tension, equipment and technical procedures. 

 

One interviewee noted how the Rail Safety Act of 2008 is based on national standards but 

there is a limit to its usefulness due to its broad standards which states and companies can 

individually interpret. Several interviewees suggested that a national system should be task 

based with customised rules around high risk areas and customised electives to suit specific 

situations.  

 

5.5 The importance of skills recognition and safety 

The issue of safety was raised in almost all interviews with employees and managers across 

companies. In many cases, concerns to ensure safety were given as a reason for denying 

RPL/RCC and requiring employees to undergo full training. A process which ensured 

employees had the required skills was also regarded as a tool for preventing accidents. Skills 

recognition was seen by some managers to play a potential role in ensuring competencies 

around safety were relevant and up-to-date and effective skills recognition was seen to be 

required to ensure employer competence around safety.  

 

Safety appeared to be an overriding and complex concern for skills recognition. During 

interviews it was discovered that, given regional and positional differences, a national 

framework would need to give special consideration to ensuring specific safety requirements 

are met in particular positions and companies. 

 

5.6 Role-specific skills recognition frameworks: skills recognition and specialisation 

Skills recognition needs and processes vary considerably between job roles. Skills recognition 

at manager level, for example, is very different to the processes required for driver roles. 

Positions such as transit officers have particular skills recognition requirements. Specific skills 

recognition processes are required in such areas as mentoring, coaching, technology and the 

like. 

 

The current practice of rail directs most employees to focus on one area of expertise (e.g. 

driving, guard) rather than multi-skilling. Currency is an important issue given technological 

and organisational change, with workers requiring continuing training in their specialisation 

and skills becoming outdated relatively quickly. 
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Despite such specialisation possibilities were seen in improving skills auditing and developing 

more holistic skills recognition processes. Such processes were seen to offer the possibility of 

making better use of the existing skills of employees. Within given specialisations there was 

seen to be room for improved recognition of a range of technical and non-technical skills.   

 

5.7 Ensuring consistency and integrity in skills recognition processes and outcomes 

Consultations identified a need to ensure equity, integrity, consistency and quality in skills 

recognition processes and outcomes. This included provision of equitable training and 

resources. One area of particular concern was assessor culture, with a need to ensure 

consistency and equity among workplace trainers and assessors. Another aspect was making 

skills recognition processes accessible to non-English-speaking background, Indigenous, 

women, disabled and other equity groups. 

 

Mentoring was reported to improve consistency by playing a role in informing employees 

about the purpose and function of RPL and RCC and providing coaching and advice to 

workplace assessors. Further inquiry into the potential role of mentoring could assist 

companies in more productively recognising and building on skills.   

 

5.8 Skills recognition as a career development tool/pathway  

Many interviewees talked about a common progression from certain roles to higher level 

roles within the rail industry. There was, for example, a progression from cleaners and station 

staff to guards, guards to drivers, transit officers to drivers, and from signal guards to train 

control. Once finding employment in the company, it tended to be possible to upgrade 

positions. Internal staff tended to be selected over external staff, partly due to the company 

recognition of relevant skills and aptitudes among existing employees.  

 

In relation to perceived skills shortages and internal development, the study informed that 

skills shortages could be addressed through improved planning systems and training. Rail 

companies were said to receive many applications for frontline blue collar positions. The 

problem was not one of finding applicants but rather one of training and organisational 

planning.  Skills recognition could play more of a role here in improving organisational 

planning and skills development. 
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5.9 Skills recognition and industrial issues      

Industrial issues noted included employee responsibility for employer actions, demands for 

higher pay and regulations around workplace assessors. While these were not explored in 

detail in the current scoping study, consultations suggested that managers in the rail industry 

felt industrial regulations constrained skills recognition processes to some extent. One 

example was union regulations around the management of workplace assessors. Industrial 

issues were not explored to any extent with employees who were RPL or RCC candidates.  

 

5.10 Skills recognition and transferability 

There were concerns over skills transfers between countries, between companies, between 

industries, between and within states.  A number of interviewees brought up interstate, 

company to company, rural-urban and international differences in the nature of rail as the 

reasons for caution with transferability of skills recognition.  

 

Rail industry workers who lost their positions through restructuring or closure could 

experience difficulty having their skills recognised by other companies. Because of 

ǎǇŜŎƛŀƭƛǎŀǘƛƻƴΣ ǿŜƭƭ ǉǳŀƭƛŦƛŜŘ ǇŜƻǇƭŜ Ƴŀȅ ōŜ ǘƻƭŘ ǘƘŀǘ ǿƘŀǘ ǘƘŜȅΩǾŜ Ǝƻǘ ƛǎ ƴƻǘ ǊŜƭŜǾŀƴǘΦ 

Another issue which became apparent was confusion around the interstate and 

inter-company recognition of RPL qualifications. While some employees were under the 

impression that their qualifications would be recognised interstate, a number of managers 

pointed out that qualifications from other states, countries and companies tended not to be 

recognised.  Some companies did not recognise skills of workers from other transport 

industries while others gave some recognition of prior learning to former tram and bus 

drivers. 

 

5.11 Skills recognition and training 

RPL and RCC were often viewed as an alternative to training; either a candidate was granted 

RPL or they went through training, and in many cases training was presented as the preferred 

option.  

 

Further inquiry, however, revealed a more integral connection between training and skills 

recognition. Some valuable skills recognition knowledge and practice is regarded as training 

rather than skills recognition. Consequently, without recognising this important link between 

skills recognition and training insight into skills recognition concepts and processes in the rail 

industry was not immediately apparent. 

 

In some cases it was suggested that training was more time and cost-effective than RPL or 

RCC. Findings suggested that rather than being either/or options (training or RPL/RCC), 

productive skills recognition incorporated skills recognition into training. There appeared to 

be many ways in which skills recognition and training were mutually beneficial. Assessment 

of prior learning and current competencies could be used to design more relevant, 

up-to-date and productive training programs. In some cases fast tracking or customised 
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training courses were developed for employees with existing skills. Training in skills 

recognition processes was also important for candidates, managers, assessors and all 

involved in skills recognition. Even for those employees with some experience, social, 

knowledge and organisational value was seen in their participation in training.  

 

 

6. Conclusion and suggestions for further research 

6.1 Organisational commitment to skills recognition for staff development and 

increased productivity 

tƻǘŜƴǘƛŀƭ ƛǎ ǎŜŜƴ ƛƴ ǿƻǊƪƛƴƎ ǿƛǘƘ ǘƘŜ ƳƻǊŜ ŦǳǘǳǊŜ ŦƻŎǳǎŜŘ ŎƻƴŎŜǇǘ ƻŦ Ψǎƪƛƭƭǎ ǊŜŎƻƎƴƛǘƛƻƴΩΦ 

Within rail and related industries, more sophisticated processes are being developed to map 

skills and knowledge and better target training and development. Skills recognition has utility 

in several human resource and organisational development activities such as: ΨǘŀƭŜƴǘ 

ƳŀƴŀƎŜƳŜƴǘΩΣ change management, skills audits and capacity building through professional 

development and training. 

 

Industry has moved into a period of growth requiring a greater investment in human capital 

and workforce capacity building. Organisations are under pressure to build on and make 

better use of the skills they have. The form of skills recognition required is not static but an 

ongoing process that recognises new skills as they are acquired. This requires a more 

encompassing understanding and practice of skills recognition that is embedded in human 

resource and training strategies. 

 

{ŜǾŜǊŀƭ ǘƛƳŜǎ ǿŜ ƘŜŀǊŘ ǘƘŀǘ ΨǘƘŜ ōƻǘǘƻƳ ƭƛƴŜ ƛǎ ǘƘŀǘ ǘƘŜ ǘǊŀƛƴǎ ƘŀǾŜ ǘƻ ƪŜŜǇ ǊǳƴƴƛƴƎΩ ŀƴŘ ŀǎ ŀ 

consequence planning and development of skills recognition does not tend to be a priority. 

Research and consultations suggest, however, that there is potential to develop a more 

flexible, innovative system, where pathways are made available through skills recognition 

and further training.  

 

Discussions held during this scoping study suggest the rail industry is sitting on a range of 

skills and knowledge that is currently not fully recognised in many areas and is therefore 

under-utilised. The rail workforce has a sizeable reserve of unused capacity which could be 

harnessed through more focused, relevant skills recognition research and practice. 

 

 

6.2 Where should we go from here? 

This scoping study found that the rail industry continues to face challenges in planning, 

assessing and managing skills recognition processes and that there are indeed possibilities 

for enhancing and expanding skills recognition beyond RPL and RCC processes. Findings from 

the literature and the consultations suggested that, if the rail industry is to enhance and 

expand skills recognition processes, a national skills recognition framework for rail would be 

a valuable way forward. 
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Directions for future research are presented below for further consideration. 

 

6.2.1 The need to map skills recognition within and outside the rail industry 

Interviews revealed that individuals and companies were engaged in more skills recognition 

work than they realised and showed a lack of awareness around much of the skills 

recognition practice underway. Further research is needed to map where and how skills 

recognition processes are taking place as a basis for a more thorough and wider analysis of 

the role of skills recognition in assisting organisational productivity and individual learning 

and career pathways. Further research could involve mapping of skills recognition processes 

in such areas as skills audits, competence assurance, talent management and change 

management.  

 

6.2.2 The need for a rail-specific handbƻƻƪ ƻƴ ΨƭŜŀŘƛƴƎ ǇǊŀŎǘƛŎŜΩ ǎƪƛƭƭǎ ǊŜŎƻƎƴƛǘƛƻƴ 

strategies 

Research and consultations identified a need for a comprehensive, up-to-date and 

rail-specific handbook on Ψleading practicesΩ in skills recognition. Components could include: 

 Analysis of policies and procedures which impact on quality and the management of 

risk associated with the use of skills recognition as a basis for training and development 

assessment decisions. 

 Research on the role of skills recognition in positioning the culture of rail for the 

future 

¢ƘŜ ǊŜǎŜŀǊŎƘ ǊŜǾŜŀƭŜŘ ŀ ŎƻƴŎŜǊƴ ŀōƻǳǘ ǘƘŜ ŎǳƭǘǳǊŜ ƻŦ Ǌŀƛƭ ōŜƛƴƎ ΨōŜƘƛƴŘ ǘƘŜ ǘƛƳŜǎΩ ŀƴŘ ŀ 

view that skills recognition might play a role in bringing rail up-to-date. Further research 

could consider how skills recognition might support management of the changing face 

of rail. More women, more migrant workers, and different organisational and industry 

pressures, for example, suggest a need for further developing skills recognition 

processes to reflect the different skills and knowledge now present and required in the 

rail industry.  

 Inquiry into the role of skills recognition in promoting workforce renewal 

The Australian and international literature includes a considerable number of studies on 

how RPL has been introduced to address industry decline and promote quality and 

workforce renewal in other industries such as forestry, hydro-electricity and building and 

construction (Dyson & Keating, 2005). The rail industry could benefit from a study of 

how skills recognition is currently being used, and/or could be used, to promote 

workforce renewal in rail, and what the rail industry might learn from experiences in 

skills recognition for workforce renewal in other industries.  

 Investigation into the role of technology in improving and expanding skills recognition  

Drawing on literature findings on the value of e-portfolios and the use of technology in 

skills recognition, as well as the CRC for Rail Innovation scoping study (P4.108) on the 

potential of e-learning in rail, further inquiry would be helpful into the use and potential 

use of technology in improving and expanding skills recognition in the rail industry. 
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6.2.3 The need to develop a national skills recognition framework, including 

accompanying tools 

This could include a study of national frameworks and qualifications pathways for the 

recognition of skills that have been developed in other industries (e.g. aviation, energy). Such 

a study could include consideration of what generic, elective and customised competencies 

might be included and take into account issues around state/location differences.  

 

Research to identify clearly the need to develop a more cohesive framework with training 

adapted to a national model could also be conducted. This would initially involve the 

development of a more standardised skills recognition model with improved consistency in 

rail training programs and competencies across and within all states. The study would also 

involve developing tools that are customised and could be used to enhance and standardise 

practices across rail companies. 
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Appendix A: Literature review on skills recognition in industry 

 

Why industries engage in skills recognition 

The literature identifies many reasons why industries engage in skills recognition. These 

include: 

 To improve productivity and enhance work practice (Blom et al., 2004a); 

 To develop a better qualified workforce (Blom et al., 2004a);  

 To comply with the Australian Quality Training Framework (Bowman, Clayton, 

Bateman et al., 2003);  

 To meet access and equity obligations (Bowman et al., 2004);  

 ¢ƻ ƳŜŜǘ ŎƻƳǇŀƴȅΩǎ ŎƻƳƳƛǘƳŜƴǘ ǘƻ Ǝƭƻōŀƭ ǉǳŀƭƛǘȅ ŀǎǎǳǊŀƴŎŜ ǇǊƻŎŜǎǎŜǎ ŀƴŘ Ƴŀƛƴǘŀƛƴ 

their national and international status (Blom et al., 2004a). 

 To enable employment-related gains and career development opportunities 

(Hargreaves, 2006) 

 

The recent literature also identifies a range of benefits and values skills recognition can bring 

to human resource management and training, as summarised below: 

Human resource management 

 Enables more effective and efficient utilisation of existing workforce skills 

(Hargreaves, 2006) 

 tǊƻǾƛŘŜǎ ŜƳǇƭƻȅŜǊǎ ǿƛǘƘ ΨŎƭŜŀǊ ƛƴŘƛŎŀǘƛƻƴǎ ƻŦ ŜȄƛǎǘƛƴƎ ǎƪƛƭƭ ǎŜǘǎΩ ŀƴŘ ΨǘƘŜ ƻǇǇƻǊǘǳƴƛǘȅ 

ǘƻ ƳŀȄƛƳƛǎŜ ŜƳǇƭƻȅŜŜ ǇƻǘŜƴǘƛŀƭΩ ŀǎ ǿŜƭƭ ŀǎ ǎǳǇǇƻǊǘƛƴƎ ΨǘƘŜ ƛƳǇƭŜƳŜƴǘŀǘƛƻƴ ƻŦ 

ǿƻǊƪǇƭŀŎŜ ŎƘŀƴƎŜΩ ό.ƭƻƳ Ŝǘ ŀƭΦΣ нллпa, p.3) 

 ΨƛŘŜƴǘƛŦƛŜŘ ōȅ ǎǘŀƪŜƘƻƭŘŜǊǎ ŀǎ ŀ powerful tool for bringing people into the learning 

system - ƛǘ ǊŜŀǎǎǳǊŜǎ ǘƘŜƳ ǘƘŜȅ ŘƻƴΩǘ ƘŀǾŜ ǘƻ ǎǘŀǊǘ ŦǊƻƳ ǎŎǊŀǘŎƘ ŀƴŘ ǘƘŀǘ ǘƘŜ ǎƪƛƭƭǎ 

ǘƘŜȅ ŀƭǊŜŀŘȅ ƘŀǾŜ ŀǊŜ ǾŀƭǳŀōƭŜΦΩ ό!b¢! нлллΣ ǇΦфоύ / encourages a learning culture 

(Hargreaves, 2006; Smith, A. 2004) 

 Leads to a better qualified workforce (Hargreaves, 2006; Blom et al., 2004a) 

 Can boost employee confidence, self-esteem and motivation (Hargreaves, 2006; 

Smith, L., 2004) 

 Can meet industry licensing arrangements (Hargreaves, 2006) 

 Can provide valuable insight into the potential contribution of various employees to 

industry (Smith, L., 2004) 

 

Training 

 Can identify skills gaps and avoid unnecessary training (Dyson & Keating, 2005; Blom 

et al., 2004a); 

 Can make training more cost efficient and relevant (Blom et al., 2004a);  

 Better targeted training through identification of skills gaps, strengths and 

weaknesses (Blom et al, 2004a; Dyson & Keating, 2005);  

 Saves time for employers and employees as training for prior learning and current 

knowledge need not be repeated (Hargreaves, 2006)  
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 Enables fast-tracking to recognised qualifications (Hargreaves, 2006) 

 Provides a sound basis for training needs analysis and is a powerful process for 

career planning (Hargreaves, 2006; Smith, A., 2004) 

 Can facilitate the growth of learner-centred training programs (Smith, L., 2004) 

 Is of value not only for the advanced standing it can offer towards a qualification, 

but also for the information gained through the process itself (Smith, L., 2004). 

 

Limitations of current RPL and RCC: perceptions and practices 

Recent research noted a range of factors inhibiting the effective function of skills recognition 

processes in rail and industry more broadly. These include a lack of clarity and awareness 

about what skills recognition is, how to access it and how it works, uncertainty around the 

value of RPL and RCC processes, various problems with assessing skills recognition and 

concerns around time, funding and access. Key points are outlined below.  

 

Lack of clarity and awareness 

 ̧ Lack of awareness of RPL and RCC (Smith & Clayton, 2009).  

 ̧ Lack of awareness of availability of RPL and RCC (Blom et al., 2004a; Bowman et al., 

2003) 

 ̧ EmployersΩ lack understanding of support for RPL within industries (Blom et al., 2004a) 

 ̧ Lack of clarity around the relationship between the institution and the applicant (Smith 

& Clayton, 2009) 

 ̧ Language used to promoting skills recognition lacks clarity (Blom et al, 2004a, b, p.3; 

Smith & Clayton, 2009)  

 ̧ RPL/RCC processes seen as difficult and complex (Blom et al., 2004a, b, Bowman et al., 

2003; Smith & Clayton, 2009)  

 

Assessment problems 

 ̧ Inconsistencies in assessment (Hargreaves, 2006) 

 ̧ ! ǘŜƴǎƛƻƴ ōŜǘǿŜŜƴ ΨŎƻƳǇƭƛŀƴŎŜ ŀƴŘ ŎǊŜŀǘƛǾƛǘȅΩ ƛƴ wt[ ŀƴŘ ŎƻƴŎŜǊƴ ŀōƻǳǘ ǘƘŜ ŀōƛƭƛǘȅ ƻŦ 

RPL/RCC assessors to make suitable judgments (Mitchell & Gronold, 2009, p.1)  

 ̧ ΨThe focus of audit with respect to assessment for RPL is seen to be inappropriate and to 

ŘŜǾŀƭǳŜ ΨǇǊƻŦŜǎǎƛƻƴŀƭ ƧǳŘƎƳŜƴǘΩΣ ǿƘƛŎƘ ƛǎ ŎƻƴǎƛŘŜǊŜŘ ǘƘŜ Ƴƻǎǘ ǇƻǿŜǊŦǳƭ ŀǎǎŜǎǎƳŜƴǘ 

ǇǊƻŎŜǎǎ ŦƻǊ wt[ ǇǳǊǇƻǎŜǎΦΩ ό{ƳƛǘƘΣ L., 2004, p.24) 

 ̧ Concern that the move to electronic record keeping will make validating experience 

more difficult (Smith, L., 2004) 

 ̧ Existing RPL practice makes limited use of technology, that the adoption of technology 

in RTOs was impeded and that jurisdictional differences existed between RPL systems 

and ǇǊƻŎŜǎǎŜǎΦΩ ό.ƻȅƭŜΣ нллфΣ ǇΦуΤ aŀǎƻƴΣ tŜǊǊȅ ϧ wŀŘŦƻǊŘΣ нллт). 

 

Time concerns 

 ̧ RPL/RCC processes seen as time consuming (Smith & Clayton, 2009) 

 ̧ Collecting evidence seen as time consuming (Blom et al., 2004a) 

 ̧ Considerable paperwork required to fulfill AQTF requirements (Hargreaves, 2006). 
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Funding concerns 

 ̧ Cost of RPL provision is a deterrent (Bowman et al., 2003). More specifically, 

administrative costs deter employees and employers, and hinder access of 

disadvantaged persons. (Smith, L., 2004) 

 ̧ Uneven funding arrangements (note that since 2006 efforts have been made to address 

funding disincentives (Hargreaves, 2006; Bowman et al., 2003). 

 

Uncertain value of RPL/RCC  

 ̧ Concern that RPL qualifications will not equal formal training qualifications (Hargreaves, 

2006) 

 ̧ /ƻƴŎŜǊƴ ŀōƻǳǘ ǘƘŜ ΨǎƘŜƭŦ-ƭƛŦŜΩ ƻŦ ŜȄǇŜǊƛŜƴŎŜ ŀƴŘ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎ ǳƴŘŜǊ ǊŜŎƻƎƴƛǘƛƻƴ ŀǎ 

formally acquired skills may no longer meet industry standards (Smith, L., 2004; 

Hargreaves, 2006) 

 ̧ RPL/RCC considered higher risk than formal training (Hargreaves, 2006) 

 ̧ tǊƻōƭŜƳǎ ǿƛǘƘ ΨǘǊŀƴǎƭŀǘƛƻƴΩ όǇǊƻŎŜǎǎ ƻŦ ŎƻƴǾŜǊǘƛƴƎ ǘƘŜ ǎƪƛƭƭǎ ŀƴŘ ƪƴƻǿƭŜŘƎŜ ŀŎǉǳƛǊŜŘ 

ƛƴǘƻ ǘƘŜ ǎǘŀƴŘŀǊŘǎ ŎƻŘŜǎ ǊŜǉǳƛǊŜŘ ōȅ ŀŎŎǊŜŘƛǘƛƴƎ ōƻŘƛŜǎύΦ Ψwt[ ŀǇǇƭƛŎŀƴǘǎ ŀǊŜ ǊŜǉǳƛǊŜŘ ǘƻ 

translate highly contextualised life and work experience into knowledge, which is 

expressed in the general and de-contextualised language of institutions of formal 

learning (Davison 1996; Wheelahan Ŝǘ ŀƭΦ нллоύΦΩ ό/ŀƳŜǊƻƴ ϧ aƛƭƭŜǊΣ нллуΣ ǇΦсύ 

 ̧ Training may be considered preferable to RPL by employees (to ensure employees have 

required skills) and employers (for learning experience and social opportunities) in 

some cases (Hargreaves, 2006). 

 

Access issues 

 ̧ RPL has been accessed mainly by people seeking higher levels qualifications rather than 

those who face barriers to accessing formal education (Dyson & Keating, 2005)  

 ̧ Established workers with significant educational capital are most likely to access RPL 

(Cameron, 2006). RPL access among priority groups such as migrants and Indigenous 

workers is in many cases lower than that of more established and experienced workers 

(Bowman et al. 2003; Hargreaves, 2006; Dyson & Keating, 2005) Ψ¢ƘŜ ōŀǊǊƛŜǊǎ Ŏŀƴ ōŜ 

ƛƴǎǘƛǘǳǘƛƻƴŀƭΣ ŎƻƴŎŜǇǘǳŀƭΣ ƻǊƎŀƴƛǎŀǘƛƻƴŀƭΣ ŎǳƭǘǳǊŀƭ ŀƴŘ ƛƴŘƛǾƛŘǳŀƭΦΩ ό5ȅǎƻƴ ϧ YŜŀǘƛƴƎΣ нллрΣ 

p.ix)   

 ̧ The dominant outcome focused, credentialing model of RPL practiced in Australia over 

ǊŜŎŜƴǘ ȅŜŀǊǎ ƛǎ ΨōŀǎŜŘ ƻƴ ŀ ǎŜǘ ƻŦ ŀǎǎǳƳǇǘƛƻƴǎ ŀƴŘ ŀ ǾŀƭǳŜ ǎȅǎǘŜƳ ƻŦ ƪƴƻǿƭŜŘƎŜ ǿƘƛŎƘ 

devalues informal and non-ŦƻǊƳŀƭ ƭŜŀǊƴƛƴƎΩ ŀƴŘ ƛǎ ƴƻǘ ŎƻƴǎƛŘŜǊŜŘ ŀŘŜǉǳŀǘŜƭȅ ǊŜƭŜǾŀƴǘ ǘƻ 

disadvanǘŀƎŜŘ ƎǊƻǳǇǎ ό/ŀƳŜǊƻƴΣ нллпΤ /ŀƳŜǊƻƴ ϧ aƛƭƭŜǊΣ нллпύΩ ό/ŀƳŜǊƻƴ ϧ aƛƭƭŜǊΣ 

2008, p.6).  

 

Addressing barriers to skills recognition provision 

The literature informs on a number of strategies that have been developed through industry 

experience to overcome barriers to successful RPL and RCC. These are summarised below: 

 

Clarity and awareness 

 ̧ Workers clear on the role and purpose of RPL (Hargreaves, 2006) 
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 ̧ Rigorous RPL process promoted in such a way that participants ΨŎŀƴ ǎŜŜ ǿƘŜǊŜ ǘƘŜƛǊ 

learning fits within the ǎȅǎǘŜƳ ǘƘŀǘ ǘƘŜȅ ŀǊŜ ƘƻǇƛƴƎ ǘƻ ǇŜƴŜǘǊŀǘŜΩ ό5ȅǎƻƴ ϧ YŜŀǘƛƴƎΣ 

2005, p.63; Hargreaves, 2006).  

 ̧ RPL process and supporting information clear and concise (Smith, L., 2004, Smith & 

Clayton, 2009)  

 ̧ RPL materials revised with significant input from those who have been through the RPL 

process (Smith & Clayton, 2009). 

 

Time concerns 

 ̧ Sufficient time allowed to collect evidence (Dyson & Keating, 2005) 

 ̧ Only necessary documentary evidence collected and evidence not limited to 

documentation (Hargreaves, 2006; Dyson & Keating, 2005). 

 

Management of process 

 ̧ Data about the process and its implementation collected at all stages (Dyson & Keating, 

2005) 

 ̧ Management recognise value of RPL as industry development tool and make resources 

available; Unions assist in shaping and promoting RPL (Dyson & Keating, 2005) 

 ̧ Contextualised skills recognition process that recognises prior, current and developing 

workforce skills and knowledge designed and applied with a compatible registered 

training organisation and close links with the RTO to ensure industry needs are met 

(Hargreaves, 2006). 

 ̧ Industry involved in development and validation (Dyson & Keating, 2005) 

 ̧ Infrastructure established for training and registration of assessors (Dyson & Keating, 

2005) 

 ̧ Approach tailored to suit local and industry context (no one size fits all) (Hargreaves, 

2006; Dyson & Keating, 2005) 

 ̧ Productive and strong links between industry and the education and training sector 

(Dyson & Keating, 2005) 

 ̧ Unions, management and candidates participate in process review (Dyson & Keating, 

2005; Hargreaves, 2006). 

 

Access 

 ̧ Barriers to RPL/RCC considered and addressed (Hargreaves, 2006) 

 ̧ Options for addressing skills gaps and counselling made available (Dyson & Keating, 

2005) 

 ̧ Skills not related to benchmarks acknowledged (Dyson & Keating, 2005)  

 ̧ Those seeking skills recognition provided with support to identify skills and carry out 

RPL process through such channels as mentoring, peer support, personal development, 

self esteem and computing workshops, telephone advice, access to career guidance and 

counseling and training packs) (Blom et al., 2004a; Hargreaves, 2006; Dyson & Keating, 

2005; Cameron, 2005) 

 ̧ Access to trained mentors and assessors, who support RPL and are highly regarded in 

their fields, and who have high-level interpersonal skills (Smith & Clayton, 2009). 
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 ̧ Benchmarks that allow the candidates some extent of success developed and used; fair, 

valid and flexible assessment processes in place (Hargreaves, 2006) 

 ̧ RPL made voluntary (Hargreaves, 2006) 

 ̧ ΨActive encouragement of RPL as part of an integrated planning and career progression 

pathway (Hargreaves, 2006) 

 ̧ Avenues for appeal made available (Dyson & Keating, 2005). 

 

Assessment 

 ̧ Improving the competence and judgments of RPL/RCC assessors through confidence 

building and improved mentoring (Mitchell & Gronold, 2009). 

 ̧ Holistic assessment used to reflect how skills and knowledge are applied in the 

workplace (Dyson & Keating, 2005) 

 ̧ Post-assessment fair, equitable, carefully planned and negotiated (Hargreaves, 2006) 

 ̧ Assessment decisions and reasons for decisions given as soon as possible (Hargreaves, 

2006)  

 ̧ A mentoring process is adopted for RPL assessment, enabling assessors to develop 

ΨŎǳǎǘƻƳƛǎŜŘ ƘŜƭǇƛƴƎ ǎǘǊŀǘŜƎƛŜǎ ǘƻ ǎǳƛǘ ǘƘŜ ƴŜŜŘǎ ƻŦ ƳŜƴǘŜŜǎΩΣ ǎǳŎƘ ŀǎ ŀǎǎƛǎǘƛƴƎ ƳŜƴǘŜŜǎ 

with networkinƎ ŀƴŘ ŎƻŀŎƘƛƴƎ ƳŜƴǘŜŜǎ ƛƴ ǘƘŜ ǳǎŜ ƻŦ ǎǇŜŎƛŦƛŎ ǘŜŎƘƴƛǉǳŜǎΦΩ tǳǘǘƛƴƎ ŀ 

ǎǘǊǳŎǘǳǊŜ ŀƴŘ ŀ ŦǊŀƳŜǿƻǊƪΩ ǘƻ ǘƘŜ ƳŜƴǘƻǊƛƴƎ ǇǊƻŎŜǎǎ ǿŀǎ ƴƻǘŜŘ ŀǎ ƛƳǇƻǊǘŀƴǘ όaƛǘŎƘŜƭƭ 

& Gronold, 2009, pp.11-12). 

 

Overview of key findings and emerging issues in the skills recognition literature 

Extent of RPL practice and impact 

A number of studies highlight the diversity of RPL underway, suggesting that RPL is a 

significant and enduring feature of workplace and vocational training (Bowman et al. 2003; 

Smith, A., 2004; Dyson & Keating, 2005; Hargreaves, 2006). At the same time, some studies 

propose that the promised potential of RPL to recognise the life and work experience of 

those whose learning has taken place outside of formal education and training institutions 

has not been met (Cameron & Miller 2004; Hargreaves, 2006). 

 

Workforce renewal 

There are various case studies of how RPL has been introduced to address industry decline 

and promote quality and workforce renewal (forestry in Australia, hydro-electricity in 

Canada, building and construction in New Zealand) (Dyson & Keating, 2005, ix). 

 

Learning pathways in rail 

Inquiry into skills recognition in rail has revealed an important relationship between skills 

recognition processes and pathways to further learning. The findings of Alaak & YǿƻƴƎΩǎ 

2002 research (cited in Transport and Logistics Centre, 2005) on railway learning pathways 

included that: the VET sector has had limited involvement in rail industry training with few 

railway operations courses offered in Australian universities at undergraduate or higher 

levels. While competencies and national curriculum have been developed for such areas as 

railway operation and ciǾƛƭ ƛƴŦǊŀǎǘǊǳŎǘǳǊŜΩ ό¢ǊŀƴǎǇƻǊǘ ŀƴŘ Logistics Centre, 2005, p.3) there 

was a lack of formal pathways for employees within the rail industry to further their skills 
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ŀƴŘ ƻōǘŀƛƴ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎ ōŜȅƻƴŘ !vC п ƭŜǾŜƭ ŀƴŘ ǎŜŜƴ ǘƻ ōŜ ŀ ƴŜŜŘ ŦƻǊ ΨƭƻƴƎ-term workforce 

planning for ǘƘŜ Ǌŀƛƭ ƛƴŘǳǎǘǊȅΩ ό¢ǊŀƴǎǇƻǊǘ ŀƴŘ Logistics Centre, 2005, p.3). 

 

Equity concerns ς women, non-English speaking background, older workers, and disabled 

workers 

Continuing interest in meeting access and equity obligations was identified as key drivers of 

RPL by Bowman et al. (2003). A number of research studies have however indicated concerns 

around skills recognition and equity issues. Hargreaves (2006) reported that many people 

from equity groups, even when eligible to apply for RPL, prefer the social and educational 

advantages of participating in training programs. Cameron (2004) suggested those who are 

established in the workforce and already able to draw on substantial educational capital are 

most likely to access RPL and that RPL is less relevant to those who have not engaged in 

formal learning for some time.  

 

The literature notes that equity groups are less likely to take up RPL or RCC and that current 

skills recognition processes are not necessarily meeting social justice principles (Cameron & 

Miller, 2008). According to Cameron and Miller όнллуΣ ǇΦрύΣ Ψ/ǳǊǊŜƴǘ Ŝǉǳƛǘȅ ǇƻƭƛŎƛŜǎ ŀƴŘ 

practices, paradigmatic issues around different forms of learning and knowledge and how 

this impacts on the operationalisation of RPL, lack of awareness of RPL to a large section of 

the community and the levels of cultural capital needed to engage with RPL, have all been 

identifiŜŘ ŀǎ ŎƻƴǘǊƛōǳǘƛƴƎ ǘƻ ǘƘƛǎ ǊŜǎŜŀǊŎƘ ƛǎǎǳŜΦΩ  

 

Equity concerns - Indigenous groups 

Little research specifically addresses the situation and use of skills recognition process with 

Indigenous groups. Exceptions are the work of Boyle (2009), Boyle and Wallace (2008) and 

Eagles, Woodward. Pope et al. (2005). According to Kemmis, Atkinson, Brennan and Atkinson 

(2004) and Boyle (2009), Indigenous persons access RPL and RCC at rates lower than 

non-Indigenous persons. Reasons given for these lower rates include ΨŎumbersome and 

time-consuming procedures, lack of flexibility (timing and location), and poor attention to 

the cultural appropriateness of strategies and models of engagement on offerΩ (Boyle, 2009, 

p.8). 

 

Boyle (2009) has explored the potential use of electronic use for skills recognition with 

Indigenous communities in central Australia and offered insight into the use of Recognition 

of Prior Learning, Recognition of Current Competency, Employability Skills and e-portfolio 

software with Indigenous participants. She proposes a portfolio approach to skills 

ǊŜŎƻƎƴƛǘƛƻƴ Ŏŀƴ ƭŜŀŘ ǘƻ ΨƛƳǇǊƻǾŜŘ ƛƴŘǳǎǘǊȅ ŜƴƎŀƎŜƳŜƴǘ ƛƴ ƎŀǇ-analysis and training 

ƴŜƎƻǘƛŀǘƛƻƴΩ ό.ƻȅƭŜΣ нллфΣ ǇΦнύΦ  

 

Eagles et al. (2005, p.1) notes how experienced and knowledgeable indigenous workers can 

face challenges in undergoing RPL processes due to such factors as not necessarily having 

the required documents such as certificates and logbooks to evidence competency, noting 

that ΨǘƘŜǎŜ ǿƻǊƪŜǊǎ ǇǊŜŦŜǊǊŜŘ ǘƻ ŘŜƳƻƴǎǘǊŀǘŜ ǘƘŜƛǊ ƪƴƻǿƭŜŘƎŜ ƻǊŀƭƭȅΣ ǘƘǊƻǳƎƘ Řƛǎcussion, 

ŎƻƴǾŜǊǎŀǘƛƻƴ ŀƴŘκƻǊ ƴŀǊǊŀǘƛǾŜΦΩ 
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Skilled migration and RPL 

¢ƘŜ ƭƛǘŜǊŀǘǳǊŜ ƛŘŜƴǘƛŦƛŜǎ Ψƛƴƛǘƛŀƭ ŘƻǿƴǿŀǊŘ ƻŎŎǳǇŀǘƛƻƴŀƭ Ƴƻōƛƭƛǘȅ ŀƳƻƴƎ ƛƳƳƛƎǊŀƴǘǎΩ ǿƘƛŎƘ 

leads to a wastage of skills (Shah & Burke, 2005, p.1). Significant differences between 

!ǳǎǘǊŀƭƛŀΩs occupational conventions and health and safety requirements and those of the 

home countries of migrants can lead to the loss of skills benefits of migrants. Lack of 

everyday and/or specialised technical English skills can also be a significant impediment 

(Saunders, 2008, p.11). Migrant skills wastage can be reduced by providing new migrants 

ǿƛǘƘ ΨŀǇǇǊƻǇǊƛŀǘŜ ǇǊƻƎǊŀƳǎ ŦƻǊ ǊŜŎƻƎƴƛǎƛƴƎ ǇǊŜǾƛƻǳǎƭȅ ŀŎǉǳƛǊŜŘ ǉǳŀƭƛŦƛŎŀǘƛƻƴǎ ŀƴŘ 

ƻŎŎǳǇŀǘƛƻƴŀƭ ƭƛŎŜƴǎŜǎΩ ŀƴŘ ΨǳǇŘŀǘƛƴƎ ƻŎŎǳǇŀǘƛƻƴ-specƛŦƛŎ ǎƪƛƭƭǎΩ ό{ƘŀƘ ϧ .ǳǊƪŜΣ нллр, p.1). 

 

New models 

The literature includes a number of new models responding to current challenges and 

opportunities in RPL (see Cameron & Miller, 2008; Garnett, Portwood & Costley, 2004). 

Cameron and aƛƭƭŜǊ όнллуΣ ǇΦсύ ǇǊƻǇƻǎŜ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻŦ ŀ ΨƳƻŘŜƭ of RPL underpinned by 

a person orienǘŜŘ ƘǳƳŀƴƛǎǘ ƛŘŜƻƭƻƎȅΩ ǘƘŀǘ views learning as a valuable process in itself and 

includes reflection, transformation and self direction. The model embeds principles of equity 

with the role of the facilitator or learning mentor being crucialΩ ό/ŀƳŜǊƻƴ ϧ aƛƭƭŜǊΣ нллуΣ 

p.6). 

 

Call for engagement in theoretical analysis 

{ƳƛǘƘ όнллуύ ǎǳƎƎŜǎǘǎ ǘƘŜ ŎƻƴǾŜƴǘƛƻƴǎ ƎƻǾŜǊƴƛƴƎ ǘƘŜ ƎŜƴŜǊŀƭ ǊŜǇƻǊǘƛƴƎ ƻŦ wt[ ǊŜǎŜŀǊŎƘ Ψdo 

not encourage engagement in theoretical analyses that might inform our understanding of, 

for example, how entrenched systemic ways of being tend to capture and remould new 

entities, such as RPL, to fit ŜȄƛǎǘƛƴƎ ǊŜƎƛƳŜǎΩ όp.3). 

 

Among the recent literature there are, however, different perspectives on RPL drawing on 

insights from postmodernism, feminism and socio-cultural perspectives (see Andersson & 

Harris нллсΤ CŜƴǿƛŎƪΣ нллсΤ !ƴŘŜǊǎǎƻƴ ϧ hǎƳŀƴΣ нллуΣ /ŀƳŜǊƻƴΣ нллсύ ŀƴŘ ǘŀƪƛƴƎ ǳǇ ΨƴŜǿ 

ǎǘŀǊǘƛƴƎ ǇƻƛƴǘǎΩ ƻŦ ǘƘŜƻǊŜǘical analysis (Cameron, 2006). Andersson and Guo (2009), for 

exaƳǇƭŜΣ ŘǊŀǿ ŦǊƻƳ CƻǳŎŀǳƭǘΩǎ ŎƻƴŎŜǇǘ ƻŦ ƎƻǾŜǊƴƳŜƴǘŀƭƛǘȅ ǘƻ ŜȄǇƭƻǊŜ ǘƘŜ ŜȄŎƭǳŘƛƴƎ ŀƴŘ 

ŘƛǾƛŘƛƴƎ ǇǊŀŎǘƛŎŜǎ ƻŦ wt[Φ /ŀƳŜǊƻƴ όнллсύ ŜȄǇƭƻǊŜǎ .ŜǊƴǎǘŜƛƴΩǎ ǘƘŜƻǊȅ ƻŦ ǇŜŘŀƎƻƎȅΣ ǎȅƳōƻƭƛŎ 

ŎƻƴǘǊƻƭ ŀƴŘ ƛŘŜƴǘƛǘȅ ƛƴ ŀƴ ŀǘǘŜƳǇǘ ǘƻ ƭƛƴƪ ΨƳƛŎǊƻ-educational processes to macro-sociological 

ƭŜǾŜƭǎ ƻŦ ǎƻŎƛŀƭ ǎǘǊǳŎǘǳǊŜΣ Ŏƭŀǎǎ ŀƴŘ ǇƻǿŜǊ ǊŜƭŀǘƛƻƴǎΩ ŀƴŘ ǇǊƻǾƛŘŜ ƛƴǎƛƎƘǘ ƛƴǘƻ wt[ ŀƴŘ 

disengagement (p.135). 

 

Gaps identified in current research 

 Although there are a number of existing studies on skills recognition in Australia, the 

majority have focused on its application in education and training sectors and there is a 

lack of literature on skills recognition within industrial settings (Blom et al., 2004a, p.9).  

 There is less literature focused on RPL in the workplace (as distinct from RPL in higher 

education) and less still on RPL within enterprise based training environments (Blom et 

al., 2004b, p.2) or specific industries such as rail.  

 ¢ƘŜǊŜ ŀǊŜ ŦŜǿ ΨǇǳōƭƛǎƘŜŘ ǎǘǳŘƛŜǎ ƻŦ wt[ ǿƘƛŎƘ ŜȄǇƭƻǊŜ ǘƘŜ ǎƻŎƛŀƭΣ ŜŎƻƴƻƳƛŎ ŀƴŘ ǇƻƭƛǘƛŎŀƭ 
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conditions under which it developed in Australia, and the form it has taken as a 

ŎƻƴǎŜǉǳŜƴŎŜΩ ό{ƳƛǘƘΣ нллуΣ ǇΦпύΦ 

 ¢ƘŜǊŜ ƛǎ ŀ ƭŀŎƪ ƻŦ ΨŜƳǇƛǊƛŎŀƭ ǎǘǳŘƛŜǎ ǿƘƛŎƘ ŀƴŀƭȅǎŜ ǘƘŜ ǿŀȅ wt[ ǇǊŀŎǘƛŎŜ ƛǎ ŎƻƴǎǘǊǳŎǘŜŘ ƛƴ 

a competency-based assessment regime, or which analyse the epistemological and 

ǇŜŘŀƎƻƎƛŎŀƭ ǊŜƭŀǘƛƻƴǎ ƻŦ wt[ ƛƴ !ǳǎǘǊŀƭƛŀΩ ό{ƳƛǘƘΣ нллуΣ ǇΦоύΦ 

 ¢ƘŜǊŜ ƛǎ ŀ ƭŀŎƪ ƻŦ ŎƻƴǎƛŘŜǊŀǘƛƻƴ ƻŦ Ψwt[ ŀǎ ŜƳōƻŘƛŜŘ ǇǊŀŎǘƛŎŜ ǘƘŀǘ ǿƻǊƪǎ όŀƴŘ ǇŜǊƘŀǇǎ 

struggles) within the constraints of an enterprise and an RTO and their respective (and 

not ƴŜŎŜǎǎŀǊƛƭȅ ŎƻƳǇƭŜƳŜƴǘŀǊȅύ ŘŜƳŀƴŘǎΩΦ ¢Ƙƛǎ Ŏŀƭƭǎ ŦƻǊ Ψŀƴ ŀŘŘƛǘƛƻƴŀƭ ŦƻǊƳ ƻŦ ǊŜǎŜŀǊŎƘ 

which includes ethnographic studies located in the micro-worlds of particular RPL 

ŜƴŀŎǘƳŜƴǘǎΩ ό{ƳƛǘƘΣ нллуΣ ǇΦмлύΦ 

 RPL has been under-theorised and the valuing of knowledƎŜ ǿƛǘƘƛƴ wt[ ΨƴŀǘǳǊŀƭƛǎŜŘ ŀǎ 

ǳƴǇǊƻōƭŜƳŀǘƛŎΩ ό!ƴŘŜǊǎǎƻƴ ϧ IŀǊǊƛǎΣ нллсΤ IŀǊǊƛǎΣ нллсΤ {ƳƛǘƘΣ нллуύΦ 

 wt[ Ƙŀǎ ǊŀǊŜƭȅ ōŜŜƴ ŀŎŎƻǳƴǘŜŘ ŦƻǊ Ψŀǎ ǇǊŀŎǘƛŎŜ ŀƴŘ ŀǎ ŀ ŘŜǾƛŎŜ ƛƳǇƭƛŎŀǘŜŘ ƛƴ ǘƘŜ ǇƻƭƛǘƛŎŀƭ 

ǊŜƭŀǘƛƻƴǎ ƻŦ !ǳǎǘǊŀƭƛŀƴ ±9¢Ω ό{ƳƛǘƘΣ нллуύΦ 

 Ψ¢ƘŜ ǎǳōǎǘŀƴǘƛŀƭ Ŏƻƭƭection of research material provides ample data on what RPL is, 

where it happens and how much of it happens. Now we need to take up a new research 

challenge: to find out and communicate about how wt[ ǿƻǊƪǎΦΩ ό{ƳƛǘƘΣ нллуΣ ǇΦмлύ. 

 There is limited research on the experiences of those who have sought to have the skills 

they acquired through non-formal or informal learning recognised (Smith & Clayton, 

2009). 

 There appears to be limited research inquiring into the situation and potential of skills 

recognition for specific equity groups such as women, people with disabilities and 

Indigenous groups. 

 [ƛƳƛǘŜŘ ƛƴǎƛƎƘǘ ƛƴǘƻ Ψhow knowledge is understood, valued and viewed by the 

stakeholders in the RPL process: whether cohorts of people, especially those whose 

skills are derived from workplace and life experience, suffer disadvantage because they 

do not know how to ǎǳŎŎŜǎǎŦǳƭƭȅ ŜƴƎŀƎŜ ǿƛǘƘ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴǎ ǘƘŀǘ ŀǿŀǊŘ ŎǊŜŘŜƴǘƛŀƭǎΩ 

(Dyson & Keating, 2005, p.63). 

 Ψ! ƭƛƳƛǘƛƴƎ ǇŜǊŎŜǇǘƛƻƴ ǘƘŀǘ wt[ ƛǎ Ƨǳǎǘ ŀƴƻǘƘŜǊ ŦƻǊƳ ƻŦ ŀǎǎŜǎǎƳŜƴǘΩ ǿƘƛŎƘ Ƙŀǎ ƭŜŘ ǘƻ Ψŀ 

ƭƛƳƛǘŜŘ ŦƻŎǳǎ ƻƴ ǇǊƻŎŜŘǳǊŀƭ ƛǎǎǳŜǎΩ ǿƘŜƴ ŀǘǘŜƳǇǘƛƴƎ ǘƻ ŀŘŘǊŜǎǎ wt[Ωǎ ƭŀŎƪ ƻŦ ǎǳŎŎŜǎǎ ƛƴ 

facilitating social inclusion (Cameron, 2006, p.135). 

 ! ƴŜŜŘ ŦƻǊ ƭƛŦŜƭƻƴƎ ƭŜŀǊƴƛƴƎ ǇŜŘŀƎƻƎƛŜǎ ǘƘŀǘ ΨŦƻŎǳǎ ƻƴ ƭŜŀǊƴŜǊǎ ŎǳǊǊŜƴǘ ƴŜŜŘǎ ŀƴŘ 

circumstances, the importance of relevancy, viewing learners from a holistic viewpoint, 

ƛƴǾŜǎǘƛƎŀǘƛƴƎ Ǉŀǎǘ ƭŜŀǊƴƛƴƎ ǘǊŀƧŜŎǘƻǊƛŜǎ ŀƴŘ ŎǳǊǊŜƴǘ ŀƴŘ ǇƻǎǎƛōƭŜ ΨƭŜŀǊƴŜǊ ƛŘŜƴǘƛǘƛŜǎΩ 

(Cameron & Miller, 2008, p.3). 

 Research on RPL could go further in informing practice ƛŦ ΨǘƘŜ ǇǊŀŎǘƛǘƛƻƴŜǊǎΩ were 

ŜƴŀōƭŜŘ Ψǘƻ ŜƴƎŀƎŜ ƛƴ ǊŜǎŜŀǊŎƘ ƻƴ ǘƘŜƛǊ ǇǊŀŎǘƛŎŜΣ ŀƴŘ ǘƘŀǘ ƻŦ ǘƘŜƛǊ ǇŜŜǊǎΣ ƛƴ ǘƘŜƛǊ ƻǿƴ 

ǿƻǊƪǇƭŀŎŜǎΚΩ ό{ƳƛǘƘΣ нллуΣ ǇΦмлύΦ 
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Appendix B:  Interview questions 

1. Introductory questions 

a) Can you brief me on your role in your company? 

b) What is your understanding of skills recognition? (RPL/RCC) 

c) In what way is skills recognition relevant to your work? 

d) What training is currently available in/through your company? Who provides the training? 

How is it conducted? 

2. General questions 

a) In what ways is skills recognition (RPL/RCC) promoted/marketed in your company? How 

effective is this promotion?  

b) In what way is skills recognition (RPL/RCC) currently practised in your company? How 

effective are these skills recognition processes? 

c)  Are you aware of state differences in skills recognition (RPL)? How do these affect 

productivity?  

d) Are you aware of how any other sectors (e.g. aviation) deal with skills recognition (RPL)? 

How does this compare with skills recognition (RPL) in your company? 

e) Do you think there is potential to learn from others or collaborate on projects? In what 

ways? 

f) Is guidance/coaching (mentoring) used in your skills recognition (RPL) process? If so, how? 

Do you think it could play a useful role? 

3. Equity 

a) What groups in your company benefit more from skills recognition? (e.g. skilled migrants, 

women, people with disabilities, Indigenous workers, older workers) 

b) What groups in your company benefit less? What do you think could be done to make 

skills recognition more equitable for these groups? 

c) Do skills recognition processes vary across different occupational levels? (e.g. new entrants, 

middle level staff, supervisors, managers) 

d) Do skills recognition processes vary across sectors? (e.g. drivers, engineers, admin. staff) 

e) Do you have an RPL process for migrant workers and, if so, what does it involve? 

f) What do you see as the main areas of assistance required to enable migrants to benefit 

from skills recognition (RPL)? 

4. Competency framework and qualification pathway  

a) Do you think the rail industry could benefit from a new framework and 

qualification pathway? If so, how? 
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рΦ {ǘǊŀǘŜƎƛŎ ǊŜŎƻƳƳŜƴŘŀǘƛƻƴǎ ƻŦ ǘƘŜ !w!Ωǎ όнллуύ A Rail Revolution.  

a) What role, if any, do you think skills recognition (RPL) might have in:  

(i) positioning the culture of rail for the future? 

(ii) increasing the pool of workers attracted to the industry? 

(iii) retaining experienced staff and the knowledge they hold? 

(iv) establishing more effective migration arrangements? 

(v) building new employment and training? 

(vi) introducing more flexible and innovative work practices? 

(vii) ensuring a consistent industry approach to skills development? 

(viii) collecting valid workforce planning information? 

(ix) conducting regular stakeholder communication regarding workforce risks and 

strategies? 

6. Wrapping up 

a) Do you think there is potential for expanding or enhancing RPL in your company? If so, 

what do you think needs to be done? 

b) Is there anything else you would like to mention with regard to skills recognition (RPL) in 

the rail industry? 
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Appendix C:  RPL/RCC application and assessment process 
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Appendix D:  Types of evidence required by participating companies 

 

Evidence required Examples 

Documentation of 
formal education 

 ̧ Previous qualifications/certificates, diplomas, statement of 
attendance/attainment or results from relevant courses of study 

 ̧ Learning outcomes, content details and results of previous study 

Evidence of work 
performance 

 ̧ Observation of relevant work tasks 
 ̧ References, letters, statements from employers or associates 
 ̧ Documentation of work project outcomes/ work records/ 

examples of work products 
 ̧ Reports from supervisors, managers or trainers 
 ̧ Position description outlining job tasks and accountabilities 
 ̧ Third party testimonials/reports/ business statement from 

customers and associates 
 ̧ Records of workplace training 
 ̧ Documentation of work assignments or projects 

Evidence of 
informal, 
non-formal and life 
experience 

 ̧ Applicants self assessment/personal assessment 
 ̧ Confirmation of relevant community, unpaid or volunteer 

experience 
 ̧ Interview candidate to determine knowledge and understanding 
 ̧ Challenge examinations 
 ̧ Demonstration and assessment of current skills  
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