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Executive Summary  

There is a perception across Local Government in NSW regarding the sustainability of the Public 
Works Engineering Profession in relation to the diversity, age, experience and qualifications of the 
workforce. This perception is that there: 

• Is scarceness of female engineers within the profession; 

• Is a shortage of skilled engineers joining and remaining within Public Works; 

• Is an increasing average age of the profession and there are difficulties associated with 
knowledge being transferred and remaining within the industry; 

• Are difficulties attracting qualified professionals to live and work in rural/regional 
communities; 

• A gap between the academic knowledge and skills gained in university degrees versus the 
practical experience and ability required to work in the industry; and  

• Is a lack of awareness of Public Works as a potential career path for future engineers.  

The Young Institute of Public Works Engineering Australia (YIPWEA) is a sub-organisation of the 
Institute of Public Works Engineering Australasia (IPWEA) and is made up of professionals which 
advocate on behalf of its young members. YIPWEA are adamant that one of the most effective 
strategies to address these challenges is to raise and nurture highly-valued and skilled younger 
professionals from within local communities. At an individual level, a properly structured and 
supported cadetship program can offer the opportunity for younger generations to achieve 
professional qualifications - all whilst earning a wage and contributing to, and maintaining, a 
connection with their community. At an industry level the result is a suitably qualified and 
experienced engineer that has a passion for public works and a firm understanding of the needs of 
local communities and the infrastructure required to support them. 

This document outlines the importance of encouraging cadetship programs in local government 
and serves as a guide for 'best practice' for implementing and running them.  

• An engineer who has undertaken a well-managed cadetship program will possess:  

• A recognised Australian tertiary engineering qualification; 

• Years of industry relevant work experience beyond what other graduate engineers may 
attain; 

• A tailored skill set to work in the Local Government and Public Works Industry; and 

• A passion for delivering quality services and infrastructure for local communities. 
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INTRODUCTION TO YIPWEA 

The Institute of Public Works Engineering Australasia (IPWEA) is a not for profit, membership 
based, professional organisation representing engineers and others involved in the provision 
of public works and services predominantly in the local government sphere. IPWEA (NSW) 
through its mission seeks to enhance the quality of life of NSW Communities through 
excellence in public works and services. The Institute has a National office and Divisions 
across all Australian states and New Zealand. This document is authored by the NSW Young 
IPWEA Division. 

Young IPWEA (YIPWEA) is made up of IPWEA members under the age of 35 and has been 
established with the aim of contributing to the collective effort of achieving the purpose of 
IPWEA, but specifically to: 

• Advocate on behalf of younger members (35 years of age or under) of IPWEA;  

• Encourage younger members to become involved in IPWEA; 

• Assist the Division with the raising of Public Work’s profile, particularly with the student 
and graduate cohort; and 

• Assist the Division in its engagement with young engineers, graduates and students 

Many YIPWEA members have, in one form or another, taken part in an engineering cadetship, 
traineeship or scholarship program through a Local Government Council. It is the experiences 
that the young members gained during these programs that have kept them working within or 
extremely closely to the NSW Local Government Public Works Industry.  

Feedback received from members within YIPWEA NSW has given rise to some consistent 
observations of the sustainability of the Public Works Engineering Profession in relation to the 
diversity, age, experience and qualifications of the workforce. Some of these observations 
include: 

• The scarceness of female engineers within the profession; 

• A concern of a shortage of skilled engineers joining and remaining within Public Works; 

• The increasing average age of the profession and the difficulties associated with 
knowledge being transferred and remaining within the industry; 

• Attracting qualified professionals to live and work in rural/regional communities; 

• The gap between the academic knowledge and skills gained in university degrees 
versus the practical experience and ability required to work in the industry; and  

• The lack of awareness of Public Works as a potential career path for future engineers.  

YIPWEA believe that one of the most effective strategies to address these issues is to not try 
and import skilled professionals, but rather to raise and nurture skilled professionals from 
within the community. At an individual level a properly structured and supported cadetship can 
offer the opportunity for local kids to achieve a professional qualification, whilst earning a 
wage and maintaining a connection with their community. At an industry level the result is a 
suitably qualified and experienced engineer that has a passion for Local Government 
Engineering and a firm understanding of the needs of local communities and the infrastructure 
required to support them. 
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CADETSHIPS IN LOCAL GOVERNMENT 

In May 2017, YIPWEA NSW conducted a survey across all 132 NSW Councils to determine 
the ‘current state of play’ of engineering cadetships across the state. A total of 46 responses 
were received. The purpose of the survey was to gather information from NSW Councils on 
the number and variety of Local Government Engineering Cadetships offered across the state 
which would then be used to support the development and implementation of a mandatory 
state-wide Cadetship Program for NSW Local Government Organisations.  

The following is a summary of the survey results: 

• 41% of respondent Councils currently run an Engineering Cadetship Program;  

• Over 60 current engineering staff have undertaken a cadetship programs as part of 
their training; 

• Of the Councils that those that don’t run a cadetship program, 60% of them historically 
have done so - which indicates a decline in the number of Councils investing in 
cadetship programs; 

• 57% of the respondent Councils who run a cadetship program have done so for more 
than 10 years – which highlights that the Councils who run cadetship programs them 
see the value in doing so; and  

• Approximately double the number of Regional Council’s run cadetship programs in 
comparison to Metropolitan councils. 

 

The results of the survey revealed that Councils who have previously run a Cadetship 
Program are more likely to run them again in the future if there was a 'best practice' resource 
or guideline that details the development and delivery of an Engineering Cadetship Program.  

18%

36%

46%

Cadetship Programs in Local Government

Metro Regional No program
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The likelihood of all NSW Councils introducing a Cadetship Program is unclear, however 
reasons as to why some don’t currently run them are: 

• Limited resources (both internal staff to support the program and financial support); 

• Location (Regional Councils who are situated too far from training institutions); 

• Already have an existing graduate or trainee program; 

• Not historically part of the Council structure, and therefore not considered; 

• Previous attempts at running a Cadetship Programs were not successful or supported 
by Management; 

• Difficulty attracting suitable candidates; 

• No capacity in the organisation’s structure to facilitate a Cadet; 

• Currently have a Graduate or other Trainee Program that is felt to be more important; 
and 

• Some Councils have always hired externally for qualified engineers. 

 

Some of the values that respondent Councils see in running their cadetship program in 
relation to benefit the organisation as a whole, the community into which the cadet is 
employed, the individual cadet and the broader local government and engineering industry are 
summarised below: 
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VALUE OF CADETSHIPS IN LOCAL GOVERNMENT 

ORGANISATION COMMUNITY CADET INDUSTRY 

• Knowledge transfer 

• Interest in Working with 

and for the community 

• An extra resource on the 

Council Staff to assist 

senior engineers. 

• Train an engineer with the 

relevant skill set to work in 

a Council environment. 

• Praise for employing young 

engineers (hopefully from 

within the community) 

• Gaining a qualified 

engineer with extensive 

experience 

• Awareness and interest in 

the community  

• Engineers understanding 

the needs of the 

community 

• Generally, try to employ 

locals, thus keeping locals 

employed 

• By targeting young school 

age people there is the 

potential to offer a career 

path that otherwise may 

not have been considered, 

particularly for young 

women. 

• Professional qualification, whilst 

earning a wage and maintaining 

a connection with their 

community 

• Extensive work experience 

giving competitive advantage in 

applications for career 

progression 

• Provides an alternative to the 

typical school-university-

undergraduate position 

structure 

• Multi skilled engineer with 

understanding of a number of 

engineering functions. 

• No HECS-HELP debt after 

graduating (dependent on 

program that is used) 

• It will grow the pool of 

qualified and experienced 

engineers within the 

workforce 

• Engineers with a local 

government industry 

knowledge, even if cadets 

don’t stay on at council 

they are skilled to provide 

services to councils tailored 

to meet their needs. 

• Practical knowledge 

Transfer to the younger 

generation of engineers  
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EXISTING CADETSHIP STRUCTURES 

YIPWEA members have taken part in a broad range of cadetship programs that have varied 
in terms of education, duration, financial arrangements and work experience. The varied 
experience of members indicates that there does not appear to be any consistency in the 
requirements and structure in the running of cadetship programs across NSW Councils. 
Case studies of cadetship programs are included at the end of this report.  

Key information about the current state of play of cadetships collected from the survey was 
as follows: 

• The vast majority (85% of respondent Councils) run their cadetships through a 
Bachelors Degree equivalent; 

• Over half of Councils specify a contract duration of 10 years; 

• 74% of Council’s fee structure is such that the employer pay up university course 
fees up front, and in the event of subject failure, the student pays on their second 
attempt; 

• Only 26% of respondent Councils make the cadet pay for course fees up-front, 
reimbursing them upon the successful completion of the subjects; 

• Almost 70% of Councils offer their cadets time off work to complete their studies and 
95% allow time off to attend mandatory exams; 

• Only 16% of Councils make the cadet work as a member of their outdoor staff prior to 
having them commence as a member of the technical teams; and  

• 95% of Councils don’t have an indenture period following completion of their 
cadetship. 
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QUALIFICATIONS AND EMPLOYMENT DURATION 

The qualifications that form part of cadetships in NSW vary in terms of the level of 
qualification being studied and the organisation that is facilitating the education. Councils 
tend to be focused on supporting a studying employee who will one day be a valuable 
resource to their organisation or the Local Government Industry, whereas education 
institutions are focused on facilitating practical experience to students in a workplace as 
opposed to focusing on any one industry. 

The duration of cadetships run by Councils seems to be directly related to the length of the 
qualification that is being studied. Alternatively where they are facilitated by an institution, 
through a program such as a scholarship (involving work placement during semester breaks) 
or a ‘sandwich course’ (with dedicated work placement blocks), it is generally only a slight 
increase in the length of the mandatory work experience component of an engineering 
degree. 

Some typical cadetship timeframes experienced by YIPWEA members and the results of the 
survey are: 

Cadetship 
Type/Qualification 

Duration and Work Load Financial Arrangements 

Diploma Two years part time study with a full 
time work load. 

Two year total duration. 

Cadet Paid full time by Council. 

Course fees most commonly paid 
upfront by Council. Sometimes 
course fees are paid upfront by the 
cadet and reimbursed by Council 
each semester upon successful 
completion. 

Advanced 
Diploma 

Four years part time study with a full 
time work load. 

Four year total duration. 

Cadet Paid full time by Council. 

Course fees most commonly paid 
upfront by Council. Sometimes 
course fees are paid upfront by the 
cadet and reimbursed by Council 
each semester upon successful 
completion. 

Associate Degree Four years part time study with a full 
time work load. Four to five year 
total duration. 

Cadet Paid full time by Council. 

Course fees most commonly paid 
upfront by Council. Sometimes 
course fees are paid upfront by the 
cadet and reimbursed by Council 
each semester upon successful 
completion. 

Bachelor of 
Engineering 
Technology 

Six years part time study with a full 
time work load six to seven year 
total duration. 

Cadet Paid full time by Council. 

Course fees most commonly paid 
upfront by Council. Sometimes 
course fees are paid upfront by the 
cadet and reimbursed by Council 
each semester upon successful 
completion. 

Bachelor of Eight years part time study with a full Cadet Paid full time by Council. 
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Engineering 

 

time work load. Eight to ten year 
total duration. 

Course fees most commonly paid 
upfront by Council. Sometimes 
course fees are paid upfront by the 
cadet and reimbursed by Council 
each semester upon successful 
completion. 

Scholarship 
Programs 
(Bachelors 
Degree) 

Four year degree. 

Work placement during university 
semester breaks. 

Potential for one – two year work 
placement with no study during this 
time. 

Five to six year total duration. 

Cadet receives a fortnightly 
payment for the duration of the 
course.  

Course fees paid for by cadet.  

Sandwich Course 

(Bachelors 
Degree) 

Four year degree. 

Two six month work placements 
throughout the course. 

Five year total duration. 

Cadet paid as an employee of 
Council during work placements.  

Course fees paid for by cadet. 

 

The work experience component of the cadetships generally involves the cadet being 
exposed to a variety of Council engineering departments and projects in ‘blocks’ of time. The 
aim of this is to ensure that the cadet is exposed to a broad range of engineering positions. 
Only a small number of cadetship programs include an initial mandatory period of working as 
part of Councils day labour staff to gain an understanding of how engineering projects are 
implemented and managed at the grass roots level. 
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PROS AND CONS OF EXISTING CADETSHIP PROGRAMS 

The exposure to engineering gained by YIPWEA members and their overall positive 
experience during their time as a cadet is generally the reason why they have stayed 
working in, or closely to Local Government. YIPWEA members and former cadets hold roles 
ranging from engineers and Engineering Managers to Directors and General Managers. 
Some members who have moved on from employment with Local Government run their own 
engineering firms and are regularly involved as contractors or consultants to Council’s 
engineering projects. 

Some feedback from members regarding their experience as a cadet is summarised below: 

Positives of Cadetship Programs and Structures: 

• Targeting cadetships at school leavers can highlight Local Government Engineering 
as an exciting career path that is largely unknown compared to private sector 
engineering; 

• Providing cadetships in a rural/regional community provides an opportunity for a 
young people to pursue a career in engineering they would otherwise have to move 
to a city to begin; 

• A cadetship provides an exposure to a wide range of engineering roles and duties, 
develops and promotes teamwork skills, and gives access to practitioners that are 
otherwise not readily available when studying for an engineering qualification; 

• Working as a member of Council’s day labour staff is extremely valuable moving 
forward into design and project management positions as it provides an 
understanding of engineering projects and how they are implemented and managed 
at a grass roots level; 

• Working in a Council whilst studying provides on the job experience that wouldn’t 
otherwise be possible without a cadetship., It helps fill in the gaps between what is 
learnt during the engineering qualification and the reality of workforce applications; 

• Council reimbursing the costs of the cadetship qualification ensures that there are no 
HECS debt to pay off; 

• By the time the cadetship is complete a cadet has a number of years of practical 
experience working in the engineering industry and is a capable and valuable 
employee; 

• Working in a Council from a young age promotes a passion for working for and on 
behalf of the community. This passion remains even if the cadet explores 
opportunities outside Local Government. Inevitably a level of involvement in Council 
related projects is sought after and maintained by former cadets; 

Cons of Cadetship Programs and Structures: 

• Difficulty in linking specific courses studied to projects being undertaken in the 
workplace; 

• Indenture periods (or the threat of having to pay back fees) of some cadetships can 
create a sense of obligation to remain with a Council even after many years of 
service to Local Government as a whole; 
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• Some cadetships (scholarship style) do not provide enough time to accomplish a full 
length project due to placements during university holidays; 

• Lack of cadetship structure occasionally results in a reduced level of mentoring and 
the cadet being left completing non-meaningful work; 

• Studying part time and working full time can be difficult to manage the competing 
workload, particularly during busy times of the year; 

• The qualification gained during study was mostly academic and sometimes did not 
translate into skills relevant to Local Government. 

 

STRUCTURE OF AN ENGINEERING CADETSHIP FOR COUNCIL 

WORKFORCE PLANNING 

Based on firsthand experience from YIPWEA NSW members a successful cadetship 
program should: 

• Have the support and commitment of the General Manager and Director of 
Engineering – If the program is not supported by the executive staff it will not 
be seen as the ongoing priority it needs to be. 

• Have a clearly defined program/plan of how the cadet will fit within the 
organizational structure, ensuring that they work across a number of teams 
within Council. - I.e. which team/department, will they work with and for how long. 
This will ensure that the organization can best service their needs in terms of having 
the resource on their staff. It will also ensure that the cadet is able to be given 
exposure to a broad range of meaningful work. 

• Seeking, as a preference, school leavers considering a career in engineering or 
students in their first years of studies – It is recommended that Councils actively 
promote and advertise the cadetship opportunities within the local and surrounding 
community schools. Suitable candidates can only apply for cadetships if they are 
aware of them. Consider giving presentations at the schools, the intention of which is 
to employee members of the local community and promote engineering as a potential 
career path for young men and women.; 

• Provide the cadet with a dedicated mentor for the duration of their cadetship – 
the intention of this is to provide the cadet with a colleague they can go to for advice, 
ask questions and raise concerns. It ensures that the cadet can’t be ‘forgotten’ within 
the organization. 

• An engineering qualification or an Associate Degree or a Bachelor of 
Engineering Technology, the costs of which are reimbursed to the cadet upon 
successful completion of the individual courses – Council should give 
consideration to supporting articulation into successive qualifications – the intention 
of which is to make the cadet financially committed to their studies. The articulation 
into successive courses is to provide an additional incentive to keep that valuable 
employee on Council staff and to increase their professional capabilities. 

• Limiting the cadetship time frame to the part time study equivalent of the 
chosen qualification (four years for an Associate Degree, six years for a 
Bachelor of Engineering Technology Degree, or eight years for a Bachelors 
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Degree) plus a maximum indenture period of 1 year post qualification – This is 
to ensure that the cadet doesn’t feel completely hemmed in; 

• One day a week (or equivalent hours), during the course semester, to be given 
to the cadet for undertaking study and attending classes. Additional time to be 
provided to attend examinations and/or residential schools – Allowing the cadet 
to focus on their studies will ensure they learn their content. It also makes them feel 
valued by their organization and is s gesture that the Council is really investing in 
them; 

• Consider completing a lower level qualification (e.g. Associate Degree or 
Technology Degree) and offer articulation into a higher level qualification (e.g. 
Bachelor or Masters degree) with the support of Council – the intention being 
that a four to six year qualification and contract is more achievable and less 
‘daunting’ than an eight to ten year qualification. The offer of postgraduate studies 
that are supported by Council are an incentive for the cadet to continue on with 
Council once they are qualified, but also provides Council/the industry with higher 
qualified engineers. 

• Work experience to commence with a mandatory six to twelve months period 
working with Council construction/maintenance crews (where they are a part of 
the Council structure) – This period gives the cadet the opportunity to see first-
hand how infrastructure is physically constructed as opposed to just learning the 
theory. It also gives an insight to the dynamics of the labour workforce and an 
understanding of how individual crews operate. This experience is extremely 
valuable, as often it is these crews that an engineer must supervise. 

• Work experience to be evenly spread across the various sections of the 
Council engineering department, with consideration given to the feasibility of a 
work experience sharing arrangement between rural and metropolitan Councils 
to increase exposure for cadets – The intention is to provide the cadet with a broad 
cross sections of skills that can be employed across the engineering department. It 
also provides the industry with an extremely versatile and experience engineer. 

• Providing additional training (such as a Local Government Certificate) to 
supplement the cadet’s tertiary qualification and assist with development as a 
Local Government professional. Intention is to provide the cadet with skills 
that are particularly relevant to the industry, in addition to those learnt at 
university. 
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EXAMPLES OF EXISTING CADETSHIP PROGRAMS 

As part of the survey conducted by YIPWEA a number of Councils who currently run 
cadetships indicated that they would be willing to be contacted to discuss their programs. A 
number of them also provided additional information on the cadetship programs that they 
have in place this is summarised in the following table. YIPWEA is grateful for this 
information as it provides a great understanding for the ‘current state of play’ and information 
of structures that have been successful. 

Council’s that are willing to further discuss their cadetship program include: 

• Albury City Council 

• Bega Valley Shire Council 

• Blacktown City Council 

• Blayney Shire Council 

• Cootamundra - Gundagai Regional 

Council 

• Cowra Council 

• Eurobodalla Shire 

• Gwydir Shire Council 

• Hilltops Council 

• Lake Macquarie City Council 

• Liverpool City Council 

• Lockhart Shire Council 

• Moree Plains Shire Council 

• Muswellbrook Shire Council 

• Parkes Shire Council 

• Richmond Valley Council 

• Richmond Valley Council 

• Riverina Water County Council 

• Upper Lachlan Shire Council 

• Wollongong City 

• Yass valley council 
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Wollongong City Council 

Number of 
Cadets 
employed each 
year 

1-2 new started each year dependent on availability of funding.  Approximately 
5-8 cadets employed at any point in time. 

Program run 
time 

More than 40 years 

Qualification 
offered 

Bachelor of Engineering (Civil) through University of Wollongong 

Study Type  On Campus with release hours 

Duration of 
Cadetship 

7 years – full time work, part time university study. 

Fee 
arrangement 

Course fees paid upfront by cadet and reimbursed on successful completion of 
studies. 

Allocation of 
time for study 

Release hours provided to attend compulsory classes. Our cadets are employed 
on a 35 hour/ week agreement and release hours are provided on an as needs 
basis capped at 7 hours/ week for a standard 2 subject part time study load.  

Pay grades  Pay Grades for Cadets (Degree Qualification being undertaken) commence at 
$42,000 pa.  

Pay progression Pay progression is an annual increase; as a result of successful progression 
through university study and performance reviews. Over the course of a 7-year 
cadetship this increase is approximately 35% of the entry level grade. 

Who is 
responsible for 
running the 
program? 

Cadets, Apprentices and Trainees (CATS) employed by Wollongong City 
Council are funded by Human resources learning and development team. CATS 
are coordinated by a single Learning and Development Officer in Human 
Resources, and are mentored by seniors and managers in the respective fields 
of the CATS study. For engineering cadets, these are senior design engineers, 
managers in the infrastructure and works division.  

Organisational 
benefits gained 
from running 
the program. 

Some benefits to Council are the diverse knowledge and skills these CATS 
obtain becomes invaluable to council and their development and function as an 
organisation.  

The multi facet training provided through rotations (3-6 month duration), enable 
each CAT to quickly develop skills and knowledge across a variety of areas and 
multiple divisions of council. The multi divisional training provide a knowledge 
sharing opportunity which aids training and development not only for the 
individual CAT but also the organisation itself. This cross divisional training also 
enables CATS to gain experience and develop essential skills in the work force, 
adapting to different teams and management styles. This also enables the CATS 
to establish strong working relationships and mentors across the organisations 
divisions.  

The CATS program provides a unique opportunity for youth development, giving 
local students opportunity to develop job skills and experience whilst obtaining 
their qualifications (Degree, Diploma or Certificate). The program also provides 
mentoring opportunities with professionals in the CAT’s field of study, knowledge 
sharing and peer support from both colleagues and other CATS and economic 
support throughout their employment with Wollongong City Council.  
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Yass Valley Council 

Number of 
Cadets 
employed each 
year 

Aim for two trainees at any point in time. 

  

Cadetship 
program 
duration 

Approximately 15-20 year (some periods with only 1 cadet) 

Qualification 
offered 

Primarily aim at associated degrees offered by correspondence. This ensures 
that we can offer education at an appropriate level for the potential applicants. It 
allows Council to obtain benefit from the trainee while at the same time training 
the person in how engineering works in local government. We also encourage 
the trainee to study so as to create a future pathway to a full bachelor degree 
and eligibility to become a full members of Engineers Aust. Currently most of our 
trainees are taking courses offered by regional universities in Queensland 

Study Type  University study through correspondence 

Fee 
arrangement 

Council pays the fees on behalf of the trainee. If the trainee fails the subject they 
are then expected to fund any required restudy. 

Allocation of 
time for study 

One day study per week. This must be at work. Plus exam leave on the day of 
the exam. Council also funds all costs associated with any residential/practical 
(travel, accommodation etc.) 

 

Pay grades  We pay trainees per the Local Government Award. Since our trainees will 
generally be over 18 years old they start at Trainee scale year 4 ($670 per week) 

Pay progression At the trainees anniversary date of employment they will be entitled to one step 
increase (per the award) subject to satisfactory performance and successful 
completion of studies. 

Who is 
responsible for 
running the 
program? 

Director Engineering, HR Manager and Engineering Services Manager. It is a 
combined effort due to the importance we place on “growing your own” 

Organisational 
benefits gained 
from running 
the program. 

Benefits – Council – we get a person who we can trainee to meet the particular 
needs of our local government area 

Benefits to Community – creates potential jobs in our community and way for 
students to learn and gain experience in our community without having to go to a 
city with a university 

Benefits to the cadet – a qualification and good all round experience in local 
government engineering and being paid will they get it. We also have excellent 
train in various software package s e.g. design and survey packages and 
equipment 

Getting appropriately trained staff is a constant problem for local government. 
Training a person from your community provides some certainty that you will 
retain the person for at least some time after they qualify due to commitment to 
the local area. It also increases the likelihood that the person may return at some 
time in the future. 

It is important here for the Council to take a more global (at least Australian) 
perspective. We are training for Australia first as we expect and actively 
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encourage our staff to get broader experience. We know it is unlikely that we will 
keep the newly qualified person for more than 5 years. What we are trying to do 
is create a positive experience that will encourage the person to one day come 
back to local government - does not matter where. However hopefully to the 
area that they grow up. Remember if every LG in Aust trained just one trainee 
engineering at a time that would mean over a 5 year period approximately 500 
experience local government engineers will be generated 

 

 

Lockhart Shire Council 

Number of 
Cadets 
employed each 
year 

One (1) 

Program run 
time 

6 months 

Qualification 
offered 

CSU Students as part of their Bachelor Degree Program 

Study Type  Unpaid leave 

Fee 
arrangement 

Council pay wages for working but students responsible for fees 

Allocation of 
time for study 

One day per week (unpaid) 

Pay grades  Trainee (T5) for second year Cadet 

Pay progression Increase up to T8 for subsequent years 

Who is 
responsible for 
running the 
program? 

Director of Engineering & Environmental Services 

Organisational 
benefits gained 
from running 
the program. 

Great technical support to a small Council like Lockhart Shire Council, as well 
as able to give back to the development of the young engineers. 
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Moree Plains Shire Council 

Number of 
Cadets 
employed each 
year 

Number and structure varies dependent on support and resources to ensure 
success as mid-size rural council. Also dependent on the number of qualified 
engineers employed. 

Program run 
time 

Approximately 12 years (Since 2005). Originally a part of the Local 
Government Skill Shortage survey. Granted two rounds of funding in 
engineering and other areas. This seeded only the initial take up and also 
promoted the ongoing benefits. 

Qualification 
offered 

Varies depending on requirements includes: 
- Bachelor of Engineering and B Tech Civil – scholarship students 
- Bachelor of Engineering Degree (4 years) with full time employment usually 
provided by USQ and UNE 

Study Type  Our greatest need is to continually upskill in civil engineering but find we often 
have to take alternate engineers who then require support to move to civil.  

We also get lots of applications from people moving from OS. 
 
Water industry is becoming a huge demand area also. 

Fee 
arrangement 

Upfront but if you fail you need to do the next unit at your own cost before we 
continue. 

Who is 
responsible for 
running the 
program? 

Cadetships are operated within our normal structure as a part of our workforce 
planning. At times we have had 2 but currently 1 and previously also had 2 
scholarships (now NA) and run other programs such as trainees in civil 
construction and GIS. 

We plan for these through our normal workforce planning processes and 
budgets have to be approved. 

They are monitored and promoted by HR but supervised by the relevant 
supervisor 

Organisational 
benefits gained 
from running 
the program. 

This allows an interest and pathway in critical skill shortage area for Council (s) 
and links with the schools around career pathway opportunities.  

We advertise trainee engineers and we sell the benefits of learning and earning 
and Council paying for the Uni costs. We believe this makes for employable 
engineers not just technical experts. This is something all councils need. 
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Cootamundra-Gundagai Regional Council 

Number of 
Cadets 
employed each 
year 

One (1) 

Program run 
time 

8 years 

Qualification 
offered 

Civil engineering Degree through Deakin University Geelong 

Study Type  Correspondence 

Fee 
arrangement 

Council pays up front for yearly course fees and text books 

Allocation of 
time for study 

Allow a day or so when needed for exams and on campus study days 

 

Who is 
responsible for 
running the 
program? 

Director of Engineering 

Organisational 
benefits gained 
from running 
the program. 

The program allowed us to chase up and offer a local student the opportunity to 
commence studies in the civil eng. Field. Helped us out by having a resource 
there to use for survey and design. Recent cadets have been local kids, so it is 
offering them the opportunity to go into local govt and engineering 

It is a way of bringing into the organisation a cadet, usually someone local who 
can still live at home while doing study via correspondence 

 

 

 

 

 


