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Introduction 

 
This report is in response to the identified need to engage trade teachers in skill 
maintenance and upgrade programs.  The project leading to this report was 
authorised by the TAFE Development Centre (TDC) with valuable input from the 
trade teachers and managers reference group (see Appendix 1 for a complete list of 
membership). 
 
There is anecdotal evidence to suggest that trade teachers do not engage in 
professional development to the same degree as other TAFE teachers.  This has 
been validated in TAFE Development Centre statistics in which only two out of 59 
TAFE Industry Skills Scheme activities were trade related1. 
 
Even at the ministerial level, there is a realisation that upskilling TAFE staff requires 
attention and financial input.  This has resulted in a number of initiatives, including 
the TAFE Industry Skills Scheme within Victoria, where more than $2 million has 
been allocated to upgrade ‘the industry skills and knowledge of the TAFE staff’2 (see 
Appendix 2). 
 
The aim of this report is to present the outcomes of the one-day forum that formed 
the basis of this project.  In addition to reflecting these results, recommendations 
developed as a result of the analysis of the forum topics are also presented.   
 
The methodology for the forum follows a format commonly referred to as ‘future 
search’3.  The intent of future search forums is to engage large groups to improve 
whole systems.  Future search processes lead stakeholders to work from a shared 
understanding of the past into a clearer shared view of the future.  Often there will be 
challenges along the way, and part of the future search process is to explore these 
challenges to build a commitment towards a plan for the future. 
 
The future search forum for this project took place on 23rd of November 2006 in 
Melbourne and involved 55 participants from twelve TAFE’s across Victoria.  The 
future search process used in this forum involved four distinct stages.  They were: 
 
 

 
 
 
The participants for this forum were invited by the TDC with selection advice from the 
members of the reference group.  Of the 74 invitations sent out, 55 participants made 
time for this full-day forum.  This says volumes about the interest in professional 
development amongst trade teachers, and we are indebted to those that made their 
time available. 
 
This report reflects the views of the participants as collected at the future search 
forum along with our analysis and recommendations. 

                                                
1 TAFE Industry Skills Scheme statistics supplied by the TAFE Development Centre  
2 http://www.tafecentre.vic.edu.au/documents/TISS.pamphlet.Oct06.pdf  
3 Weisbord & Janoff, 2000 
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Background 

A Proud History 
 
The teaching of trades has a long and honourable history, commencing with the craft 
associations and, in modern times, technical school systems.  Those who teach 
apprentices need to have mastered 
their craft or trade in order to pass 
on their knowledge and skills.   

 
Before the technical schools, training 
was done on-site within the industry 
in a time-honoured fashion that 
passed on hand-skills and technical 
knowledge.  With the advent of 
technical schools there is now a 
greater separation of training duties 
and responsibilities between trainers 
and industry.  Each plays an 
important part in training 
apprentices, ensuring consistency 
and currency in the training required 
to meet the ever changing needs of 
society.   
  
This separation of training roles adds new challenges for trade teachers.  Of 
particular interest in this project is the ability of trade teachers to remain current in 
their skills and knowledge.  Even within industry, there is an emerging realisation that 
training does not end upon qualification, nor is it completely formed on the job.  More 
and more sectors of trade industries are considering and implementing annual 
training requirements.  Often this is in the form of a point system.  This reflects the 
dynamic environment trades work within and the changing competencies required in 
the marketplace. 
 
 
Training Needs During a Skills Shortage 
 
Never has it been so critical to ensure that teachers have the most up to date skills 
and knowledge as during a skills shortage.  Whilst we are acutely aware of the 
shortage of skilled trades in Australia, it is a global problem4.  It is vitally important 
that skills training programs (including apprenticeships) are continually developed to 
meet the changing skills requirements in the workplace if Australia is to remain 
competitive on the global stage5.   
 
This world wide shortage has been made worse by: 
 

• fewer workforce entrants, 
• an aging labour force, and 
• dwindling teaching resources as long term teachers reach retirement6. 

  

                                                
4 Toner 2003, Priest 2003 
5 DEST 2002 
6 OCC 2003, Toner 2003 

‘Craft guilds or incorporations were formed 
in the Middle Ages and were an important 
part of burgh life then and in later 
centuries. Each craft jealously guarded its 
own monopolies and standards of 
workmanship, acquired property to raise 
funds, provided for its own … Where 
records survive they are likely to include 
lists of members, accounts and minutes 
dealing with regulations, donations to poor 
members, apprenticeships and elections 
of officeholders and actions against 
outsiders trying to trade in the burgh’. 

 

Excerpt from:  
http://www.nas.gov.uk/guides/crafts.asp 
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The present labour shortage and future demand for skilled and qualified tradespeople 
has raised trade training to national importance7.   The Council of Australian 
Governments (COAG) has been 
discussing the structure of trade 
training and, in some trades, improved 
processes for mobility of registrations 
and licences across State 
boundaries8. 
 
Industry is also looking to training as 
part of the solution.  In their 

examination of the state of industry in 
Australia9, the Australian Industry 
Group (AIG) found that 92% intend to 
increase their investment in training 
over the next three years. 
  
This expected significant increase in 
apprenticeships and the resulting 
increase of numbers in trade training 
comes at a time when there is an 
ongoing shortage of trade teachers.  
This will mean that additional pressure 
is placed on TAFE trade teachers to 
focus on classroom delivery, with less time available for course development and 
their own professional development, at a time when that professional development is 
becoming more critical. 
 
 
Perceptions of TAFE Training and Professional Development 
 
The AIG report also highlighted key challenges for professional development for 
trainers.  When industry was asked their views on training provided to apprentices by 
TAFE: 

• only 55% of employers believed that TAFE staff have relevant expertise,  
• only 51% believe that TAFE delivers high quality programs, and 
• only 20% believe that TAFE’s are world class. 

 
Professional development is quickly becoming the linchpin to improve TAFE’s ability 
to meet the increasing and changing needs of the various trades.  However, when 
reviewing the current offering of professional development opportunities within 
TAFE’s across Victoria, many are found wanting.  In examining teacher perceptions 
of the quality of professional development in the TAFE sector10, the TAFE 
Development Centre discovered that: 

• 42% found that the quality of PD activities were fair or poor 
• 51% found the range of PD opportunities were fair or poor 

 
The following section explores trade teachers perceptions gleaned from the future 
search forum held in Melbourne on 23rd of November, 2006. 

                                                
7 Powers & Walker 2006 
8 http://www.coag.gov.au/meetings/100206/index.htm 
9 AIG 2006 
10 TDC, 2003 

 
DEWR’s report, Australian Jobs 2005 states 
that, in the five years to February 2005, 
988,000 new jobs were created, with the 
following four industries taking up almost two in 
three of these new jobs: 
  
• Retail trade 
• Health and Community Services 
• Construction 
• Property and Business Services 
 
Looking into the future, 80% of Australia’s new 
jobs are expected to come from: 
 
• Construction 
• Retail trade 
• Accommodation 
• Cafes & restaurants 
• Property & Business Services 
• Community Services 
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Future Search Conference 

Overview 
 

The future search forum designed for this project involved four distinct stages. 
 
 
 

 
 

 
 
Shared History - In establishing the structure for the day, it was important for 
participants to gain a shared understanding of the important events which had 
impacted on them as individuals, on their organisations and at a national level. 
  
These events were plotted on three 
timelines (see Appendix 3). 
 
 
Future Scenarios - Having examined 
important events from the past, participants 
then discussed two alternate futures - one in 
which there was no change to the structure 
and take up of professional development, 
and a second in which professional 
development was timely, relevant and 
effective (see Appendices 4 & 5). 
 
 
Exploring Issues - In order to achieve the 
preferred future, participants were then 
asked to identify the issues which would 
need to be addressed (see Appendix 6) and 
to vote on the five most critical issues.   
 
 
Solutions - The final stage of the forum involved brainstorming strategies to address 
those issues. 
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‘The Search Conference activity 
provides a successful way to 
engage large groups of people in a 
productive, collaborative, and highly 
participative manner. It allows for full 
participation of all participants and 
provides the structure necessary for 
the discussion to stay focused and 
on track. The activity stimulates 
thinking, develops listening skills, 
fosters collaboration and identifies 
common ground’. 

 

     Weisbord & Janoff, 2000 
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Shared History 
 
 
 

 
 

 
 
The first stage explores the past and present experiences of the trade teachers at the 
forum.  Each participant has a very personal perception of history and their sharing of 
experiences brings a rich understanding to the whole group of ‘how we got here’.   
 
In examining the work done by the forum participants on the timelines for:  
 

� themselves,  
� their organisations and  
� at a national level,  
 

the following major themes and events emerge:   
 

1. The journey from apprentice to tradesperson to teacher can be confusing, 
resulting in some individuals being unsure of the role with which they identify – 
teacher or tradesperson. 

2. The loss of the technical school system and the devaluation of trade 
occupations. 

3. The transition of the TAFEs from education service providers to commercially 
driven and competitive businesses, with a resulting reduction in funding and 
loss of cooperation between TAFEs. 

4. The introduction of Training Packages and the major changes from curriculum 
to competency based training and assessment. 

5. The change of the teaching role to become 
more focused on administration and 
compliance, with time becoming a major 
issue in trying to fulfil all of the required 
duties. 

6. A disconnection between teachers and 
managers, with differing goals and 
expectations. 

7. The aging of the teaching workforce. 
8. The tension caused by the increase of 

sessional staff. 
9. The introduction of private Registered 

Training Organisations (RTOs). 
 
For a complete list of the three timelines and 
themes, refer to Appendix 3. 
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‘Are we tradies or teachers?’ 
  Forum attendee 
 
 
 

‘Although reform has changed 
expectations for teachers, how 
the public and policymakers 
perceive teachers’ work has not 
changed.  They continue to think 
teachers are working only when 
they are with their students’. 

McDiarmid, 1995 
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Future Scenarios 
 
 
 

 
 

 
 
Having come to a shared understanding of the past and the critical events which 
have impacted on the present situation, forum attendees were asked to analyse the 
implications of two possible futures.  In the first instance, a scenario was presented 
in which nothing had changed with regard to the structure, availability and take up of 
professional development for TAFE trade teachers.  In the second, participants were 
asked to imagine a future in which professional development met all of their needs.  
The results of the exercise can be seen in the mindmap developed at the forum, 
which is attached to this document as Appendix 4. 

  
The two potential futures as described by the participants were not simply opposites.  
Each future resulted in specific implications, some of them quite dramatic. 
 
 
Scenario 1 - No change in professional development 
 
In this scenario, participants identified the following potential outcomes (see 
Appendix 5): 
 

1. For teachers: 
� loss of currency of knowledge and skills in trade area and in pedagogy. 
� reduction in motivation and passion for the job. 
� loss of status as teachers become seen as lacking capability to teach 

effectively. 
� many teachers choosing to leave the TAFE sector. 

 
This reduction in morale and confidence will also impact on the organisation’s 
ability to manage change as it reduces the willingness of teachers to try new 
things and take considered risks.  This poses great challenges for TAFEs 
when this type of resistant culture is combined with the impact of an aging 
workforce, and dynamic industry needs.  Any structural change in the TAFE 
industry to encourage higher uptake of professional development will need to 
be supported by a cultural change plan. There is no quick fix for culture 
change. 

 
2. For students: 

� reducing quality and relevance of what is being taught by TAFE teachers. 
� increasing lack of motivation as the gap widens between what is being 

taught and what occurs in practice. 
� higher absenteeism and failure rates. 
� poorer outcomes and less well regarded as tradespeople in the future. 

  
3. For industry: 

� lower quality graduates from TAFE trade courses. 
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� less productive employees, leading to reduced profitability of business  
� TAFE would become less desirable as a training option with many 

employers seeking other options. 
� TAFE would become irrelevant in the future. 

 
Scenario 2 - Professional development is relevant, timely and accessed by 
TAFE trade teachers 
 
In this scenario, participants identified the following potential outcomes (see 
Appendix 5): 
 

1. For teachers: 
� more motivated, confident and committed. 
� better recruitment and retention. 
� seen as industry leaders.  
� better links with industry. 

 
2. For students: 

� engaged, motivated students. 
� better retention. 
� better skilled and more competent students. 
� better pathways. 
� more students will complete trade training. 

 
To achieve these improved results and to test the relevance of the courses being 
offered to industry needs, teachers will need to have an understanding of the learning 
attributes of young students, and TAFE Institutes will need to examine the current 
measures of success, eg. Student Contact Hours delivered, vs. indicators such as 
apprentice longevity in training and employment, and industry feedback. 
 

3. For industry: 
� better trained employees leading to a more highly skilled workforce. 
� increase in productivity leading to a better economic return for business. 
� more positive, confident tradespeople. 
� increased skill supply. 
 

Professional development is only one element within the teaching industry.  
However, as can be seen from each scenario, the likely outcomes are significant and 
clearly demonstrate the importance of professional development; not only for 
teachers themselves, but also for their students and for their industries in general. 
 
The need for strengthened connections with industry is a key issue if TAFE is to 
survive and remain relevant as the preferred provider of trade training.  In order to do 
this, it will be critical for TAFE to engage with industry on training outcomes and the 
changing environment of industry. 
 
Given the AIG statistics previously mentioned in 
this report, which show that employers are 
considering employing more apprentices but have 
lower confidence in the capability of TAFE to train 
them, the need to address stakeholder needs 
becomes more evident if TAFE wishes to remain as 
the premier trade training organisation.  To achieve 
this, the issue of ongoing professional development 
becomes even more important. 

‘Professional develop-
ment can no longer be 
viewed as an event that 
occurs on a particular 
day of the school year; 
rather, it must become 
part of the daily work life 
of educators’. 

Cook, 1997 
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Exploring Issues 
 
 
 

 
 

 
 
Having identified the preferred future in which professional development meets both 
organisational and individual needs, forum attendees then worked together to identify 
the issues which would need to be addressed in order to achieve this future. 
 
In doing this, participants conducted a brainstorming activity at each table.  Each 
table group was then asked to group these issues into one of three categories - 
structural issues, process issues and cultural/people issues. Participants prioritised 
the issues within their table groups and then as a complete forum group.  This was 
done through a nominal voting process – results of which are found in Appendix 6.   
 
The top five issues, as identified by the entire forum group were: 
 

1. Support from management - This issue received fifty votes overall, and 
included comments such as: 

� a perceived lack of support from management, 
� managers not sending all information to teachers, 
� a lack of support at the institute level, 
� a belief that professional development was selected by managers 

rather than teachers, 
� the feeling that managers allowed thoughts of their bonuses to 

influence their decisions on professional development, and  
� a perception that management had a negative attitude towards 

professional development. 
 

As can be seen from the number of votes for this issue, management/teacher 
relationships were seen by forum attendees as the most critical factor 
affecting the uptake of professional development. 

 
2. Relevance of professional development - This issue received forty-one 

votes overall, and included: 
���� concerns about the appropriateness of some professional 

development activities, 
���� a belief that the professional development process was not driven 

appropriately, and 
���� concern about the mixture of internal versus external professional 

development activities. 
 

3. Time - This issue received thirty-six votes overall, and included: 
� the problems experienced in finding suitable individuals to backfill 

positions in order to allow teachers to attend professional 
development activities, 

� the timing of professional development activities, and 
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� the issue of release to attend professional development activities at a 
time when TAFEs are experiencing a significant teacher shortage. 

 
As one way to address the issue of teacher shortages, TAFEs have increased 
the number of sessional staff.  
Unfortunately, this has 
resulted in different 
challenges, with many full 
time teachers concerned 
about the pressure on them 
to develop teaching material 
and assessment tools so that 
sessional staff can be used 
primarily in the classroom.  
Feedback from teachers at 
the forum describes a 
significant cultural divide 
between permanent and 
sessional staff. 

 
 

4. Communication – This issue received twenty-nine votes, and included: 
� there being no centralised information available on professional 

development, 
� teachers feeling that they were not being told by managers or others 

such as the TAFE Development Centre about professional 
development activities, and  

� poor communication processes within the TAFE Institute, with some 
expressing a fear of making a request because of an anticipated 
rejection by management. 

 
5. Funding - This issue received twenty-eight votes overall, and included: 

� lack of funding to conduct relevant professional development, 
� lack of funding to pay additional salaries to sessional staff to backfill, 

and  
� a perception that managers used the cost of professional development 

as an excuse to reject applications to attend. 
 
A list of all identified issues and the number of votes recorded for each is attached as 
Appendix 6. 
 
Whilst these issues may not represent the ‘truth’ to all stakeholders, they are the 
perceptions of the vast majority of forum attendees.  Teachers were willing to accept 
and ‘own’ the cultural issues of reluctance of some teachers to undertake 
professional development and a significant problem with resistance to change in 
many of the older teachers.  They also discussed at some length the identity crisis 
faced by many of them about whether they saw themselves as teachers or 
tradespeople and the discomfort many of them felt in not being sure about which 
identity was more critical.  However, they also identified a number of structural and 
procedural issues which impacted on their ability to attend professional development, 
and these issues deserve attention. 
 

 
‘It is ironic that the much heralded National 
Training Reform Agenda and the revolution 
in TAFE organisation which has been a 
feature of the Australian system for the last 
ten years has as one of its hallmarks an 
unprecedented growth in the use of casual 
and sessional teaching work’.  … In Victoria, 
where the most recent reliable figures that 
we have are for 1996, … teachers (in) 
ongoing employment totaled 36%, with 29% 
employed on contract and 35% casually 
employed’. 

Forward, 2000 
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Solutions 
 
 
 

 
 

 
 
Having identified the five most critical issues impacting on teachers’ ability to take up 
professional development opportunities, the final session of the Future Search Forum 
was used for participants to begin identifying strategies to address those issues.  All 
forum attendees were given the opportunity to work with each issue (see Appendix 7 
for a complete listing of comments). 
 
Issue 1 - Support from management 
 

For this issue, the top four recommended strategies were: 
 
1. Managers to ensure that all staff get a minimum of 30 hrs PD per year. 
2. PD development needs to come from both directions - top down and bottom 

up. 
3. Managers need to stay in touch with teachers’ PD needs.  This could be done 

via moderation meetings. 
4. There needs to be a systematic development of trade related topics. 
 

Issue 2 - Relevance of professional development 
 

For this issue, the top five recommended strategies were: 
 
1. We pick what we want to do and they (management) seek it. 
2. Needs to be an equal balance given to both trade and professional PD. 
3. Must be relevant to student needs and generational attitudes - X, Y, Z. 
4. Program to train mentors. 
5. Assess skill gaps to accommodate relevant PD. 

 
Issue 3 - Time 
 

For this issue, the top five recommended strategies were: 
 
1. Release from teaching duty with backfilling provided. 
2. Need to do more planning of timetabling. 
3. Use non-required days (prep day) for PD - optional and by mutual agreement. 
4. More flexible delivery of PD for trade areas. 
5. Needs to be more staff cooperation for PD and skills transfer. 

  
Issue 4 - Communication 
 

For this issue, the top five recommended strategies were: 
  
1. Information about PD should be sent direct to teachers, not just managers. 
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2. Establish a PD network for TAFE teachers (could use this as the vehicle to do 
1. above). 

3. Information should be available in various media and categorised, eg. dealing 
with youth, adult learners, e-learning, trade skills. 

4. Information should be made available one year in advance for timetabling 
purposes. 

5. There should be more promotion of TDC in TAFE. 
 

Issue 5 - Funding 
 

For this issue, the top five recommended strategies were: 
 
1. National or international trade teacher exchange - encouraged by 

management. 
2. Funding for each trade and streams - equitable opportunity. 
3. PD targeted to traditional trades. 
4. Industry PD relevant to TAFE 
5. Percentage of fee for service going to PD. 

 
 



 

 14 

Analysis and Recommendations 

 
This section of the report analyses the key themes of the forum and make a number 
of recommendations.  A full list of recommendations is on page 22. 
 
As was highlighted by the participants, if the uptake of professional development is 
not improved, then the long term consequences for the TAFE trade sector will be 
quite dire. 
 
In examining the reasons for lack of take up of professional development 
opportunities by TAFE trade teachers, it is important to understand the individual and 
organisational assumptions which underpin the topic of professional development.  
Once these have been surfaced, it is then possible to examine the issues impacting 
on the development of professional development, to identify strategies to support 
more successful uptake.   This will allow the TAFE trade sector to build on that 
uptake to develop sustainable competitive advantage. 
 
 
 

 
 
 
Underlying Assumptions 
 
From the discussion of forum attendees, it would appear that many teachers are 
keen to take up professional development opportunities, but believe that they are 
frustrated by organisational structures and processes.   
 
There were few, if any, comments that said PD was not needed.  Rather, there was a 
clear and unequivocal interest in PD for trades.  Despite a low takeup of trade PD 
opportunities offered in the last year, there was strong turnout for this forum – 74 
invitations were sent and 55 responded in the affirmative.   
  
Two underlying assumptions were consistently communicated during the forum: 
 

� the perceived lack of management support, and 
� the conflict many trade teachers discussed between their identity as either a 

trade teacher or a tradesperson 
 
 

Underlying 
Assumptions 

 
PD 
Development 

Implementation 
& support of PD 
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Perceived Lack of Management Support 

Trade teachers perceive that department managers within TAFE are not strongly 
committed to PD for trade teachers.  While some participants reflected that many 
managers do not have a trade background, others acknowledged that managers too 
were time challenged and ‘under the gun’ to meet business needs.  Other 
participants commented on the funding barriers for PD, but questioned whether 
managers used this as an excuse for blocking PD requests. 

 
These underlying assumptions reveal divergent goals and misunderstandings 
between teachers and managers.  In the end, it is the conflict between managing 
quality and costs within the department – the reality for every manager.  What is 
required is a stronger clarification of goals that allows a transparent understanding of 
PD needs for individual teachers and the department.   Understanding departmental 
goals greatly helps each teacher better understand how they can best fit into their 
team role. 
 
Identity Conflict 

The second underlying assumption was trade teacher role conflict - that is whether 
they identify as tradespeople or teachers.  Without ongoing currency and skills 
development, it is difficult to identify with a role or career.  Professional development 
activities need to ensure that both trade currency and teaching pedagogy are 
addressed.  This sense of identity confusion is exacerbated by the many additional 
duties teachers now need to undertake as TAFEs have moved into a business 
model.  As well as classroom and student management, teachers must also now 
manage their own administration, development and delivery of course and 
assessment material, compliance with the Australian Qualifications Training 
Framework (AQTF) and extensive record keeping.  As a result, teachers have 
become time starved, and professional development becomes seen as less 
important than the need to keep pace with day to day work requirements. 
 
There was also significant discussion during the forum about the perceived 
devaluation of teaching, partly attributed by participants to the cessation of teacher 
certification.  In the view of many forum attendees, this has led to teaching being 
viewed as less important and therefore less considered by management.  This is 
bound to have a negative impact on motivation within the workplace and a laissez-
faire attitude towards PD. 
  
 
 
Recommendations to Address Underlying Assumptions 
 
Recommendation 1 – Team roles within TAFE’s 
 
Not all teachers bring the same skills, capabilities or interests to the position.  Some 
have more experience, whilst others have particular skills or interests that are more 
suited to some tasks.  It is therefore recommended that, rather than every teacher 
having to have expertise in all areas, the concept of teaching teams be expanded to 
include considerations for specialist capabilities in teaching and trade currency.  
Members of the teaching team could identify areas of the teaching process and trade 
area which are of particular interest to them and be allowed to build expertise in 
these areas through targeted professional development. 
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In the trade area, this could involve undertaking industry placements relating to 
registration and licensing requirements, or with particular manufacturers, for instance.  
In the teaching area, one teacher may become the expert in Recognition of Current 
Competency (RCC), whilst another takes on responsibility for learning about 
electronic forms of teaching, or in developing innovative learning activities.  Each of 
these teachers would seek out and take up opportunities for professional 
development in their selected area, rather than trying to do a whole range of generic 
professional development.  They would then also be responsible for ensuring that 
their knowledge supported the team and/or was passed on to other members of the 
team through in-house development meetings and through providing expert advice 
as needed. 
 
Recommendation 2 – Supporting Communities of Practice 
 
The use of the teaching team as a form of professional development can be further 
expanded to build communities of practice within and across Institutes.  This could be 
done through: 

� conducting topic specific professional development forums,  
� building communication through more formalised teacher networks,  
� using the specialist capabilities described in recommendation 1 to bring 

together teachers focusing on the same area to set up cross-TAFE project 
teams to work on development of particular teaching tools. 

 
The TAFE Development Centre could act as a central repository of information on 
both trade and pedagogical information, and maintain a centralised database of 
professional development activities.  This would provide important support and 
governance to the process. 
 
Recommendation 3 – Teacher qualifications resulting from PD  
  
In order to make professional development more meaningful and focused for TAFE 
trade teachers, it needs to be tied to some form of progression and reward.  Whilst it 
is recognised that TAFE Institutes are bound by the Multi-Employer Certified 
Agreement (MECA), at the moment the only progression appears to be from teacher 
to course coordinator to education manager, with no differentiation between 
experienced and inexperienced teachers.  If professional development was tied to a 
recognised career path within teaching then there would be a higher incentive for 
teachers to undertake professional development, as well as an increased value 
placed on the professionalism of teaching by both teachers and managers.   
 
As an example, teachers could enter at the ‘teacher’ level and progress through the 
‘senior’ teacher level to ‘master’ teacher.  Those at the ‘teacher’ level could focus on 
classroom delivery supported by ongoing training and mentoring.  Those at the 
‘senior’ teacher level could perhaps become more involved in higher levels of 
teaching and assessment, as well as development of training and assessment 
materials.  Those at ‘master’ level could take on a reduced load of advanced 
teaching and assessment to focus on development of learning and assessment 
material, and to allow them to take on the role of peer teaching and mentoring.  They 
could also be used on secondment to the TAFE Development Centre. 
 
Since it falls outside of the specific aims of this project, it is therefore recommended 
that relevant stakeholders, including Government, TAFE senior management and the 
Australian Education Union, meet to discuss a process of ‘professionalisation’ of 
teaching with a recognised career path tied to specific professional development 
activities. 
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Issues Impacting on PD Development 
 
Building on the underlying assumptions, the following themes emerged with regard to 
the process of PD development for trade teachers: 
 

� relevance of PD to trade teachers’ specific needs 
� communication process of PD available to trade teachers 
� management involvement in developing PD for trade teachers 

  
Relevant PD 

The vast majority of participating teachers at the forum expressed the view that 
current PD offerings were not relevant to the specific needs of trade teachers.  In 
many ways, the participants saw their PD needs differing from that of non-trade 
teachers within the TAFE system; involving issues of trade currency as well as 
pedagogy.  Forum participants viewed current PD offerings as generic and not 
necessarily suited to trade or apprentice needs. 
  
There was a clear indication from comments and recorded views that there needed 
to be a stronger process for developing trade related PD topics.  Views were 
expressed that the present PD process was not driven properly and that there needs 
to be a more systematic split between trade and teaching PD. 
 
Communication Process 

Communication was also identified as a key barrier to PD uptake and development.  
This has impacted the PD process on a number of levels.  First and foremost, was 
the lack of awareness expressed by the forum participants regarding available PD.  
Many trade teachers felt they were simply not being told by their manager and 
expressed a preference to receive information on PD directly.  Others commented on 
the poor communication processes within TAFEs.  Many expressed a wish for a 
more centralised information source. 
 
The outcome of this poor communication process was a strong feeling that teachers 
lacked involvement in the PD process.  They felt that there needed to be more staff 
cooperation for PD development and skills transfer. 
 
These views on communication are symptomatic of the hierarchical structure of 
TAFEs.  With multiple levels of management, trade teachers feel less empowered 
and must wait for decisions to be made by others in the chain of command.  

Underlying 
Assumptions 

 
PD 
Development 

Implementation 
& support of PD 
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Motivation is hampered by multiple gatekeepers and the labyrinth of PD information 
sources. 
 
In this environment, a stronger use of team structures becomes even more critical 
along with stronger integration and coordination mechanisms.  These include 
committees, project teams, pilot groups, task forces, etc.   
 
Management Involvement  

Whilst many trade teachers see TAFE management as a barrier to PD access, 
management continue to be important to the process of PD development.  
Circumventing the involvement of managers in the process of PD development would 
be a mistake.  The issue at hand is to provide the correct forum to share ideas and 
express clear outcomes for trade teacher PD. 
 
 
 
Recommendations to Address PD Development 
  
Recommendation 4 – Trade PD strategic planning  
 
In order for professional development to be seen as relevant and timely, there is a 
need for a longer term strategic focus on how professional development activities are 
identified and delivered.  It is therefore recommended that the TAFE Development 
Centre establish a framework for the conduct of bi-annual conferences on 
professional development.  These forums should involve multiple stakeholders, and 
be used to plan for a strategic approach to professional development, not only to 
meet the needs of teachers and managers, but also to align with Institute goals and 
strategic plans. 
 
 
Recommendation 5 – Engaging with Industry to develop trade currency PD 
  
To ensure that professional development is relevant with regard to trade currency, it 
is recommended that teachers become more engaged with their industry through a 
variety of pilot projects and/or taskforces to explore: 
 

� conducting employer focus groups, 
� on-site assessments and using completion of the training contract as a 

vehicle for more contact with employers, 
� placements with manufacturers/licensing bodies, etc., 
� inviting industry to attend professional development forums with teachers. 

 
To achieve this, an identified period of non-contact time could be allocated for each 
teacher to undertake specific trade professional development activities of some sort. 
 
Recommendation 6 – Trade Teachers’ PD Committee 
  
In order to achieve relevant PD for trade teachers, there needs to be a mechanism 
whereby trade teachers have direct involvement in the development and choice of 
appropriate PD.  A centrally coordinated trade teacher committee with both teacher 
and manager representation to identify relevant professional development 
opportunities will provide the structure and process if properly funded.  The TDC 
would seem the logical choice as a central coordinating body. 
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Implementation & support of PD 
 
The implementation of appropriate trade teacher PD will be greatly enhanced by 
improving the evaluation of PD and building in a better planning process. 
 
Evaluation of PD 

Whilst it is largely acknowledged at all levels of TAFE and government that PD is 
required, there is little process in place to evaluate the outcomes of PD.  Outside of 
measuring the number of hours committed to PD, there is little measurement of 
outcomes such as changed behaviours, apprentice satisfaction, completion rates, 
assessment outcomes, etc.   
 
People tend to manage that which is measured.  Is it any wonder that there is little 
focus on specific industry PD needs if the outcomes are not measured? 
 
Donald Kirkpatrick’s four levels of evaluation have long been used as the basis for 
measuring the effectiveness of training11.  These four levels are: 
 

1. Evaluating reaction - this level tests the participants’ immediate response 
to the professional development event, often through the use of ‘happy 
sheets’ or end of course surveys. 

2. Evaluating learning - this is often done through the use of pre- and post-
event testing to see what has changed as a result of the professional 
development activity. 

3. Evaluating behaviour - this level checks to see what the participant is 
doing differently in the workplace as a result of the learning, and is often 
done some time after the training to allow time for the new behaviours to 
manifest. 

4. Evaluating results - this level examines what the organisational benefit 
has been as a result of the professional development activity.  Has 
productivity increased?  Has quality improved?  What tangible benefits 
has the organisation received as a result of its investment in professional 
development? 

 
Providing a process for evaluating trade teacher PD at levels 3 and 4 will be 
necessary to provide training outcomes that align the goals of teacher, management 
and industry. 
                                                
11 Kirkpatrick, 1994 

Underlying 
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Time Available for PD 

A strong theme throughout the forum was the lack of time available for PD as well as 
the timing of current PD events offered to trade teachers.  Whether it was internal or 
external PD, a number of barriers were raised by participants concerning timing.  
They included: 
 

� not enough time for PD due to administrative duties, 
� not enough advance warning to plan for the PD schedule, 
� PD timing that was not flexible (i.e. not offered in multiple time slots), and 
� lack of sessional hours available to backfill, especially near the calendar year 

end. 
 
The major reason cited by forum participants for the above was the lack of long term 
planning surrounding the development and offering of PD. 
 
 
 
Recommendations to Enhance Implementation and Support of PD 
 
 
Recommendation 7 – Developing PD evaluation system 
  
In recommendation 6, it was suggested that a professional development committee 
could be established, involving managers, teachers and TAFE Development Centre 
personnel.  It is further recommended that the TAFE Development Centre work with 
managers and teachers through this medium to identify outcomes to be achieved and 
appropriate methods of evaluating professional development activities at Kirkpatrick’s 
levels 3 and 4.   
 
Once desired outcomes have been identified, and evaluation has determined the 
value of these events, then the worth of professional development is more likely to be 
recognised, with a resulting increased commitment by both teachers and managers 
to the process.   
 
These outcomes could be related back to results in training outcomes for students, 
through monitoring student and industry satisfaction as well as teacher and manager 
satisfaction, and by connecting professional development more strongly to 
achievement of organisational goals and strategic plans. 
 
Recommendation 8 – Long term Planning 
  
Professional development training would be greatly enhanced with stronger long term 
planning.  With the need to coordinate between facilities, apprentices and employers, 
many trade teachers have their roster planned up to a year in advance.  If time is to 
be set aside for PD, then the PD schedule must accommodate this environment.  PD 
planning must, by necessity, be planned more than a year in advance. 
 
Further to this, if trade PD is to be centrally coordinated, it would be advantageous to 
all to coordinate PD dates by region or state.  Due to the specialised nature of some 
trade PD, there is a greater challenge in attracting sufficient numbers to run such 
courses.  A greater coordination in advance will help. 
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Recommendation 9 – Staffing at TDC 
 
If PD for trade teachers is to be made more relevant, then this will require new 
systems and a specialised understanding of specific needs.  To do this, there needs 
to be more continuity of personnel within the TDC, rather than a constant turnover of 
staff on secondment.  If there was a core of permanent project staff within the TDC, 
they would be able to take on a key account management role with individual TAFE 
Institutes, or across specific trades and other areas.  This would enable TDC staff to 
form strong relationships with trade managers and teachers, as well as to gain 
significant expertise in the particular area they were account managing.   
 
Seconded staff could then be used to value add though projects such as 
investigating how to improve the use of technology to deliver professional 
development, or to examine alternate methods of delivering professional 
development.  It is therefore recommended that Government and the TDC meet to 
review the structure and function of the TDC to improve the development and 
delivery of professional development, and to build stronger relationships with the 
TAFE Institutes. 
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List of recommendations 

Recommendation 1 - Team roles within TAFE’s 
Teaching teams identify specialist industry and pedagogical capabilities for each 
member and those members undertake focused professional development. 

Recommendation 2 – Supporting Communities of Practice 
The TAFE Development Centre to coordinate with teachers and managers to 
facilitate a range of communities of practice activities to promote professional 
development. 

Recommendation 3 – Teacher qualifications resulting from PD 
Investigate and develop career progression options in which professional 
development is tied to teacher advancement. 
 
Recommendation 4 - Trade PD strategic planning 
The TAFE Development Centre to promote a strategic approach to professional 
development through the conduct of bi-annual conferences involving multiple 
stakeholders. 

Recommendation 5 - Engaging with Industry to develop trade currency PD 
Increase industry involvement to improve relevance of professional development 
activities. 

Recommendation 6 – Trade Teachers’ PD Committee 
The TAFE Development Centre to set up and coordinate a centralised committee, 
involving trade teachers and managers, to identify and develop appropriate 
professional development activities. 
 
Recommendation 7 – Developing PD evaluation system 
The TAFE Development Centre to work with teachers and managers to identify 
desired outcomes from professional development and to develop appropriate 
evaluation processes. 

Recommendation 8 - Long term Planning 
Professional development planning for TAFE trade teachers to be done, wherever 
possible, at least one year in advance to improve scheduling availability and enable 
the maximum uptake by teachers. 

Recommendation 9 - Staffing at TDC 
The structure of the TAFE Development Centre to be reviewed to improve its 
connection to the TAFE Institutes. 
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Conclusion 

This project was established to promote the engagement of TAFE trade teachers in 
professional development through skill maintenance and upgrade programs. 

The vehicle for gathering data for the project was a Future Search forum involving 55 
representatives from twelve TAFE Institutes, combined with desktop research to 
analyse the broader issues in relation to this topic. 

Those participants who took part in the forum provided data which was both rich and 
informative, and they did this with willingness and enthusiasm. 

Analysis of the data gathered has resulted in the development of nine specific 
recommendations designed to improve the value, relevance and uptake of 
professional development and to build better communications between the TAFE 
Development Centre, TAFE trade teachers and managers. 

The project consultants would like to thank all those involved in this project for their 
assistance and contributions. 

 

 

  
 
 
 
 
 



 

 24 

 
References 

Australian Industry Group Report ‘World Class Skills for World Class Industries’ - July 
2006 
 
Black, Dr. S 2005, ‘TAFE head teachers: discourse brokers at the management/ 
teacher interface’, http://www.avetra.org.au 
 
Cook, CJ 1997, ‘Critical issue: finding the time for professional development’,  
http://www.ncrel.org/sdrs/areas/issues/educatrs/profdevl/pd300.htm 
 
DEST 2002, “Nature and Causes of Skill Shortages: Reflections from the 
Commonwealth National Industry Skills Initiative Working Groups” 
 
Forward, P 2000, ‘The casual crisis in TAFE’, AEU (SA) Branch Journal, 
http://aeufederal.org.au/Tafe/documents/casualisation.html 
 
Kirkpatrick, D 1994, Evaluating training programs: the four levels, Berrett-Koehler 
Publishers, San Francisco. 
 
Little, JW 1994, ‘Teachers’ professional development in a climate of educational 
reform’,     http://www.ed.gov/pubs/EdReformStudies/SysReforms/little1html 
 
McDiarmid, GW 1995, Realizing new learning for all students: A framework for the 
professional development of  Kentucky teachers. (NCRTL special report). East 
Lansing, MI: National Center for Research on Teacher Learning. 
 
Napier, R, Sidle, C & Sanaghan P  1998, High Impact Tools and Activities for 
Strategic Planning, McGraw-Hill, NY 
 
Powers, T & Walker, J 2006, ‘National Implementation Status Report’ presented to 
the Construction and Property  Services Industry Skills Council on the national 
implementation of BCP03 Plumbing and Services Training Package 
 
Priest, M. 2003, “Australian Workers Go Missing in Australian”, Financial Review, 
Oct. 11-12. 
 
TAFE Development Centre Report ‘Have Your Say’ - July 2003 
 
Toner, P. 2003, “Supply-Side and Demand-Side Explanations of Declining 
Apprenticeship Training Rates: A Critical Overview”, Journal of Industrial Relations, 
Vol. 45, No. 4, pp. 457-484. 

 
Weisbord, M & Janoff, S  2000, Future Search: an action guide to finding common 
ground in organisations & communities, 2nd edition, Berrett-Koehler Publishers Inc, 
San Francisco. 
 



Appendix 1 

 25 

 
Trade Teachers and Managers Reference Group 

 
 

 
 

Representative 

 

Institute 

 

Fred Baltesch 

 

Gordon 

 

Graeme Hallyburton 

 

SWIT 

 

Malcolm Dawson 

 

Holmesglen 

 

Brent McGregor 

 

NMIT 

 

Craig Brittle 
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TAFE Industry Skills Scheme  
 
 

What is the TAFE Industry Skills Scheme? 
 
The Ministerial Statement on Knowledge and Skills for the Innovation Economy identified the need to 
ensure that the TAFE workforce has the skills to meet the needs of new industries and existing 
industries undergoing major change. 
 
This scheme supports arrangements between TAFE Institutes, enterprises and industry bodies that will 
provide opportunities for TAFE staff to upgrade their existing skills and knowledge or to acquire new or 
specialised skills in their industry area. 
 
The scheme will support a variety of projects. The details of the arrangements will be locally determined, 
to suit local industry and TAFE conditions and to complement different areas of specialisation and 
expertise.  Projects could include periods of direct placement of TAFE staff in industry, arrangements for 
industry input to the learning of teams or individuals, or arrangements for industry staff to work with 
TAFE staff and students on projects with specified content.  The main focus of this scheme is on 
upgrading the industry skills and knowledge of the TAFE staff involved and the value this will add to 
ongoing practice in their Institutes. There may be many other valuable outcomes, especially through 
relationship-building with industry and the growth of positive business linkages for Institutes. 
 

What funding is available? 
 
More than $2 million has been allocated to the scheme over a three-year period. Grants to the value of 
$30,000 are available to each of Victoria's TAFE Institutes and TAFE Divisions of Universities. Some 
additional funding may be available where a proposed project warrants further investment.  Grants may 
be used to cover legitimate expenses involved in a project; for example, travel and accommodation, staff 
replacement and course fees are able to be funded. Projects should be aligned with the strategic goals 
of the Institute and with government priorities and initiatives.   
 
The funds may not be used to finance activity that is already under way, but providers may choose to 
contribute additional funds from their own resources to extend the impact of a project and spread its 
benefits more broadly. Projects should target learning needs in new, specialised and emerging skill 
areas or areas with identified shortages of current industry skill. 
 

Who is eligible for funding? 
 
Grants are available to Victoria's TAFE Institutes and the TAFE Divisions of Ballarat, RMIT, Swinburne 
and Victoria Universities. Eligibility is open to staff in all employment categories and job roles, although it 
is expected that many projects will focus on improved skills currency for teachers and educators. 
 
Funding is subject to a Project Agreement setting out the agreed project deliverables, key performance 
indicators, a budget and risk management plan. 
 
Applications must be made by the Institutes and Divisions, in consultation with the staff nominated to 
undertake an Industry Skills scheme.  Proposal forms and program guidelines are available on the 
website www.tafecentre.vic.edu.au. 
 

Sharing the benefits 
 
Participants in this scheme are expected to have opportunities to share their learning with their 
immediate colleagues and students. TAFE staff involved in these projects may also be asked to 
participate in at least one event to be arranged by the TAFE Development Centre, or a professional 
network event hosted by the Centre. This is to ensure that the knowledge gained is shared with 
colleagues beyond the local Institute. 
 
 
Taken from the TAFE Development Centre pamphlet ‘TAFE Industry Skills Scheme’ 
 
http://www.tafecentre.vic.edu.au/documents/TISS.pamphlet.Oct06.pdf
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Timelines 
 

1975 - 1980 
 

 
Personal 

 
TAFE 

 

 
National 

Licenced sparky 
 
Apprencticeship 

Admin top heavy with 
academics with no trade 
experience 

 

  Technology changes 
Buying my first house   
Off the tools - teaching Required to do a lot of admin 

tasks 
 

Teacher training   

Wider TAFE curriculum Untrained teachers straight into 
a class 

 

Student teachers worked 

with experienced teachers 

  

Completing apprenticeship Emphasis on profit with the new   

Start own business catchcry that ‘education is a   

Entered teaching business’  

 
Themes 
 
� Teacher training still involves coaching and in-class support 
� TAFE starts to be discussed as a ‘business’ 
� TAFE administration is top heavy with non-trades managers 

 
1985 
 

 
Personal 

 
TAFE 

 

 
National 

Worked in Antarctica Increased workload to create 
training packages 

Competency standards 
introduced to industry 

Changed to self employed 
carpenter 

  

First home Learning resources; RPL; 
assessments 

National conformity 

Change of direction  End of TAFE teacher training 
at Hawthorne 

Commenced teaching   

Work injury led to further 
study 
 

Developing writing skills for 
teachers 

Loss of technical schools 

Centre managers & 
program coordinators 
 

Lack of management skills in 
lower levels 

 

Moved from shop floor to 
sales 

  

Getting remarried with 
ready made family 
 

  

Completed teacher training   
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Themes 
 
� National conformity gaining credence 
� New training packages now deal with competency, requiring teachers to gain 

new skills 
� Teachers involved in writing, assessing and RPL for competencies 
� Management skills 
� Loss of technical schools 
� End of TAFE trade teacher training at Hawthorne Institute 

 
 

1990 
 

 
Personal 

 
TAFE 

 

 
National 

Demise of manufacturing 
in Vic. 

TAFE autonomy Specialisation of trades 

Moved to full sized 
dwellings with increase in 
personal load 

Removal of traditional benefits VCE kids leaving school at 
too low a level for trade 

Children, lifestyle Reasonable loads & timelines 
off campus 
 

Small, independent Insts 
grouped & run from remote 

campus 
Technology changes Pressure of fee for service 

 
Pay 

Pre-apprentice Funding for maintenance & 
repair to 
plant/equip/furniture/bldgs 

Funding 

Increased need to access 
both professional & tech 
PD 

320 hrs vs. contract - therefore 
f/t trades can’t apply 

National curricula 

Are we tradies or 
teachers? 

Poor leadership Shared resources between 
States 

Different skill sets/roles Contracts Devaluation of teaching 
Army to TAFE Change of conditions Teachers to instructors 
Working overseas Ratio of sessional & ongoing 

staff 
Instructors to assessors 

Moved from industry to 
teaching 

Funding model - SCH leads to 
quality reduction 

MECA 

Attained teaching 
qualification 

Lack of organisational structure  

Established own business Enforced competition between 
Institutes 

 

Completed apprenticeship Amalgamations  
Redundancy 
 

Deterioration of facilities  

 
Themes 
 
� TAFE’s becoming more autonomous as independent businesses, with changing 

conditions on pay, contracts & benefits 
� Increased competition between TAFE’s, including amalgamations, with 

implementation seen as lacking strong organisational structure and poor 
leadership 

� Funding model is seen as leading to decreased quality in training outcomes and 
devaluation of teacher profession 

� Specialisation of trades 
� Increased need for Professional development - ‘are we teachers or trades?’ 
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1995 
 

 
Personal 

 
TAFE 

 

 
National 

Studying for Masters 
degree in pastry from 
Germany 

Attitudes of management 
changed towards teachers 

Automotive industry evolved 
to include a lot of electronics 

 Amalgamation of 3 TAFEs Constant change with little 
real benefit 

Changed teaching sector Funding based on results Funding issues.  Misdirected.  
Plenty of money poorly 

distributed 
Becoming a TAFE teacher TAFEs become competitors Lack of inclusion in decision 

making 
Working in TAFE Revolving door mgt Intro of private provid. 
 Private provider impact Skills vs. training dollars 
Moving into trade teaching Dip Vet Training to specific skills not 

multi-skilling 
Promoted to Centre 
manager 

Custodians to employees Critical issues rolling out of 
Trg Package 

 Funding ongoing Poor management 
 Class sizes Rubber stamping students 
Gained position of 
advanced skills teacher 

Resources always a problem Change to Trg Package with 
no resources 

 Change in the structure of 
schools 

Implementation of Trg Pack 
with no time for development 

 
 

Going off tools into 
plumbing teaching 

Problems in trying to get good 
tradespeople to become 
teachers 

Move from teacher focused 
environment to customer 

focus 
 Increasing admin duties and 

less ‘fat’ in the system means 
we have become time poor 

Trg Packages & AQTF 
compliance 

 
Themes 
 
� TAFE business model continues with ongoing restructuring, funding based 

upon results, constant change with no benefits and poorly directed  
� Results: 

o higher admin duties for trade teachers 
o teachers become more time poor 
o resources are always a problem 
o revolving door management 
o harder to attract trade teachers 

� Private RTOs emerge 
� PD - training on specific skills vs. multiskilling 
� Quality is impacted by new Training Packages with no time for development 
� Rubber stamping students 
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2000 
 

 
Personal 

 
TAFE 

 

 
National 

Move from industry to 
teaching 

Timelines for PD vs. loads put 
on teachers are difficult to 
manage 

AQTF auditing 

Training in new technologies 
is expensive - CAD, 
composites 

Is TAFE a business or education 
environment?  Conflict between 
both. 

Building industry take off 

Moving into TAFE & picking 
up a TDC fellowship 

Increased staff accountability & 
expectations 

Recognition that we don’t 
have enough good 

tradespeople 
Complete a Grad Dip Funding Private providers 
Complete Med Resources Push for 50/50 funded vs self 

funded TAFEs 
Back to study Increased staff accountability More input from teachers on 

Trg Pack 
Commence TAFE teaching Increased use of sessionals Lack of support to be flexible 
Death of positive role model 
(colleague) 

Increased admin tasks CNC revolution 

Taking up teaching after 30 
years in trade 

Are we tradies or teachers? Shift to CBT & national 
uniformity 

Decision to pursue a career 
as a teacher 

Slow to respond to emerging 
technologies 

Trg. Packages 

Gaining a Dip Ed Admin duties make us very 
expensive secretaries 

Skill shortages 

Moving from TAFE to TAFE 
& dealing with change 

Changed attitude of mgt towards 
PD 

Commonwealth TAFE 
funding 

Became a teacher Changing role of teachers National competencies 
What hat am I wearing 
today? 

Changes in Training Package & 
related material development 

Name & culture change from 
Personnel to HR Dept 

Trying to keep up with 
industry with reduced 
funding of trade areas 

TAFE funding, facilities, space  

Increased role of teacher Mentoring sessionals  
Began TAFE teaching after 
being encouraged by friend 
who was HOD 

Nil support from mgt for resource 
development 

 

Started teaching Lack of qualified staff  
Better health issues Trade teacher shortage  
Studying Skills shortage  
Sold business Contending with LL&N  
Tired of chasing money, 
need a change 

Increased numbers of students 
in classes 

 

 Suitable teachers  
 Budget concerns (mgt 

obsession) 
 

 Private providers tick & flick  
 Sessionals - an IR issue  
 Out of class duties - admin, 

public, employers  
 

 Staff to school ratio  
 Time allowance to return to 

study 
 

 Conditions  
 Number of students  
 Change from teaching to 

assessment 
 

 Loss of inspections  
 Trouble recruiting teachers  
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Personal 

 
TAFE 

 

 
National 

 Good & supportive HOS  
 Class numbers  
 Negative impact of $ bonus to 

Centre Mgrs 
 

 Computers  
 Lack of mentoring   
 Change of TAFE  
 Demise of AST positions  

 
 

Themes 
 
� Personal transitions for trade teachers 
� Increase in roles - more administration work, needing to keep up with industry 

changes, slow to pick up technology changes 
� personal struggles - ‘what hat am I wearing today? Are we ‘tradies’ or 

teachers?’ 
� no support from mgt for resource development 
� Funding and Resources 
� Education vs. business environment is seen as a conflicting situation 
� budget constraints are paramount 
� 50/50 model being pushed (50% funding from commercial …) 
� Increased use of sessional staff (IR issue) 
� staff to school ratio 
� In-class challenges 
� LL&N 
� higher numbers in class 
� Quality impacted by: 
� Private RTO – tick and flick response 
� increased focus on assessments 
� loss of inspection (not fully replaced by AQTF) 
� Industry – Building industry takes off! 

 
 
Now 
 

 
Personal 

 
TAFE 

 

 
National 

Overseas 
 

Professional change of TAFE Death of manufacturing 

Turning 55 New tech school impact on 
TAFE 

Contract staff supported by 
sessionals 

Fellowship Facilities, computers, 
workspaces, classrooms, prac 
areas 

Development & prep time 
reduced 

Deciding if I am a teacher or 
a trade 

Moving to ATC to satisfy lack of 
foresight by previous Govt’s 

IR issues 

Secondment outside my 
TAFE 
 
 
 
 
 
 

MECA leads to increased wages National syllabus 
competencies 
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Personal 

 
TAFE 

 

 
National 

Made ongoing as a teacher Training Package 
implementation 

Trades going back to 
secondary schools 

Disability meant coming of 
tools & into TAFE 

Cut backs in full time staff Move to shorten 
apprenticeships 

Pursued own PD outside of 
Institute 

Increase in workloads Blackmail contracts - non 
union workers 

Deciding if I am a teacher or 
a trade 

No admin support & no 
development support 

Attracting experienced staff 

Completed Dip Vet Lots of change in the system Loss of experienced teaching 
staff 

Move from sessional to 
ongoing 

No time for PD or training Introduction of RTO’s 

 Quality of sessionals Recognition of trade teacher 
skills 

 Reorg or Institutes National training 
 Change of mgt Mining & constr boom 
 OH&S issues Skilled migration 
 Changing goal posts Deskilling 
 On site assessments ATC’s 
 Competing against RTO’s Teachers from outside the 

specific trade 
 Deskilling Funding 
 Is it about training or $? Pressure to reduce term of 

apprenticeship 
 Commercial work replacing 

traditional Govt funded training 
Older TAFE teachers 

 Profit vs education Review of Trg Package 
 Move to Training Pkg New methods, new systems, 

new training 
 Audit requirements Intro of new Trg Packages 
 Difficulty in finding new teachers 

with skills 
Not teaching from same Trg 

Package 
 Trying to keep up with changes 

in industry 
Implementation of new 

competencies 
 Stable upper mgt - is this good 

or bad? 
Industry trg focus 

 Poor conditions for tradie to 
become a teacher 

Fast track 

 Sessional vs. F/T staff New package 
 Aging TAFE teachers Talk between States 
 Lack of current technology Enterprise standard - there 

isn’t one 
 Getting to know how the system 

works 
Packages need ongoing work 

 Not everyone understands when 
CBT introduced 

 

 Lack of concern for staff - just a 
number 

 

 Decrease in student numbers  
 Lack of resources  
 CEO who is supportive of 

cabinet making 
 

 Numbers of students in 
classrooms 

 

 Funding  
 Materials  
 Business activities  
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Themes 
 

� Personal 
o still … tradies vs. teachers 
o Some teachers pursue their own PD 
o aging – ‘turning 55’ 

� Roles & Goals 
o still sessional vs FT 

� contract staff supported by sessional (!!!) 
o aging staff / shortage leading to teachers from outside their specific 

trade teaching classes 
� Education vs. Business 

o Continued change 
� changing mgt 
� reorganisation 
� changing goal posts 

o lack of concer for staff (they’re just numbers) 
� cutbacks on FT staff 
� increased workload 
� no admin support 

� Competition 
o New tech high schools 
o Private RTO’s 
o Changing delivery considerations – on-site assessment 
o Seen as profit vs. educaiton (this is a real paradigm issue) 
o lower student numbers 

� Funding 
o focus on commercial work vs. gov’t funded training 
o lack of current technology 
o reduced time for development and prep 

� Industry 
o Mining & construction boom 
o ‘Death of manufacturing’ 
o industry training focus 
o skilled migration 

� National 
o national syllabus 
o Still looking for an enterprise standard 

� realisation that packages need ongoing work 
� talk between states 

o Move to shorter apprenticeships 
� skillsets 
� fast track 
� pathways 

� PD 
o more about the money than the training 
o Push to keep up with industry 

� new methods 
� new systems 
� new training 

• new Training Packages 
• new competencies 
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Two possible futures 
 

Implications 
 
 

 
Implications 

for: 
 

 
If PD does not change 

 
If PD is improved 

Teachers Lose good quality teachers Skilled, enthusiastic teachers 
 Lose passionate teachers Attract better teaching applicants 
 Lose knowledge & skills where 

they can relate to industry 
Retain passionate teachers 

 Job loss/opportunity loss Job satisfaction 
 Career path blocks Better recruitment 
 Lack of job satisfaction Better basic teaching skills 
 Poor morale More versatile 
 Cannot teach to expectations Better links with industry 
 Lose TAFE as it is today Engaged, motivated, skilled 
 Teachers will exit TAFE Teachers will be industry leaders 
 Less teamwork, sharing load, 

care factor 
Better morale 

 Some teachers coasting, others 
stressed 

Better career prospects 

 Teaching quality will drop 
because we will not keep pace 
with technological changes and 
needs 

More support and funding from 
industry 

 The trend towards skill sets as 
opposed to knowledge means 
that teachers will not have 
adequate trade knowledge 

Teacher registration would lead to 
more professional teachers 

 Teachers will move to private 
providers 

More valued as teachers 

 Will not attract top tradespeople 
to be come teachers and TAFE 
will cease to be industry leader 

More confident 

 Jobs at risk  
 No teacher registration  
 Not confident in delivery to 

students 
 

 Teachers taking early retirement  
 Out of touch  
 Insecurity in workplace  
   
Students Outdated, poor quality training More students 
 Student drop outs & absences Better retention 
 Lack of satisfaction Higher skills 
 Failure to attract students Dynamic learning environment 
 Lower skills More relevant skills/training 
 Learn outmoded skills More receptive students 
 Lack of student motivation & 

morale 
More competent students 
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Implications 

for: 
 

 
If PD does not change 

 
If PD is improved 

 Not gaining up to date 
knowledge 

Higher morale 

 Problems with self esteem Engaged, motivated, skilled 
 Lack of engagement with 

teachers 
Better pathways 

 Lack of respect for teachers More students will complete trade 
 Students will hold skill sets 

rather than knowledge, ie. 
limited skills & knowledge 

Student satisfaction 

 Students will not have 
foundation knowledge 

More current knowledge 

 Student’s earning capacity will 
be reduced 

 

 Students will become less 
valuable as employees 

 

 More students ‘at risk’  
 Disenchanted  
 Inferior training  
 Less students  
 Employment prospects 

diminished 
 

   
Industry Skill levels will drop Better skilled workforce 
 Industry will provide its own 

training suitable for its needs 
Better trained employees 

 Import of skills from overseas Wider skills base 
 Lower skills, poor standard More positive, confident 

tradespeople 
 Narrowly focused skills Quality tradespeople 
 Possible strained relations with 

industry 
Gain respect from industry with 
better training outcomes 

 Lack of skills Greater skill supply 
 Poorer product quality More economical 
 Industry will walk away from 

TAFEs and create their own 
training bodies 

More professional 

 TAFE would become irrelevant Quality training outcomes 
 Industry would look for 

alternatives to TAFE 
Would be assessing against 
current industry standards 

  Better skills would lead to better 
productivity 
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Issues identified by table groups 
 
 

 
Structure 

 

 
Votes 

Funding  21 

Time  21 

Workload 12 

Backfilling  11 

Flat structure 6 

Trade seen as second class option 6 

Management bonuses are affected by PD decisions 5 

Don’t hear about available PD 4 

Money and time given to right departments 3 

Delegation of admin tasks takes time from PD 2 

No centralised PD body - Institute driven 2 

Choice 2 

Reduced staff 1 

Defining PD  1 

Validity of PD - internal or external 1 

How do we assess teacher improvement? 1 

Location  1 

Risk that, in the long run, PD will become a tick and flick exercise and 
not taken seriously 

1 

PD from a bottom up process - what staff want and need not what 
management dictates 

1 

No centralised information on availability 1 

Size of organisation 0 

Prioritising 0 

Appropriate selection. 0 

Status of PD in Institutes 0 

Skill maintenance - eg. first aid, manual handling. 0 

PD - admin, teaching, technical? 0 

Poor direction of PD - designed more for teachers to fit the system and 
not to enhance teaching for a better outcome for students in the long 
run. 

0 

Marketing of PD 0 
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Process 
 

 
Votes 

Support from management  21 

Relevance  16 

Communication  24 

PD selective by management 5 

Quality of PD 5 

Appropriate PD for staff 4 

No succession planning 4 

Participation in PD allocation process 4 

Centralised system? 3 

Identify the needs 3 

Information on available PD not sent to all teachers 3 

Advance planning eg. 6-12 months 3 

No consultation with teachers about Training Packages 2 

Knowing what PD’s are available and where 2 

Who creates the PD? 2 

Sharing of PD knowledge 1 

Simplistic process 1 
Suppression of staff ideas for PD 1 

Negativity towards PD sometimes implied by management 1 

Understanding of process - how to apply 1 

Centre approval 1 

Can be seen to be academic qualifications 1 

PD should be structured to fit strategic plan 1 

Outcomes 1 

Selective disclosure of strategic info to staff 0 

Teacher required to produce risk assessment sheets for equipment with 
no training 

0 

The process (paperwork) 0 

Complication in process on completion 0 

Trade requirements to update 0 

Who decides? 0 

Industry release or teaching skills? 0 
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People 
 

Votes 
 

Reluctance to change  6 

Problems with management. 5 

Culture for/against PD 5 

Resistance to change of older staff  5 

Workloads high 5 

Cost as an excuse to say no 4 

Age 4 

No spare teachers 2 

Fear factor 2 

Accountability  2 

What’s in it for me? 2 

Confidence/fear of failure 2 

How and where do long time teachers get industry PD? 2 

How do we teach new teachers about AQTF, kids 16-25, dealing with 
learning disabilities, etc.? 

2 

Older staff feel threatened when PD provided for younger staff 1 

Staff PD plan 1 

Locked in their ways and not wanting to change 1 

Ability 1 

Comfort zone  1 

Differing staff attitudes to PD 1 

Apathy from senior staff - ‘Don’t waste your time’. 0 

No extra money to improve yourself - remuneration 0 

Motivation and acceptance  0 

Shared PD ownership 0 

Perceived as junkets, ie. working interstate 0 

Medical condition 0 

Safety 0 
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Results of ‘Walkabout’ Brainstorming 
 
 

 
Issue 1 - Support from 

management 
 

Votes - 50 
 

 
Top Four Strategies 

 

 
Other strategies 

 

 
Information on PD not 
passed on to teachers 
 

 
1. Managers to ensure that all staff get a 

minimum of 30 hrs PD per year. 
 

 
Identify skill gaps for commercial/profile programs. 
 

Sometimes display negative 
attitude to PD 
 

2. PD development needs to come from both 
directions - top down and bottom up. 
 

Budgets should have separate line items identifying time 
buy back for PD release. 
 

Manager’s bonus can be 
affected by PD decisions 
 

3. Managers need to stay in touch with teachers’ 
PD needs.  This could be done via moderation 
meetings. 
 

PD should not be through managers, but rather through a 
centralised body (non-TAFE). 
 

Managers selective about 
what PD they approve 
 

4. There needs to be a systematic development 
of trade related topics. 
 

There needs to be more transparency in the PD process. 

  Identify PD needs for Departments. 
 

  Brainstorm what PD is required by management and staff. 
 

  Appoint PD researcher for each Department. 
 

  Make sure staff are AQTF compliant. 
 

  Participate in Performance Review & PD process. 
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Issue 2 - Relevance of PD 
 

Votes - 41 
 

 
Top Five Strategies 

 
Other Strategies 

 
Appropriateness of PD for 
staff 

 
1. WE pick what we want to do and they (mgt.) 

seek it. 
 

 
Centralised subject expert, eg. plumbing, building, etc. 

Inappropriately driven 2. Needs to be an equal balance given to both 
trade and professional PD. 

 

Customised to specific trades. 

Internal vs. external 3. Must be relevant to student needs and 
generational attitudes - X, Y, Z. 

 

More than generic in some cases (who - individual or 
group?) 

Trade vs. teaching 4. Program to train mentors. 
 

Need to look at dissemination process. 

 5. Assess skill gaps to accommodate relevant 
PD. 

 

Need to ask the individual about relevance. 

  Performance reviews should lead into opportunities for PD. 
  PD mentor from own trade area. 
  Teaching methodology. 
  Importance of defining the need for trade technical skills or 

professional. 
  Both tech. and professional PD must be delivered in 

context. 
  Future focus relevant to future needs, eg. industry, IT, 

technical, e-learning. 
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Issue 3 - Time 

 
Votes - 36 

 
 

 
Top Five Strategies 

 

 
Other Strategies 

 

 
Timing of PD 
 

 
1. Release from teaching duty with backfilling 

provided. 

 
Reduce teaching load and employ more staff. 
 

Time to do PD 
 

2. Need to do more planning of timetabling. Conduct planning days. 

Problem with finding 
suitable staff to backfill 
 

3. Use non-required days (prep day) for PD - 
optional by mutual agreement. 
 

Staff development to be programmed around teaching 
schedule. 
 

 4. More flexible delivery of PD for trade areas. 
 

Resource sharing to allow for more time. 
 

 5. Needs to be more staff cooperation for PD and 
skills transfer. 

Reconsider time limitations for sessionals. 

  PD to be programmed for non-teaching time, eg. Cup 
week. 

  Relieve admin load on teachers to allow more time for 
relevant PD. 

  Set blocks during year with reduced timetables to allow for 
PD. 

  Use F.O.S time for PD. 
  Look at the balance of duties to allow for time release. 
  Teachers need to be released from teaching. 
  Time management - prioritise time. 
  Develop strategies to gain more time. 
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Issue 4 - Communication 
 

Votes - 29 
 

 
Top Five Strategies 

 

 
Other Strategies 

 

 
Not open - windows shut 
 

 
1. Information about PD should be sent direct 

to teachers, not just managers. 
 

 
Ad-hoc training in-house is very popular, but does 
not happen, eg. teachers passing on knowledge. 
 

Fear of asking for anything 
for fear of rejection of 
request 
 

2. Establish a PD network for TAFE teachers 
(could use this as the vehicle to to 1. 
above). 

 

Re-establish Advanced Skills Category for teachers. 
Conduct on-line learning. 
 

Not disseminated past 
management 
 

3. Information should be available in various 
media and categorised, eg. dealing with 
youth, adult learners, e-learning, trade 
skills. 

 

Establish a skills register within the TAFE’s showing 
what you have completed. 
 

Don’t hear about available 
PD 
 

4. Information should be made available one 
year in advance for timetabling purposes. 

 

Industry representation on moderation panels. 
 

No centralised information 
on PD 
 

5. There should be more promotion of TDC in 
TAFE. 

 

PD information to be made available in hard copy, 
eg. book from TDC. 
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Issue 5 - Funding 
 

Votes - 28 
 

 
Top Five Strategies 

 
Other Strategies 

 
Cost as an excuse to say no 

 
1. National or international trade teacher 

exchange - encouraged by management. 
 

 
Need funding for more than in-house training. 

 2. Funding for each trade and streams - 
equitable opportunity. 

 

More funding needs to be allocated for PD. 

 3. PD targeted to traditional trades. There needs to be transparency of funding streams. 
 

 4. Industry PD relevant to TAFE Need to prioritise PD funding. 
 

 5. Percentage of fee for service going to PD. Industry sponsorship of PD. 
 

  PD funding part of Department budget. 
 

  Internal PD done by own Department. 
 

  Reduce the need for funding by building industry 
relationships to upgrade technical skills. 
 

 
 
 

 


