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Abstract

The notional ‘new VET practitioner’ is in tune withe needs of industry and the community,
and seeks to customise programs to suit both etgespand individuals. However, an
exceptional version of this practitioner has emérigerecent times in the vocational education
and training (VET) sector, who could be describethe ‘advanced VET practitioner’. While
the new VET practitioner is demand-driven, the adeal VET practitioner has extraordinary
capabilities for building client relationships, erisg customer responsiveness and supporting
flexible delivery. This superior strand of VET ptiéioner is raising the bar of professional
practice and deserves public profiling.

Introduction

Together with my colleagues Clive Chappell, AndBaéeman and Susan Roy, my
research for the consortium research project, wigshlted in the publication,
Quality is the key: Critical issues in teachingarieing and assessment in vocational
education and trainingNCVER, 2006), identified fifteen features of aionogl ‘new
VET practitioner’.

However, since that research was undertaken in,200%ngoing research has
identified the emergence of a more advanced verditime new VET practitioner.
The research includes around thirty interviewsvehandertook for my weekly
column inCampus Revieyand a range of other assignments in the VET secto
including ten case studies from one training prexihallenger TAFE.

As | am in the process of producing a book in nd@& on this topic of the advanced
VET practitioner, some of my ideas are still befogned. Hence, this paper
represents a snapshot of my emergent thinking @toghic, not a finished or fully
rounded position. | would therefore appreciate f@eglback on what is a work in
progress.

Definitions

Stephenson (1992) provides a definition of capybihich is used as a reference
point in this paper. His definition is useful ftrig paper as it is not too prescriptive,
and fits with this discussion of the VET practit@na topic which requires a broad
canvas upon which to work, given the range of dsifé settings in which VET
practice occurs. Stephenson defines individuallmiéipeas an all-round human
guality, an integration of knowledge, skills, parabqualities and understanding used
appropriately and effectively. This capability isedl not just in familiar and highly




focused specialist contexts, but also in respamsew and changing circumstances.
Capability is also about potential, that is, whna individual can achieve.

For the purposes of this paper, and in additiainéaterm capability, a number of
other descriptors are used in relation to the VEAC{itioner, including attributes,
features, characteristics and abilities. This loess in the use of terminology is
deliberate, as the purposes of this paper arestoacgpotlight on the leading edge of
VET practice and to acknowledge the richness dfldaling edge. There is not space
in this paper to discuss the distinctions betweems such as capability and
attributes.

As this paper is about shining a light on VET pi@gtand VET practice occurs in so
many different settings and ways, a broad definibbpractice is needed. Wenger et
al. (2002) provide a definition of practice fronetfield of communities of practice,
based the idea of a set of common approaches aneldsstandards:

It denotes a set of socially defined ways of ddhiggs in a specific domain: a set of
common approaches and shared standards that arbasés for action,
communication, problem solving, performance anaantability. (p.38)

Practice is visible in the communal resources lyethembers of a practice:

These communal resources include a variety of kedgé types: cases and stories,
theories, rules, frameworks, models, principleslsgoexperts, articles, lessons
learned, best practices and heuristics. They irchath the tacit and explicit aspects
of the community’s knowledge. They range from ceterbjects, such as a
specialized tool or a manual, to less tangibleldispof competence, such as an
ability to interpret a slight change in the soufié anachine as indicating a specific
problem. The practice includes the books, artiddeewledge bases, web sites, and
other repositories that members share. (pp.38-39)

Practice is also a thinking style, an ethical stéaacmini-culture:

It also embodies a certain way of behaving, a gatsge on problems and ideas, a
thinking style, and even in many cases an ethtealks. In this sense, a practice is a
sort of mini-culture that binds the community tdggat (p. 39)

This wide-ranging definition of practice suits thi@adth of VET practice across the
sector.

Literature review

Perhaps the starting point for the investigatiothefcharacteristics of the ‘new VET
practitioner’ — and possibly the first time thatnbewas used — was in the work
conducted at the University of Technology in 2063uad changing pedagogy. For
instance, Chappell and JohnstorCimanging work: changing roles for vocational
education and training teachers and trainé2§03 NCVER) discuss new VET
practitioners such as those who work as consultants

The competitive VET market has invoked new roleghese VET practitioners that are not only

additional to the traditional ‘teaching’ role brg also substantially different in terms of focus,
purpose and practice. Moreover, examples of thegerales can be found in all of the sites




investigated in this research. The competitive mhias also encouraged the emergence of new
VET practitioners who operate as VET consultants\aho earn their living by entering into
commercial contracts with particular organisatiand enterprises. (p. 5)

This definition was extended in subsequent reseaaticularly by Chappell
working with Bateman, Roy and | in 2005 in comggliQuality is the Key2006).

A number of VET reports in 2004-2005 underlinednieed to develop new
approaches to enhancing the capability of TAFE stafeet future challenges.
These reports includdéehhancing the Capability of VET professionals pecaj&inal
report (Dickie, Eccles, FitzGerald & McDonald, 2008)pving on...Report of the
high level review of Training Packagéschofield & McDonald, 2004)The
vocational education and training workforce. Nedesand ways of working. At a
glance(Guthrie, 2004) antlew ways of working in VEMitchell, McKenna, Perry
& Bald, 2005).

In Quality is the KeyMitchell, Chappell, Bateman & Roy 2006) we notbkdt the
environment for VET is changing, increasing thechiee VET practitioners to extend
existing skills and develop new skills in teachilgg@rning and assessment.
Environmental change factors include governmeritposkill shortages, new
technology in industry, changes in the structurevork, the needs of youth and
mature-aged workers, competition between providgerd,the expectations of
industry and the community. In this challengingiemvment, critical issues in terms
of addressing what industry clients and individeakners want include meeting the
increasing demand for the customisation and pelisatian of training services;
developing a deeper understanding of individu&aring styles and preferences;
and effectively providing services and supportdibferent learner groups such as
learners from equity groups and learners in theerarning environment. Other
critical issues are understanding the many diffienerys learning can occur in
workplaces and developing partnerships betweenredteeachers and enterprise-
based managers and trainers.

We also noted iQuality is the Keyhat critical issues in terms of the skills and
resources needed by VET practitioners include aleviing: many VET practitioners
need enhanced skills in implementing Training Pgekadespite their widespread
availability in the sector in some cases for semeeight years; VET practitioners
need skills to take advantage of the new digihtelogies that become available
each year; and VET practitioners need skills asdueces to provide effective
support for learning that occurs in the workplddew skills and resources are needed
in the design of learning programs and resourceause of a heightened recognition
that there are different types of learning, forrapée, formal and informal learning.
New skills are needed to provide assessment senfmeexample to conduct
assessment in the workplace, to provide a recagnjirocess and to assess generic
skills.

Further, we noted iQuality is the Key2006) that as VET shifts from being supply-
driven to demand-driven, a new practitioner is egyimgy, to satisfy the increasing
expectations of industry clients and individualdemts. Traditionally, the VET
practitioner was supply-driven. This practitionetieved that the best or only
learning environment was the classroom — a sitéefoning far superior to the




student’s workplace. In contrast, the new VET ptacter is demand-driven and only
provides services that are wanted by enterprisgésratividuals. This progressive
practitioner can customise programs to suit enFprand personalise learning
activities to suit the individual. The new VET ptiéioner lets go of the old
certainties, like pre-set curriculum and didaatistruction, and develops attributes,
attitudes, ideas and techniques that meet the rdatients. The new practitioner
looks outwards at market needs and seeks to mes tieeds.

To address the idiosyncratic demands of each aeiy student and enterprise client,
the new VET practitioner needs a raft of new skgls many, in fact, that many
practitioners need to be able to draw on the spsicskills and knowledge of
colleagues and partners. New skills are requiyeth® range of VET practitioners,
from those employed by RTOs, either part or fuldj to workplace trainers and
assessors employed either by an enterprise or ByT&nh New skills are needed by all
VET personnel, from managers to front-line traireamd support staff, in both public
and private RTOs.

Some fifteen features and attributes of the new BEgaCtitioner we identified in
Quality is the Key2006) are as follows:

» Views individual students as lifelong learnerscaneer pathways

* Respects the business risks and pressures opeséeclients

» Appreciates that enterprises need skills to aehimisiness outcomes
* Understands links between training, HR and woddatevelopment
* Functions effectively within supply chains andllsgcosystems

» Exercises professional judgment in delivery argkasment

* Develops and sustains long-term relationships alignts

» Participates within a team to access colleagyeialist skills

* Taps into wider networks for information and reses

* Understands the value of accessing and applyihgsiny research

* Contributes to the development of innovative paigand services
* Commits to achieving and maintaining the qualityhe profession
* Improves the tools and frameworks of professignattice

Updates technical skills and industry-specific kfexige

Copes with complexities and uncertainties aboutstry skill demands.

Notably, these features and attributes represeatahybrid mix of educational and
business thinking. This mix of frameworks is untemslable, given that VET
practitioners are being encouraged to work morsetyowith industry and enterprises.
Ideally, the new VET practitioner is a strong edocavith an equally strong
appreciation of business.

All of these attributes may not be evident in the endividual, but given the new
environment for VET — demand-driven, client-focusegponsive to industry — all of




the above attributes are ideally evident in a wedm within the one training
provider. Highly skilled VET practitioners and waikams are developing the
necessary skills and knowledge required for theoptrate effectively in an
industry-aligned sector.

While the above profile of the new VET practitiomenerged from research
undertaken in 2005, it is no longer an adequatasany of VET practitioners. More
recent research suggests that there is an advaacgdn of the new VET
practitioner. This advanced VET practitioner emsrgarticularly from practitioner
research set out in two current publications ofermliteas for Practitioner£2006)
andinnovation and Entrepreneurship in VEA007). For me, the picture of the
advanced practitioner became even clearer in ire@s/I conducted for various
clients in 2007 and this is the picture | am segkoconvey in brief in this paper and
at more length in a coming publication.

Methods

As mentioned above, the profile of the advanced Eaktitioner began to emerge
for me from two different sources: from researchdaveekly column if€ampus
Reviewand from different assignments undertaken in th& g&ctor.

In the forthcoming book on the advanced practitipheill be using around thirty of
the interviews conducted for Campus Review in tegal 2007-2008. Each
interview was based on the same approach: befaddhasearched the person to be
interviewed, particularly by reading any documentat could access on him or her; |
then prepared, on average, ten-eleven interviewtouns which | forwarded to the
person around five-seven days beforehand; | augtieet the interview and
transcribed it afterwards; and | then preparedattiele, a draft of which | sent to the
subject, to validate the accuracy of the draft. Midghe resulting articles were
around 1,100 words each.

In the forthcoming book | will also be referringesearch | have conducted for
clients in the VET sector, where that researchréssited in a publication. One such
publication | will be referring to in some detalone | prepared for Challenger TAFE
in Western AustraliaBuilding a New Practice: Implementing the Four Paigam

Model of Service DeliveryThe book contains ten case studies of around2y@dds
each, together with some meta analysis in botlexlkeeutive summary at the start and
the summary comments at the end. The methods agsilélop these ten case
studies of VET practitioners were as follows: aveyrcontaining nine questions was
issued to the subjects several months before theviaw, so | could collect and read
background information; an audio-taped intervievs wanducted with each subject,
based on the survey questions; and a draft cadg wtas prepared and then sent to
each subject for confirmation of its accuracy.




Findings and discussion

My research during 2007- 2008 provides the follayatarification about the context
in which the VET practitioner now works. One featof the new context is that VET
organisations such as TAFE Institutes are changiltigough not everything is
changing. This image was presented, for instanc&evin Harris, director of TAFE
NSW — North Sydney Institute whom | interviewed @ampus Revied Oct 2007).
On the one hand Harris agrees with politicians tharte is no future for an inward-
looking TAFE institute that “sits within its fouralls and puts up lists of courses and
waits for the students to arrive,” but on the oth&nd he questions gloomy
predictions about the future of large TAFE insgtut“There will always be some
room for TAFE institutes to do just that, becausegde are conditioned to expect to
go online and find a TAFE handbook and find adistourses and make a decision
and expect to see an enrolment time and date.”

Where Harris is in full agreement with politiciaissn the commitment to serving
customers. This customer focused approach is aitde@ihange for TAFE Institutes
which were historically supply-driven. To becomermpesponsive and viable, his
Institute is “absolutely focused on customers,” aagart of this focus, “we don’t do
business plans anymore, we do marketing plans.”

That's not a cliché. What we are attempting totthre is to find out exactly what our
market wants and try to deliver that. That is #son, for example, in our strategic
approach, our key performance indicators are egptem customer terms. Of course we
measure net revenues and student hours and maduofgeation rates, but they're all
secondary, they're enablers. They allow us tomfermation about how we’re tracking
towards the customer service indicators we're fedum.

Harris notes that “what we are doing to remain ad to remain valid. And we are
only valid if we deliver on our mission which isachieve economic growth and
community well being. And we have to measure tlcatevement in customers’
terms.” Being customer focused — to a high degrisenew a crucial requirement of
VET practitioners.

Another feature of the new context for training\pders is that some practitioners are
modelling the use of advanced skills. While the MW practitioner is demand-
driven, the advanced VET practitioner has extratgi capabilities for building

client relationships, ensuring customer respongssand supporting flexible
delivery. This superior strand of the VET practiéo deserves public attention
because its representatives are challenging prewoncepts of the limits of

capability of the VET practitioner.

One of the practitioners who fits this advance@gaty is Churchill Fellow recipient
and current PhD candidate Terri Simpkin, the Hebaged CEO of a micro training
provider called Catalystdevelopment and a consejtaompany Mischief Business
Engineering. Another exceptional VET practitioreBiarbara McPherson, the
managing director of a boutique training provid@ier Murray Training, which
came to public notice when awarded the nationalldnazning provider of the year in
2004.




Simpkin and McPherson share the characteristies @dvanced practitioner with
Lesley Wemyss, director of Crestfern Pty Ltd, a bpr@vider in Queensland and
previously a finalist in the national training adar Wemyss has managed Crestfern
since 1992, but over the last five years has ghtiegr focus from the booming Gold
Coast region to servicing remote mining companmgsiadigenous communities in
far north Queensland.

Like Simpkin and McPherson, Wemyss offers her téensuite of inter-related
services, including training, assessment, reseaaisulting, resource development
and project management. And like her two colleagWssmyss has a highly
successful business despite operating in thin n@rkeegional areas. All three focus
on opportunities in the market and skilfully avoidstacles. All three effectively
blend innovative approaches to education with lessracumen.

A typical week for Weymss is to take two-threelilig from Townsville to remote
mining sites in far north Queensland. In one weesk pefore | interviewed her in late
2007, to deliver training programs within enterpgisshe took six flights and drove
1,000km, but she has no complaints: “I love whad nd | mix with some of the
most genuine people who work in these areas. Paopidustry are keen to train.”

Over the last two years Wemyss has worked closety BHP Billiton to develop a
health and safety management system for theiristdlfe Bowen Basin, a business
unit involving nine coal mines, to manage the teatid safety of their contractors.
Additionally, she has developed a short courseudlitiag skills to be run in
conjunction with this health and safety processigalelivered to the workers who
manage contractors. She is also working with th@mgicompany Zinifex to enhance
the skills of their onsite trainers and assess$ie. began with this company over ten
years ago, at a remote mine called Century Mine.

With an honours degree in biogeography and fivergpilostgraduate qualifications,
plus accreditation as an assessor and auditomti @ffectively in challenging
locations Wemyss also draws on her personal expesse “I have a country
background, being born in Mudgee NSW, and thdtisfluences many of my values
and attitudes to life and work.”

Weymss is committed to making a contribution towheer VET sector. For instance,
her collaboration with BHP Billiton resulted in bgiawarded funding by the
Australian Flexible Learning Framework in 2006 floe development of an e-learning
tool for use in industry. The project produced blleth e-learning packages in a
number of competencies including working at heigimd working in confined
spaces. The e-learning package enables workeremdeme in these work practices
to access a consistent process for recognitionedf knowledge and skills.

In 2007 Weymss was granted funding by Reframind-tterre to facilitate

professional development for trainers and assesgmigng in the complex industries
in regional Queensland. Weymss believes that “itrglusainers and assessors from
the complex industries are already drowning imirgg and assessment demands, and
the pressures of skills shortages”.




This industry network project is giving the pampiants “a lifeline to rise above their
current situation and have time to reflect on teechto think smarter, value the skills
that are in existence in their workplace and contaeam evolution into a higher level
of training and assessing methodologies and innavatrategies in partnership with
other practitioners in the same situation.”

Being industry focused and demand driven is not flewWeymss: “We only work
with industry, we are totally demand driven, angihbeen for the last 10 years. We
do not advertise at all, all our business is viarral.”

I do a lot of listening to the client, | deliver atthey need. We value-add to the

businesses we work with, we give 150%. We beliewghat we do, but we never take
for granted who puts the food in our mouths.

Characteristics of advanced VET practitioners, aghesley Wemyss, Terri
Simpkin and Barbara McPherson, include the follgwin

» A breadth of experience in industry, refreshed bgaing research and
networking

» A deep knowledge of niche areas within their indust

» The ability to offer services both as a consultard as a training provider

» The capacity to design, deliver and improve theaidkexible learning strategies

» A focus on linking training to an enterprise’s g#gic planning and innovation

* The ability to design training that benefits bdik tndividual and their employer

» A skill for positioning enterprise training so thasupports workforce
development

» Atrack record of personalising training for eaciu @very client

* A personal commitment to extensive and ongoinggasibnal development

* An active involvement in professional associations

* A commitment to continuous improvement of theinpder organisation

* An ability to develop a sustainable training busedespite thin markets

» A positive focus on the bountiful opportunitiestie VET market

* A determination to positively influence the VET &&cC

This list of characteristics of the advanced VE&qgbitioner can be compared with the
list cited earlier as features of the new VET ptecter. The comparison reveals that
advanced VET practitioners have a deeper knowlefipeth education and industry,
and more skills in both customising training angisi@g business solutions.

The capabilities of the advanced VET practitionerfarther refined by a set of case
studies | prepared in 2007, as described below.céke studies were prepared to
show how some TAFE colleges are becoming more ressp®to customers and
clients. But to achieve this responsiveness in rooltges involves turning around
large groups of staff who, in many cases, are tséeing inward-looking, not
outwardly focused.

Progressive TAFE leaders around Australia, like NSSKévin Harris above, are
implementing different strategies to help staffe&ep this client-focused mindset.




Across the continent in Western Australia, Liz Hiarmanaging director of
Challenger TAFE, is actively implementing a uniguedel of service delivery
originally conceived in late 2005. At that pointtime the college had won the
Australian Large Training Provider of the Year asydyut more attention needed to
be paid to levels of staff responsiveness.

So Harris, supported by college directors and stig¥eloped the four paradigm
model to drive this change within Challenger TARBe model consists of four
components: paradigm one is classroom-based degkter college campus, paradigm
two is a blend of campus-based delivery and deliirethe workplace, paradigm
three is delivery solely within an enterprise aadgoligm four is the provision of
workforce planning and development services.

| was commissioned to prepare a set of case stadipsactitioners’ implementation
of the model, and the report was published in Ndwem2007. The case studies cover
a wide range of TAFE teaching areas, from defenderasources, to hospitality,
children’s services, fithess and sport, hortic@fwonstruction and aguaculture.

One case study describes how Challenger’'s advasiaésilecturer Lyndy Vella
noticed that, in the past, some IT graduates filoarcollege had struggled initially to
secure satisfactory employment. She formed the thevif she could bring together
employers and current IT students, she might niyt assist graduates’ employment
prospects, she might also be able to address mythuseed for quality entrants to the
workforce.

Lyndy Vella determined that the ‘missing link’ sfppg some graduates from being
offered jobs was not a lack of knowledge, but & laicwork experience. “There is a
fear factor about getting the first job.” So noveskgularly places existing students
with good companies, to gain this experience: “bgok to those companies where
there are Challenger TAFE graduates.” As part efdévelopment of an ongoing
community involving current and past students, LyNella also participates
regularly in online chats with these groups.

Lyndy Vella’s initiative has elements of all fouagadigms but primarily the fourth
paradigm, as it involves immersing students, emgii®and industry in an industry
skills ecosystem. The initiative also involves ghgan one, with classroom training
for initial skills training, and paradigm three tlviearning arranged in the workplace
for practising new skills.

The model illuminates the existence of an advamegelgory of the VET practitioner
within Challenger TAFEQuality is the KeyMitchell et al. 2006) shows that a new
VET practitioner has emerged in VET; a practitiodearacterised by an
understanding of both education and industry. ThallEénger case studies suggest
that an even higher category of VET practitionafleti an advanced practitioner, is
evident within Challenger. The case studies sh@awddvanced practitioners are
entirely capable of operating effectively in madnarn one of the four paradigms.

A surprising finding from the Challenger case sttgearch is that advanced
practitioners are not only able to bring the foarggigm model to life and to enrich




it, they are also able to switch between paradigsihe need arises. This versatility is
exceptional and is based on a deep knowledge dfttitents and the industry and the
ability to design and implement flexible approacteeservice delivery. This
professional versatility is a tangible characterist the advanced practitioner.

A related finding is that the boundaries betweenghradigms are fluid not fixed,
porous not water-tight. Advanced practitioners fiinelasy to jump in and out of
different paradigms. For instance, in many of thgecstudies, staff talk about
providing on-campus classroom instruction (paradag®) where it was appropriate,
quickly moving to a mix of classroom and workpla@ning (paradigm two) where
it was appropriate and then, for part of courseheading all the training within an
enterprise (paradigm three). The same practiticiraishey are more and more
engaging in professional dialogue with these sdmeats about industry-wide
workforce planning (paradigm four).

Conclusions

This paper argues that it is worthwhile to sepaoatean advanced version of the new
VET practitioner, and the main benefit is the lightasts on the leading edge of
practice in the sector. This highlighting of leaglpractice enables us not to become
hamstrung by discussions about the difference @twapabilities and
characteristics, or whether the terms advancedmersor are appropriate. And the
paper does not steer into the political debate ialwbether a Certificate Level IV in
Training and Assessment is sufficient training toduce advanced VET
practitioners. Fundamentally, the paper encourttgepositive, ongoing examination
of the outstanding practices in the sector.
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