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About the author of this response: 
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internationally as a leading specialist and thought leader in Recognition of Prior 
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advanced the quality, credibility, and accessibility of RPL, positioning her as a trusted 
authority in the sector both within Australia and globally. 

She has played a pivotal role in several large-scale Australian RPL projects, including: 

• Human Services Skills Organisation’s national pilot (2021) for Certificate III in 
Individual Support, where she designed and developed the RPL assessment 
tools and guides, as well as designed and delivered the assessor training. 

• Industry-focused projects such as the Construction Industry Training Board 
(SA) initiative to qualify 200 riggers and scaffolders (2011) 

• RPL Mentor for the Reframing the Future – RPL Done Well Project (South 
Australia), providing capability training to assessors and supporting workers 
affected by the Mitsubishi and Bridgestone plant closures (2009). 

Wendy’s innovative clustered RPL Toolkit for the TAE40116 Certificate IV in Training 
and Assessment was awarded second prize at the prestigious 3rd Validated Prior 
Learning (VPL) Biennale in Germany (2019), recognised by leading global experts in 
skills recognition and validation. 

Her expertise is sought internationally, with invitations to present at major conferences, 
including: 

• Canadian Association for Prior Learning Assessment (CAPLA) Conference, May 
2025. 

• ePIC Recognition Conference, Paris, November 2024. 

• 5th VPL Biennale, Kilkenny Ireland, May 2024. 

• IVETA World TVET Conference, Fiji, 2016. 

• Canadian Association for Prior Learning Assessment (CAPLA) Fall Conference 
(2011) 

Wendy is the designer and developer of Australia’s first Advanced RPL Assessor 
Micro-credential, one of only three such programs worldwide, attracting both domestic 
and international participants. She is also the author of the RPL practice-based eBook, 
recently updated to align with the Standards for RTOs 2025: 

• Mastering Recognition of Prior Learning: Using a Candidate-Centred Approach 

https://www.linkedin.com/in/wendy-cato-16510014/ 

https://www.linkedin.com/in/wendy-cato-16510014/
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Preliminary Comments 

Draft recommendation 2.1 
Move toward a national system of credit transfer and recognition of 
prior learning (RPL) 

• enforce the right to have credit transfer or RPL assessed before the deadline 
for accepting an offer 

• develop a national database of academic credit decisions  
• develop a model of coordinated assessments of prior learning, and possibly of 

credit transfers. 

 

 

Draft Recommendation 2.1 assumes that Higher Education (HE) and Vocational 
Education and Training (VET) operate in similar ways. They do not. Both fall under the 
broad label of “tertiary education,” but the systems are fundamentally different. 
Comparing them is less apples-to-apples, and more apples-to-chickens. 

There also appears to be an assumption that Credit Transfer and RPL operate under the 
same processes. In practice, they are two very distinct practices with clearly defined 
frameworks within the VET sector. By contrast, in Higher Education they are often 
treated as a single issue, which may reflect a limited understanding of the nuances of 
Credit Transfer and RPL, potentially influenced by the absence of assessor-specific 
training within the HE sector. 

Vocational Education and Training (VET) System Summary 

• Highly regulated by the Australian Skills Quality Authority (ASQA). 

• Compliance with the Standards for Registered Training Oganisations (RTOs) is 
mandatory, with penalties for breaches which can include de-registration. 

• Operates on a competency-based model, with nationally industry endorsed 
Training Packages (AQF 1–8) that cannot be changed without industry 
agreement. 

• Assessment must meet strict national rules related to assessment including: the 
Principles of Assessment and the Rules of Evidence. 

• RTOs are legally required to offer both Credit Transfer and RPL, which are distinct 
processes. 

• Assessors must be trained, in assessment practices; not necessarily in RPL 
assessment though. 
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Higher Education (HE) System Summary 

• Less prescriptive regulation, overseen by TEQSA with a lighter-touch approach. 

• Not competency-based. Learning outcomes are set by individual institutions, 
with no national consistency even in similar courses. 

• No legislative requirement to offer RPL or Credit Transfer. Where credit is offered, 
it is discretionary and inconsistent. 

• Does not offer RPL  

• No requirement for lecturers/ tutors / assessors to be training in assessment. 

 

Why this matters 
Assuming alignment between HE and VET overlooks these differences. 
Recommendations that treat the two systems as equivalent, risk being 
unworkable for VET providers and misleading for policy design. 
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Information request 2.1  
The impacts and use of credit transfer and RPL  

How do the current challenges in navigating credit transfer and RPL impact Aboriginal 
and Torres Strait Islander people, people with disability, people living in regional and 
remote locations, women, mature-aged workers, and people from culturally and 
linguistically diverse backgrounds?  

 

The challenges in navigating credit transfer and RPL create significant inequities across 
the VET and Higher Education systems. While these pathways should enable fair 
recognition of skills and knowledge, current policy and practice settings too often 
disadvantage Aboriginal and Torres Strait Islander peoples, people with disability, 
regional and remote learners, women, mature-aged workers, and people from culturally 
and linguistically diverse (CALD) backgrounds. 

 

Vocational Education and Training (VET) System 

Credit Transfer processes are outlined in the Standards for RTOs and Credit Transfer is 
provided at no cost, when using it towards a qualification. The process is the same for 
everyone. 

RPL 

• Funding disparity: Inconsistent and inadequate funding for RPL across states 
and territories (e.g. Victoria’s 25% reimbursement rate) deters RTOs from offering 
robust RPL pathways. This disproportionately impacts groups who are most 
reliant Candidate Centred, Assessor Led (non-document heavy) on affordable, 
flexible recognition options. 

• Documentation barriers: Many individuals — particularly Aboriginal and Torres 
Strait Islander people, CALD communities, women in casualised sectors, and 
mature-aged or self-employed workers — often cannot provide formal 
documentation of skills due to poverty, climate-related events destroying 
records, casualised or informal work arrangements, or lack of employer support. 

• Shift to document-heavy processes: Underfunding of RPL has pushed many 
RTOs towards paper-based, audit-style RPL rather than candidate-centred, 
assessor-led models. This disadvantages candidates without workplace 
support, those from non-English speaking backgrounds, Aboriginal and Torres 
Strait Islander peoples and with persons with a disability and those who are 
neurodiverse. 
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• Regional and remote disadvantage: Thin markets, limited provider choice, 
significant travel costs, underfunding and a shortage of well-trained RPL 
assessors create significant barriers for regional and remote learners. 

• Assessment inequities: Over-reliance on written knowledge questions (rather 
than oral questions) and third-party reports, contributes to disadvantages 
experienced by First Nations candidates, CALD learners, women in community-
based roles, people with disability, and older workers whose skills may be 
demonstrated more effectively through practical observation and discussion. 

• Qualification restrictions: Some states and territories (such as WA) limit RPL 
accreditation to 80% of a qualification, forcing candidates (often women, CALD 
learners, and mature-aged workers with extensive existing skills) to repeat 
training unnecessarily. 

Higher Education (HE) System 

• No legislative requirement: Credit transfer and RPL remain discretionary and 
inconsistent across the HE sector. This limits equitable access, especially for 
learners transitioning from VET or bringing skills from work based learning or 
other lifelong learning episclerites outside of formal learning. 

• Non-recognition of informal and non-HE learning: HE institutions rarely 
acknowledge skills gained through work, life, or community experience. This 
disadvantages women (particularly those with caring responsibilities), First 
Nations learners, CALD communities, and mature-aged workers. 

• Lack of RPL specialists: Unlike comparable international systems (e.g. Europe, 
Canada, Ireland), Australian HE lacks trained RPL specialists, further embedding 
inconsistent and exclusionary practice. 

Overall Impact 

Across both VET and Higher Education, these sector relevant systemic challenges: 

• Exclude disadvantaged cohorts from meaningful participation in education and 
training. 

• Reinforce inequities in workforce participation, career mobility, and recognition 
of skills. 

• Devalue lived in and work-based experience, especially for those outside 
mainstream, continuous employment. 

• Create cycles of disadvantage by requiring individuals to repeat learning they 
already possess or disengage altogether. 
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Summary 

To ensure equitable outcomes, both VET and Higher Education require consistent a 
tailored national policy, for each sector that includes adequate funding for candidate -
centred, assessor-led RPL, recognition of diverse evidence types, and investment in 
assessor capability. Without this, current practices will continue to disadvantage 
Aboriginal and Torres Strait Islander peoples, people with disability, regional and remote 
learners, women, mature-aged workers, and CALD communities. 

 

Note: the following dot point is included in Draft Recommendation 2.1 but 
did not ask for any feedback. However, as this point has been made the 
following information has been provided to further clarify / identify 
possible implementation challenges:  

• Enforce the right to have credit transfer or RPL assessed before the 
deadline of accepting the offer. 

 

Higher Education (HE) System 

HE should be providing Credit Transfer prior to acceptance of an offer.  

HE does not provide RPL, and until there is an identified practice and process this 
question is unable to be addressed.  

 

Vocational Education and Training (VET) System 

VET has the capability to instantly assess Credit Transfer and usually would identify to 
any Candidate if they had gained Credit Transfer prior to enrolment 
 
Given that RPL is not about only assessing documentation and can be a “living” 
assessment” due to the variance of assessment tasks and the requirement to provide 
GAP training within the RPL process1, this would not be feasible to conduct prior to 
enrolment. Remembering that VET candidates can enrol for RPL for an entire 
qualification.  
  

 
1 ASQA Practice Guide Outcome Standard 1.6 
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Information request 2.2  
Establishing a national credit database 

1. Is a national credit database feasible with the current credit data 
infrastructure?  

2. Would it be possible to codify RPL decisions into the database? What are the 
key challenges? 

3. What are the major risks of establishing a national database? How can they be 
mitigated? 

4. What are the key barriers to coordinating consistent and accurate data on 
credit decisions across providers? How can providers be supported to 
overcome these barriers?  

 
1. Is a national credit database feasible with the current credit data 

infrastructure?  
 

Vocational Education and Training (VET) System 
Within the VET sector, a national credit database already exists in the form of the 
National Training Register for VET  https://training.gov.au/. 
This database contains every nationally endorsed unit of competency, skill set, and 
qualification. Registered Training Organisations (RTOs) can trace unit codes and apply 
the Standards for RTOs to determine when credit transfer is to be granted. Importantly, 
units, skill sets and qualifications cannot be altered in an ad hoc manner; changes must 
be endorsed by industry and follow a formal, often lengthy, approval process. In this 
respect, the VET system already has the necessary infrastructure in place to support 
consistent credit transfer arrangements. This is a relatively simple and as such there is 
no cost to the applicant as per the Standards for RTOs. 

Higher Education (HE) System 

By contrast, the higher education sector operates with significantly less national 
consistency. Each of the approximately 43 institutions develop and manages its own 
courses independently. As a result, establishing and maintaining a single national credit 
database would be highly resource intensive. Even minor modifications to a course—
such as altering a section of one module—would necessitate widespread and ongoing 
updates to the database. 

While a central database may provide limited benefit for higher education, a more 
effective approach would be to encourage greater alignment and consensus across 
institutions regarding the core content of common qualifications (e.g., Accounting, 
nursing etc). This could occur in conjunction with Industry bodies like Jobs and Skills 

https://training.gov.au/
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Councils (JSC) where relevant or professional bodies such as Law Council of Australia, 
Engineers Australia and / or the Australian Medical Council. Establishing agreed core 
components, while allowing electives to vary, would significantly improve portability 
and support student mobility. 

Current Challenges 
The lack of alignment currently creates substantial barriers for students. For example, 
an individual relocating interstate midway through a degree may find only a small 
proportion of prior study recognised by a new institution, despite significant overlap in 
content. This not only prolongs study duration but also creates financial and personal 
hardship. Such experiences are not uncommon across the HE sector. 

Recommended Approach 
Rather than the sole focus focusing of building a credit database, investment would be 
better directed towards a national project aimed at: 

• Developing agreed common cores across major disciplines, 

• Building portability and flexibility into HE qualifications, and 

• Supporting institutional culture change through training of academic staff in 
consistent credit transfer and recognition of prior learning (RPL) practices. 

This approach could be modelled on international best practice, such as Ireland’s 
Technological Higher Education Sector RPL Project.2 

 

Summary 

For the VET sector, a national database is already embedded and effective.  

For higher education, the priority should not be the creation of another database but 
rather fostering portability, alignment, and cultural change and consensus across 
the Australian HE sector, to ensure students can transfer learning without 
unnecessary duplication. This would strengthen responsiveness, reduce barriers to 
skills acquisition, and better support the Australian economy. 

 

  

 
2 Pages 16-17 of this report  
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2. Would it be possible to codify RPL decisions into the database? What are 
the key challenges? 

Higher Education (HE) System  

Recognition of Prior Learning (RPL) is not undertaken within the Higher Education (HE) 
sector in any systematic form, and therefore this question cannot be addressed for a 
sector who do not have any RPL decisions to populate a database.  

Vocational Education and Training (VET) System 
Within the Vocational Education and Training (VET) sector, RPL does not operate as a 
uniform or standardised process. It is a candidate-centred, assessor-led approach, 
acknowledging that “one size does not fit all.” Evidence requirements and assessment 
pathways vary significantly between candidates: 

• Some candidates have access to workplace documentation and employer 
support, (Employer-Supported) enabling assessors to verify skills and knowledge 
through documentation and workplace observation. 

• Other candidates, however, may not have access to such records (Non-Employer 
Supported) due to the nature of their work, insecure or casual employment, or 
broader factors such as displacement caused by conflict or climate change. In 
these cases, assessment relies more heavily on methods such as demonstration 
(challenge tests) and professional discussion (scenario-based or workplace 
discussions). 

Because of this diversity, codifying RPL decisions into a national database would require 
capturing a potentially infinite range of individualised evidence and assessment 
judgments. This would be highly complex, resource-intensive, and unlikely to 
produce standardised or comparable outcomes. 

A further challenge is the declining availability of qualified RPL assessors. While 
assessor training in RPL was once common across the VET system, this has reduced 
markedly, due to the changes to Standards for RTOs over the years that allowed persons 
who have not been trained in RPL to become assessors, contributing to a shortage of 
assessors with the expertise to conduct candidate-centred, assessor-led RPL 
assessments. 

Summary:  

Codifying RPL decisions is not feasible or financially viable within the VET system 
due to the highly individualised nature of the process, the variability in evidence 
available, and the declining RPL capability of the assessor workforce. 
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3. What are the major risks of establishing a national database? How can they 
be mitigated? 

 

The major risk of establishing a national database is that this process would be highly 
complex, resource-intensive, and unlikely to produce standardised or comparable 
outcomes, particularly if HE Institutions cannot come to some form of commonality 
across their credit transfer processes. 

 

4. What are the key barriers to coordinating consistent and accurate data on 
credit decisions across providers? How can providers be supported to 
overcome these barriers  

Because of this diversity across the VET and HE sectors, codifying credit decisions into 
a national database would require capturing a potentially infinite range of individualised 
evidence and assessment judgments. This would be highly complex, resource-
intensive, and unlikely to produce standardised or comparable outcomes, 
particularly if HE Institutions cannot come to some form of commonality across their 
credit processes. 

Recommended Approach  

Due to the lack of knowledge and skill within HE institutions related to credit transfer it 
is recommended that the following be implemented to support HE institutions to 
overcome barriers include the following: 

• The development of assessor training in Credit Transfer practices and process be 
undertaken. 

• The creation of a nation Community of Learning around Credit Transfer practices 
and processes for HE assessors 

• The creation of Credit Transfer assessment specialists within each HE institution 
(each who should be members of the Community of Learning to create best 
practice and benchmarks to enable better consistency and transparency. 
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Information request 2.3  
Recognition of Prior Learning (RPL) assessments 

1. What approaches are used? What costs are incurred? What level of staff 
involvement is required? 

2. Would it be helpful to have a coordinated RPL assessment process that spans 
across multiple education providers? Would that be feasible? What would be the 
challenges and risks?  

 

1. What approaches are used? What costs are incurred? What level of staff 
involvement is required? 

a) What approaches are used? 

Higher Education (HE) System 
 Recognition of Prior Learning (RPL) is not undertaken within the Higher Education (HE) 
sector in any systematic form, and therefore this question cannot be addressed for that 
sector. 

Vocational Education and Training (VET) System 

Currently there are predominately two RPL approaches being used: 

The model utilising best practices and processes from the national project: Reframing 
the Future: RPL Done Well (2004). McKenna, Suzy: Mitchell, John. This model involves 
Candidate Centred, Assessor - Led practices and process.  This is predominately used 
by Enterprise RTOs (those owned by industry / occupational sectors), independent 
RTOs and Community Based RTOs.  

Due to the steady decrease in funding by many states and territories for the conducting 
of RPL Assessments since the Reframing the Future Project ceased (where RTOs were 
paid 100% of unit costs; equal to learn and assess funding) but this is now down to as 
low as 25% (Victoria), many RTOs no longer deliver RPL even though they are legal 
obligated to do so as it is just not financially viable.   

Other RTOs in order address reduced RPL funding and comply with their legislative 
requirements to provide RPL, have moved to a portfolio and self-assessment method 
which leaves many candidates who have no documents (Non-Employer Supported) 
disadvantaged.  This is because this model is not assessor supported prior or during the 
RPL process i.e. it is virtually a desk audit of evidence the candidate has supplied, with 
little or no support from the RTO or assessor. This practice and associated processes 
have led to significant questions by ASQA around adherence to the Principles of 
Assessment and Rules of Evidence particularly around validity, currency and 
authenticity of the evidence being collected, resulting in a significant number of RTOs 
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being deregistered for non-compliant RPL practices and processes in the past 12 
months. The document heavy process with little to no assessor support is not a fair or 
flexible (Principles of Assessment requirements) practice. 

The VET RPL Candidate Centred, Assessor Led processes and practices has proven 
ability and flexibility, to concentrate not just on formal learning, thus is able to embrace 
the more marginalised people of our nation e.g. Aboriginal and Torres Strait Islander 
people, people with disability, people living in regional and remote locations, women, 
mature-aged workers, and people from culturally and linguistically diverse backgrounds 
further behind.  

What level of staff involvement is required and what costs do they occur? 

The level of staff involvement required for Recognition of Prior Learning (RPL) 
undertaken in accordance with regulatory expectations is significant. High-quality and 
compliant RPL (as outlined in the ASQA Practice Guide) necessitates that both the RTO 
and the assessor actively support candidates prior to enrolment as well as throughput 
the entire process. This includes providing clear information about the process, helping 
candidates understand their options, and ensuring they are able to make an informed 
decision before committing to enrolment. 

Delivering RPL in a compliant manner requires multiple stages of staff engagement, 
each of which carries associated costs. These include: 

1. Pre-enrolment information – Written or video resources outlining qualification 
and unit details, clustering arrangements (if applicable), costs, and options for 
addressing gaps in evidence (e.g., minor gaps through supplementary training; 
significant gaps through full unit enrolment). 

2. Assessor engagement – Candidate discussions with an assessor to clarify 
information, answer questions, and begin identifying potential evidence sources 
prior to enrolment. 

3. Assessment Information sharing – Guidance for assessors, candidates, and 
employers (where relevant) on the assessment tasks to be undertaken and any 
specific requirements (e.g., workplace access or challenge tests). 

4. Assessment activities – Conducted by the assessor and including: 

o Practical assessments (onsite at the RTO or in the workplace, which may 
involve travel). 

o Oral professional or workplace discussions, which can be supported by 
voice-to-text recording to ensure authenticity and accessibility. 

o Review and validation of documentation provided by candidates. 
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o Ensuring evidence aligns with unit requirements, including moderation 
with other assessors where gaps are identified. 

o Delivery of any required gap training. 

5. Finalisation – Signing off assessments and providing structured feedback to 
candidates. 

Because RPL is tailored to the unique circumstances of each individual, it is 
inherently resource-intensive and can often be as costly—if not more so—than 
traditional learning and assessment pathways. While emerging technologies, such as 
AI, may assist with streamlining some elements of the process, ASQA requirements 
make clear that assessment and decision-making must remain human-led. 

In summary, RPL done well is not a “one size fits all” approach. It requires a 
personalised, compliant, and labour-intensive process that carries costs 
commensurate with the quality and rigour expected in the VET sector. 

 

Note:  Some of these costs may be mitigated using AI to assist in the RPL process (not 
conduct it). AI assistance relates to developing scenarios, use of Virtual Reality, voice to 
text applications, contextaulisation of assessments for specific cohorts i.e. low levels of 
literacy etc. 

 

Below is and analysis of AI applications related its RPL capabilities provided by AI itself 
(ChatGPT) 

o AI struggles to interpret context, nuance, and “real-world” application of  
 skills 

o AI cannot reliably confirm whether evidence (e.g., documents, work  
 samples) is genuinely produced by the candidate 

o RPL is meant to be assessor-led and candidate-supported. AI cannot  
 provide the reassurance, clarification, or personalised guidance that a  
 human assessor offers during questioning or evidence gathering. 

o Many units of competency require observation of performance in real or  
 simulated workplaces. AI cannot directly witness or assess hands-on skills,  
 only review submitted artefacts. 

o Biases in AI systems may unfairly disadvantage certain candidates, 
o VET regulatory frameworks (like ASQA requirements in Australia) expect  

 assessments to meet rules of evidence and principles of assessment. 
o Current AI tools cannot guarantee validity, reliability, authenticity, and  

 sufficiency of evidence without human oversight. 
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o Candidates may demonstrate competence in unique ways not anticipated  
 by assessment tools. AI typically struggles with flexibility when evidence  
 does not fit structured formats. 
o   RTOs relying too heavily on AI could weaken assessor capability, leading  
 to poor compliance outcomes if audits reveal assessments were not  
 properly human-led. 

 

2. Question: Would it be helpful to have a coordinated RPL assessment process that 
spans across multiple education providers? Would that be feasible? What would 
be the challenges and risks 

Higher Education (HE) System 
 Recognition of Prior Learning (RPL) is not currently undertaken in any systematic or 
consistent way across the Higher Education (HE) sector. As such, it is not possible to 
meaningfully address the question for HE until the sector first determines: 

• what RPL means in its context, 
• how it should be applied, 
• who will be responsible for conducting assessments, and 

 

The key risks in attempting to implement an RPL framework without these foundations 
include: 

• insufficient numbers of assessors with the required skills, 
• inconsistent assessment outcomes, 
• reduced credibility of the sector, and 
• disillusionment of applicants. 

 

Without the underpinning structural capability, a coordinated RPL system in HE would not 
be financially viable or credible and serious thought should be given to set up a project 
based on the recent HE RPL Irish pilot: 

This approach could be modelled on international best practice, such as Ireland’s 
Technological Higher Education Sector RPL Project.  

The Irish framework demonstrates how system-wide alignment, supported by staff 
training and clear processes, can enable more consistent and informed credit transfer 
decisions.  This was undertaken by developing a framework for implementation. 

The purpose of the Framework was as follows: 

Support Higher Education Institutes (HEIs) in developing a shared understanding of RPL and 
in achieving coherence and consistency in policy and practice within and across HEIs. 
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• Influence the direction, enhancement, and further mainstreaming of HEIs’ policies 
and processes for RPL.  

• Provide tools to support growth in the number of learners benefiting from RPL in 
higher education.  

• Expand RPL across the higher-education sector and enhance learners’ experience of 
RPL.  

• Assist HEIs in communicating their institutional commitment to RPL.  
• Raise awareness and increase transparency of RPL processes for staff, current and 

potential learners, and external partners (ranging from companies to civic and 
community organisations). 

• Assist HEIs in responding in an agile manner to economic/labour-market and societal 
needs, allowing learners to move in and out of higher education more effectively and 
efficiently.  

• Support HEIs in fulfilling their statutory obligation, under section 56 of the 
Qualifications and Quality Assurance (Education and Training) Act 2012 as amended, 
to establish procedures for access, transfer, and progression. These procedures 
should provide for the ‘identification and formal assessment of the knowledge, skills 
or competence previously acquired by learners. 

 

The Framework was supplemented by a series of practical, accessible tools and 
resources, available in multiple user-friendly formats (digital and hard copy). These 
were co-created by the Project Management Team and the network of Project Leads, as 
well as by a range of national and international experts in relevant fields. These tools 
and resources include:  

• Guides for applicants and staff  

• Staff training and professional development  

• Materials for enterprise: case studies, brochures, etc  

• Policy guidance and adaptable templates  

• Technical definition for data collection, analytics, and reporting. 

https://www.priorlearning.ie/sites/default/files/2022-12/Pilot_Framework_RPL%20in%20HE.pdf 

 

  

https://www.priorlearning.ie/sites/default/files/2022-12/Pilot_Framework_RPL%20in%20HE.pdf
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Vocational Education and Training (VET) System 

Experience within the VET sector highlights that one of the greatest challenges for RTOs—
particularly smaller providers—is the financial burden of developing their own RPL toolkits 
for each qualification on scope or purchasing expensive non-compliant commercial 
versions (the cause of many RTO deregistration recently).  
To address this, there is a strong case for the development of nationally consistent RPL 
toolkits. These toolkits would: 

 
• provide consistency and support compliance across the VET system, 
• reduce duplication of effort and financial burden on RTOs, and 
• increase confidence in the quality and fairness of RPL processes. 

 
 
Would that be feasible?  

The most feasible approach would be for the relevant Jobs and Skills Councils (already 
operational and responsible for Training Packages) to design and develop these toolkits 
in consultation with industry. Priority could be given to qualifications in sectors with 
critical skills shortages. 
The toolkits would need to be flexible and cater to different candidate circumstances, 
including: 

• employer-supported candidates, 

• candidates without employer support, and 

• candidates with partial employer support but without access to workplaces for 
observation or workplace documents. 

The VET sector would strongly welcome access to such nationally developed RPL tools 
and has been calling for them for some years. 

 

Challenges and Risks Summary 

• HE: No systematic RPL framework exists; sector capability and assessor 
training must be established before coordination is feasible. Attempting to 
implement without this foundation risks inconsistency, credibility issues, and 
poor outcomes. 

• VET: A nationally consistent RPL toolkit for each qualification is both needed 
and feasible. It would improve compliance, reduce costs for RTOs, and enhance 
candidate access. Jobs and Skills Councils are best placed to lead development, 
starting with areas of critical skills shortage. 
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• Risks: The main risk across both sectors is a lack of trained, capable 
assessors. Without addressing this, investment in coordinated RPL systems 
may not achieve intended outcomes and could waste taxpayer funds. 

Summary 
A co-ordinated approach that allowed Jobs and Skills Council to develop RPL 
assessment tools for distribution for RTOs to utilised would be welcomed as this lack 
of consistency and the heavy investment costs to individual RTOs is inhibiting good RPL 
practices and processes in the sector. 

HE needs to develop a commonality of intent and purpose before RPL assessment tools 
could be beneficial to such a fragmented sector. 
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Additional Comments: VET Systems and Practices 

In reviewing the report, it appears that some recommendations have been developed 
without full reference to the distinct structures, practices, and regulatory settings of the 
Vocational Education and Training (VET) sector to that of the Higher Education sector.  

To support more effective policy design, I have provided additional information that may 
help to clarify how the VET system operates in practice and the challenges it faces in 
delivering national consistent RPL assessments. 

RPL Done Well requires: 

Understanding the difference in cohorts that will present and the provision of trained 
RPL assessors to control the process in order to enable: 

Employer Supported RPL: 

• Assist the employer to identify relevant workplace documents relevant for evidence 
that may be required  

• Assist the Employer to understand the process that will be undertaken 
• Create a working relationship with the employer 

Non- Employer-Supported RPL:  

• Support the candidate by assisting / supporting them to identify what evidence they 
may have 

• Creating RPL assessment strategies such as Challenge Tests, Professional 
Discussions, Scenarios to create evidence for areas where they have no documents 

 
There will always be candidates that will not fall into the two identified cohorts but be a 
mixture of both. These candidates may have some employer documents such as Job 
Descriptions and / or Appraisals but no other documents due to a variety of factors 
such as personal circumstances e.g. refugees, victims of domestic violence (who have 
fled their domestic arrangements) or simply unable to pass on workplace documents 
such as government agencies i.e. police, armed forces, ASIO or consultants (due to 
privacy or IP issues). 

 

Recognising these individual differences in the RPL process allows the candidate 
and the employer (where relevant), to feel supported and valued 
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Required RPL Assessors Attributes: 

• Knowledge of their RTO’s RPL processes and practices 

• Understanding of their responsibility to lead and control the process and not 
abdicate their responsibilities onto the candidate or employer 

• Knowledge of the difference between employer-supported and non-employer-
supported RPL 

• Skills and knowledge of the process of clustering (of relevant units where 
appropriate)  

• Skills and knowledge on how to map evidence to prove validity and identify 
where GAP training may be required 

• Skills and knowledge of mentoring and communication methodologies 
appropriate for a broad range of stakeholders  

• Current RPL PD such as webinars, micro-credentials, memberships to RPL 
Communities of Learning/ Practice 

• Experience in non RPL assessments (recommended a minimum of 3 years) prior 
to undertaking RPL assessments, as RPL is considered an advanced assessor 
skill 

• Strong links with industry is preferable to allow for workplace assessment 
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Current RPL Challenges: 

RPL Funding: 

Disparity of funding levels from 25% to 80% (per unit cost for a train and assess 
pathway) across states and territory is not practicable or viable for sustainability for 
most RTOs (both Public and Independent).  RPL requires individualisation according to a 
person’s access to documentation and circumstances. In a significant number of RPL 
cases a practical observation must be undertaken. Unless the assessor is going out 
work sites, the RTOs tend to only provide the option for candidate to be assessed is by 
videoing themselves (which is not a requirement of the unit of competency) and this 
then pushes costs onto candidates to have the equipment to do this or in some cases 
travel from afar (and maybe take the day off work) to be challenge tested for practicals 
on the RTO’s premises.  An additional cost to the candidate.  This discriminates against 
those who are marginalised by formal education including Aboriginal and Torres Strait 
Islander peoples, people with disability, regional and remote learners, women, mature-
aged workers, and CALD communities. 

In order to increase access by many marginalised candidates for a variety of reasons – 
this funding should be allocated to the person applying for the RPL assessment so they 
can select an RTO (either public or independent) that best services their needs, but paid 
directly to the RTO after they have enrolled. 

Funding for RPL should be 100% per unit at a minimum as RPL is individualised and 
for RTOs gap training must also be provided where required. 

 

Good Practice RTOs 

There are many RTOs across Australia that do RPL well. The common factor that these 
RTOs have is that they usually have: 

• Have strong links with Industry  
• Assessors embedded or working on site of the employer (therefore 

understanding the processes and practices of the employer) 
• Trained RPL assessors  
• A mindset of flexibility and where assessing can be conducted on a worksite, this 

should be the first preference of assessment delivery. 
• Delivery of training and administrative requirements occur at the worksite i.e. 

employees are not required to attend a “campus” or formal training venue. 

All of the listed RTOs below, meet these requirements. (Note: the are many other great 
RTOs delivering RPL.)  
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Insight Training Group Australia Ltd (WA) 
https://training.gov.au/organisation/details/32142/summary 

Delivers 38 qualifications nationally but heavily based in WA (under ASQA) and has 
strong ties with industry. It employs regional and remote assessors who travel and 
conduct training and assessments (i.e. students do not need to come to them) delivers 
AQF 2 – AQF5  

Build Design OnLine  (NSW) 
https://training.gov.au/organisation/details/45170/summary 

A small boutique RTO that specialises in Drafting and Building Design covering three 
qualifications across AQF4 - AQF 6 

Skills Recognition International Pty LTD 
https://training.gov.au/organisation/details/32373/summary 

This RTO has 26 Qualifications on scope across business and trades AQF2 – AQF 8 and 
assists international and domestic applicants. 

South West Institute of TAFE (Warrnambool Vic)  

https://training.gov.au/organisation/details/3120/summary 

South West Institute of TAFE has 95 qualifications on scope and has embarked on a 
program over the last few years to get its staff out and working with industry.  

Culture Change: 

The long-standing expectation that Recognition of Prior Learning (RPL) candidates and 
students must always adjust to the requirements of Registered Training Organisations 
(RTOs), rather than RTOs adapting to the needs of industry, is no longer sustainable. In 
the current climate of workforce shortages, it is neither practical nor productive to 
remove employees, apprentices, or trainees from their workplaces for extended 
periods. A more effective and efficient approach is to support training and assessment 
in the workplace itself. Many forward-thinking RTOs have already recognised this shift, 
understanding that their role is to serve industry needs, rather than expecting industry 
to conform to rigid delivery models. 

This shift, however, may challenge traditional practices, particularly within TAFEs. While 
assessors may readily adapt, existing centralised administrative structures—designed 
largely for internal convenience—have, according to widespread feedback, contributed 
to cultural and credibility challenges across the TAFE sector nationally. 

Government initiatives to strengthen TAFEs are well intentioned, but the unintended 
consequence has been an increasing trend of industries exploring alternative models. 
These include developing tailored workplace learning systems, adopting micro-

https://training.gov.au/organisation/details/32142/summary
https://training.gov.au/organisation/details/45170/summary
https://training.gov.au/organisation/details/32373/summary
https://training.gov.au/organisation/details/3120/summary
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credentials, and in some cases even considering becoming RTOs themselves. Some 
employers already contract an RTO exclusively to deliver training to their workforce, 
recognising the inefficiency of requiring employees to travel or take multiple days away 
from productive work for block training. 

A more sustainable vocational education and training (VET) system requires re-
examining this cultural mindset. Instead of investing heavily in new Centres of 
Excellence—many of which risk rapid obsolescence due to technological change—
government policy could support innovative models that embed assessors directly 
within industry. Such an approach would not only ensure assessors remain current with 
industry practices, but also reduce the ongoing need for costly infrastructure 
investment, as training and assessment would leverage industry’s own facilities and 
technologies. 
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 Summative Recommendation: Draft Recommendation 2.1 : Move to a 
National system of credit transfer and recognition of prior learning  

1. The report overlooks the significant differences between Higher Education and 
Vocational Education and Training in the Credit Transfer and RPL processes and 
practices. Recommendations that treat the two systems as equivalent, risk being 
unworkable for VET providers and misleading for policy design. 

 

2. To ensure equitable outcomes, both VET and Higher Education require 
consistent national policy, adequate funding for assessor-led RPL, recognition of 
diverse evidence types, and investment in assessor capability. Without this, 
current practices will continue to disadvantage Aboriginal and Torres Strait 
Islander peoples, people with disability, regional and remote learners, women, 
mature-aged workers, and CALD communities. 
 
 

3. The VET sector already has a national database that is already embedded and 
effective within the system for many years.  

For higher education, the priority should not be the creation of a database but 
rather fostering portability, alignment, and cultural change and consensus 
across the Australian HE sector, to ensure students can transfer learning 
without unnecessary duplication. This would strengthen responsiveness, reduce 
barriers to skills acquisition, and better support the Australian economy. 

 
4. Codifying RPL decisions is not feasible or financially viable within the VET system 

due to the highly individualised nature of the process, the variability in evidence 
available, and the declining capacity of the assessor workforce. 
 

5. A co-ordinated approach that allowed Jobs and Skills Council to develop RPL 
assessment tools for distribution for RTOs to utilised would be welcomed as this 
lack of consistency and the heavy investment costs to individual RTOs is 
inhibiting good RPL practices and processes in the VET sector. 
 

6. HE needs to develop a commonality of intent and purpose before RPL 
assessment tools could be beneficial to such a fragmented sector. 
 

7. Ensure the adequacy and consistency of current funding models for RPL within 
the VET across Australia. 
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APPENDIX 1: AUSTRALIAN 

ASQA VET  
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Standards 2025 Legislative Instrument Definitions 

Credit Transfer: Means the process of recognising and awarding credit for prior successful 
completion of an equivalent unit of competency or module  

 

Recognition of Prior Learning: means an assessment process that involves assessment of an 
individual’s prior learning or experience (including skills and knowledge obtained through formal 
or informal learning) to determine the extent to which the individual meets the requirements 
specified in the training product  
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CATOHR REPORT June 2023: AUSTRALIAN
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Appendix 2: HE INTERNATIONAL  

 

 

 

Micro-credentials are flexible, agile, and innovative. And still, they face recognition 
problem. 68% of European institutions see it as a challenge. 
At our hashtag#MCMC2025, Merel Eimers from Nuffic showed her solution: RPL light. 
 
The recognition gap  
Traditional recognition needs loads of information. Micro-credentials often don't 
provide this. Research shows: 
� 25% lack ECTS information 
� Nearly 50% miss learning outcomes data 

https://www.linkedin.com/search/results/all/?keywords=%23mcmc2025&origin=HASH_TAG_FROM_FEED
https://www.linkedin.com/in/ACoAABYV3SQB9tn_UoFtc4DCjmamUWemSRSWBH4
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That's where RPL light steps in. 
 

What's RPL light?  
A simplified recognition process that evaluates micro-credentials. RPL light uses 7 
criteria: 
�� Quality of provider 
�� Clarity of learning outcomes  
�� Workload information  
�� Assessment verification  
�� Academic level  
�� Testing methods  
�� Identity verification 
 
Real-world applications  
Universities already use it for: 
� Replacing transition programme requirements 
� Advanced standing in master's degrees 
� Credit exemptions 
� PhD preparation requirements 
 
The beauty? Recognition doesn't have to be all-or-nothing. Small, verified steps can still 
open doors. 
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IRISH PROMOTIONS FOR THEIR PROJECT  
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