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F§O
Executive Summary

Purpose

This report defines nine pathways into the technology sector and the 34 entry-level roles within them. The nine
pathways organise technology work into distinct areas, each with its own skills foundation and training routes. The
34 roles sit within them, providing employers with a framework for skills-based hiring, RTOs with evidence for
curriculum design, and learners with clear visibility of how training connects to specific technology roles.

Both the pathways and roles are grounded in a point-in-time analysis of more than 40,000 job advertisements,
providing a skills-led evidence base to inform Information and Communications Technology (ICT) Training Package
reform and support workforce planning across the technology sector.

Background

Employment pathways into the technology sector are not clearly defined, consistently understood, or reliably used
by employers, RTOs, or learners. As the FSO Workforce Plan 2025 states: "Local educational and training pathways
have not kept pace with the rapid growth in demand for digital and technical skills. Consequently, companies often
struggle to fill positions with locally trained professionals."!

The scale of this challenge is significant. Technology occupations are projected to grow from 824,700 to 1.1 million by
2030, yet the sector already faces a projected shortage of 131,000 workers. Completion rates in the ICT training
package sit at around 37-38%, and Australia relies on migrants for 41% of its technology workforce, a dependency
the WFP identifies as a systemic risk.?

More than 1.1 million workers in non-technology roles already hold relevant skills but face systemic barriers to
transition.

Without clearer pathways from training into employment, the FSO Workforce Plan 2025 warns of "ongoing
workforce shortages and an overreliance on migration to meet critical technology needs."

Future Skills Organisation (FSO) commissioned two connected bodies of work to address that gap and provide the
evidence base for training reform and a more accessible domestic pipeline into technology careers.

Project One (2025): The Australian Computer Society (ACS) with Deloitte Access Economics (DAE) established the
foundational structure. They identified and ranked 41 in-demand technology occupations from a pool of 104 and
grouped them into nine pathways. The project mapped each occupation to Skills Framework for the Information
Age (SFIA), DigComp 2.2 competencies, and ICT Training Package qualifications and UoC.

Project Two (2026): This project, delivered by ACS with C4 Digital, refined and strengthened the earlier foundation
through a skills-led demand analysis of more than 40,000 job advertisements, adding real-time employer demand
signals to the occupational analysis. The project identified a 70% gap between the top 10 SFIA skills employers were
actively seeking and those reflected in Occupation Standard Classification for Australia (OSCA) skill profiles,
confirming that skills-led evidence is essential to keep the pathways accurate and current.

The project also added Al Impact Profiles for each role, updated framework mapping to DigComp 3.0, incorporated
Singapore’s Critical Core Skills Framework (CCS) to make behavioural skills that are transferable across the economy
more explicit, and validated findings through industry consultation.

Together, the two projects produce an evidence base that is occupation-grounded, demand-validated, and
framework-aligned, connecting what employers are hiring for, what the national occupational framework describes,
and what VET currently delivers.

" Future Skills Organisation, Workforce Plan 2025: Pathways to Impact (2025)
2 |bid.
* Ibid.
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The nine pathways

The diagram below shows the nine pathways and the entry-level roles within each.

Full details are available here: Pathway Profiles

All findings were validated through consultation with 52 stakeholders across industry, government, education, and
workforce advisory groups, confirming that the pathways, their skills foundations, and the entry-level roles within
them reflect real hiring structures, current workforce demand, and emerging workforce needs.

ICT Career Disciplines at a Glance 9 34 98%

Diploma

Software Engineering rol Telecommunications rol Cloud, Network & Infrastructure

Multimedia Designer Communications Operator Electronic Equipment Trades Worker
DevOps Engineer Diplosa Electronic Instrument Technician 141 ICT Hardware Technician

Digital Game Developer

ICT and Telecommunications Technicians nec 22 Office Equipment Technician

Software Engineer

Radiocommunications Technician Cloud Engineer

Ul / UX Designer

Telecommunications Engineer ICT Network and Systems Engineer

Web Designer Telecommunications Field Engineer Network Administrator
Web Developer oiplosa s Telecommunications Technical Officer or Technologist

Data rol Archi e & Sy ini: i role Cybersecurity
Data Analyst Other Draftsperson Cyber Security Engineer viplosa
Data Engineer Web Administrator Penetration Tester Diploma
Database Administrator Systems Administrator Diplosa

O ions & Service 2 role Project & Delivery Management 2 role: Sales & Account Management
ICT Customer Support Officer ICT Business Analyst Diploma ICT Sales Assistant

Systems Analyst Diplowa ICT Test Analyst Diplosa ICT Sales Representative

Who the pathways are for

- Employers and hiring managers: A shared, skills-based framework for defining entry-level role requirements
and assessing candidates across all nine pathways, supporting skills-based hiring from both traditional and
non-traditional backgrounds.

« RTOs and educators: Evidence to support alignment of qualifications and curriculum with the specific skills
demanded across the nine pathways, including clearer identification of where current training aligns with
employer demand and where gaps remain.

« Government and workforce planners: A validated, replicable methodology for connecting labour market
demand, training design, and occupational classification, with a defined approach for ongoing updates.

« Learners and career changers: Clear visibility of how VET qualifications connect to specific roles across the nine
pathways, including recognition of transferable skills developed outside the technology sector that are directly
relevant.

Key findings

. Stakeholder Relationship Management is the most in demand skill and the largest gap in training. It is the
top-ranked skill across more than 40,000 job advertisements analysed and the weakest area of coverage in the
current ICT Training Package. This finding is consistent across all nine pathways and represents the clearest
priority for Training Package reform.
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«  Employers are not primarily hiring supervised beginners. Employers are seeking people who can apply skills
with a degree of independence, adapt to changing contexts, and take responsibility for outcomes. Training that
focuses primarily on closely supervised application does not align with current workforce demand.

« There is a significant gap between employer demand and occupation-based skill profiles. The project
identified a 70% gap between the top 10 SFIA skills employers are actively seeking and those reflected in OSCA-
derived skill profiles. This demonstrates that occupation-based analysis alone cannot accurately reflect current
workforce demand and that a skills-led approach is essential.

« Entry-level technology capability is hybrid. Employers consistently require a combination of technical skills,
coordination and engagement capability, and transferable skills. Training that develops only technical
proficiency does not reflect real employer demand.

« Pathways from VET into technology roles exist but are not clearly understood or communicated. The nine
pathways provide a clear and structured framework for entry into the technology sector, with 34 entry-level
roles making the connections between the skills required for each role.

« The pathways will not remain accurate without active stewardship. The pace of change in employer demand
means the skills landscape shifts quickly. A refresh cycle using the same skills-led methodology is required to
keep the pathways current and aligned with workforce needs

Recommendations

« The nine pathways, supported by the workforce demand analysis, can inform ICT Training Package reform,
particularly in raising the applied skills profile and addressing gaps in technical and transferable skills.

« The nine pathways can inform how employers, RTOs, and workforce planners understand and communicate
entry-level skills demand across the technology sector.

«  Create formal recognition pathways for candidates entering from non-technology backgrounds. Many already
hold the CCS and DigComp 3.0 capabilities required for entry but lack the technical skills component.

«  Establish a refresh cycle for the pathway data using the most recent approved skills-led methodology applied in
this project.

« Transition the pathway profiles into dynamic, publicly accessible tools that are interactive, searchable, and
updated as the underlying data is refreshed.

For the methodology underpinning this project, see Appendix D. For the framework mappings and their
application, see Appendix E.
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The nine pathways

The nine pathways are the pathways into the technology sector. Each pathway defines a distinct area of technology
work, with its own skills foundation and entry-level roles.

How the pathways were established

Roles were drawn from OSCA occupational data and grouped by shared skill profiles, typical tasks, and
capability requirements, revealing natural groupings of work rather than relying on existing job categories.

Each role was validated against SFIA, DigComp 3.0, and CCS to ensure the pathways reflect technical, digital,
and transferable capability in full.

Roles were selected at entry and early-career level using SFIA Foundation guidance. This produced the 34
OSCA-aligned roles included in the pathways.

The pathways and role groupings were tested and refined through consultation with 52 stakeholders across
industry, government, and education, confirming they reflect real hiring structures and team compositions.

Skills-led demand analysis from more than 40,000 job advertisements was applied across each pathway to
validate the capability profiles against current employer demand.

What each pathway profile contains

Each pathway profile provides a complete view of the skills foundation and entry-level roles within that pathway:

SFIA skills: the technical skills required across the pathway, the number of job advertisements demanding each
skill, and the SFIA responsibility level at which they are applied.

UoC reach: the total number of Unit of Competency mappings delivering skills in the pathway, reflecting the
breadth of training coverage available.

Entry-level roles: the specific OSCA-aligned roles within the pathway, each with their SFIA skills, CCS, and
DigComp 3.0 mappings at the role level.

What each entry-level role profile contains

Each of the 34 role-based profiles includes:

SFIA skills and levels: the technical capabilities required for the role and the level of responsibility at which they
are applied.

SFIA Professional Attributes: the behavioural factors that shape how work is performed, including autonomy,
influence, complexity, communication, and business judgement.

DigComp 3.0: the foundational digital capabilities required across five areas: information and data literacy,
communication and collaboration, content creation, safety, and problem-solving.

Singapore's Critical Core Skills Framework (CCS): the transferable human skills required for effective
performance, including communication, collaboration, problem-solving, adaptability, and continuous learning.
These are mapped explicitly to support recognition of candidates from non-technology backgrounds.

Training alignment: the ICT and BSB Units of Competency that support the required skills, alongside the VET
qualification level identified as the strongest entry pathway.

Progression pathway: how someone enters the role, the capability they develop over time, and potential
progression opportunities.
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« Al impact profile: which parts of the role are Al-resistant, Al-supported, Al-oriented, or Al-automated.

Before this project, the links between employer demand, occupational classifications, and VET training existed in
fragments, with no common reference point across industry, government, and education. The nine pathway profiles
and 34 entry-level role profiles provide that connection.

Full details for each pathway and role are available here: Pathway Profiles

What we heard

Consultation with 52 stakeholders across industry, government, education, and workforce groups ran alongside the
analysis and directly informed the pathway design and validated the findings. Across discussions, there was strong
convergence on the need to better recognise transferable capability, align training with real workforce demand, and
modernise how the nine pathways and entry-level roles within them are defined in the context of rapid
technological change. Four themes emerged consistently.

A summary of the stakeholder engagement process and participants is provided in Appendix B. Traceability from
consultation findings to project outputs is included in Appendix C.

Theme 1 - Transferable skills are undervalued and under-recognised

Industry stakeholders consistently identified that entry-level capability is often developed outside traditional
technology roles, particularly in customer service, operations, retail, and administrative environments.
Communication, problem-solving, digital confidence, and customer engagement developed in these settings are
directly applicable to technology roles but are often undervalued or not formally recognised in recruitment and
training pathways.

To address this, SFIA Professional Attributes and CCS are mapped explicitly across all nine pathways and 34 entry-
level roles. This enables candidates from non-technology backgrounds to assess how their existing capabilities align
to specific technology roles, identify transferable strengths, and target the additional training needed to close
technical skill gaps.

Theme 2 - Employers value applied readiness, not immediate full independence.

Employers consistently emphasised the need for candidates who arrive with the foundational skills and professional
aptitude to contribute meaningfully and develop quickly. Entry-level roles increasingly require a combination of
applied technical knowledge, workplace-ready behaviours, and the ability to learn and adapt in real work
environments.

Employers do not expect complete independence from day one, but they do need confidence that candidates can
apply their skills in practice, communicate effectively, collaborate with others, and build capability at pace.
Stakeholders were clear that training focused primarily on closely supervised or theoretical application does not
align with this expectation.

The pathway profiles respond by making applied capability more explicit, including the technical skills, professional
attributes, and behavioural capabilities employers expect in workplace contexts.

Theme 3 - Technology is reshaping entry-level work faster than training is adapting.

Industry confirmed that Al, automation, cloud computing, and cyber security are already changing what entry-level
work involves. Routine tasks are increasingly being automated, while entry-level roles now require higher levels of
digital fluency, judgement, problem-solving, and adaptability than they did even a few years ago. This shift was
consistently reflected in the job advertisements analysed for this project.

This aligns with the capability frameworks applied throughout the project, including SFIA, DigComp 3.0, and CCS,
which collectively emphasise technical capability, digital literacy, adaptability, collaboration, and professional
responsibility in increasingly complex work environments.
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Each of the 34 entry-level role placemats includes an Al impact profile and DigComp 3.0 mapping to make these
changes explicit. Stakeholders were clear that qualifications which do not account for these shifts risk producing
graduates who are underprepared for current workforce demand.

Theme 4 - Lack of a common skills language.

Stakeholders consistently highlighted misalignment between the way industry, education, and government
describe skills, roles, and capability expectations. Employers describe roles one way, training packages another, and
government frameworks a third. This creates friction in recruitment, training design, workforce planning, and
careers guidance.

SFIA was used as the primary classification framework because it provides a structured and widely recognised way
to describe technology-based skills, levels of responsibility, and professional capability. DigComyp 3.0 adds the
foundational digital capability dimension, while CCS adds the transferable human skills dimension identified
consistently through stakeholder consultation.

Together, the three frameworks provide a shared reference point for describing entry-level technology capability. An
employer, an RTO, and a government workforce planner reviewing the same pathway placemat are working from
the same capability description, using language that can be applied consistently across sectors.

Further detail on the supporting frameworks and mapping approach is provided in Appendix E.
What this means
Entry-level pathways must evolve to reflect modern workforce realities and should:

+ Recognise and validate transferable and foundational skills from diverse employment backgrounds.
« Align more closely to real hiring practices and job task requirements.
«  Support faster transition into productive employment while maintaining capability standards.

« Incorporate recognised skills frameworks to define technical, digital, and transferable capability expectations
across the nine pathways.

« Incorporate digital competence and adaptability in response to Al and automation.

« Enable ongoing learning and skills evolution as technology continues to change work.

What the data shows

The following findings are drawn from analysis of more than 40,000 job advertisements, cross-referenced against
OSCA occupational profiles and the ICT Training Package.

Where demand is concentrated

Demand across the job advertisement corpus falls into three broad clusters: development and implementation
(~30%), delivery and operation (~27%), and strategy, architecture, and transformation (~32%). All three clusters are
represented at entry-level, indicating that employers expect entry-level workers to contribute across the full span of
ICT work, not only execution-focused tasks.

RTOs designing or reviewing qualifications against the pathway profiles will need to address all three clusters.
Training focused narrowly on technical execution does not reflect where workforce demand is concentrated.

The most in-demand skills

Stakeholder Relationship Management is the single most in-demand SFIA skill across the job advertisement corpus
and the weakest area of coverage in the current ICT Training Package. This finding is consistent across all nine
pathways.
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Demand consistently spans three skill types:

- Technical skills: Software development, systems integration, APl development and management, database
design and optimisation, infrastructure and cloud technologies, and end-to-end troubleshooting and
maintenance.

« Coordination skills: Project management, requirements definition, cross-functional coordination, stakeholder
alignment, and delivery management against scope, timelines, and objectives.

«  Transferable skills (CCS): Communication, adaptability, collaboration, problem-solving, and continuous
learning, appearing consistently alongside technical requirements across every pathway.

Employers are hiring across all three skill dimensions. Each of the 34 pathway placemats reflects this combination.
Qualifications assessed only against technical capability will present a false picture of alignment with workforce
demand.

The alignment gap

Only three of the top 10 SFIA skills in current job market demand are reflected in OSCA-derived skill profiles:
Infrastructure Operations, Programming/Software Development, and Systems Integration and Build. The remaining
seven, including Stakeholder Relationship Management, are not captured in occupational classifications.

OSCA is designed for occupational classification, not real-time workforce demand analysis. As employer skill
requirements shift, pathways built solely from occupational frameworks will diverge from market demand over
time.

A recurring refresh cycle using the same skills-led methodology applied in this project is required to keep the
pathways current and aligned to workforce needs.

What employers are hiring for

Employer demand is concentrated in roles requiring applied capability, independent judgement, adaptability, and
responsibility for outcomes. Closely supervised application is significantly underrepresented in workforce demand.

Qualifications that focus primarily on supervised or theoretical application will not prepare graduates for the roles
these pathways describe. This provides a direct evidence base for raising the applied skills profile of ICT Training
Package qualifications.

How the ICT Training Package compares to market demand

Both OSCA and the ICT Training Package are anchored by the same core technical capabilities, particularly Network
Support, Infrastructure Operations, and Systems Installation and Removal. This confirms that the Training Package
is producing relevant foundational capability in these areas.

The gaps are more specific and structural:

« The Training Package is weighted toward lower levels of applied capability, while workforce demand is
concentrated in roles requiring greater independence and responsibility.

«  Stakeholder Relationship Management, the most in-demand skill in the labour market, is underrepresented
across the qualification suite.

« Change management and cross-functional coordination are consistently present in workforce demand and
weakly represented in both the Training Package and OSCA profiles.

«  While the ICT Training Package maps significantly more skill instances than OSCA, the overall competency
pattern is broadly similar. This suggests the foundation is sound, but the emphasis and application profile
require adjustment rather than wholesale redesign.
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The nine pathway and 34 entry-level role profiles provide the evidence of where these gaps appear, and which
qualifications are most affected. This provides a practical evidence base to inform future ICT Training Package
reform.

Further detail on the mapping methodology and framework alignment is included in Appendix E.

Mapping entry-level pathways

The pathway and role placemats are supported by an integrated evidence base connecting workforce demand,
occupations, skills frameworks, training pathways, and Al impact analysis.

What the integrated dataset connects

.  Skills to roles and occupations: Each role is mapped to SFIA skills and levels, SFIA Professional Attributes,
DigComp 3.0 competencies, and CCS, then connected to the relevant OSCA occupational classification.

« Occupations to training: Each OSCA occupation is linked to the ICT and BSB Units of Competency that support
the required skills and capability profile.

+ Market demand to workforce capability: The top 20 SFIA skills identified through analysis of more than 40,000
job advertisements are mapped against occupations, training pathways, and capability frameworks to identify
areas of alignment and gaps.

.  Skills to Al exposure: Each SFIA skill and responsibility level is classified by Al impact, with role-level Al profiles
derived from the skill composition of each role.

Together, these connections provide a single view across workforce demand, occupational classification, capability
frameworks, and VET pathways.

What the integrated dataset enables

- Employers and hiring managers: A shared, skills-based framework for defining role requirements and
assessing candidates across the nine pathways.

+ RTOs and curriculum designers: Direct evidence of where qualification coverage aligns with labour market
demand and where gaps exist at the Unit of Competency level.

« Government and workforce planners: A repeatable methodology connecting labour market demand,
occupational classification, and training design using consistent and comparable data.

« Learners and career changers: Clearer visibility of how skills connect to roles, what training supports those
skills, and how pathways progress into employment.

For the first time, employers, RTOs, and workforce planners are working from a shared evidence base using a
consistent description of skills, capability, and workforce demand.

Additional detail on the framework mappings and their application is provided in Appendix E.

Recommendations

The following recommendations are informed by the findings, framework mapping, and stakeholder consultation
undertaken through this project.

R1 - Use the nine pathways and workforce demand analysis to inform ICT Training Package
reform.

The analysis identified a significant gap between the skills employers are actively seeking and those reflected in
OSCA-derived role profiles. It also confirmed that employers are seeking a combination of technical skills with
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stakeholder engagement, requirements definition, and coordination capability that current training does not
consistently develop.

The nine pathways and associated role profiles provide a practical structure to inform ICT Training Package reform.
The workforce demand analysis provides the evidence for what each pathway needs to train for, particularly in
raising the applied capability profile of qualifications and addressing the gap in technical, coordination, and
transferable skills, including Stakeholder Relationship Management and cross-functional coordination.

R2 - Use the nine pathways to inform how employers, RTOs, and workforce planners understand
and communicate entry-level skills demand.

The nine pathways provide a practical structure for informing entry-level technology workforce demand to
employers, RTOs, and careers advisors. Each pathway represents a cluster of roles with shared capability
requirements, allowing workforce, training, and hiring decisions to be made at a level broader than a single role but
more specific than the technology sector overall.

An employer with an understanding of the Cyber Security pathway can assess candidates across multiple related
roles using a shared capability profile. An RTO aligning a qualification to the Software Engineering pathway can
clearly position that qualification against a defined set of workforce outcomes. The pathway structure should be
used consistently across stakeholder-facing materials derived from this project.

R3 - Recognise transferable skills as valid pathway entry points.

Consultation confirmed that many candidates entering from non-technology backgrounds, including customer
service, operations, and administration, already hold the Critical Core Skills and DigComp 3.0 capabilities required
for entry into multiple pathways. In many cases, the gap is technical capability rather than broader workplace
readiness.

Formal recognition approaches should allow candidates to demonstrate existing transferable skills and digital
capability at the pathway entry point, reducing duplication and shortening the pathway from training into
employment. This has relevance for Operations & Service Management and Sales & Account Management, where
transferable capability forms a significant part of the role profile.

R4 - Maintain and refresh the pathway data on a regular cycle.

The nine pathways and entry-level roles are grounded in labour market data collected up to March 2026. The
identified gap between current workforce demand and OSCA-derived skill profiles demonstrates how quickly
workforce capability requirements change over time.

A suitable refresh cycle should be established using the same analytical approach applied in this project: job
advertisement analysis mapped to SFIA, cross-referenced against OSCA and the ICT Training Package, and
supported by targeted stakeholder validation. The methodology provides a repeatable foundation that enables the
pathway and roles to be updated without requiring a full rebuild each cycle.

R5 - Transition the pathway placemats to dynamic, accessible tools

The pathway and role placemats currently exist as structured analytical outputs. To support practical use by
employers, RTOs, and learners, they should transition into interactive and publicly accessible tools that reflect how
these audiences search for workforce and training information.

The existing dataset provides the foundation for a public-facing platform that allows users to explore the nine
pathways, associated roles, qualification pathways, and relevant Units of Competency. Linking the platform to the
refresh cycle outlined in R4 would transition the pathways from a point-in-time report into an ongoing workforce
intelligence resource.

The following appendices provide supporting detail on terminology, consultation, methodology, framework
mapping, and traceability referenced throughout this report.
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Appendix A: Glossary and key terms

This appendix defines the key terminology, frameworks, and concepts used throughout the report to support consistent interpretation across industry,
education, and government stakeholders.

Acronyms and abbreviations

Term Definition
ACS Australian Computer Society. Professional body for ICT in Australia; co-delivery partner for ELP project.
ANZSCO Australian and New Zealand Standard Classification of Occupations. The occupational classification system used by the ABS.

OSCA is replacing it.

BSB Business Services Training Package. The national Training Package for business and administrative qualifications; several of its
Units of Competency (e.g. around stakeholder engagement and requirements analysis) are used within ICT qualifications.

CCS Critical Core Skills. A transferable-skills framework (Singaporean) used as the cross-sector currency for non-technical
capability.

DigComp 3.0 The European Digital Competence Framework for Citizens, version 3.0. A 21-competency framework covering digital literacy,
problem solving, safety, information management and content creation, used as a complementary lens to SFIA.

ELP Entry-Level Pathways. The FSO-commissioned project (s) that produced this report. Project 1 established the occupation-led
demand analysis; Project 2 extended it with a skills-led lens.

FSO Future Skills Organisation. The Jobs and Skills Council responsible for finance, technology, and business skills; commissioning
body for ELP.

ICT Information and Communications Technology. The sector and skills domain ELP is scoped to.
IRG Industry Reference Group. Stakeholder group providing industry-side validation of findings and draft outputs.
ISC Industry Skills Council. Sector-specific bodies supporting the design of training products. FSO is one of several ISCs within

Australia's Jobs and Skills Council system.




JSA Jobs and Skills Australia. Commonwealth statutory body providing advice on workforce, skills and training. Owner of the OSCA
framework.

OSCA Occupation Standard Classification for Australia. The modernised national occupational classification replacing ANZSCO. Used
as the occupational traceability layer.

RTO Registered Training Organisation. Provider accredited to deliver nationally recognised VET qualifications. Key consumer of the
ELP findings.

SFIA Skills Framework for the Information Age. A global skills framework (currently at version 9) organising ICT skills into categories
and levels. The primary classification framework used.

SFIA 9 The ninth version of SFIA, released 2024.

UoC Unit of Competency. The smallest formal training component in an Australian Training Package. The unit at which Training
Package revisions happen.

VET Vocational Education and Training. The tertiary sector delivering nationally recognised qualifications below higher education,
primarily through TAFEs and RTOs.

Key terms and concepts

Term Definition

Al-Automated

An Al-impact classification: Al can perform the skill at the level in question with little or no human involvement.
Training should either redirect toward higher levels of the skill or toward adjacent skills with more durable profiles.

Al-Oriented An Al-impact classification: Al is actively reshaping the tasks the skill covers. The skill itself remains, but the way it is
performed is changing. Training needs to emphasise the Al-enabled workflow rather than the pre-Al one.
Al-Resistant An Al-impact classification: the skill remains human-performed for the foreseeable future, typically because it

requires judgement, physical presence, or contextual nuance that current Al cannot reliably replicate.

12



Term Definition

Al-Supported

An Al-impact classification: Al tools augment the human performing the skill, accelerating work while the human
leads. Training should prepare practitioners to work with Al tools effectively.

Critical Core Skills (CCS)

A framework of transferable, cross-sector capabilities used alongside SFIA and DigComp 3.0. Organised into three
categories — Thinking Critically, Interacting with Others, and Staying Relevant — covering 16 skills including
Communication, Problem Solving, Adaptability, and Developing People.

Demand Prioritisation
Index

The weighted-indicator ranking developed in the earlier project by Deloitte Access Economics. Ranked 41 in-scope
ICT occupations on likelihood of being both in demand and accessible via a Secondary School or VET pathway.
Retained in this project for directional context.

Digital Fluency

A Critical Core Skill covering the capacity to use digital tools and systems effectively in the work context. The top-
ranked CCS skill across both OSCA and the ICT Training Package mappings.

Entry-level

The capability profile expected of a candidate entering the technology workforce for the first time or through a
career transition. Operationally characterised as SFIA Levels 2-4, DigComp 3.0 Advanced, and CCS Intermediate.

Entry-level capability

The combination of technical skills, professional attributes, digital competence, and transferable skills expected of
individuals entering the technology workforce or transitioning into technology-related roles.

Entry-level Pathway

A defined route by which a learner or career changer can enter the technology workforce at entry-level. Includes
formal qualifications, transferable-skill routes, and lateral entry from adjacent roles.

Foundational digital
capability

The baseline digital knowledge and applied competencies required to participate effectively in modern workplaces
and digital environments, including communication, information management, digital safety, and problem-
solving.

Hybrid capability

The combination of technical depth and coordination / governance capability (e.g. stakeholder engagement,
requirements definition, project management) that evidence shows the ICT market now expects at entry-level.
Contrasts with a purely technical profile.

13



Term Definition

ICT Training Package

The nationally endorsed Training Package defining Qualifications, Units of Competency, and Skill Sets for the
technology sector. Currently under review, this project provides evidence as an input to that review.

Occupation-based

The previous approach: rank occupations by demand (via the Demand Prioritisation Index), then infer required

analysis skills from the OSCA role definitions for those occupations. Retained for traceability but no longer the primary
evidence base.
Placemat A single-page pathway view introduced that brings the market, OSCA, Training Package, framework, and Al-

impact data together for a pathway or job role. Designed as a portable artefact for Training Package designers,
employers, careers advisors, and learners.

Professional Attributes

The SFIA component covering behavioural factors such as Communication, Complexity, Autonomy, Business Skills,
and Influence. SFIA itself labels these 'Core Competencies and Behavioural Factors'; this project refers to them as
Professional Attributes for readability.

SFIA Level A 1-7 scale of responsibility, autonomy, and influence within SFIA. Level 1 (Follow) through Level 7 (Set Strategy).
Entry-level ICT work is anchored at Levels 2—4.
Skill intensity The combined measure of frequency and prevalence at which a skill appears in a corpus. Used to distinguish

broadly sought skills from niche ones across job advertisements, OSCA, and the Training Package.

Skills language

A consistent and structured way of describing skills, capability, responsibility, and professional attributes across
workforce, education, and policy contexts to improve alignment and comparability.

Skills-led approach

An approach to workforce planning, training design, and capability analysis that prioritises the specific skills
employers require, rather than relying solely on occupational titles or classifications. Within this project, skills
demand is identified through job advertisement analysis and mapped across multiple capability frameworks.

Skills-led demand analysis

The revised methodology: extract skills directly from 40,000+ job advertisements using SFIA as the classification
framework, measure intensity, and compare with OSCA and Training Package mappings. Complements (does not
replace) occupation-based analysis.

14



Term Definition

Stakeholder Relationship
Management (RLMT)

The SFIA skill covering the identification, engagement, and ongoing management of stakeholders. The #1 skill by
frequency in market data, and the single most significant gap identified in the ICT Training Package's coverage.

Thinking Critically

The dominant Critical Core Skills category across both the OSCA mapping (39.8%) and the ICT Training Package
mapping (41.2%). Covers Problem Solving, Decision Making, and related analytic capabilities.

Training Package

A nationally endorsed set of Qualifications, Units of Competency, and Skill Sets that defines what is delivered in
VET. The ICT Training Package and BSB Training Package are the two most relevant to ELP.

Transferable skills

Capabilities developed in one role, industry, or context that can be applied effectively in another. In this project,
transferable skills include communication, teamwork, problem solving, customer engagement, and adaptability
that support entry into ICT roles from non-traditional backgrounds.

Unit of Competency (UoC)

The smallest formal component of a Training Package. Specifies the performance outcomes, knowledge, and skills
required. The unit at which Training Package revisions are typically made.

Workforce intelligence

The use of workforce, labour market, skills, and training data to support evidence-based workforce planning,
capability analysis, and decision-making across industry, education, and government.
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Appendix B: Stakeholder engagement and consultation

This appendix outlines the stakeholder engagement process, consultation activities, and participant groups that informed and validated the findings and

recommendations within the report.

Stakeholder identification

Phase 2 identified four groups of stakeholders and structured engagement around each.
Primary stakeholders

The bodies directly commissioning, governing, and executing the work.

e Future Skills Organisation (FSO) e ACS/C4 Digital Project Team
e Australian Computer Society (ACS) e |CT Training Package Scoping Team
e FSO Project Team e FSO Executive and Governance Committees

Secondary stakeholders

The broader institutional ecosystem whose work the ELP findings will influence.

e Jobs and Skills Australia (JSA) e Government Departments (Commonwealth and state)
e Registered Training Organisations (RTOs) e Industry Associations and Professional Bodies
e Higher Education Providers e Career Advisory and Employment Services Providers

e Industry Skills Councils (ISCs)
End users

The people and organisations who will use the outputs in practice.

e Learners e Workforce planners and HR teams
e Career changers e Employers recruiting ICT talent
e Educators and curriculum designers e Careers advisors and employment service providers



Validation stakeholders

The individuals and bodies whose endorsement underpins the credibility of the findings.

e Industry Reference Groups (IRGs)

e |CT employers and hiring managers

e Industry subject-matter experts

e Training providers validating Unit of Competency alignment
e ACS SFIA-Accredited Consultants

e SFIA Foundation

e Workforce planning and labour-market experts

17



Consultation schedule

Consultation was delivered across seven workshops, an ICT Scoper Team briefing, and an industry Town Hall between 5 March and 14 April 2026.

Presentation Intro to ELP Phase 1 5 March 2026 Online FSO ICT Scoper Team
Workshop Industry Demand Signals Consultation 17 March 2026 Hobart Employers, government
Workshop x 2 Industry Demand Signals Consultation 19 March 2026 Adelaide Employers, government, Hays
Workshop Industry Demand Signals Consultation 25 March 2026 Sydney Employers, academic
Workshop x 2 Industry Demand Signals Consultation 31 March 2026 g/lsllibnoeurne/ nglriyrir;,’]icademic,
Workshop Industry Demand Signals Consultation 7 April 2026 Online Peak bodies and members

Town Hall Industry Town Hall and ELP Call to Action 14 April 2026 Online Past participants



Consultation participants

The project engaged 52 participants across five stakeholder sesgments. The tally below shows the balance of segments represented; the full participant list follows.

Segment tally

Segment Participants

Education & Training 12 23%
Industry / Employers 18 35%
Peak bodies & associations 7 13%
Government 8 15%
Recruitment & workforce advisory 7 13%
Total 52 100%




Appendix C: Stakeholder-to-output traceability

This appendix demonstrates how stakeholder consultation directly informed the project analysis, outputs, and recommendations.

The consultation process directly informed the design, analysis, and recommendations within this report. The following examples demonstrate how stakeholder feedback

translated into project outputs and decisions.

What We Heard What We Did

Employers need candidates who are job ready from day
one

Developed entry-level pathway definitions aligned to practical workforce capability and current hiring
expectations

Transferable skills from non-ICT roles are not recognised
strongly enough

Included transferable capability through the Critical Core Skills Framework and recommended recognition
of non-traditional entry pathways

Industry lacks a common language for skills

Used SFIA, DigComp 3.0, and Critical Core Skills together to create a shared capability framework across
industry, training, and government

Entry-level roles are changing due to Al and automation

Incorporated Al Impact Profiles and adaptability requirements into pathway design and capability analysis

Training pathways do not align well to employer demand

Conducted skills-led demand analysis using job advertisement data and mapped findings to the ICT
Training Package

Employers require hybrid capability, not purely technical
skills

Integrated behavioural, commmunication, stakeholder engagement, and coordination capability alongside
technical skills

Existing workforce signals are fragmented and reactive

Developed a connected dataset linking roles, skills, occupations, and training pathways to support future
workforce intelligence

Pathways between education and employment are
unclear

Developed role-based placemats linking training, occupations, skills, and employment outcomes

Industry requires more responsive and up-to-date
workforce insights

Recommended transition from static reports to dynamic, refreshable workforce intelligence tools

This traceability demonstrates that the project outputs are not solely data-driven, but are also grounded in industry, education, and stakeholder validation.
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Appendix D: Methodology

This appendix explains the project scope, analytical approach, data sources, and skills-led methodology used to develop the findings and recommendations presented in
the report.

This project covered five items - a skills demand analysis, framework mapping, industry and stakeholder consultation, an implications analysis, and final
recommendations. It deliberately did not attempt a redesign of individual Units of Competency, a new qualification structure, nor employer-specific workforce plans.
Those are proper question, but they are downstream of the evidence base this project was commissioned to produce, and in several cases, they sit in the scope of the ICT
Training Package Scoping Project running in parallel.

In scope

« Analysis of current and emerging skills demand triangulated with industry consultation.

« Discovering the top 20 SFIA9 skills in the ICT labour market

«  Mappings between OSCA, the SFIA Professional Attributes, SFIA, DigComp 3.0, and the Critical Core Skills framework.

«  Mapping of the ICT Training Package — together with the relevant BSB Units of Competency — to the same frameworks.
+ Industry and stakeholder consultation across five jurisdictions, culminating in an industry Town Hall.

« Implications for entry-level pathways and recommendations for future workforce and training design.
Out of scope

« Redesign of individual Units of Competency or the creation of new qualifications.
«  Employer-specific workforce plans.
« Assessment or accreditation of training providers.

« Ongoing maintenance of the ELP dataset after launch — addressed instead as a recommendation (see R4).
The occupation-based methodology (earlier demand analysis)

Earlier demand analysis was built on a Demand Prioritisation Index developed by Deloitte Access Economics. The Index ranked 41 in-scope technology and digital
occupations — filtered from an initial 104 ANZSCO v1.3 occupations — by the likelihood that they were both in demand and accessible via a Secondary School or VET
pathway.

21



The filter applied two thresholds. Occupations were included only if at least 10% of the workforce held a Secondary School or VET qualification, and at least 10% had studied
in an Information Technology field. This reduced the 104 ANZSCO occupations to the 41 that met both criteria.

Each of the 41 in-scope occupations was then scored across 12 indicators, normalised to a 0-10 scale. A weighted average across the indicators produced an ordinal rank
from 1 (highest priority) to 41. The weighting gave 70% of the total to demand indicators — realised employment, forecast employment, job vacancies, VET enrolments, and
skill shortages — and 30% to entry-level characteristic indicators — median age, median wage, and recent training share.

The ANZSCO-based ranking was then concorded to the OSCA framework for downstream skills analysis against SFIA and subsequently compared to the ICT Training
Package. Skills were inferred from OSCA role definitions for the ranked occupations. This was an appropriate methodology for the data available at the time. It was not a
mistake, and this revision is not a criticism of it. It was, however, bounded by four constraints that this project addresses.

Opportunities to strengthen the approach

The previous methodology had four structural limitations, each of which this project addresses because of the job-advertisement data now available.

1 The methodology identifies in-demand roles, not in-demand skills
The Demand Prioritisation Index ranks occupations by demand and then infers skills from OSCA role definitions. This tells us which roles the market needs, but
not directly which skills employers are seeking. Training package development ultimately requires skill-level evidence, not role-level evidence.

1 OSCA role definitions don't reflect what employers ask for
OSCA describes standardised role archetypes designed for classification purposes. Job advertisements for the same role title vary significantly by industry,
organisation, and tech stack. For example, two "Software Engineer" advertisements may require quite different skills, tools, and experience. The framework
captures neither this variation nor the relative priority of individual skills within a role,

2. Each step adds a layer of abstraction from market demand
The earlier analysis moves from ANZSCO occupations to an Index rank to OSCA concordance to SFIA skills mapping, and finally to a training package
comparison. Partial concordances mean multiple OSCA roles can map to a single ANZSCO code. By the end of the chain, skill-level findings inherit
assumptions from every preceding step.

3. 4. This is an evolution, not a criticism
The earlier methodology was appropriate for its scope and data constraints. What has changed is not the quality of the original work but the availability of
richer data sources that can complement and extend it. Job-advertisement data at the scale used in this project was not a practical input to earlier iterations.

The revised approach — skills-led demand analysis

The revised approach starts from demand signals directly. Rather than inferring skills from occupations, it extracts them from the advertisements employers are posting
and measures their intensity across the corpus. SFIA remains the classification framework; OSCA is retained for traceability.

The approach works in three analytical steps described in Section 3 and summarised here.
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1. Collect demand signals. 40,000+ job advertisements (October 2025 — March 2026), supplemented by industry consultation and workforce reports.
2. Extract and classify skills. Skills, tools, and competencies extracted and mapped to SFIA and, in parallel to DigComp 3.0 and Critical Core Skills).

3. Measure skill intensity. Frequency and prevalence across the corpus — distinguishing broadly sought skills from niche requirements.

Key benefits of the revised approach:

Direct observation. Skills are identified from what employers ask for, not inferred from role definitions.
Skill-level granularity. Findings are immediately applicable to training package development without requiring occupation-to-skill inference.
Demand-based prioritisation. Frequency data ranks skills by how urgently and broadly the market needs them, so the most important rise to the top naturally.

Cross-cutting skills surfaced. Skills that span multiple roles (cloud, cyber security, data analysis) are identified through their repeated appearance across diverse
advertisements.

OSCA traceability preserved. In-demand skills are mapped back to OSCA, maintaining connection to the occupational framework for government and reporting
purposes.

Dual-lens training package analysis. The training package is assessed against both market-observed skills and OSCA role coverage.
Responsive to change. Job-advertisement data reflects current needs and can be refreshed regularly.

Complements existing work. The occupation-level prioritisation provides directional context; the skills-led analysis adds the granular evidence base for training
outcomes.

Revised training package analysis

The shift in demand methodology also changes how the ICT Training Package should be assessed. Under the earlier approach, SFIA skills and levels were derived from
OSCA role definitions for the prioritised occupations, and the Training Package was assessed against these role-derived skill profiles. This answered the question "how well
does the training package support the in-demand roles?".

The analysis was bounded by the skills each OSCA role definition happened to include. Skills that employers frequently seek, but that don't feature prominently in any
single OSCA definition, could be overlooked, and the skill levels assessed were those prescribed by the framework for a given role, not necessarily what employers need at
entry-level.

Under the revised approach, the Training Package is assessed directly against the skills and skill levels observed in the market, with OSCA coverage analysed in parallel as a
secondary lens. This helps identify gaps that point directly to where new or revised Units of Competency would have the greatest impact.
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Appendix E: Mappings — purpose and use

This appendix explains the purpose, structure, and practical application of the cross-framework mappings used to align workforce demand, skills, occupations, and
training pathways.

The mapping across SFIA, DigComp 3.0, and the Critical Core Skills Framework is a central component of this work. It is designed not simply as a technical exercise, but as a
practical tool to translate between different skills languages used by industry, education, and policy.

Skills Frameworks Used
To ensure the outputs are robust, transferable, and aligned to both industry and government expectations, this project draws on three complementary skills frameworks:

1 SFIA (Skills Framework for the Information Age)
SFIA was used as the primary skills classification framework within this project because it supports structured description of ICT skills and responsibility levels.
It describes skills across levels of responsibility, enabling clear articulation of capability progression from entry-level through to senior roles. Within this project,
SFIA is used to define the technical and professional skills required for ICT roles and to ensure alignment with industry-recognised capability standards.

2, DigComp 3.0 (Digital Competence Framework for Citizens)
DigComp 3.0 was used to provide an additional reference point for foundational digital capability required by individuals to participate effectively in a digital
society and workforce. It includes areas such as information literacy, communication, content creation, safety, and problem-solving. In this project, DigComp
3.0 supports the identification of baseline digital competencies expected at entry-level, complementing the more specialised skills defined in SFIA.

3. Singapore’s Critical Core Skills Framework
The Critical Core Skills Framework, developed in Singapore, defines the essential transferable skills required across all occupations to enable workforce
adaptability and resilience. It focuses on areas such as critical thinking, commmunication, collaboration, and self-management, with an emphasis on applying
these skills in dynamic and evolving work environments. Within this project, it was used to help assess transferable and human-centric capability required by
industry to support long-term employability and career progression.

Together, these frameworks provide a comprehensive view of capability, covering technical, digital, and transferable skills, and enable the development of pathways that
are both industry-relevant and practically usable across education, training, and workforce contexts.

Purpose of the Mapping

« Create a common skills language that aligns technical, digital, and transferable capabilities
« Bridge the gap between industry expectations and training system outputs

« Enable clearer articulation of entry-level capability requirements

«  Support consistency in how skills are defined, described, and assessed
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How the Mapping Works

«  SFIA skills and levels (technical and professional capability)
« DigComp 3.0 competencies (baseline digital literacy and application)

«  Critical Core Skills (transferable and human skills)

This creates a layered view of capability, where each framework contributes a different dimension of what is required to perform effectively in an entry-level ICT role.

How the Mapping Can Be Used

«  Employers: Define clearer job requirements, improve job ads, and align hiring expectations with real capability needs
« Education & Training Providers: Design or refine courses that better reflect industry demand across all skill types
+ Policy & Workforce Planning: Inform skills forecasting, workforce strategies, and qualification design

« Individuals: Understand what skills are required, where gaps exist, and how to progress into and within ICT careers

What This Enables

«  More transparent and consistent entry-level pathways
« Improved alignment between skills supply and demand
. Stronger foundation for skills-based hiring and development

« A practical mechanism to move from occupation-based thinking to skills-led workforce planning.
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OSCA t() SFlA | Skill Categories & Levels

KEY INSIGHTS

@ Operations & development dominate

Delivery & operation (35.7%) and Development &
implementation (31.7%) together exceed two thirds
of all mapped SFIA skills to OSCA — core tasks
are built around hands-on technical execution.

Security & risk are embedded, not
siloed

Risk management, Information security, and
Security operations all rank in the top seven,
indicating security responsibilities are distributed
broadly across roles.

R\
lj/\?‘,] Senior & strategic capacity is limited
S

SFIA Levels 6 and 7 together account for only ~31
instances (~9% of total), suggesting a narrow pool
of staff operating at the highest levels of
responsibility.

Infrastructure & network skills lead

The two highest-frequency SFIA skills —
Infrastructure operations and Network support —
sit well above all others.

Workforce is at mid-level proficiency

Level 4 (Enable) carries the highest count (127
instances). Levels 3-5 collectively represent ~86%
of all mapped skill levels, pointing to a workforce
centred on SFIA Level 4-5 responsibility.

@ Change & engagement are
underrepresented

Change and transformation (4.3%) and

Relationships and engagement (6.7%) are the

smallest segments, highlighting a gap in change
management and engagement capability.

*Strategy and architecture capture 20.1% which
may warrant review if the industry intends to grow
its enterprise architecture and planning capability.

SFIA Skill Categories Distribution
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Skill Level Distribution

OSCA to SFIA chart showing 96 unique SFIA skills by category and level. Most skills sit at SFIA Levels 3 to 5, with strongest coverage in delivery, operations, development, infrastructure and network support.
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UoC to SFIA

KEY INSIGHTS

| Delivery & operations is the
dominant category

At 34 9%, Delivery and operation holds the largest
share, closely followed by Development and
implementation (29.6%) — nearly two thirds of the
ICT training package focuses on building and
running ICT systems.

| Package is weighted toward junior to
1) mid-level

SFlA Levels 2—4 account for over 91% of total skill
inztances (~3,535 of ~3,580), with Level 3 alone
contributing 1,802 instances. This reflects an ICT
package designed primarily to produce
practitioners rather than senior leaders.

Strategy & architecture holds a
meaningful but third position
At 19.0%, planning and design skills such as

Solution architecture and Systems design feature
in the package but are not a primary focus.

UoC to SFIA chart showing 134 unique SFIA skills by category and level. Most skills sit at SFIA Levels 2 to 4, with strongest coverage in delivery, operations, development, network support and infrastructure.

| Skill Categories & Levels

@ Metwork & infrastructure anchor the
package

Metwork support, Systems installation and
removal, and Infrastructure operations occupy the
fop three positions by frequency, reinforcing that
foundational skills form the backbone of ICT
gualifications.

./.- _-.\.
| |
A,

Senior & strategic skills are notably
scarce

Levels 5-7 together represent fewer than 340

instances (under 9%), with Level 7 nearly invisible.

The ICT fraining package offers very limited
pathways into strategic or advisory ICT roles.

Change & engagement receive
minimal coverage

Change and transformation (10.5%) and
Relationships and engagement (4.5%) point to
limited emphasis on organisational change,
stakeholder management, and business
engagement skills.

SFIA Skill Categories Digtribution

Skill Level Distribution
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OSCA to UoC | Top 10 SFIA Skill Priority Shift

L 4C

KEY INSIGHTS

O5CA Top 10 Rank UoC Top 10 Rank
Infeastrslure oparalicng #1 & 51 Hebwork supgort Both I:llﬂpl]ll]gs share ﬂ_Cﬂ'E
technical skills foundation
Hetwork support #1 & #2 Systema inatallatson and remaval
Infarmation security #3 #3 Infrastruciure operaticns OSCA skews toward operations &
- - o B security; the ICT training package
F—— A 1 Matkode skews toward development and
Systema instalation and removal #3 -7 B #3 Configuration maragement engineering Drﬂc’l]f.:EE
Secwily operalions #6 & #4 Righ maragemint
eetem st vaton g6 & Fra - 47 Peaseerments defiton and ICT training Package produces a more
yaiem 30 are sdminiatration “‘\ “-‘hk )"_ L equaremenis n a L B jlll‘liDI" I' ﬁh
Systems integration and build #& . 4% #3 Programmingssoftware develcpmant
Applicaton suppon #0 @~ _ ot #9 Systema integtation and buid
T Fal e | OSCA allocates more weight to
Continuity management #9 & < _ _ ‘J"’—d:_."}‘ L:-S;‘}Tj:: o #10 information security S[rateghr and architecture
Configuration management 11 @7 _+” ::-:P"‘-:-.‘.\_t I T 211 Apglication suppert
e el e
Methods and lools #11 & _-"f'.-"‘ ‘-__‘. "1“-.--”-. #11 Continuity management Meither mppi“g invests in chanue
JPC L T Ta @ management or stakeholder
Programming/software developmant #11 & _.." ‘1._' "W #11 Security operations Engagement
Fequiremants definibion and ma_ 811 @ T a1t Sritem software adminisisation
@ Scale differs dramatically, but the
Ranks ars bassd only on each side’s tap 10 SFIA skills. A dashed line means the skill is in the top 10 for only one side competency shape is similar

and is drawn to a fallback rank of 11 on the other side.

OSCA to UoC chart comparing the top 10 SFIA skill priorities. It shows shared technical foundations, with OSCA stronger in operations and security, and UoCs stronger in development and engineering.
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OSCAto SFIA

KEY INSIGHTS

(o
L
SF1A Level 4 (Enable) and Level 5 (Ensure,
advise) together account for the majority of
O5CA's SFlA-mapped positions, signalling a
strong operational and senior practitioner base.

Workforce concentrated at mid-levels

’{'i}_ Planning & digital mindset rank
./ closely behind
Their high frequency reflects OSCA's need for

structured delivery thinking and technology-aware
professionals at scale.

16

Unigue Pro

I.”' 5% Communication & Problem-solving
I'\H_,/J are universal

These two attributes appear across almost all
mapped roles, reinforcing their status as
foundational professional capabilities expected
across the entire industry.

PN

f 3 y Collaboration and Decision-making
¥ "/ sitin the mid-tier.

While still prevalent, their lower ranking compared
to Communication suggests many roles are
individually accountable rather than operating in
shared-authority models.

/Y Creative & adaptive attributes trail
\ significantly

Creativity and Adaptability appear far less
frequently, which may present a rigk if the industry
needs to accelerate innovation or respend to rapid
change.

r.r"'_"\\

't'@}; | Entry-level representation is minimal
M

Only 25 roles sit at Level 2 (Assist), indicating

limited structured pathways for early-career
professionals entering the SFLA framework.

PA Level Distribution to O5CA

OSCA to SFIA chart showing 16 Professional Attributes. Most attributes sit at SFIA Levels 4 and 5, with strongest coverage in communication, problem-solving, planning and digital mindset.
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UoC to SFIA

KEY INSIGHTS

Ir" I Package weighted to
1) Levels3a4

Levels 3 (Apply) and 4 (Enable) account for roughly
33% of all roles, indicating the ICT training package
is predominantly oriented toward praciitioner and
senior practiioner levels.

f{’é}\. Problem-solving & Digital mindset
| -
'\H__/J form a strong second tier

Their prominence signals that the ICT training
package expects ICT professionals to combine
technical fluency with analytical thinking as
baseline capabilities.

16

Unique P

| Professional Attributes

.*"p“.l Communication & Planning lead the

=/ rankings
Both appear with near-equal frequency, clearly
ahead of remaining attributes — reflecting an
emphasis on structured delivery and stakeholder
engagement across ICT gualifications.

Iz” 1 Security, privacy & ethics ranks
% higher relative to OSCA

Its position above Improvement mindset suggests

the ICT training package places greater emphasis
on governance and responsible practice across its

gualifications.

o Leadership sits well below the
:'"_"?:' midpoint

Its low ranking indicates that leadership as a
professional atiribute iz embedded in only a small
subset of ICT gualifications, predominantly at the
higher levels.

|@ Creativity & adaptability remain least
represented

Consistent with the OSCA pattern, these trail
significantly — raising questions about whether the
training package adequately prepares
professionals for innovation-intensive
environments.

PA Level Digtribution to UoC

200 100 AN

UoC to SFIA chart showing 16 Professional Attributes. Most attributes sit at SFIA Levels 3 and 4, with strongest coverage in communication, planning, problem-solving and digital mindset.
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OSCA to UoC | Professional Attributes Priority Shift

OSCA Rank UOC Rank
Autonomy 21 @ & F1 Anonomy
Gomplexity 21 & & 11 Complexity
Influence 21 @ @ =1 influence
Knowledge 21 @ @ 1 Knowledge
Communication £5 @ @ 25 Communiceation
Problem-solving 26 26 Planring
— >_<: I
Digital mindoet #8 & & 20 Digital mindset
Decislonrmaking 29 & & 20 Decision-making
Cellaboration 210 & & 10 Cellaboration

Imnprevement mindset 211 £11 Security, privacy and ethics
Security, privacy and ethics 112 >—<: 112 Improvernent mindset
Leadership 213 #13 Leaming and development
Learning and development 214 >_<: #14 Leadership

Creativity #15 & & 115 Creativity

Adapiability 516 @ & M6 sdaptabiity

Lines conmect each PA's frequency rank in OSCA (left) to its rank in UaC (right). Green = PA ranks higher in UoD, Red
= PA ranks lower in UoC, Grey = zame rank. Dached lines indicate PAs found in only one dataset.

OSCA to UoC chart comparing Professional Attribute priorities. Most rankings align, with planning, security, privacy and ethics ranking higher in UoCs, and OSCA showing more higher-level coverage.

KEY INSIGHTS

<
@

@
©)

Communication leads both; Planning
& Problem-solving swap

Level distribution profiles differ
significantly in shape

0OSCA has proportionally greater
representation at Levels 5-T

Security, privacy & ethics ranks
higher in the ICT training package

Both mappings share the same fail-
end gap
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OSCA to Digcomp 3.0

KEY INSIGHTS

@ Two thirds of the DigComp

|

'\_) framework already addressed
OSCA roles map fo 14 of the 21 DigComp 3.0
competencies (67%), indicating strong
foundational alignment with the framework.

I-f A\ Workforce skews toward advanced
‘I~ proficiency

105 of 171 role-competency mappings sit at the
Advanced level (61%), while only 1 mapping falls
at Basic — suggesting OSCA roles demand a
digitally mature workforce.

Content Creation & Information
Management are lightly covered

Together these two areas account for just 22.3%
of mappings, and competencies such as Copyright
and Licences and Integrating and Re-elaborating
appear with minimal frequency.

| Problem solving dominates the
x_) competency profile

Problem Identification and Solving accounts for
453% of all competency mappings, with four of its

competencies ranking in the top five by frequency.

If" v Safety & device protection rank
b highly alongside core skills

"Protecting devices' iz the third most frequent
competency, and Safety, Welloeing and
Responsible Use collectively represents 19.3% of
all mappings.

Seven competencies remain

unmapped, signalling potential gaps
One third of the DigComp 3.0 framework has no
cument alignment to OSCA roles, presenting an

opportunity to broaden digital capability
expeciations in future role design.

Competence Areas Distribution

&
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Competence Level Distribution
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OSCA to DigComp 3.0 chart showing 14 mapped competencies. Problem-solving is the strongest area, with most mappings at advanced level.
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UoC to Digcomp 3.0

KEY INSIGHTS

A )
l,@ Full framework coverage achieved
b,
The ICT fraining package maps to all 21 of the 21
DigComp 3.0 competencies, providing complete
alignment across every competence area.

@ Information management features
much more prominenthy

‘Managing information” ranks second overall, and

Information Search, Evaluation and Management

as an area (23.5%) is nearly double the share
seen in OSCA roles (8.8%).

I""_"\-.l Content Creation carries real weight
%/ inthis package

At 15.3% of mappings, Content Creation is the
third largest competence area, with "Developing
digital content’ ranking sixth by frequency.

/7= Problem solving remains dominant
" but with a more balanced profile

Problem ldentification and Sclving accounts for
40.5% of mappings, followed by Information
Search, Evaluation and Management at 23.5% —
preducing a broader spread than comparable
packages.

the middle tiers

Advanced (1,026) and Intermediate (963) levels
together account for 94% of all mappings, with
only 30 at Highly Advanced and 106 at Basic.

@ Proficiency levels concentrated in
[

share among five areas

At 11.9%, Safety, Wellbeing and Responsible Use
trails all other competence areas, though
"Protecting devices' still ranks fourth overall by

frequency.

@ Safety & Wellbeing has the smallest

Competence Areas Distribution

O

W vty e anew bl b i vtemes s Saper Sa slpsran Ao s e
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'] ¥

Competence Level Distribution

mighy Anvanced

UoC to DigComp 3.0 chart showing all 21 competencies mapped. Problem-solving remains strongest, with most mappings at advanced and intermediate levels.
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OSCA to UoC | Digcomp 3.0 Priority Shift

OSCA Rank LUOC Rand

Memdyng end sohngiech 11 o & 71 Memnfyng snd solving tech
Mertyng meds and Spts 32 72 Maragey ef Lemation
Protecting devces #3 ) Mevetpeg saeds and Sy

idenntyng Crestive SOkt 34 #4 Proaecuny devices

Compastcne! thebrgwndp L @ * O Compatmone) turkng end 5

Cotisbarwing thyough Spte 06 04 Derviogang diptal cortenn
Menagng idoemancn 87 77 Merntyng crestive sohunn
Protecting persoral dms and #8 98 Colatorstng teough dne
Dwvwicperg degtal conteen #9 " Svwieg searchang and (it

Browsing seachng and f 510 & 110 Bvskuetng méoemation

imacnng Srcogh and wah 910 @ lJ‘ @ M1 mactng teough end weth
\Sertfyng and sddrsng d 912 ."\\ounmwmmm

-_»0 #13 Envwormennsl svpects of g

Copyrghn and hoences #13

loguteg and reelsbosss 013 814 Copyrghn end hiences

Dot behavios 1S @ v mane 5 T T S —"

Engageg n cnzenship ®eo_ M3 O

Envwsnmestsl avpects of 8 n;o"'_—.« e e 8 917 Sgponeg wiiteig
(Mn’annmﬂl.'- - A 18 1Geettyng ang 933essry; d
Manageg donel demny 13 @~ oo ___.—"". ...... ® 19 Engaging e crzenshp Yeo
A
Sharng Srovgh Sonl ek 115 @ - ﬁ,_--" """""""""""" @ 119 Muragng dpnel derary

Sgponing weikeng 115 @ ° @ #21 Shareg Srough dgas tech

Lines connect each Digcomp competency’s frequency rank in OSCA (left) to its rank in UoC (right). Green = Digcomp
ranks higher in UoC, Red = Digcomp ranks lower in UoC, Grey = same rank. Dashed lines indicate Digcomp

competencies found in only one dataset.
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Top-ranked competency is
consistent across both frameworks

KEY INSIGHTS

@ Information management is
significantly underweighted in OSCA

Creative problem-solving & digital
collaboration drop in priority

training coverage than OSCA

@ Content creation receives stronger
demands

ICT package fills the full DigComp
framework where OSCA covers only
14/21

@ Protecting personal data drops out of
the ICT package top 10

OSCA to UoC chart comparing DigComp 3.0 priorities. It shows the top competency is consistent, while UoCs provide broader coverage across the full DigComp framework.



OSCA to CCS | critical Core Skills

KEY INSIGHTS

@ Thinking Critically is the most
prevalent CCS category
Accounting for 39.8% of all =kill mappings,

followed by Staying Relevant (34.5%) and
Interacting with Others (25.79%).

I/Eﬁj Digital Fluency & Problem Solving
00/ dominate the skills landscape

Thesze appear far more frequently than any other
competency, together representing the bulk of
Staying Relevant and Thinking Critically
requirements.

./.-

i _"\I A narrow-Advanced tier signals a
‘.__/ botential development gap

With only 15% of mappings at the Advanced level,
there is an opporiunity to uplift high-value skills like

Problem Solving and Decision Making to deepen
industry capability.

(. L]\ Workforce concentrated at
{[‘ IT/ Intermediate proficiency

Of 171 total skill-role mappings, 122 (71%) sit at
Intermediate level, with only 26 at Advanced and
23 at Basic.

Ifai“‘. "‘People’ skills trail significantly
WY behind technical ones

Influence, Developing People, and Self
Management rank at the bottom, suggesting
OSCA roles are weighted toward execution over
leadership.

12

Unique

CC 3 Categories Distribution

i Sy Pabiricr @ Tl Cascaly diracing o th Cthes

Proficiency Level Distribution

Ahamiad

OSCA to CCS chart showing 12 Critical Core Skills. Thinking Critically is the largest category, with most mappings at intermediate level.
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UoC to CCS

KEY INSIGHTS3

@} Thinking Critically is the dominant
CCS category

Representing 41.2% of all skill mappings, well
ahead of Interacting with Others (29.5%) and
Staying Relevant (29.2%).

I.ﬁ_ Digital Fluency & Problem Solving
D0/ are the top two skills

Consistent with an ICT training package rooted in
technology, together these two account form a
large zhare of total frequency by a wide margin.

Leadership & future-readiness skills
sit at the bottom

Building Inclusivity, Developing People,
Adaptability, Learning Agility, Transdisciplinary
Thinking, and Global Perspective all show minimal
frequency, suggesting an orientation toward
individual contributor execution.

Critical Core Skills

. IP Vast majority of UoCs require
\T IT/ Intermediate proficiency

0Of 2,130 total mappings, 1,432 (67%) sit at
Intermediate, with 565 at Basic and only 133 at
Advanced — a pattern very similar to OSCA.

'—*‘. Communication ranks closely behind
_/J the top two

Reflecting that ICT roles are not purely technical
— stakeholder engagement and documentation
are embedded across the package.

|"/;\\| Advanced proficiency tier is notably
\_ _/ thin at just 6% of mappings

This points to an opportunity to deepen expertise
expectations in high-impact skills such as Decision
Making and Problem Solving as the |CT workforce
matures.

CCS Categories Distribution

Cakid

B Thnking Crtcally @ lmaracticg whe 00t Sy oy i dal

Proficiency Level Distribution

S i
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UoC to CCS chart showing 16 Critical Core Skills. Thinking Critically is the largest category, with most mappings at intermediate level.
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OSCA to UoC | Critical Core Skills Priority Shift

OSCA Rank UoC Rank
Degital Fluency £1 & ® 21 Digital Fluency
Problem Solving #2 8 7 Problem Solving
Communication 13 & & 27 Comunication
Decision Making #4 & ® #4 Decision Making
Collabocation 15 @ ® IS Collsboration
Cusromer Onentaton #6 #6 Self Management
Sense Msking 27 @ 27 Sense Making
Creatrve Thinking 28 #8 Customer Orientation
Adsptabdity 29 £9 Creative Thinking
nfluence #10 & #10 Influence
Developing People £11 #11 Buiding Inchusivity
Saif Management #12 - #12 Developng Pecple
Building Inclusivity £13 @ =~~~ £13 Adspeability
Globel Perspective 513 @ = __ e em=======8 14 Leaming Aglty
Leaming Agility £13 @ ====="""" ::‘"-:::::__..‘_L o e == == == =8 #15 Transdisciplinary Thinking

Transdisciplinary Thinking #13 & =

Lines connect each CCS competency’'s frequency rank in OSCA (left) fo ifs rank in UoC (righi). Green = C55 ranks

higher in UoC, Red = C55 ranks lower in UoC, Grey = same rank. Dashed lines indicate G55 competencies found in

only one dataset.

w

KEY INSIGHTS

® ©

@

© & O

The Advanced tier is thin in both, but
especially in ICT Training package

Self Management ranks notably
higher in the ICT fraining package

Thinking Critically carries more
weight in the ICT package

Interacting with Others is stronger in
the ICT training package

Both OSCA and ICT training
packages are heavily skewed toward
Intermediate proficiency

Leadership-oriented skills sit at the
bottom in both frameworks

OSCA to UoC chart comparing Critical Core Skills priorities. Top skills align closely, with Digital Fluency, Problem Solving and Communication ranked highest in both mappings.



Al impact profile & methodology
The Al Impact Profile classifies how Al affects skills at the role level using four categories:

« Al-Resistant - the skill remains human-performed for the foreseeable future, typically because it requires judgement, physical presence, or contextual nuance that
current Al cannot reliably replicate.

« Al-Supported - Al tools augment the human performing the skill, accelerating work while the human leads. Training should prepare practitioners to work with Al tools
effectively.

« Al-Oriented - Al is actively reshaping the tasks the skill covers. The skill itself remains, but the way it is performed is changing. Training needs to emphasise the Al-
enabled workflow rather than the pre-Al one.

« Al-Automated - Al can perform the skill at the level in question with little or no human involvement. Training should either redirect toward higher levels of the skill or
toward adjacent skills with more durable profiles.

The Al Impact Profile is developed through a skill-level analysis of the SFIA framework. Classifications are assigned to each skill at each SFIA responsibility level, reflecting
the nature of the skill itself rather than the roles in which it appears. Role-level insights are derived later by mapping roles to their constituent skills and inferring impact
from that composition.

SFIA-aligned skill analysis

Each SFIA skill is assessed at its defined responsibility levels, with Al impact evaluated separately at each level. This recognises that the same skill can shift in Al exposure as
autonomy, complexity, and accountability increase. The analysis draws directly on the SFIA skill and skill-level descriptors as the unit of evaluation.

Skill descriptor decomposition
Each skill-level descriptor is decomposed into the underlying activities it describes. This allows for precise evaluation of whether Al:

« can perform the activity with little or no human involvement,
« isreshaping how the activity is performed,
« augments the human performing the activity, or

« has minimal current impact.

This step ensures classifications are grounded in the work the skill describes, rather than assumptions about job titles or roles.
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Classification criteria application
Each skill at each level is assigned to one of the four categories based on a consistent set of criteria:

« degree of automation possible today and in the near term,
« level of human judgement, accountability, and context required,
« extent of Al augmentation already observed in practice,

« trajectory of change (emerging vs established impact).
Role-level inference

Once skills are classified, roles are mapped to their constituent SFIA skills and the Al impact for each role is inferred from the profile of skills it comprises. The role view is
therefore an output of the skill-level analysis, not an input to it.

Continuous review and iteration

Given the rapid evolution of Al capabilities, classifications are designed to be dynamic. The model supports review cycles incorporating updated labour market data and
advancements in Al tooling.
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