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      1 Submission to the Department of Health and Aged Care: 
A national registration scheme to support personal 
care workers employed in aged care 
 
Introduction 
Mental Health Coordinating Council (MHCC) is the peak body for community-managed mental 
health organisations (CMOs) in New South Wales (NSW) and is a Registered Training 
Organisation (RTO) delivering accredited and non-accredited programs. We represent community-
based, not-for-profit/non-government organisations who support people living with mental health 
challenges. MHCC’s 150 members assist people to live well in the community by delivering mental 
health and psychosocial supports including social inclusion, rehabilitation, and clinical services. 
Our purpose is to promote a strong and sustainable community-managed mental health sector with 
the investment, resources, and workforce it needs to provide effective psychosocial, health and 
wellbeing programs and services to the people of NSW. 
 
MHCC provides policy leadership, promotes legislative reform and systemic change, and develops 
resources to assist community-based organisations build their capacity to deliver quality services 
informed by a human rights-based, trauma-informed, recovery-oriented practice approach. MHCC 
works closely with Mental Health Australia on matters of national interest to the sector, including 
cross-governmental collaboration, bilateral agreements, and the NDIS. We also collaborate with 
the Mental Health Alliance, a partnership of state-based peak bodies and professional 
associations, on matters of mutual interest in NSW. 
 
We welcome the Government’s commitment to enhancing the quality and safety of the aged care 
sector through the implementation of a national worker registration scheme (scheme). We 
advocate that the skills and competencies required for worker registration include understanding 
and upholding the human rights of older people, proficiency in using supported decision-making in 
practice, a commitment to eliminating the use of restrictive practices, and employing a trauma-
informed approach to care and practice. We propose that demonstrated adherence to these key 
principles are embedded in the qualification/s required for registration. 
   
MHCC thank the Government for the opportunity to provide commentary on this significant area 
requiring urgent reform. We are hopeful that the actions resulting will address the multitude of 
problems experienced in aged care by service users, workers and employers. We express our 
willingness to be consulted on any matters related to this submission. 
 

 
Dr Evelyne Tadros 
Chief Executive Officer 
Mental Health Coordinating Council  
 
For further information about this submission, please contact Corinne Henderson, Director Policy & 
Systems Reform, at corinne@mhcc.org.au or Michelle Hoomans, Learning & Development 
Manager, at michelle.h@mhcc.org.au  

mailto:corinne@mhcc.org.au
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      2 Consultation Questions: 
Section 1. National worker registration scheme design:  
What types of approaches, or models, should be considered in the implementation of a national 
registration scheme to support personal care workers? 
 
The implementation of a national registration scheme for personal care workers involves 
consideration of several approaches and models to ensure its effectiveness and sustainability. 
Some important considerations are outlined in the document: A national registration scheme  
to support personal care workers employed in aged care: Design and training consultation paper, 
and approaches that could support personal care workers and collectively contribute to a robust 
and effective national registration scheme ensuring high-quality care could include for example: 
 
• Rolling out the scheme in phases can help manage the transition both for organisations and 

their existing workers. A staged Implementation allows for adjustments based on consultation 
with the sector and ensures that both workers and the sector are fully engaged in the process 
and are ready, and that no-one is left adrift. 

 
• Establishing a registration scheme will require determining the level of competence required 

and the ratification of a standard minimum qualification, e.g. Cert 3 or Cert 4, Age Care and 
Support work. A comprehensive training and skills program and requirements are crucial. This 
includes mandatory training programs, continuous professional development, and certification 
processes to ensure workers are well-equipped to provide high-quality care and meet the 
training and skills requirements over a set period.  

 
• Given the overlap between aged care, disability support (including psychosocial disability) and 

veterans' care, a harmonised approach can promote workforce mobility and reduce regulatory 
burdens. This can also enhance career opportunities for workers and improve the quality of 
care across these sectors. Mobile workers can bring additional knowledge and experience to 
their work and share with other workers. 

 
• Implementing a robust worker screening processes with a clear code of conduct is essential in 

maintaining high standards of care and protect vulnerable individuals. This includes 
background checks and adherence to ethical guidelines, and regular ongoing training in 
alignment with standards.  

 
• Involving a wide range of stakeholders, including qualified personal care workers, aged care 

providers, training organisations, and recipients of care and their families and kin, in the design 
and implementation process would ensure that the scheme meets the needs of all parties 
involved. 

 
• Utilising technology for registration, training, and monitoring can streamline processes and 

improve efficiency. This includes online training modules, digital certification, and a centralised 
database for worker registration. However, training must not only be undertaken but proof of 
knowledge acquired must be demonstrated through certified qualifications that involve 
assessment processes.  

 
• Providing adequate support and resources for personal care workers, such as access to 

training materials and career development opportunities, mental and physical health support 
can enhance job satisfaction and retention, particular when people are undertaking roles that 
may involve considerable physical exertion and mental stress. Funding allocated needs to 
factor in the cost of training and upskilling staff by at least 2% of salaries.  

 
 

https://consultations.health.gov.au/market-workforce-division/aged-care-national-worker-registration-scheme/supporting_documents/Consultation%20paper%20%20National%20registration%20scheme%20to%20support%20personal%20care%20workers%20employed%20in%20aged%20care.pdf
https://consultations.health.gov.au/market-workforce-division/aged-care-national-worker-registration-scheme/supporting_documents/Consultation%20paper%20%20National%20registration%20scheme%20to%20support%20personal%20care%20workers%20employed%20in%20aged%20care.pdf
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1. Should there be a public register where people can see that a personal care worker has met their 

registration requirements? Why?  
 
MHCC support the establishment of a public register for personal care workers. Workers having 
met registration requirements can be beneficial for several reasons including building: 
 
Transparency and Trust  
A public register allows carers, families and individuals seeking support services to verify the 
credentials of personal care workers and builds trust in the care provided. 
 
Accountability 
Ensuring that personal care workers are held accountable for maintaining their qualifications and 
adhering to professional standards, enables employers to ascertain the level of knowledge and 
training a potential employee can demonstrate and help identify people who may not be qualified to 
provide care. 
 
Safety 
By having access to a public register, people can ensure that the care workers employed have 
undergone the necessary background checks and training, which is crucial for the safety of 
vulnerable populations. 

 
Professional Recognition 
Personal care workers who have met the required standards, should be recognised. Enhancing 
their professional status will potentially lead to better job opportunities. It would better align the 
workforce to other workforces across human services, e.g. the mental health and psychosocial 
disability and other disability workforces.  

 
Regulatory Oversight 
Allows regulatory bodies to monitor and enforce standards within the industry more effectively, 
ensuring a higher quality of care. This could potentially reduce the risk of exploitation of untrained 
workers, especially from other countries. 
 
Increased effectiveness 
When registered workers can utilise their skills and capabilities, where possible to empower people 
they support, to improve their own personal care skills or capacity to communicate their needs to 
workers more effectively.   
 
Reduction in Fraud 
A registration process will also eliminate rogue providers and fraudulent activity as has been widely 
reported in the NDIS review. 
 
It is important, however, that any public register is clear on its purpose, who needs to register, 
whether registering is voluntary or compulsory, and how and by whom it is maintained and cross 
checked for accuracy.  
 
A legitimate system should bring about a reduction in those being paid cash and still being paid 
Centrelink for instance, or what we know is happening in relation to modern slavery, where people 
are at high risk in services such as: cleaning, security, farm work, meat processing, aged-care, on 
and offshore business process operations, call centres, hospitality and other services1. 
  
Key factors enabling modern slavery risks to people in this sector include:  

⦁ outsourcing to multiple subcontractors  
⦁ low-cost bidding for contracts leading to exploitative employment practices 
⦁ use of low-skilled labour including migrants and temporary visa holders 

Exploitative practices in the sector include underpayment, unfair deductions, unfair dismissal, 
excessive working hours and compulsory overtime2. 
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2. Should personal care workers be responsible for collecting evidence and providing information 

to a regulatory/professional body, or should service providers be responsible for collecting and 
storing information on personal care workers meeting requirements?  

 
• MHCC would like both the individual worker and the service provider/employer to be 

responsible for collecting and storing registration information about personal care workers. 
When for example a person has undertaken the appropriate training and has reached the 
required standards that merit qualification and registration, the professional body must provide 
the appropriate documentation to the individual. The individual must provide a copy to their 
prospective or existing employer if they are in transition toward accreditation. 
 

• An employer must be able to check with the professional association the currency of the 
registration and confirm that the worker has maintained the necessary ongoing training 
required to maintain their registration over time (e.g. professional development hours per 
annum).  
 

a. If personal care workers should provide evidence and information to a 
regulatory/professional body, what should that regulatory/professional body look 
like?  

 
A regulatory or professional body for personal care workers should have several key 
characteristics to ensure it effectively oversees and supports the profession: 
• The professional body must establish and mandate a set of standards and guidelines for 

practice thereby ensuring that personal care workers adhere to ethical practice and have 
qualifications that include knowledge of the standards and their practice. 
 

• The professional body should manage a registration and licensing system, verifying that 
personal care workers have the necessary training and credentials to provide safe and 
effective care. 
 

• The body should be responsible for promoting best practice through ongoing education and 
professional development, offering resources and opportunities for personal care workers to 
update their skills and knowledge. 
 

• Robust mechanisms for handling complaints and disciplinary actions must be established to 
maintain high standards of care and address any issues of misconduct. 
 

• The body should advocate for the interests of personal care workers, providing support and 
resources to help them navigate their careers and improve their working conditions. 
 

• Given the overlap with other care sectors the body should work towards harmonising standards 
and practices across these areas to promote workforce mobility and consistency in care 
quality. 
 

b. If service providers are responsible for collecting evidence, what additional support 
and regulatory approaches would be required?  

 
If service providers are responsible for collecting evidence, several additional support mechanisms 
and regulatory approaches would be necessary to ensure the process is effective and reliable. This 
would come at an additional cost and burden to the service provider and would require: 
• an efficient data management system, informed by ethical considerations to ensure accurate 

and reliable information is gathered. Additionally, clear, standardised protocols for evidence 
collection should be established to ensure consistency and reliability across different providers 
and settings, and access to appropriate technology and tools for data collection, storage, and 
analysis will be critical. This includes secure databases, and data analytics software. 
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• To maintain high standards and identify areas for improvement, regular audits and quality 

assurance checks should be implemented to verify the accuracy and integrity of the collected 
evidence.  
 

• A regulatory body should oversee the evidence collection process, ensuring compliance with 
established standards and protocols, and manage any issues or discrepancies that arise. 
 

• Policies that facilitate the sharing and use of collected evidence while protecting service user 
privacy and data security are essential. This must include clear guidelines on data ownership, 
access, and usage rights. 
 

• Encouraging collaboration and communication between service providers, regulatory bodies, 
and other stakeholders to ensure that all parties are aligned on goals and expectations3,4. 
 

• Service providers should have access to legal and compliance support to help them navigate 
complex regulations and ensure they are meeting all legal requirements5. 

 
3. Are there any other elements that should be considered for inclusion in a national worker 

registration scheme (beyond the elements raised in this consultation paper)?  
 

“Minimum education and accreditation requirements can provide the basis for workforce 
professionalisation to improve workforce stability, support workforce growth and improve care 
quality. A minimum qualification requirement and opportunity for, and accreditation of, further 
learning can lead to better recognition of the skilled nature of care work, fairer valuation and 
reward for this work, and increased job satisfaction” 6. 

 
In addition to the elements raised in the consultation paper, there are other considerations that 
could enhance a national worker registration scheme for aged care workers and help to create a 
more comprehensive and supportive registration scheme that benefits both workers and care 
recipients including: 
 
• Incorporating mental health and wellbeing support for workers can help address the high-stress 

nature of aged care work and promote a healthier workforce. 
 

• Providing mental health training in registration qualifications that includes a trauma-informed 
best practice approach to age care will not only improve the care workers provide to those they 
support, for enable them to better understand their own mental health and ways to improve 
self-care in challenging circumstances and minimise vicarious trauma. 
 

• Including Cultural Competency training in registration qualifications would ensure that workers 
are equipped to provide respectful and effective care to individuals from diverse backgrounds. 
 

• Encouraging the use of technology and innovative practices in care delivery can improve 
efficiency and quality of care. 
 

• Strategies to improve recognition of work value can provide the basis for pathways to higher-
paid jobs and career opportunities. They are a key part of a broader professionalisation 
strategy that is essential for building workforce stability and growth through increased attraction 
and retention of workers. Establishing clear career pathways and opportunities for 
advancement can help retain skilled workers and encourage professional growth within the 
sector. A registration process that recognises advanced learning would assist in this respect 7. 
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• Implementing robust feedback mechanisms where workers can provide input on policies 

and practices can help improve the system and ensure it meets the needs of both workers 
and care recipients8. 

 
a. Should there be different requirements for personal care workers employed in 

different settings, for example in-home care versus residential care settings? If yes, 
why?  

 
MHCC propose that both should be required to register but that there should be different 
requirements for personal care workers employed in different settings, such as in-home care 
versus residential care settings, for the following reasons: 
 
• In-home care frequently involves providing assistance with activities of daily living in a more 

personalised and flexible environment. Workers may need to adapt to the specific needs and 
routines of individual clients. Further, in-home care can emphasise assisting people to regain 
functional capacity and improve independence, aiming at full recovery where possible 9.  
In contrast, residential care settings require workers to follow more standardised procedures 
and protocols to ensure the safety and well-being of multiple residents10. Personal care 
workers in residential settings may need additional training in areas such as medication 
administration, emergency response, managing group activities, and best practice pastoral or 
spiritual care11. In-home care workers might focus more on skills related to individualised care, 
such as meal preparation, housekeeping, and companionship12. 

 
4. Should there be consideration of different registration categories including full-registration, and 

provisional registration if mandatory training, skills, or qualifications are required as part of the 
personal care worker role? This could include for example, where a worker may be undertaking 
training, or in cases of demonstrated workforce shortages, with a requirement for a worker to 
attain full registration within a prescribed timeframe. 

 
• Different settings may have varying regulatory requirements. For example, residential care 

facilities often have stricter regulations and oversight compared to in-home care services13. 
This can include specific certifications, background checks, and ongoing training requirements. 
MHCC proposes that in-home care services should lift their requirements to be more stringent, 
noting the potential for high-risk fraudulence, poor quality of care and modern slavery as 
referenced earlier (p.3). 

 
• The work environment in residential care settings can be more structured and supervised, with 

access to a team of healthcare professionals. In-home care workers typically work 
independently and need to be more self-reliant and resourceful. 

 
• In-home care workers often develop closer, one-on-one relationships with their clients, which 

requires strong interpersonal skills and the ability to provide emotional support. Residential 
care workers need to balance individual attention with the needs of the entire group of 
residents. 

 
These differences highlight the need for tailored requirements and training programs to ensure that 
personal care workers are well-prepared to meet the unique demands of their respective settings. 
Registration of workers would need to reflect the different skills required in the different settings.   
 
Considering different registration categories, such as full-registration and provisional registration, 
can be beneficial for several reasons: 
 
 



 

 

      7 
• Provisional registration can help address workforce shortages by allowing workers to begin 

employment while they complete their mandatory training and qualifications. This ensures that 
care services can continue to operate effectively even during periods of high demand. 
However, provisional registration should be time-limited. 

 
• Provisional registration also provides a structured pathway for new entrants to the profession, 

allowing them to gain practical experience while working towards full registration. This can be 
particularly useful for individuals transitioning from other sectors or those who are new to the 
workforce. 

 
• By requiring workers to attain full registration within a prescribed timeframe, the system 

ensures that all personal care workers eventually meet the same high standards of training and 
qualifications, maintaining quality of care provided to clients. 

 
• Different registration categories can enhance the professional recognition of personal care 

workers by acknowledging their progress and commitment to meeting industry standards, and 
then acquiring additional skills that are recognised. This can improve job satisfaction and 
retention rates. 
 

• Provisional registration allows regulatory bodies to monitor and support workers as they 
complete their training, ensuring compliance with standards and providing guidance where 
needed. 

 
5. Should the elements of a national worker registration scheme be the same across aged care, 

disability support and veterans’ care? If no, which elements should differ and why? 
 
While a harmonised approach to a national worker registration scheme across aged care, disability 
support, and veterans' care can offer several benefits, there are reasons to tailor certain elements 
to the specific needs of each sector: 
 
Common Elements 

o All sectors should have a baseline training and qualifications to ensure a minimum standard 
of care and safety. 

o Comprehensive background checks should be mandatory across all sectors to protect 
vulnerable populations.  

o A unified code of conduct can help maintain professional standards and ethical behaviour 
across human services. 

o Ongoing training and development opportunities should be available to all workers to keep 
their skills up-to-date. 
 

Sector-Specific Elements 
 

1. Specialised Training: 
 

o Aged Care: Training focused on geriatric care, dementia management, end-of-life care, 
restrictive practices, positive behaviour supports, supported decision making (SDM), 
wellness and reablement. 

o Disability Support: Training on specific disabilities, communication techniques, and 
assistive technologies, restrictive practices and positive behaviour supports, SDM. 

o Veterans' Care: Training on dealing with PTSD, physical rehabilitation, and understanding 
military culture. 
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2. Regulatory Requirements: 

 
o Aged Care: May require more stringent health and safety regulations due to the higher 

vulnerability of elderly clients. 
o Disability Support: Might need more flexible regulations to accommodate a wide range of 

disabilities and individualised care plans. 
o Veterans' Care: Could include specific requirements related to mental health support and 

integration with veteran services. 
 

3. Support Services: 
 

o Aged Care: Access to services like palliative care and geriatric specialists as well as 
support that encourages wellness and reablement. 

o Disability Support: Access to occupational therapists, speech therapists, and other 
specialised support including mental health. 

o Veterans' Care: Integration with veteran-specific support services, including mental health 
and social reintegration programs. 

 
Why Differentiation is Important 
 

o Different populations have unique needs that require specialised knowledge and skills. 
o Tailoring elements can lead to more efficient use of resources and better outcomes for 

clients. 
o Allows workers to develop expertise in specific areas, enhancing their career prospects and 

job satisfaction. 
 
6. What approaches would best support the mobility of workers between aged care and/or other 

care and support economy employers (for example, an electronic passport that could collect and 
store registration and skills information)? 
 

Implementing an electronic passport system for care workers could significantly enhance their 
mobility between aged care, disability support, and veterans' care sectors. Some approaches that 
could support this are: 

 
Electronic Passport System 
An electronic passport could collect and store essential information about a worker's registration, 
skills, and qualifications. This system would offer several benefits:14,15. 

 
Centralised Information  

o All relevant data, including training, certifications, and work history, would be stored in one 
place, making it easily accessible to employers across different sectors. For instance, a 
licence that clears someone to work with vulnerable populations can sit centrally much like 
Working With Children Checks sits in the Service NSW app for an employee. 
 

Ease of Verification 
• Employers can quickly verify a worker's credentials and qualifications, reducing the time 

and effort required for background checks and onboarding. 
 

Enhanced Mobility 
• Workers can seamlessly transition between different care sectors, easily demonstrate their 

skills and upskill without the need to repeatedly provide the same information. This can 
reduce barriers to learning and development for employees, and also address national 
occupational shortages16. 
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Continuous Updates 

• The electronic passport can be regularly updated with new skills, training, and certifications, 
ensuring that workers' profiles are always current. 
 

Interoperability and Standardisation 
To ensure the effectiveness of an electronic passport system, it is crucial to address 
interoperability and standardisation:17,18. 

 
Unified Standards 

• Establishing common standards for data entry and storage across different sectors ensures 
that the information is consistent and easily transferable. 
 

Secure Data Sharing 
• Implementing robust security measures to protect sensitive information and ensure that 

data sharing complies with privacy regulations. 
 

Collaboration 
• Encouraging collaboration between regulatory bodies, employers, and training institutions 

to develop and maintain the electronic passport system. 
 

Challenges and Considerations 
Discussions around the introduction of a skills passport have been circulating dating back to 
199719, further supported by the Australian Government’s White Paper on Jobs and 
Opportunities20 and the introduction of National Skills Passport to ensure lifelong learning and 
career progression.  

 
While the electronic passport system offers many advantages, there are also possible challenges 
to consider:21 
 
Privacy Concerns 

• Ensuring that workers' personal and professional information is securely stored and only 
accessible to authorised personnel. 
 

Technological Barriers 
• Addressing potential issues related to technological infrastructure, especially in regions with 

limited access to digital technologies to support a cloud-based marketplace through an 
electronic passport. 

 
Adoption and Training 

• Providing adequate training and support to workers and employers to ensure smooth 
adoption and use of the electronic passport system.  

 
Verification and Ownership 

• Ensuring there is clarity on responsibilities i.e. who is responsible for ensuring a copy of a 
qualification is made available if required, and who is responsible for verifying its 
authenticity.  

 
Ease and Accuracy of Information 

• Ensuring accuracy of training and education information in a concise and accessible way 
for employees and employers. Passports may be effective for recording accredited training 
but not necessarily non-accredited learning and development. The passport will need to 
differentiate between industry specific and industry generic competencies.  
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Evidence of Need and Cost 
• Determining through extensive consultation whether there is a clear and demonstrable 

need and purpose for an electronic passport that outweighs the ongoing costs, including 
public funding, and administration of such a system22.  

 
7. What specific barriers are there for First Nations workers, migrant workers, culturally and 

linguistically diverse workers, regional, rural or remote workers, workers with disability, and 
workers from low socioeconomic backgrounds? 

 
There are several specific barriers that different groups of workers face: 
 
First Nations Workers 

• Less accessible and equitable educational opportunities can limit job opportunities. 
• Lack of understanding and respect for cultural differences and cultural safety can create a 

hostile work environment. 
• Persistent stereotyping, racism, bias and implicit and explicit discrimination can hinder 

employment and career advancement 
• Socioeconomic challenges can affect overall well-being and job performance23,24.     

 
Migrant Workers 

• Difficulty in speaking and understanding English can limit job opportunities and meaningful 
participation. 

• International qualifications and work experience may not be recognised, forcing skilled 
workers into lower-paying jobs, including those who are trained in priority skill occupations 
to address workforce shortages in Australia. 

• Migrant workers often face discrimination and exploitation in the workplace. 
• Navigating visa requirements and legal documentation can be complex and stressful25,26, 

27.    
 
Culturally and Linguistically Diverse Workers 

• Language differences can lead to miscommunication and errors. 
• Lack of understanding and respect for cultural differences and cultural safety can create a 

hostile work environment including misunderstandings and conflicts. 
• Workers may feel isolated and undervalued if they cannot effectively communicate with 

colleagues. 
• Lack of awareness of employee rights and responsibilities that can result in unfair and even 

illegal employment arrangements, making CALD workers more vulnerable. 
• Inability to understand safety instructions can increase the risk of workplace accidents28,29 . 

 
Regional, Rural, or Remote Workers 

• Fewer job opportunities in remote areas can limit career growth. 
• Limited access to training and professional development opportunities. 
• Poor infrastructure, including internet connectivity and technical advancement, can hinder 

remote work. 
• Isolation and limited access to healthcare and support services can affect overall well-being 

and job performance30,31,32. 
 
Workers with Disability 

• Inaccessible physical environments can limit job opportunities and performance. 
• Negative attitudes and stereotypes about disability can hinder employment. 
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• Employers may be unwilling or unable to provide necessary accommodations to support 

employees. 
• Difficulties in communication can limit job performance and meaningful participation33,34. 

Workers from Low Socioeconomic Backgrounds 
• Less accessible and equitable educational opportunities can limit skill development and 

career readiness. 
• Lack of financial resources can limit access to appropriate attire, transportation, and further 

education. 
• Limited access to and meaningful participation in professional networks and mentorship. 
• Unpaid Internships: Economic constraints can make it difficult to take on unpaid internships 

that are often required for career advancement 35,36.       
 

a. If barriers exist, what kinds of additional elements or supports for these workers need 
to be considered in the implementation of a national worker registration scheme? 
 

To effectively support these diverse workers, a national worker registration scheme should include 
tailored elements and supports that ensure people have equitable opportunities to succeed, 
including: 

 
First Nations Workers 

• Ensure that all staff undergo cultural competency and cultural safety training to understand 
and respect First Nations cultures and practices. 

• Engage with First Nations communities and Elders to co-design the registration process 
and support services. 

• Provide flexible training options that accommodate cultural obligations and remote 
locations.  
 

Migrant Workers 
• Offer more accessible and no-cost language classes and translation services to help 

migrant workers overcome language barriers. 
• Implement processes to recognise and validate international qualifications and work 

experience and provide pathways to further study. 
• Enforce strict anti-discrimination and other workplace policies to protect migrant workers 

from exploitation and unfair treatment. 
 

Culturally and Linguistically Diverse Workers 
• Provide interpreters where possible and translated materials to ensure clear 

communication. 
• Promote cultural awareness training for all employees to foster an inclusive workplace. 
 

Regional, Rural, or Remote Workers 
• Provide online training and professional development opportunities to overcome 

geographical barriers. 
 

8. What impacts will a national worker registration scheme have on aged care providers? Other 
providers of care and support services?  

 
Note: Answers to this question are generally covered earlier in this submission on page 3. 
Therefore, we briefly reiterate that implementing a national worker registration scheme will have 
several impacts on aged care providers and other providers of care and support services such as: 
 
Aged Care Providers 
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• The scheme will ensure that all workers meet minimum standards of training and 

qualifications, leading to higher quality care for those they support. 
 

• Not only will registration help to professionalise the workforce but will provide clearer career 
pathways and opportunities for further training and development. 

 
• Providers will benefit from increased accountability and transparency, as registered workers 

will be held to a consistent code of conduct, training requirements and ethical standards. 
 
• The scheme will streamline regulatory compliance, making it easier for providers to ensure 

that their staff meet all necessary requirements. 
 

• A harmonised registration scheme across different care sectors will facilitate workforce 
mobility, allowing providers to more easily hire workers with verified credentials from other 
sectors and address workforce shortages. 

 
Other Providers of Care and Support Services 

• The scheme will create consistency in training and standards across aged care, disability 
support, and veterans' care, ensuring that all workers are equally qualified and equipped 
with the necessary skills and knowledge required by the industry. 
 

• Providers will have access to a larger pool of qualified workers with both general and 
specific skill competencies, making recruitment easier and more efficient. 

 
• With standardised training requirements, providers may see a reduction in training costs as 

some workers may already possess the necessary qualifications, although ongoing training 
and refreshers are always desirable. 

 
• The scheme will help improve service delivery by ensuring that all workers are adequately 

trained and adhere to best practices across the service system. 
 
• The scheme can include tailored supports for diverse groups of workers, helping providers 

to better support and retain a diverse workforce. 
 
Challenges and Considerations 

• There may be initial costs associated with implementing the scheme, including training and 
administrative expenses along with ongoing maintenance costs. 
 

• Providers will need to manage the transition period as the scheme is rolled out, ensuring 
that current workers meet the new requirements. 

 
• Maintaining compliance with the scheme's requirements will require ongoing effort and 

resources from providers and require obligations on the part of workers to ensure timely 
completion of registration requirements. 

 
• Whilst challenges certainly exist, the benefits of a national worker registration scheme in 

terms of improved quality of care, professionalisation of the workforce, and enhanced 
recruitment and retention are significant. 

 
Section 2. Training requirements:  
 
9. Should there be an amount of continuing professional development hours that need to be 

undertaken and/or should there be a specified skill sets, subjects, or shorter non-accredited 
training (for example, micro-credentials) to choose from? 
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Incorporating continuing professional development (CPD) hours and specified skill sets, subjects, 
or shorter non-accredited training (such as micro-credentials) can be highly beneficial for aged 
care workers: 
 
Continuing Professional Development (CPD) Hours 

• Regular CPD ensures that aged care workers stay up to date with the latest best practices, 
technologies, standards and regulations in the field 37. 

• CPD provides opportunities for workers to enhance their skills and knowledge, leading to 
improved quality of care38. 

• It also supports career progression by allowing workers to gain new qualifications and 
specialisations 39. 

• CPD can also ensure that workers are meeting minimum requirements of ongoing learning 
that is current and in line with the latest evidence-based practice. Meeting minimum CPD 
hours, including achieving certificates and badges, can provide incentive to workers to 
remain engaged in their own skill and career development and the quality of service they 
are providing.  

 
Specified Skill Sets and Subjects 

• Targeted training for specified skill sets and subjects ensure that workers receive training in 
areas critical to their roles, such as dementia care, mental health, palliative care, and 
infection control 40. 

• Establishing a standard set of skills and subjects across tertiary and higher education 
programs helps maintain a consistent level of foundational care across the industry and 
between a range of courses 41. 

• Workers developing expertise in specific areas, can be particularly beneficial for addressing 
the diverse needs of aged care residents42. 

 
Non-Accredited Training (Micro-Credentials) 

• Micro-credentials offer flexible learning options that can be completed in shorter time 
frames, making it easier for workers to fit training into their schedules 43. 

• These courses can focus on specific skills or knowledge areas, providing targeted and 
practical training44. 

• Non-accredited, micro-credentials can still be recognised by employers as valuable 
professional development45. 

 
Implementation 

• Establish a minimum number of CPD hours that workers must complete annually to 
maintain their registration. 

• Create a list of approved training providers and courses for formal tertiary and higher 
education to ensure the quality and relevance of the training. 

• Implement a system for tracking and reporting CPD hours and completed training to ensure 
compliance. 
 

a. If there are set skill sets, subjects, or other shorter non-accredited training, what 
specific areas of skills and knowledge should be considered?  
 

Training would be useful in the following subject areas: 
 

Mental Health Coordinating Council 
o Understanding Mental Health 
o Connecting Physical and Mental Health 
o Understanding Medication 
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o Introduction to Trauma-informed Practice 
o Self-Care and Vicarious Trauma 
o Responding to Risk of Suicide 
o Understanding and Responding to Trauma 
o Responding to Voices 
o Recovery-Oriented Practice 
o Provide Leadership Across the Organisation 
o Supported Decision-Making 

       
ADC Ageing & Disability Commission 

o Domestic Family & Sexual Violence (older Women focus) (to be launched July 2025)  
o Responding to Abuse and Neglect  

 
b. Are there existing training options that would be suitable for meeting ongoing 

personal care worker training requirements? If so, what are these?  
 
Examples of organisations providing a range of suitable learning modules both PD and accredited 
these courses listed above and more linked below: 

o Mental Health Coordinating Council  - accredited and PD 
o TAFE - Certificate III in Individual Support (Ageing and Disability) and Certificate IV in 

Ageing Support 
o Department of Health & Aged Care.  
o Age Care & Quality & Safeguards Commission 
o Ageing & Disability Commission  

 
c. Should the training expectations be directed by the individual personal care worker 

reflecting on their own training needs?  
 

Individual workers should always be offered the opportunity to identify the training that they feel will 
enhance their practice and further support their personal growth and confidence. Allowing 
individual personal care workers to reflect on their own training needs can be beneficial, but it 
should be balanced with guidance from employers and regulatory bodies.  

 
Some benefits of self-directed and guided learning to consider are: 
• Encouraging self-directed learning empowers workers to take ownership of their professional 

development and career growth. 
• Workers can choose training that fits their schedules and learning styles, making it easier to 

integrate into their daily routines. 
 

Balancing Self-Directed and Guided Training 
• The Registration Authority must establish a framework that outlines essential training areas 

and competencies, ensuring that all workers meet minimum standards. 
• Service providers should conduct regular assessments and performance reviews to help 

workers identify their training needs and set goals. 
• Provide registrants access to resources, such as training programs, mentorship, and 

professional development opportunities, to support self-directed learning. 
• Service providers must implement feedback mechanisms where workers can discuss their 

training needs and progress with supervisors or mentors. 
 
Collaborative Approach 

• Service delivery organisations must create individual development plans (IDPs) for their 
workers that combine self-assessment with input from supervisors and training 
coordinators. 

https://mhcc.org.au/training/courses/
https://www.health.gov.au/topics/aged-care-workforce/learning-and-development
https://www.agedcarequality.gov.au/providers/education-training
https://ageingdisabilitycommission.nsw.gov.au/tools-and-resources/training.html
https://ageingdisabilitycommission.nsw.gov.au/tools-and-resources/training.html
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• The Registration Authority and service organisations must encourage a culture of 

continuous improvement where workers regularly update their skills and knowledge based 
on feedback and changing industry standards. 

• Organisations must recognise and reward workers who actively engage in their 
professional development, motivating others to do the same. 

 
i. Alternatively, should they be determined by the employer? 

 
It should be a collaborative process. By combining self-directed training with structured guidance 
and support, personal care workers can effectively address their training needs while ensuring they 
meet industry standards and provide high-quality care. 
 
10. Should ongoing training requirements be the same or different for workers employed in different 

aged care settings, for example in home care versus residential aged care settings? Why? 
 
Training requirements that affect a range of aged care settings should be the same across the 
workforce. Any ongoing training requirements beyond this should be tailored to the specific needs 
of different aged care settings, such as home care and residential aged care: 
 
Home Care Settings 

• Home care workers often provide one-on-one care, which requires a deep understanding of 
the specific needs and preferences of each client. Training should focus on personalised 
care plans, communication skills, building strong relationships with clients, and supporting 
the individual to maintain autonomy and independence where possible. 
 

• Home care workers typically work independently, so training should emphasise decision-
making, problem-solving, and emergency response skills. 
 

• Training should cover how to adapt care practices to various home environments, including 
safety assessments and modifications to ensure a safe living space for clients. 

 
Residential Aged Care Settings 

• In residential settings, care is often provided by a team of workers. Training should focus on 
teamwork, collaboration, and effective communication within a multidisciplinary team. 
 

• Residents in aged care facilities may have more complex health needs, requiring 
specialised training in areas such as dementia care, palliative care, and managing chronic 
health and mental health conditions. 
 

• Residential aged care facilities are subject to strict regulatory requirements. Training should 
include compliance with health and safety standards, infection control, and documentation 
practices. 

 
Common Training Topics 

• While there are differences, some training areas should be common across both settings: 
o Basic Care Skills: Fundamental skills such as personal care, mobility assistance, and 

medication management should be covered for all workers. 
o Ethical and Professional Standards: Training on ethical behaviour, professional 

conduct, and respecting clients' rights and dignity is essential in all settings. 
o Cultural Competency: Understanding and respecting cultural differences is important in 

providing person-centred care in any setting. 
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Tailored Training is Important 

o Tailored training ensures that workers receive relevant and practical skills that directly apply 
to their specific work environment. 

o Training that addresses the unique challenges of each setting is more likely to be effective 
and improve the quality of care provided. 

o Workers who feel well-prepared and supported in their roles are more likely to experience 
job satisfaction and remain in the workforce. 
 

11. Which mode/s of training should be introduced for workers to get the best outcomes (for 
example, on the job, case studies, instructor-led training)?  

 
With any qualification in the health and community services fields, a mix of theoretical and practical 
training is ideal to ensure a consistent demonstration of the required skills and knowledge across 
settings and over a period of time.  
 
A work placement component would be essential for any personal or aged care worker to ensure 
theory is translating across to effective and safe application as supervised and observed by a 
current and suitably qualified industry professional.  

 
12. How can training ensure the worker has the right values and personal attributes to work with 

older people accessing aged care services, given this is critical to working in aged care 
services?  
 

Values-based recruitment and orientation is when an organisation can access whether a person 
has the right values and personal attributes to work in the sector. Whilst training supports the 
values and principles of best practice, it cannot absolutely ensure that a person is fit for the role. 
However, training can include values and principles in their course suitability criteria. Some 
examples may include: 

• empathy, patience and the desire to support and empower others 
• a passion for working with a diverse range of people 
• willingness to help people feel safe and supported 
• kind, honest and respectful 
• ability to treat people with dignity and respect and value their diversity 
• ability to work independently and in groups 

 
Further, ensuring that human rights, person-centred, trauma-informed, recovery-oriented, 
supported decision making practice is embedded into all training will ensure that workers pick up 
the inherent values associated with them, including individual worth, dignity, choice, autonomy, 
respect and hope. The trainer and assessor can also have a significant impact in ensuring any 
graduate has demonstrated the required employability skills that encompass the values and 
personal attributes involved in the role. For example, assessment should not just be about the 
demonstration of a skill without doing so in the appropriate context and with the required 
interpersonal capability.  
 
Certainly, by making registration mandatory a person engaging in the training and meeting the 
requirements will have shown a willingness to learn and a desire to work in the sector. As things 
currently stand often people work in the sector because qualification is not required, and they need 
to find immediate employment. 
 
During the recruitment process, organisations should assess candidates for values such as 
empathy, respect, patience, and compassion. This can be done through competency based and 
behavioural interviews, situational judgment tests, and personal assessments. 
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Ensuring that workers have the right values and personal attributes to work with older people is 
indeed critical in aged care services. There are some strategies to incorporate these aspects into 
training programs which will certainly foster the desired work culture. 
 
Values-driven training provides an opportunity to integrate values and personal attributes into the 
training curriculum.  This includes using real-life scenarios and role-playing exercises to emphasise 
the importance of these values in everyday care situations. 
 
Person-centred and Person-led Care Training 
• Include modules that focus on developing empathy and understanding the emotional needs of 

older people.  
• Train workers in effective communication skills, including active listening, non-verbal 

communication, and building rapport with clients. 
• Ensure that training includes cultural competency to respect and understand the diverse 

backgrounds of older people. 
 
Supported Decision-Making Training 
• SDM is currently recognised as essential to providing best practice, person-centred and 

person-led care and supports across aged care, mental health and disability services. 
• The availability of SDM is commonly expressed in policy and principles of practice, and it is 

becoming more visible in programs and in models of care. 
• Aligning with the United Nations Convention on the Rights of Persons with Disabilities 

(UNCRPD), the law in many contexts now emphasises greater participation of the person in 
treatment planning and care, acknowledging and respecting individual choice about care, 
support and treatment, promoting self-determination and autonomy, and presuming legal 
capacity on an equal basis with others. 

• Whilst SDM may not be legislated in Australia, it is mandated by the UNCRPD, and able to be 
applied under our laws. It aligns with legislative principles, government policies and is accepted 
best practice. 

• SDM moves away from stigmatising attitudes, such as that people living with age related 
difficulties lack the capacity to make their own decisions or need others to make decisions for 
them. 

• It supports people’s right to self-determination, autonomy and dignity of risk. It supports 
people’s equality before the law, so that people living with age related conditions are provided 
the same rights as others. 
 

Reflective Practice 
• Service providers should encourage workers to engage in self-reflection to understand their 

own values and how they align with the principles of aged care in the service.  
• Regular feedback mechanisms where workers can receive constructive feedback on their 

interactions with clients and reflect on areas for improvement are important to support best 
practice. 
 

Mentorship and Role Models 
• Mentors can provide guidance, support, and model appropriate behaviours. 
• Highlighting role models within the organisation who can demonstrate exemplary care, and 

values can be valuable supports to new entrants into the sector.  
 
Continuous Professional Development 
• The Registration Authority and Service Providers must offer ongoing flexible training 

opportunities that reinforce the importance of values and personal attributes. This can include 
workshops, seminars, and e-learning modules.  
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• Funding for ongoing CPD needs to be considered with the implementation of a National 

Registration Scheme to ensure the sustainability of the Scheme and the workforce. 
 

13. What types of implementation support should be introduced to aid the introduction of this 
requirement? 

a. Are there specific barriers for some groups of personal care workers, including, for 
example, First Nations workers, migrant workers, culturally and linguistically diverse 
workers, workers with disability, and workers from low socioeconomic backgrounds?  

i. What kinds of supports or exemptions should be made for these workers (for 
example, additional time to meet requirements, materials provided in plain 
English)? 

ii. Should these be short-term or longer-term solutions? 
b. Some workers in regional, rural and remote settings may not have a local training 

provider offering relevant recognised training courses. Workers across the sector 
may also not have access to appropriate technology.  

i. What kinds of supports or exemptions should be made for these workers?  
ii. Should these be short-term or longer-term supports or exemptions? Why? 

 
Service providers operating in the aged care sector are better placed than MHCC to answer the 
above Question 13. 

 
14. What should be considered when thinking of how this requirement could be expanded to other 

sectors in the care and support economy?  
 
• It is important to consider training entry pathways from other care and support sectors to 

ensure mobility and movement to address workforce shortages and ensure no sector operates 
in a silo, further fragmenting the care and support economy.  

• Consideration of organisational readiness, and how this requirement may impact a range of 
different-sized organisations is crucial. Organisations are often not funded when requirements 
change but are expected to ensure compliance with any required standards. The 
implementation of an electronic passport should not be done in isolation from other health and 
community services sectors, and should include extensive, documented consultation.   

 
15. What transition timeframes, or phasing arrangements, should be considered to support the 

successful implementation of this requirement? 
 
Note: The question above relates to professional development.  However, we take this opportunity 
to answer the same question but in relation to implementation of the scheme itself. 
  
Implementing an aged care registration scheme requires careful planning and phased 
arrangements to ensure a smooth transition. Key considerations for transition timeframes and 
phasing, in our view include: 
 
Initial Planning Phase (6-12 months) 
• Stakeholder Consultation: Engage with stakeholders, including aged care providers, workers, 

regulatory bodies, and advocacy groups, to gather input and build consensus on the scheme's 
design and implementation. 

• Regulatory Framework: Develop the regulatory framework, including the standards, 
requirements, and processes for registration. 

• Communication Strategy: Create a comprehensive communication strategy to inform all 
stakeholders about the upcoming changes and the benefits of the registration scheme. 
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Pilot Phase (6-12 months) 
• Pilot Programs: Implement pilot programs in selected regions or facilities to test the registration 

processes and identify any potential issues. 
• Feedback and Adjustment: Collect feedback from participants in the pilot programs and make 

necessary adjustments to the scheme based on their experiences. 
• Training and Support: Provide training and support to workers and employers involved in the 

pilot programs to ensure they understand the new requirements and processes. 
 
Gradual Rollout Phase (12-24 months) 
• Phased Implementation: Roll out the registration scheme in phases, starting with larger urban 

areas and gradually expanding to regional, rural, and remote areas. 
• Support Systems: Establish support systems, such as helplines and online resources, to assist 

workers and employers during the transition. 
• Monitoring and Evaluation: Continuously monitor the implementation process and evaluate its 

effectiveness, making adjustments as needed. 
 
Full Implementation Phase (24-36 months) 
• Mandatory Registration: Make registration mandatory for all aged care workers, with clear 

deadlines for compliance. 
• Ongoing Training and Development: Ensure that ongoing training and professional 

development opportunities are available to help workers meet the new standards. 
• Compliance and Enforcement: Implement compliance and enforcement mechanisms to ensure 

that all workers and providers adhere to the registration requirements. 
 
Post-Implementation Phase (Ongoing) 
• Continuous Improvement: Regularly review and update the registration scheme to address 

emerging issues and incorporate best practices. 
• Stakeholder Engagement: Maintain ongoing engagement with stakeholders to gather feedback 

and ensure the scheme continues to meet the needs of the aged care sector. 
• Evaluation and Reporting: Conduct regular evaluations and publish reports on the scheme's 

impact, effectiveness, and areas for improvement. 
• By following these phased arrangements, the implementation of an aged care registration 

scheme can be managed effectively, ensuring a smooth transition and long-term success. 
 
16. Could there be an industry-led product that supports employers and workers to identify and 

prioritise high-value training opportunities?  
 
An industry-led product that supports employers and workers in identifying and prioritising high-
value training opportunities could be highly beneficial.  A number of things could be considered: 
 
• A comprehensive catalogue of accredited and non-accredited training programs, including 

micro-credentials, workshops, and online courses, categorised by relevance and value. 
• User-generated feedback and ratings for training programs to help workers and employers 

make informed decisions about the quality and effectiveness of different options. 
• Integration with existing HR and learning management systems to streamline the process of 

enrolling in and completing training programs. 
• Regular updates on industry trends, emerging skills, and high-demand areas to help employers 

and workers stay ahead of the curve. 
Employers can use the catalogue to identify skill gaps and plan for future workforce needs, 
ensuring they have the right talent to meet organisational goals. 

• Collaboration with industry bodies, training providers, and regulatory agencies to ensure the 
product meets industry standards and addresses the needs of all stakeholders. 
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• A user-friendly interface that makes it easy for employers and workers to navigate and use the 

product effectively. 
• Data Security and Privacy: Ensuring that all data collected and stored by the product is secure 

and complies with privacy regulations. 
 

a. Should the national worker registration scheme be supported by a professional 
network where workers could develop communities of practice and promote and 
share training and skills opportunities? 

 
Supporting the national worker registration scheme with a professional network where workers can 
develop communities of practice and share training and skills opportunities would be highly 
beneficial because: 
• A professional network allows workers to share knowledge, best practices, and experiences, 

fostering a culture of continuous learning and improvement. 
• Workers can collaborate on common challenges, seek advice, and provide support to one 

another, enhancing their professional development and job satisfaction. 
• A network can serve as a central hub for accessing training materials, resources, and 

information about upcoming training opportunities and industry events. 
• Career Development: Workers can use the network to explore career development 

opportunities, such as mentorship programs, job openings, and professional certifications. 
• Developing communities of practice helps build a sense of belonging and community among 

workers, which can improve morale and retention. 
 
Features of the Professional Network  
• An online platform where workers can create profiles, join discussion forums, and participate in 

virtual events and webinars. 
• A comprehensive library of training materials, articles, research papers, and other resources 

relevant to aged care. 
• Mentorship Programs that connect less experienced workers with seasoned professionals for 

guidance and support. 
• Discussion Forums: Forums where workers can discuss specific topics, share experiences, 

and seek advice from peers 
• A calendar of industry events, training sessions, and webinars that workers can attend to 

enhance their skills and knowledge. 
• Programs to recognise and reward workers who actively contribute to the community and 

demonstrate excellence in their roles. 
 

Implementation Considerations 
• Ensure the platform is easy to navigate and accessible to all workers, regardless of their 

technical skills. 
• Implement robust privacy and security measures to protect users' personal information and 

data. 
• Keep the platform updated with the latest training opportunities, resources, and industry news. 
• Develop strategies to encourage active participation and engagement from workers, such as 

incentives, and regular communication. 
• Provide mechanisms for users to give feedback on the platform and suggest improvements. 
 
By integrating a professional network with the national worker registration scheme, we can create a 
supportive and collaborative environment that promotes continuous learning and professional 
growth for aged care workers. 
 
17. How should the ongoing training requirement be funded? 
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Funding ongoing training requirements for aged care workers is crucial to ensure they can 
continuously develop their skills and provide high-quality care. It will be important to ensure that 
funding mechanisms are designed to provide equitable access to training for all workers, 
regardless of their financial situation and to develop sustainable funding models that can support 
ongoing training needs over the long term.  
 
MHCC suggest that governments provide grants and subsidies to aged care providers to cover the 
costs of training programs, to ensure that all workers have access to necessary training without 
financial barriers. The other possibility is to offer tax incentives to employers who invest in their 
workers' professional development can encourage more organisations to prioritise training. 
 

a. How might funding vary depending on whether this requirement is learning, training 
and/or continuing professional development?  

 
Funding needs to focus on the minimum standards so that resources are focused on supporting 
workers to meet the requirements and, therefore, increase employment and quality assurance 
within the sector.  
Funding should ensure responsibility for learning, training and CPD is spread across the individual 
worker, employers and the Government in ways that are sustainable and support business 
continuity and sector development.   
 

b. What is the government’s role in funding and making available high-quality training? 
i. Are online short-courses, (for example, the Equip Aged Care Learning 

Packages) a useful tool to support workforce skills, knowledge and capability 
to deliver safe and high-quality care? 

 
The Government’s role should include ensuring that any barriers to entry into a sector are reduced 
in order to address workforce shortages and ensure accountability and transparency of employers 
and employees. Funding of high-quality training must be supported by the industry to ensure 
quality and consistency, and access and equity must be taken into consideration in terms of who 
can get access to this funding.  

 
18. What else should be done to support workers to explore and take up training opportunities?  

a. What dedicated actions, or initiatives, could support this?  
b. How could this approach be enhanced to also support future job design and career 

pathway opportunities for workers? 
 
In addition to the answers provided to question 16, supporting workers to explore and take up 
training opportunities could involve the following: 
 

a. Dedicated actions and initiatives  
 

• A clear sector roadmap including the range of required training that is available, and other 
ongoing professional development opportunities to engage with. 

• Development of national guidelines outlining training requirements and a detailed sector 
development plan, including transition and implementation phases and funding 
opportunities available.  

• Minimum annual CPD hours to maintain registration. 
• Incentives to engage in CPD including milestone certificates and badges for display on 

online platforms such as Linked In. 
• Development of Communities of Practice and funded training opportunities for the sector to 

learn from one another. 

https://www.health.gov.au/news/equip-aged-care-learning-packages
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• Recognised approved training providers who receive funding to ensure there is consistency 

in quality and workers know that the training they access is trusted, compliant, recognised 
and relevant. 

 
b. Supporting future job design and career pathway opportunities for workers 

 
• A sector roadmap and development plan can ensure there is long term investment into the 

training of the sector and that future needs have been considered in any implementation. 
• Training data can confirm engagement of the workforce in a range of training offerings and 

inform future training needs and gaps. 
• CPD data submitted by workers can highlight training trends, areas of need and interest. 
• Public feedback register for workers and employers to submit feedback on training 

available and what gaps exist.   
• Regular compilation of training data including what training was accessed and industry 

completion rates and feedback to further understand and describe current, new and 
emerging career pathways.  

 
19. How could greater flexibility be implemented in this approach to support workers interested in 

undertaking further training, or broadening their knowledge in other (non-core) areas of aged 
care service delivery? 

Service providers operating in the aged care sector are better placed than MHCC to answer the 
above Question 19. 
 
Section 3. Skills and qualification requirements:  
If the government was to establish mandatory minimum skills and qualification 
requirements for personal care and/or disability support workers: 
 
20. What minimum skills and qualifications should be considered?  
 
A range of minimum skills and qualifications should be considered that support the Australian 
Government’s Aged Care Quality and Safety Commission’s Code of Conduct for Aged Care46. 
Noting that these do not apply in the following contexts, they can still provide guidelines for safe 
and effective care: 
 

• the Commonwealth Home Support Programme (CHSP) 
• the National Aboriginal and Torres Strait Islander Flexible Aged Care Program 

(NATSIFACP). 
 
These can include: 

• Minimum Certificate III level qualification in Aged Care and Disability (depending on the 
specific job role) 

• Minimum employability skills including: 
o Communication skills 
o Problem solving 
o Initiative and enterprise 
o Planning and organising 
o Teamwork  
o Self-management 
o Learning skills 
o Digital and technology skills47 
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• Specific training that covers the following: 

o Anti-discrimination 
o Responding to abuse and neglect 
o Infection control 
o Cultural safety and inclusive practice 
o Supported decision-making 
o Support independence and wellbeing 
o Risk reduction 
o Person-centred communication 
o Implementing individual plans 
o Psychosocial needs of the person, families and carers 

 
21. Are there any current training offerings (for example, qualifications or skill sets) in the national 

Vocational Education and Training (VET) system that might be suitable for supporting any 
personal care mandatory minimum skills and qualification requirements?   

 
There are a range of current VET training offerings that may be suitable for supporting personal 
care mandatory minimum skills and qualification requirements including: 
 

• CHC33021 Certificate III in Individual Support (Ageing and Disability) 
• CHC43015 Certificate IV in Ageing Support 
• CHC43121 Certificate IV in Disability Support 
• CHCAGE013 Work effectively in aged care 
• 10993NAT Certificate IV in Dementia Practice 
• HLTENN045 Implement and monitor care of the older person 
• CHCCCS040 Support independence and wellbeing 
• CHCAGE008 Implement falls prevention strategies 
• CHCSS00127 High Support and Complex Care - Aged Care Skill set including the following 

units of competency: 
o CHCAGE009 Provide services for older people 
o CHCAGE010 Implement interventions with older people to reduce risk 
o CHCAGE011 Provide support to people living with dementia 
o CHCPAL003 Deliver care services using a palliative approach 
o HLTHPS006 Assist clients with medication 

 
The Jobs and Skills Council responsible for the care and support economy, HumanAbility, is 
currently updating a range of these qualifications in part because the last update resulted in these 
qualifications being unfit for purpose to the sector. Some key finding from their 2024 consultation 
and desktop research project included: 

• substantially reduced demand for the CHC43121 Certificate IV in Disability Support since 
the introduction of the CHC33021 Certificate III in Individual Support as an entry 
requirement 

• training providers experiencing difficulties in accessing work placements with appropriate 
supervision and mentoring, especially for home care, regional areas and disability worker 

• a lack of flexibility impedes the ability to design elective streams to meet local industry 
needs and workforce skilling requirements. The electives do not align with the breadth of 
roles that an individual may take up in the aged care and disability workforce, e.g. 
community participation, recreational roles 

• a recognised gap for some providers delivering qualifications to Aboriginal and Torres Strait 
Islander students which them to have culturally appropriate models of training and sufficient 
cultural competence 
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• remote communities have limited access to training facilities and suitable placement 

opportunities which significantly affects Aboriginal and Torres Strait Islander communities, 
who face compounding barriers to accessing entry-level training 

• increasing interest from people with disability to use their lived experience in the disability 
sector, however the CHC33021 Certificate III in Individual Support includes physical 
requirements that may exclude them from taking part in training 

• over a quarter of surveyed students encountered barriers to completing their training. 
Challenges included complexity of the content, the timing of training and ability to attend, 
hidden costs such as paying for NDIS clearance, police checks and uniforms, finding work 
placement and meeting the required work placement hours, and potential loss of income in 
completing work placements exacerbated by current cost of living pressures48. 

 
Any training and education should be created in collaboration and consultation with industry to 
ensure qualifications are providing the relevant skills and knowledge for workers to provide 
consistent quality care.  

 
22. Should there be different requirements for new workers and workers who already work in aged 

care/disability support/veterans’ care? If so, what should these be?  
a. For example, the recognition of experience to support the retention of some groups of 

existing workers with the right attitude and aptitude to provide care, but who do not 
hold a formal qualification. 

 
The health and community services sectors have a large percentage of workers who are 
experienced but do not hold a formal qualification. The skills and knowledge of these workers are 
essential to the ongoing development of the sector and provision of care. The use of Recognition 
of Prior Learning and Recognition of Prior Experience pathways in VET qualifications and training 
may provide pathways to these workers to gain recognition of their skills and knowledge without 
needing to complete a full qualification or present barriers for these workers to remain in the sector.  

 
23. Should workers be able to undertake study to attain a qualification while they are employed (for 

example, through a provisional registration category)? 
a. If workers can undertake study while employed: 

i. How long should a worker be able to work before starting their qualification, 
and should there be a minimum expected study load, or expected completion 
window?  

ii. Should there be any limitations to the types of job roles that a worker could 
perform while undertaking study? 

 
MHCC supports the creation of a provisional registration category for people that are undertaking 
study; however, there needs to be a benchmark of required skills before one can be employed. 
Some additional considerations include: 
 

• Implementing a ‘scaffolding’ approach to training and employment similar to that of work 
placement in VET– required foundational skills and knowledge before any practical 
application can begin safely 

• A worker should not be able to commence employment without meeting the required 
minimum skills and knowledge 

• Study through on the job training or traineeship models are effective and can occur 
alongside employment although there is evidence of limited uptake of traineeships in this 
sector with further research needed to identify causes and possible solutions49. 

• Minimum expected study loads, and completion windows should be up to the training 
providers and employers as long as the minimum skills and knowledge requirements are 
met. 
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24. How might an increase in mandatory skill-based requirements affect the supply of personal care 

workers in aged care, disability support and/or veterans’ care? 
 
The balance between ensuring access to suitable entry pathways to the personal care sector as 
well as addressing workforce and occupational shortages and the need for consistent quality 
minimum requirements is important, though not simple. Mandatory skill-based requirements must 
consider other incentives the sector may provide including: 
 

• Remuneration and benefits 
• Difficulty of the work 
• Individual attributes and suitability to the role 
• Personal satisfaction 
• Organisational support 
• Access to ongoing training and PD support 
• Reputation of the sector 

 
Whilst an increase in mandatory skill-based requirements may result in a reduction to the supply of 
personal care workers to aged care, disability and/or veterans’ care, it will ensure the sector is led 
by recognition of, and investment into the ongoing support and development of those who decide 
to pursue a career in these sectors. The purpose of mandatory skill-based requirements is to 
ensure quality care and to provide a clear and simple pathway to achieve this, rather than a 
complex set of requirements that act as a barrier to entry or retention.   
 
25. Minimum English language and communication skills are often recommended for workers, 

including by the Royal Commission, if a mandatory minimum qualification was introduced, would 
this sufficiently meet the intent of this? 

a. If not, what requirements should be introduced to ensure workers are proficient in 
English and have adequate communication skills? 

b. What supports and/or exemptions should be put in place to minimise risk of direct 
and indirect discrimination? 

c. Who should be responsible for the costs associated with developing or 
demonstrating English language and communication skills?  

 
Vocational Education and Training qualifications have minimum foundation skills embedded into 
the qualification, either implicitly or explicitly. For example, the unit CHCCCS031 Provide 
individualised support in the CHC33021 Certificate III in Individual Support (Ageing and Disability) 
states that: 

 
“Foundation skills essential to performance are explicit in the Performance Criteria of this unit of 

competency.” 50 
 
This ensures that any minimum formal qualification will address foundation skills such as 
communication in the course. This will also be linked to eligibility criteria including the minimum 
Language, Literacy, Numeracy and Digital Skills (LLND) required for entry into the qualification. 
 
However, to ensure pathways for individuals who may not currently hold these minimum skills, the 
promotion and Government funding of core skills courses for both domestic and international 
students, and training offerings at Certificate I and II levels may support the development of these 
required minimum English language and communication skills. The Government can support the 
funding of these to ensure workforce shortages are being reduced and pathways exist that 
promote access and equity to a range of diverse populations.     
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“Where government funding is provided for core skills training, LLN practitioners may use the 

Australian Core Skills Framework (ACSF) levels of performance to support applications to 
government agencies, report on learner progress and evaluate program effectiveness. The use of 

the ACSF for these purposes facilitates national equity and accountability and provides valid 
statistical feedback on the impact of government-funded programs that focus on core skills 

development.” 51 
 

26. What types of implementation support should be considered to aid the introduction of any of the 
above requirements? 

a. Are there specific barriers and considerations for some groups of personal care 
workers, including, for example, First Nations workers, migrant workers, culturally 
and linguistically diverse workers, workers with disability, and workers from low 
socioeconomic backgrounds?  

i. What kinds of supports, flexible arrangements or exemptions should be 
considered? 

b. Some workers in regional, rural and remote settings may not have access to a local 
training provider offering relevant recognised training courses. 

i. What kinds of supports or exemptions should be considered? 
c. Should there be different considerations for workers employed in in-home care 

settings? If so, what should these be? 
 
Further to the answers provided in response to Question 7, implementation considerations to 
ensure equitable access for a range of populations include: 
 

• Flexible study arrangements for regional, rural and remote workers including the use of 
simulated assessment for practical application and funded opportunities to participate in 
Communities of Practice 

• Additional funding and scholarships, similar to the Department of Education’s Smart and 
Skilled program that focuses on priority populations and individuals who may have less 
access to training and career opportunities including First Nations workers, migrant 
workers, CALD workers, workers with a disability and workers from low socioeconomic 
backgrounds 

• Specific requirements for the following programs: 
o the Commonwealth Home Support Programme (CHSP) 
o the National Aboriginal and Torres Strait Islander Flexible Aged Care Program 

(NATSIFACP). 
 
27. What should be considered when thinking of how these requirements could be expanded to 

other sectors in the care and support economy? 
a. What are your views on whether the same mandatory minimum skills and 

qualification requirements should apply for personal care workers across aged care, 
disability support and veterans’ care? 

i. Should requirements be the same or different for workers across these three 
areas? Why? 

 
Service providers operating in the aged care, disability and veterans’ care sectors are better placed 
than MHCC to answer the above Question 27. 
 
28. What else may need to be considered to address any potential increase in workforce challenges, 

in thin market settings, where there may not be access to enough workers with minimum 
qualifications? 
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It is essential that a thorough and considered workforce development plan is created that includes 
long term investment in any scheme that is implemented. Stages of implementation will require 
transition phases that address immediate workforce challenges and needs, whilst addressing how 
to ensure a sustainable and suitably qualified workforce that can support sector retention and 
quality, documented outcomes. Incentives such as fee-free training and scholarships along with 
the development of a mandatory minimum entry skills qualification to support studying whilst being 
employed may assist with the transition and effective implementation.   

 
29. What kinds of investments may be required to ensure there is equitable access to training 

wherever a worker resides? 
 
The types of investments required to ensure there is equitable access to training wherever a 
worker resides may include: 
 

• Long term investments that span a minimum of five years to ensure adequate. 
organisational implementation and support for workers without compromising business 
continuity or fear of loss of funding.  

• Scholarships or funded training places that include travel, accommodation and meal 
allowances. 

• Investments that work in partnership with trusted organisations in the sector who can 
support the engagement and completion of workers engaging in training. 

• Funding to existing training providers, such as Registered Training Providers, who are 
incentivised to conduct face to face training in regional, rural and remote areas. 

• Clear access and equity principles in investment planning and selection process to ensure 
bias and discrimination is reduced.  

 
30. How could workers who need to improve their English language proficiency be best supported?  

a. Should there be an online short-course that could support workers to communicate 
effectively in the aged care sector (for example, building on the short-courses 
available through the Equip Aged Care Learning Packages program)? 

 
Please see response to Question 25 above. In addition to this, some other considerations include: 
 

• Promotion of live, interactive training instead of online, self-paced learning to ensure the 
mix of theory and practical application in English language proficiency 

• Alignment with existing English tests and courses such as IELTS 
 
For those who are interested in the Aged Care or Personal Care sectors, or who may have a 
minimum level of English proficiency, short, free online courses that can support workers to 
communicate effectively in the aged care sector would be effective, but not a replacement for 
foundation core skills.  

  

https://www.health.gov.au/news/equip-aged-care-learning-packages
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      28 Concluding comment 
MHCC thanks the Department of Health and Aged Care for the opportunity to share the evidence 
we have scoped from the literature as well as material gathered from MHCC colleagues, member 
organisations, the broader CMO mental health sector and other agencies that we work with 
including in the aged care sector.  
 
Members whose programs include seniors’ services provided us with feedback indicating that 
perspectives from providers across the sector is mixed—some are in favour of professionalising 
and regulating the workforce, while others express concerns about the difficulties in recruiting 
workers. They are also concerned about the administrative cost on providers, the cost and 
availability of training, and the challenges of requirements for Home & Community Care (HaCC) 
and Residential Aged Care (RAC).  
 
MHCC are hopeful that in progressing this national registration scheme that Government will 
support the sector to transition to a scheme, and that if appropriately implemented, it will bring 
about service improvements and create a workplace that encourages people into the sector and 
provides sustainable career pathways.  
 
A question was also raised as to whether the regulations and rules would apply to medical 
professionals working in aged care, and if so whether existing accreditations are sufficient. We 
would appreciate a better understanding of how these issues might be addressed. 
 
With the appropriate funding and resources and support for the sector, MHCC propose that the 
concept of a national registration scheme to professionalise age care workers in Australia is an 
important initiative that would not only benefit the people using age care services, ensuring a 
better-quality service, but provide workers with opportunities to work more broadly across mental 
health, and psychosocial disability service areas.  
 
There are a multitude of accredited and non-accredited training modules developed in the 
community mental health and psychosocial disability contexts which if provided to aged care 
workers could greatly enhance best practice in the aged care sector and allow for greater 
movement between service systems.  
 
We very much look forward to hearing the result of your deliberations. Please feel free to connect 
with us to discuss any details about the issues raised in this paper and future consultation topics. 
 
 
 
Corinne Henderson 
Director, Policy & Systems Reform 
Mental Health Coordinating Council 
E: corinne@mhcc.org.au 
 
  

mailto:corinne@mhcc.org.au
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