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VET organisations operate in an environment thatdymamic, diverse, complex and
competitive. Their workforce requires the capaleditto meet clients’ needs in a market
where knowledge is an economic commaodity as véaj@ds and services.

To examine this issue and contribute to the previ@search by Callan, Mitchell, Clayton

and Smith (2007), this article presents the resiutisn a study of a large metropolitan

Institute of Technology. The study explores the om@nce of creating core and

specialised/strategic capabilities as a key driweanhance VET quality. Through an analysis
of qualitative and quantitative data, the authasetbped a capability framework linked to

the organisation’s mission, vision and values. Hngcle argues that the framework is

intended to inform strategic human resource manageénpractices for sustainable

competitive advantage and organisational succdesfifdings offer a capability framework

that is relevant and meaningful to employees, spaasive to the organisation’s business
needs and embraces organisational values. Lakiycapability framework embraces the
current and potential capabilities of VET practigss, administration and support staff, and
managers, providing a tool for organisational wor&é development initiatives.

Key words: Core capabilities, strategic capabsitieapability framework, human resource
management practice and workforce development.

Introduction

The Australian VET environment is dynamic, diversamplex and competitive and changes
constantly to maintain and expand market shardlyoaad overseas. The VET workforce
requires a range of capabilities to operate sutulbss the so-called Knowledge Era where
knowledge is an economic commodity as vital as goadd services. In addition to job-
specific skills, VET sector knowledge workers requigeneric capabilities including,

research, acquiring new skills, problem solvinglabaing productivity and creativity, and

using information and communication technologietn@, Jasinski, & Weatherley, 2006,

p.2).

This paper outlines a recent action research progeaentify the capabilities required by
some 740 staff in a major metropolitan InstituteTeichnology which delivers high level
AQF VET and Higher Education qualifications to appmately 28,000 students. The staff
comprises VET practitioners i.e. teachers and sutMET professionals i.e. educational
managers, educational leaders, curriculum devedopgrality assurance personnel and VET
administrators i.e. clerical, financial, marketiniigrary, Human Resources, Information
Technology and other non-educational support staff.

Many organisations are currently focussing on céipabAt the employee level this refers to
the knowledge, skills and attitudes including spksi expertise essential to a given role. At
the organisational level, capability is neededdbieve strategic aims and objectives. Thus,



an organisation’s capabilities are the sum of dmlsined employees’ capabilities and the
organisation’s policies and systems (State SenAcglority, 2006, p.1).

A capability framework is a tool which identifieschdescribes the essential capabilities an
organisation needs (Townsend & Cairns, 2003). Igetide framework should be developed
in consultation with all stakeholders so that iursderstood and adopted by employees and
management alike. An effective capability framewgriovides a common platform upon
which human resource activities such as recruitmedtiction, career planning, professional
development, job design and workforce planning lsarbuilt. It is particularly useful for
organisations when designing performance review @exelopment systems that aim to
provide opportunities for growth through negotiatedrning, rather than remediation of
failure through compulsory training (Hawke, 200&)p

The adoption of an agreed capability framework mtes potential employees, current
employees and managers with a common language.l&dds to a shared understanding of
knowledge, skills and attitudes critical for eittilee organisation or for individual roles and a
basis to identify when a capability is absent, enér in danger of being lost. The ageing
workforce in VET and elsewhere presents a particciteallenge in terms of loss of skills,

experience and organisational knowledge (ArmstriStagsen, 2008 p.334). A capability
framework can be used to identify forthcoming gapd to inform workforce development.

This is consistent with the findings of Callan €t(2008, p.15) who state that “...capability

is concerned as much with future knowledge and s&duirements as with immediate

requirements”.

Competitive advantage in the Knowledge Era is aksociated with business wisdom, which
is greater than the sum of skills, knowledge, &dts and experience (Staron et al., 2006,
p.5). This concept of wisdom is relevant to capgbilevelopment and has the following
characteristics:

e itis strength based - it contributes to human awelhg and the common good;

e it contributes to synthesis - wise thinking andiatt pull components into an
integrated whole;

» it is achievement-oriented - it has a very prattaréentation which serves to guide
thinking and action.

Therefore, in response to the mounting interestustaining and building capability in VET
organisations by numerous researchers (Callan, ;20@llan, 2005; Callan et al., 2007,
Callan, 2008; Clayton et al., 2005; Foley & Con@@03; Harris et al., 2005; Mitchell et al.,
2006; Mitchell, 2008; Staron et al., 2006), thip@awill describe an exploratory process to
better understand the concept of core and orgamsét capabilities in developing a
capability framework for a large metropolitan Ihste of Technology. The following paper is
structured to include (i) a literature review, @@sign and research methods (iii) the research
results which are discussed in the context of exjditerature. Finally, the paper will note
the limitations of research, make suggestions tduré research endeavours, and draw
conclusions.



Literature Review

The importance of core competencies and capabilisecommonly acknowledged in the
literature and there is agreement that organisaltiarompetitiveness, i.e. competitive
advantage, relies on core competencies and capabilHafeez & Essmail, 2007; O’Regan
& Ghobadian, 2004). Further, competence as it gulegly defined and theorised in this
literature, is basically a term that consists ofeable current skills based on current
knowledge (Harris, Guthrie, Hobart, & Lundberg, 2R9Therefore, in its purest form, the
term competence and its derivatives for examplanpaiencies and competency are
behaviourist concepts based on demonstrable peafarenor actions (Townsend & Cairns,
2003, p.318).

Earlier studies by Selznick (1957) and Learned,istémsen, Andrews and Guth (1969)
provide evidence that the concept of capabilittesat so contemporary. It may be this type
of evidence that led Stephenson (1992) to defipalziity as an all round human quality, an
integration of knowledge, skills, personal quasitend understanding used appropriately and
effectively — not just in familiar and highly focsed contexts but in response to new and
changing circumstances. Stephenson and Weil (12922 ,advance the concept and suggest
that capability can be defined in the sense thadlola people have confidence in their ability
to:

» take effective and appropriate action;

» explain what they are about;

 live and work effectively with others; and

» continue to learn from their experiences, bothrakviduals and in association with
other, in a diverse and changing society.

Likewise, Townsend and Cairns (2003, p.318) nageftimdamental attributes of the concept,
which include:

 ability (current competence);
» self-efficiency (belief in one’s ‘capability’ to prm satisfactorily); and
» shared appropriate values (such as trust and ptliversity).

Working from these attributes, capability has twodd areas of meaning: potential and
content. Generally, potential exists where there @ossibilities inherent in the individual,
which may take a tangible form (Stephenson & WEIQ2, p.2). Therefore, potential can be
expressed as what an individual could do or hag#pacity to do in the future (Brown &
McCartney, 2004), whereas, content suggests tleat ik something there in the individual,
which emphasises the notion of exiting ability (Bro& McCartney, 2004).

The Australian Bureau of Statistics (ABS, 2006,)pdegfined core capabilities as those
capabilities required of all employees in the [origation], regardless of role or business unit.
Earlier Leonard-Barton (1995, pp.271-272) describ@@ capabilities as those comprising of
managerial activities and systems or what she tepis the whole system of knowledge
management, which is encompassed by a distinctingetitive advantage. Specifically, she
advances the notion and posit that core capabilitrte determined by four distinct categorical
dimensions: (a) knowledge and skills, (b) the ptaisand technical systems, (c) managerial
systems of education and development, and (d) #hges and norms of the organisation,



which are seen as determining what kinds of knoggednd knowledge building activities
are encouraged (Espedal, 2005, pp.137-138).

Most VET literature on sustaining and building daipty has focused on management,
leadership, and VET practitioners. Collectivelye titerature has revealed a proliferation of
research efforts focusing on a wide range of pngsSET sector issues. They range from
management to educational. For instance, managessas include:

* identifying senior manager and executive capaéditin VET organisations,
leadership and management capability frameworkig@aP001);

» the VET workforce of the future, workforce develogmh and professional practice,
organisational capability, and workforce plannibickie et al., 2004);

» workforce renewal, maintaining technical and vamai competency, retaining
working knowledge (Clayton et al., 2005); and

» defining leadership, developing leaders, leadershjgabilities in VET organisations
(Callan et al., 2007).

Other researchers have focussed on educationAfEfgractitioner issues, for example:

» the current and future attributes, skills, knowledmd competencies of teachers and
trainers, the provision, accessibility and naturstaff development for teachers and
trainers, the inhibitors and enablers of staff dgwment (Harris et al., 2001);

» the changing role of the VET practitioner (e.g.,rkvaoles and responsibilities),
relationships with students and industry, role mgbn, training systems, and
changing educational cultures and markets (Chagpdthnston, 2003; Harris et al.,
2005); and

» the changing VET environment, learners and clieskdls and resources needed by
VET practitioners, innovation and quality (Mitchell al., 2006).

More specifically, and largely through the work ©&llan et al (2007) and Mitchell et al
(2006), empirical research has focused on twocalitissues: developing management and
leadership capability in VET and the hybrid mix educational and business capabilities
required by VET practitioners. The importance doftaining and building capability in VET
organisations is highlighted in other studies fribms literature (Chappell & Johnston, 2003;
Dickie et al., 2003; Guthrie 2004).

VET organisations will require an extensive ranfienanagement and leadership, and VET
practitioner capabilities to meet the challenges aofdynamic and competitive VET
environment (Callan et al., 2007; Mitchell et 2006). This is as a result of change drivers
such as a competitive training market, reduced igowent funding, skill shortages and
qualification profiles, demographic changes in miseand staff, social policy initiatives,
flexible service and delivery methods, and grestéustry engagement and alignment.

Indeed, in many VET organisations, the importaniceustaining and building capability is
apparent. A number of Federal Government fundegepi®y e.g. Reframing the Future and
the Australian Flexible Learning Framework, havendastrated the potential benefits of
capability building, knowledge sharing and bestpcas in VET. Moreover, as evidenced in
this literature, States and Territories have im@etad professional development initiatives,
e.g. VET Futures in Queensland and the VictoriarFEAevelopment Centre to build the
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key capabilities and innovations that best supploet growth and sustainability of VET
organisations.

Finally, as evidenced in the literature, capabitiégearch has increasingly moved towards a
systematic approach in developing management, idghige and VET practitioner
capabilities. With the need to make the notion llgcapplicable, several capability
frameworks, e.g. Callan, 2001; Foley & Canole, 20DBeensland Department of Education
Training and the Arts, 2005; Western Australian &émpent of Employment and Training,
2005, have been developed across the VET sectassist both public and private training
organisations to consider the capabilities requirad and in the future for their staff (Callan
et al., 2007).

While these researchers have made excellent pgresxamining the management,
leadership human resource management, educatimaEgses and practices that may sustain
and build capability in VET organisations, thereais opportunity to contribute to the rich
research foundation. Therefore, this paper wikragit to build on existing research with a
specific emphasis on addressing the alignment o#,cepecialised/strategic and human
resource management capabilities with an organisatbusiness strategy and organisational
values.

Design and Research Methods

The purpose of the project was to design and dpweldistinctive staff capability framework
to build leadership and support the implementatind management of employee capability
development within the organisation. The projectalgavas to identify core and
specialised/strategic capabilities relevant to dhganisation, thus assisting with capability
development and continuous improvement of programmsjucts and services.

The project aligned closely to the organisatiorifategic plan, mission, vision and values;
including, for example, the goal ‘to educate andoewer people of all ages who aspire to
build their skills and careers in industries relgvi the changing global marketplace’. The
capability framework, when integrated with existirlggman Resource (HR) systems and
processes (e.g., job analysis and design; workfgie@ning; attraction, selection and

retention; induction; performance, learning andowation planning; and professional

development), will support the achievement of thgaaisation’s strategic goal: ‘Staff to

reflect the desired behaviours, [skills] and derisinaking competencies required to drive
performance’.

A research model was developed and the notiorhfaiconcept had surfaced in the findings
of earlier research by Callan (2001), Callan (20GSallan et al (2007), Callan (2008),
Clayton et al (2005), Dilitis (1996); Foley and @t (2003), Harris et al (2005), Hawke
(2008), Henderson and Thomson (2003), Mitchelll2@06), Mitchell (2008), Smith and

Hawke (2008). Accordingly, a conceptual frameworkeeged and its constructs were
supplemented from strategic management theory.etship theory, and human resource
management theory to analyse the factors thatanéle the sustainability and building of
management and leadership capability in VET orgsiaiss.



(Harris, 2008)

Figure 1 Research Model

Profegsionat
Learning & DY

In terms of data analysis, the researchers usedoanded theory approach to identify

...patterns, themes, categories and regularities€@ehal, 2007, p.461) from the qualitative
data provided by the focus group, and subsequeh#ysurvey. As Cohen et al (2007, p. 461)
explain, ... [a] grounded theory and content analysilsproceed through a systematic series
of analyses, including coding and categorisationil theory emerges that ... can be used for
predictive purposes.

The project team engaged the services of an expederesearcher and academic from an
external organisation to act as mentor. This adwsas chosen because of his significant
contribution to organisational development. Severaktings were held and processes fine-
tuned prior to commencing the data collection. tdeo to provide transparency and raise
organisational awareness of the project, the projpanager developed a site on the
organisation’s intranet and uploaded informatiodamthe headings of: What is Capability;
What is a Capability Framework; The Project TearnalS; Aim; Priority Area; Anticipated
Outcomes; Capability Framework and HR Practicejusdgéroups; and Key Milestones, and
sent a broadcast Institute-wide inviting staff tew the information provided.



The project team then began their preparation tioceoqualitative data through focus groups
randomly drawn from the research population. Wthikze are recognised drawbacks to using
focus groups, advantages include the possibiligy tban ..yield insights that might not
otherwise have been available in a straight-forwiatdrview; ... [and] produc|[e] a large
amount of data in a short amount of time (CohealeR007, p.376). In order to provide
validity (Powell & Connaway, 2004), focus group asutvey questions were drawn from a
review and analysis of relevant national and iragamal literature, case studies, best practice
and previous validated instruments relating to bdia frameworks. Prior to presenting the
guestions to the focus group participants, theyeweviewed by a small reference group of
VET professionals and VET practitioners who consérb be involved. This group provided
feedback on validity, relevance and comprehensiGohén et al, 2007, p.377) and
recommended adjustments were made accordingly.

The final research questions were as follows:

1. What are the challenges faced by you and otheysuncurrent role?

2. What do you consider to be the core capabilitiesetily needed by [the organisation’s]
employees? (Emphasis should be placed on the atignmvith [the organisation’s]
Values Statement.)

3. What additional emerging strategic capabilitiesyda think will be required by your
specialised VET stream?

4. What do you consider are the main barriers to theldpment of these capabilities?

An email invitation was sent to all employees ekpiay the project and asking them to
indicate both their interest in participating iroae and a half hour focus group (with lunch
provided) and suitable dates and times. On recéifiieir expressions of interest, they were
immediately sent an invitation to attend a paraculocus group session (date, time and
venue outlined) which the researchers had orgarasedrding to staff employment roles.
Roles were grouped according to Dickie, EccleszGétrald, McDonald, Cully, Blythe,
Stanwick and Brook’s (2004, p.16) labels and desors:

» 'VET professionals’... those staff who provide leatep, management and support
for teaching, training and assessment within RTdswho are not directly involved
in the delivery of nationally recognised training.

* ‘VET practitioner’ ... those staff of registered maig organisations (RTQO'’s) directly
involved in the delivery of teaching, training amdassessment programs that are
nationally recognised.

* ‘'VET administration’... ancillary support staff, faxample, performing important
roles in client service, marketing, product devetept, library, finance and clerical.

Staff were informed that participation was volugtand they could withdraw at any time,
with no disadvantage (Australian Government, 2@@720-21).

Benefits to the agency in terms of gains in knowledge, insight and understanding
(Australian Government, 2007, p.17) in order todfggrindividuals and the organisation were
explained. The study’s sponsor was named and alicipants were treated respectfully.
Participants were informed of the likelihood and form of the research results Sifalian
Government, 2007, p. 20), and the reference grad@d@cus groups had opportunity to input
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on more that one occasion. Written approval froem @O and the HR Unit Manager was
obtained prior to commencing research. Assurantesrdidentiality, privacy and anonymity
were given and no information provided in the fingbort can be traced to any participant
(Cohen et al, 2007, p.59). All information has bgeneralised and any identifiers removed.
All data collected has been securely stored witlumauthorised access during and after the
completion of the project, and information repontéth honesty and integrity.

Ninety-five staff indicated interest in participagi and eleven focus groups were held over
four weeks. Group sizes varied from five to fiftegme to unforseen circumstances which
prevented some from attending their original sessRarticipants in each focus group were
from the same employment role, i.e. VET Profesdion&ET Practitioner or VET
Administrator. Careful facilitation minimised nomupicipation or domination (Cohen et al.,
2007, p.377). The external project advisor fadditathe VET Professional focus groups,
while the project group manager ran the VET Priacitr and VET Administration Staff
sessions. To ensure overall reliability, both fgatibrs utilised a standardised procedure
developed in collaboration with the project teanmwoT project group members took
ethnographic notes during each focus group; onéucsgp major themes on an electronic
whiteboard in full view of participants and faaior, while the other documented discussion
content on a laptop at the back of the room.

From the recorded qualitative data, common theme® wdentified by open coding. This
process required the research team to conduct @wessegl analysis and note significant
themes and critical concepts. To organise the d@ataple was developed that showed the
frequency of the themes across all of the focusggoComparisons were then made between
the data collected, emerging themes and criticatepts and the literature. This helped with
further analysis, interpretation and clarificatiofxial coding was then used to separate
themes and merge or cluster similar themes ingpefacategories based on their linkages to
the research topic (Neuman, 2006). Selective cotfiag enabled the researchers to validate
each theme against the original notes taken. Theseesses enabled the researchers to
identify core capabilities and specialised/stratecpapabilities in each employment role or
stream, i.e. VET Professionals, VET Practitionerd ¥ET Administrators.

While all responses were included in a summary logeel by the researchers and made
available to focus group participants, those respsrsitting outside the common categories
were noted as such and acknowledged as valuabladuodl perspectives. All focus group
participants were invited, via a personal email,ptovide feedback on the information
provided, thus allowing for further contributiorom the group and improved validation. 15
Core Capabilities, 12 VET Professional Capabiljties VET Practitioner Capabilities and 10
VET Administrator Capabilities (refer Appendix A)eve identified through these processes
and the research team was now tasked with deterghimhich were rated most highly by all
staff within the organisation.

Due to the ease with which it could be distributed analysed, the project team chose to use
an online survey to seek the opinions of the omgins population (Wilson & McLean,
1994: cited in Cohen et al.,, 2007, p. 317), timeds) generalisation ability and cost
effectiveness. To minimise random sampling erralisstaff would be invited to participate
(Cohen et al, 2007, 103-5). The survey was devdlasng current literature, research and
existing survey instruments to provide validitydaadso included new themes highlighted by
focus group data. It was designed with careful mmration of purpose, audience,
sequencing, relevance and ease of completion.ek introduction, aim of the survey, survey



completion information (approximately fifteen mieg), definitions, marking, general
instructions and details of a prize draw incentisgge provided in the survey preamble.

The survey (refer Appendix B) consisted of 61 goest organised into seven discrete
sections (A: Core Capabilities; B: Your Role; Eith@: Specialised Capabilities — VET
Professional, D: Specialised Capabilities — VETcEtianer or E: Specialised Capabilities —
VET Administration; F: About You; and G: Other Corants) so that respondents were not
overwhelmed by the task (Cohen et al, 2007, 33&nyvyuestions were organised as 7-point
rating scales (with anchor 7 being ‘extremely hiig\el required’ through to anchor 1 which
signified ‘not required’). As rating scales havmiliations; for example, the researcher may
infer a degree of sensitivity and subtlety from ttega that they cannot bear (Cohen et. al.,
2007, 327), opportunities were also provided fospondents to add further qualitative
comments.

In order to establish reliability, the survey wasiewed by the reference group and piloted
on a small, willing, randomly selected cohort priordistribution. Minor adjustments were
made to both the formatting and language usedrasuédt of the feedback provided. It should
be noted that focus group, pilot group and refezegroup participants could respond to the
survey. Prior to emailing the electronic survey amber of broadcasts were sent
organisation-wide alerting staff to the opporturityparticipate, briefly detailing the purpose
of the survey, providing contact details of thejpcoteam, encouraging them to log on to the
Capability Framework website (intranet), welcomintpeir voluntary input and
acknowledging the value of their perspectives fathlihe organisation and the individual.

The survey tool link was then sent out via an tasti broadcast and staff were given three
weeks to respond. A number of regular, gentle ¥olipp emails (Cohen et al., 2007, p.346)
were sent, visits were made by members of the grégam to staffrooms to explain the

project aims and invite questions, and the oppdstia enter a prize draw was promoted. By
clicking on the link, completing and submitting thervey respondents were automatically
indicating their consent to participate. It shoaldo be noted that participants could easily
opt out of the survey at any time with no consegaen

Of the 621 available SBIT staff surveyed, 59% (n367) responded. With such an

encouraging result, the survey yielded much datluding demographic information such as

current primary work role, gender, age group, bessnunit and employment status.

Quantitative data obtained from rating scale respsnwas processed into descriptive
statistics, analysed and represented as bar claards percentages. The majority of

respondents were female (68%, n = 248). Most (30%,110) were aged between 40 — 49
years of age, followed by 25% (n = 108) aged betmie— 59 years. The survey sample was
representative, in terms of gender and age, ofafaé staff profile. The largest proportion of

respondents were either employed in one partidalaulty (22%, n = 81) or one particular

business unit (19%, n = 70). The employment stafusiost respondents was permanent
(55%, n = 202).

The project team manually transcribed the qualgatinformation from the open-ended
guestions and organised resulting data accorditigetmes. Although there are concerns with
such an approach, including the loss of individo#ggrity, the possibility data will become
decontextualised and that additional, relevantofaciay be overlooked (Cohen et al., 2007,
pp. 467-467), the researchers were careful to enatormation which did not fit with any of



the themes was reported as such. The same codinggses used to analyse qualitative data
from the focus groups was used to identify comnin@mtes from the survey.

Results and Discussion

Focus Groups

In order the address the first research questidhaf are the challenges faced by you and
others in your current rolé? the most frequent responses included, the giapmsitioning

of the institute, funding/budget challenges, copmith the pace of change, building trust,
transparent communication, age of the VET workfplmeng responsive to new market and
educational challenges, disempowered in the detisiaking process, the need for open and
transparent communication, and being accountalblesd results are consistent with previous
VET research (Callan et al., 2007; Clayton et 2005; Guthrie, Perkins, & Nguyen, 2006;
Harris et al, 2005) and it is clear that theseassare not unique to the institute and therefore,
could be generalised throughout the VET sector.

To address the second and third research quegWghat do you consider to be the core
capabilities currently needed by [the organisat&lrémployees? Emphasis should be placed
on the alignment with [the organisation’s] Valuast®mentand (What additional emerging
strategic capabilities do you think will be requdréy your specialised VET streanugjta
from the 11 focus groups could be organised inte@@ capabilities, some of which could
then be clustered through the coding process destin the methodology section.

The 15 which appeared most frequently were usetkesigning the survey (refer Appendix
B). Participants believed key priorities for staffcross the organisation included
customer/client focus; personal attributes, skitisl values; knowledge of the training sector;
communication and collaboration. Other capabditrehich appeared frequently centred on
teamwork and respect for diversity, suggesting ih&grpersonal skills were considered
essential in the workplace. Innovation was alsed-dighly.

The three VET Professional focus groups identif@2l strategic capabilities. Strategic
thinking, change management, change leadershippaie vision and people management
were nominated by all groups. Personal attributessnce and budgeting, resource and
product development and networking were listedviny of the three groups. These findings
indicate participants working in a management ciypéaelieved resource management skills
(both people and financial) were essential capasli The 22 strategic professional
capabilities were then organised through the cogiogess into the 12 listed in the survey
(refer Appendix B).

From the five VET Practitioner groups, 30 capaietit were tabled with 19 strategic
capabilities identified by all five groups. Whilaet majority of these related to teaching,
learning, assessment and current pedagogy, adratiistskills and personal attributes were
also deemed important. While another 11 capadsliémerged, these only appeared in one or
two of the focus groups. The 19 practitioner calizds were further reduced, using the
coding process, to 11 major themes for the surkefer Appendix B).

15 major themes emerged from the three VET Admiaisin focus groups. These included
business and communication skills, educational suppalue adding to the business and a
positive attitude. Some of the strategic chargsties listed had previously been identified as
core capabilities so the project team chose taudethem as core capabilities only. Using the
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coding process the number of specialised admitisraapabilities was combined into 10
themes for the survey (refer Appendix B).

To address the final research questidgfhét do you consider are the main barriers to the
development of these capabilitigsthe most frequent responses included, time t@lde
capabilities and industry currency, administrativerkload, inadequate business/operational
processes, budget/financial constraints, lack wfard and recognition, a lack of trust and
transparency, inadequate change management ségtegid a lack of succession planning.
These inhibitors are consistent with previous VIESearch (Callan et al., 2007; Clayton et
al., 2005; Guthrie, Perkins, & Nguyen, 2006; Harisal, 2005) and in particular, the
accessibility to professional development.

Capability Framework Survey

The results of the survey confirmed strong agreeémath the core (refer Appendix C) and
specialised/strategic capabilities (refer Apperslibe E, & F). The majority of respondents
(75% +) indicated that the level of capabilitieguiged in their role ranged from a moderate
to an extremely high level. There was overwhelnsngport for the organisation’s values
which are embedded in the framework and researctieind@he results also indicated a
number of synergies between capabilities and osg#ion’s values e.g., between core
capabilities and specialised/strategic descriptidriss has allowed for a realignment and
reduction of discreet capabilities.

The clustering of common themes from the qualieatiata has reaffirmed core capabilities
and Institute values. Additional qualitative comrseexpressed open support for the project
and framework, with several commenting they weemagéd to have had the opportunity to
contribute. A small number of responses conveyedessense of negativity with regard to

the intent and usefulness of the capability franméwehich is to be developed. For a detailed
overview of the findings described below, refetlte summary table in Appendix G.

14 of the 15 core capabilities listed in the surwesre rated of high to extremely high
importance by between 72% and 95% of respondentan@inication skills, Customer/client
focus, Collaboration, Teamwork, Self managemend, Respect for diversity and valuing
difference were ranked in this range by over 90%taff. Business acumen was considered
by only 53% of staff to be of high to extremely hignportance.

VET Professionals scored the following capabilitréghly, with between 90% and 96%
indicating they believed staff working in theseelrequired a high to very high level:
Leadership of individuals and teams; Personalbattels and skills; Coaching and mentoring;
Leading and managing change; Partnership andaetip management; and Performance
Management. Of the remaining six capabilities tistethe survey, Advanced ICT skills and
analysis scored the lowest, with 67% of respondeotsidering them to be of high to very
high importance.

VET Practitioners were asked to rate the importafckEl specialised capabilities and those
which ranked most highly were as follows:
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Table 1 Capability - % indicating a high to vérigh level was required

Capability %
Learner/client focus 98
Communication skills 97
Flexible, adaptive, creative teaching94
Pedagogical expertise 93
Instructional design skills 89
Coaching/mentoring 89
Industry/technical currency 84
Educational technology skills 84

Results indicated that a significant number of ir@ctitioners in the organisation believed
administrative and financial capabilities were lowiorities, and their main focus was
teaching and learning.

VET Administration staff were asked to rank 10 dalikes. 70% or more believed a high to
very high level was required for eight of the 10ale add to the business and positive
attitude was ranked highest (89%) while Businesaranication skills (87%), Knowledge
sharing (82%), Co-ordination of services and resesir(76%), Coaching and mentoring
(75%) and Learner and teacher support (73%) follbwesigning and maintaining business
systems was ranked lowest with 64% of administeasitaff considering a high to very high
level was required.

Findings suggest the capabilities provided in theesy were comprehensive. In order to
refine the capabilities while ensuring the integrf the findings, the research team and
project mentor clustered capabilities using the esainding process used throughout the
project. The resulting Capability Framework coresisbf 10 Core Capabilities of which 7
aligned to the Institute values of CollaborationgcAuntability and Innovation, 11 VET
Professional Capabilities, 11 VET Practitioner Galitzes, and eight VET Administrator
Capabilities (refer Appendix H).

Conclusions and limitations

This study is one of several research endeavousgstematically analyse the approaches to
build and sustain leadership capability within YHeT sector. The findings add to those from
previous studies and will enhance understandinghefnumerous challenges in the VET
environment and organisational factors which malyibin development of management,
leadership and VET practitioner capabilities in V&Manisations. However, the study was
restricted to a single large public VET institutiom a Queensland metropolitan area. To
further enhance the ability to generalise and ttestvalidity of this study’s findings, future
research should replicate the findings with larggmples and in a variety of organisational
contexts. An example would be small and mediumipudactor VET organisations located in
metropolitan and regional areas. The study sholdd be replicated in other Australian
states.

Also, while much crude data was produced, soméefdetailed information was lost in the
clustering process that was necessary to keep uh&ysto a manageable size. Further,
perspectives of the large body of casual and semis&taff were not accorded a priority
insofar as focus groups were mainly scheduledhadithat suited full-time employees. The
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study will not track actual use of the capabilitgrhework within HR planning and reporting
mechanisms. Subsequent studies into these aredd prove very useful for HR theory and
practice and in particular, workforce development.

Nevertheless, the findings in this paper confirm plotential value of developing a capability
framework in a large VET organisation. The resattengly suggest that such a framework,
constructed with meaningful input from the threamtategories of VET staff and explicitly
linked to organisational values, offers most stafihodel for developing key capabilities in
ways that enhance both organisational and pergmrébrmance. The organisation is now
actively implementing a performance learning antbiration system linked to the capability
framework. Throughout the project, respondents consistentlgressed support for the
opportunity to contribute to the framework that waftorded by the project’'s design and
methods. Overall, this research model and fund&heapability framework is likely not
only to aid VET organisations to make informed dexis on how they develop core and
specialised/strategic capabilities, but to alscegate interest and debate, and facilitate future
research.
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Appendix A

Focus Group Qualitative Analysis — Results of Codig Process

Core Capabilities

Customer/client focus .
Self management .
Knowledge of the training system .
Communication skills .

Collaboration .
Knowledge of SBIT’s scope of business ¢
and organisational awareness

Respect for diversity and valuing .
difference

Personal management of change

Strategic thinking and planning .
Leading and managing change .
Corporate vision and direction .
Leadership of individuals and teams e
Performance management .

Partnership and relationship management

Learner/client focus .
Pedagogical expertise (blended and
multimode)

Industry/technical currency .
Communication skills .
Instructional design skills .
Educational technology skills

Business communication skills .
Learner and teacher support .

Value add to the business and positive
attitude

Entrepreneurial skills .

Designing and maintaining business
systems

Innovation and creativity
Teamwork

Continuous self-directed learning
Business acumen

Ethics and values

Information and communication
technologies

Quality

Specialised/Strategic Capabilities — VET Professiais

Personal attributes and skills

Financial management

Managing creativity

Advanced ICT skills and analysis
Coaching and mentoring

Research partnering and evidence based
business development

Specialised/Strategic Capabilities — VET Practitiorrs

Administrative systems

Flexible, adaptive and creative teaching
and learning

Ability to coach and mentor others
Planning and budgeting

Planning and future focus

Specialised/Strategic Capabilities — VET Administréion

Coordination of services and resources
Change leadership
Knowledge sharing

Information and communication

technologies
Coaching and mentoring
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Appendix B

Capability Framework Survey

Introduction

This Reframing the Future project, Developing a BBhpability Framework, will support many aspedtéife

at SBIT. These areas include workforce planning #itraction, selection and retention of staff, the
Performance, Learning and Innovation Planning cosat®ons between staff and managers, and staff
professional development. This project is alsoradyto one of SBIT's Strategic Goals: that staéfflect the
desired behaviours, [skills] and decision-makingipetencies required to drive performance.”

To date, more than 90 staff have participated audogroups to design the draft SBIT Capability Feamrk.
Their input has resulted in the design of the d@pability Framework that is the focus of the syrthat is
described below.

Aim of the survey

To develop this SBIT Capability Framework further need your help in testing the appropriateneshef
capability framework to your current role at SBIhe aim of this survey is to test the appropriadsnier a
larger sample of staff of the capabilities thatdhamerged from these focus groups. Your inputtintsurvey
will shape further the design and implementationao€omprehensive SBIT Capability Framework that is
relevant and meaningful to all staff and is respgnt business needs.

The survey asks your opinions on the core capigsilthat you believe all SBIT staff need. Nextsks about
the specialised capabilities required by VET Prsifasals, VET Practitioners or VET AdministrationotY only
need to answer the specialised capabilities for yourent role that matches one of these threegoses of
staff. The survey provides advice to help you tecewhich of these three categories is most apgatepfor
you to complete.

Survey completion

Completion of the survey will require approximatély minutes. We ask that you complete the surveye on
only, and in one sitting. Although the survey isided into seven sections, you will need to do Besetions
only:

Section A: Core Capabilities
Section B: Your Role

Either
Section C: Specialised Capabilities - VET Profasais
or
Section D: Specialised Capabilities - VET Practiéo
or

Section E: Specialised Capabilities - VET Admirasittn
Section F: About You
Section G: Other Comments

Your participation is completely voluntary. Howeyar order for the results to be meaningful andfulseve
need each of you to participatend to let us know what you think.

The capability development project team of SBI&dsninistering the survey, analysing the data, aegaring
the reportsPlease be assured that project team members routityework with confidential data and will
respect and protect your identity. The survey data will be stored in a secure loca@md will not include any
personally identifying information. Results wilhly be reported in the aggregate and in no caskitwile
possible to determine an individual's identity. &mpleting the survey you are giving yonformed consent.

Prizes draw
In appreciation of your time, you may wish to erdedraw for one of several prizes, including maidgets,
coffee vouchers and a Bookstore gift certificatgiolu wish to be included in the prizes on offdteayou have
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completed the survey please forward your detaitedok.harris@southbank.edu,anessage line: Prize Draw —
Capability Development Project, click on Messagéei@s and set sensitivity to Confidential.

If you have any questions about the process ostingey, please contact the Project Facilitator, kidarris,
Strategy and Governance on 0419 679 425 or ExB 68%ia emaimark.harris@southbank.edu.au

Thank you in advancefor sharing your opinions with us. We look forwaadusing the results to develop an
effective framework which will be instrumental infencing capability and well-being at SBIT.

Definitions

= Individual capability is an all round human qualign integration of knowledge, skills, personal
qualities and understanding used appropriatelyedfedtively — not just in familiar and highly focers
specialist contexts, but also in response to nelchanging circumstances (Stephenson, 1992).

= Capability is also about potential, that is, whe individual can achieve (Mitchell, 2008).

= Core capabilities are the capabilities of individataff that when combined result in a competitive
advantage for an organisation over other organisatfO’Regan and Ghobadian, 2004).

= A capability framework establishes a shared undedihg of the capabilities critical to an
organisations success, sustainability and growtluiles the future development of behaviours among
staff that will support an organisation’s visiotrasegy and culture.

Marking and General Instructions

Please rate each of the following on a 1-7 scaie.Skcale is from 1 for ‘not required’ at all in yawrrent role,
through to 7 where the skill or attribute needbeaaat an ‘extremely high level’ for completion afyr current
role.

Scale:

Not Required

Very Low Level Required
Moderately Low Level Required
Moderate Level Required

High Level Required

Very High Level Required
Extremely High Level Required

NogkrwhpE
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Section A: Core Capabilities

1. Think of the staff working at Southbank, and thdlskand knowledge required to perform effectively,
regardless of their role in the organisation. Farteof the following capabilities, please markdler select
the bulls eye etc) the number from 1 to 7 that bestesents the level of proficiency you believeerguired
by all staff on each of the listed capabilities.

Core Capabilities

Level Required
Level Required

Required
Required
Required
Required

| 1. Not Required

N1 2. Very Low Level
wW| 3. Moderately Low
&1 4. Moderate Level
o| 6. Very High Level

o1l 5. High Level
~| 7. Extremely High

Customer/client focus

Capability description: Is committed to
understanding and meeting the expectations and
requirements of internal and external customers

Self management 1 2 3 4 5 6 7

Capability description: Takes responsibility for
own actions; organises own workload to achieye
outcomes

Knowledge of the training system 1 2 3 4 5 6 7

Capability description: Demonstrates a sound
understanding of the VET sector; applies this
knowledge to provide appropriate solutions to
meet external and internal customer needs

Communication skills 1 2 3 4 5 6 7

Capability description: Conveys information
(written and verbal) clearly and respectfully,
listens effectively; demonstrates appropriate
levels of literacy and numeracy

Collaboration 1 2 3 4 5 6 7

Capability description: Works cooperatively to
achieve common objectives; builds positive
working relationships

Knowledge of SBIT'’s scope of business and | 1 2 3 4 5 6 7
organisational awareness

Capability description: Understands SBIT's
business, customer and market goals, and applies
resources to meet those goals

Respect for diversity and valuing difference 1 2 3 4 5 6 7

Capability description: Supports equal and fair
treatment and opportunity for all
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Section A: Core Capabilities (Continued)

Core Capabilities

Required

Level Required

Required

Required

Required

Level Required

8.

Personal management of change

Capability description: Responds flexibility td
change; takes responsibility for implementir
changes relevant to work role

| 1. Not Required

g

N1 2. Very Low Level

@| 3. Moderately Low

| 4. Moderate Level

a1l 5. High Level

o| 6. Very High Level

~| 7. Extremely High

Innovation and creativity

Capability description: Thinks outside the
box; generates new ideas; open to new way
of improving workplace practices

10.

Teamwork

Capability description: Shares information;
able to work cooperatively with others to

achieve team goals; solves problems throug
consultation with others in team

yh

11.

Continuous self-directed learning

Capability description: Identifies their
personal learning needs on an ongoing bas
applies this learning to meet personal and
organisational objectives and priorities

12.

Information and communication and
technologies (ICT) skills

Capability description: Applies information
technology as a tool to work more effectivel
and can access and manage information
effectively

=<

13.

Business acumen

Capability description: Understands the nat
of Institute funding; has knowledge of the
business unit’'s budget; strives to achieve hi
quality services with efficient use of the
resources available

Lre

gh
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Section A: Core Capabilities (Continued)

Core Capabilities

Level Required
Level Required

Required
Required

Required
Required

14.

Pl 1. Not Required

N1 2. Very Low Level
w| 3. Moderately Low
&| 4. Moderate Level
o| 6. Very High Level
~| 7. Extremely High

o1l 5. High Level

Ethics and values

Capability description: Adheres to SBIT’s
core values: collaboration, innovation,
accountability

15.

Quiality 1 2 3 4 5 6 7

Capability description: Sets personal

standards of excellence and continuous
improvement, and adheres to SBIT’s quality
assurance (QA) standards

2. If you have any other comments about the core ke that are required by staff who work at SBIT
please provide them below. For example, what otbee capabilities for SBIT staff who operate at &ewel
did you expect to see mentioned, but they were Rigase take care to avoid specific situationsaones that
may identify you.

Section B: Your role

1. What position most accurately describes your ctimae? (Please mark only onesponse). You will
then be directed to completéher section C, D or E.

‘VET professionals’ are those staff who provide leadership, manageamaht Please Go to
support for teaching, training and assessmentmRiiO’s but who are not directly Section C
involved in the delivery of nationally recognisedihing (Dickie, et al., 2004, p.16).

‘VET practitioner’ describes those staff of registered training osgdions Please Go to
(RTO’s) directly involved in the delivery of teadlg, training and/or assessment  Section D
programs that are nationally recognised (Dickiglet2004, p.16).

‘VET administration’ are ancillary support staff, for example, perfargni Please Go to

important roles in client service, marketing, proddevelopment, library, finance  Section E
and clerical (Dickie, et al., 2004).
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Section C: Specialised Capabilities - VET Professials

1. These capabilities may be relevant to your role amanager/team or business unit leaderPlease rate
each of the following on the 1-7 scale based onehel required for your role, where 1 is ‘not reqd’
through to 7 which indicates that an ‘extremelyhhligvel is required’.

Specialised Capabilities
VET Professionals

Required

Level Required

Required

Required

Required

Level Required

Strategic thinking and planning

Capability description: Analyses the various

positions the Institute can adopt in response to

various political, economic, social and market

environments, and applies various resources [to

achieve targeted strategic priorities

| 1. Not Required

N1 2. Very Low Level

wW| 3. Moderately Low

| 4. Moderate Level

o1l 5. High Level

o| 6. Very High Level

~| 7. Extremely High

Leading and managing change

Capability description: Undertakes a lead rale
planning, leading and managing, and
communicating significant change across the
Institute; as a change leader

Corporate vision and direction

Capability description: Communicates a
compelling and inspired vision or sense of co
purposegdemonstrates entrepreneurial attitude
that drives the achievement of the Institute’s
strategic and commercial aims and education
priorities, and effectively communicates this t(
colleagues

Leadership of individuals and teams

Capability description: Supports individuals to
determine and to understand their role,
responsibilities and strengths; identifies and
fosters team work, guides teams to achieve
common goals, and inspires strong morale a
team spirit

Performance management

Capability description: Adopts a balanced vig
of organisational performance that applies
measurement around customer/client
satisfaction, staff satisfaction, financial
performance and innovation

W
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Section C: Specialised Capabilities - VET Professials (Continued)

Specialised Capabilities
VET Professionals

Required

Level Required

Required

Required

Required

Level Required

Partnership and relationship management

Capability description: Manages partnershipg
and relationships within and outside SBIT to
achieve the best outcomes for educational an
service delivery

| 1. Not Required

N1 2. Very Low Level

wW| 3. Moderately Low

| 4. Moderate Level

o1l 5. High Level

o| 6. Very High Level

~| 7. Extremely High

Personal attributes and skills

Capability description: Is positive, respectful,
approachable and consultative; has a sense ¢
humour, is committed to ongoing professiona
renewal; serves as a role model around the
alignment of vision, values and behaviours

—

Financial management

Capability description: Employs financial
management systems to make shorter term

operational and longer term strategic decisior}s;

exhibits responsiveness and keenness of insi
in operating a financially profitable educationa
business

hht
|

Managing creativity, innovation & intelligence

Capability description: Develops processe
share, acquire, protect, create, rejuvenate an
store knowledge; supports, encourages and
manages innovation and resource developme
researches the marketplace for potential idea
that can value-add

nt;

4

10.

Research partnering and evidence based
business development

Capability description: Identifies collahtive
research opportunities across multidisciplinar
teams and with key stakeholders; advocates
sponsors relevant proposals and projects

and
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Section C: Specialised Capabilities - VET Professials (Continued)

Specialised Capabilities
VET Professionals

Required

Level Required

Required

Required

Required

Level Required

11.

Advanced ICT skills and analysis

Capability description: Establishes system
processes for ongoing comparison and triallin
of a range of diverse technologies and respeg
information sources that can promote more
effective decision making

| 1. Not Required

ted

N1 2. Very Low Level

wW| 3. Moderately Low

| 4. Moderate Level

o1l 5. High Level

o| 6. Very High Level

~| 7. Extremely High

12.

Coaching and mentoring

Capability description: Relates sensitive

staff and works through agreed processes to
build trust and confidence; models expertise i
practice or through conversation; observes,
analyses and reflects upon professional pract
provides information and feedback;
demonstrates good questioning skills; listens
actively

ce;

Section C: Specialised Capabilities - VET Professials (Continued)

2. If you have any other comments about the specthlispabilities that are required by staff who watlSBIT
in your role or related roles as a VET Professipplglase provide them below. For example, whatrothe
specialised capabilities for those in your role glidi expect to see mentioned, but they were n@&seltake

care to avoid specific situations or names that ieawtify you.
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Section D: Specialised Capabilities - VET Practitiner Capabilities

1. These capabilities may be relevant to your rolas educator.Please rate each of the following on the 1-7
scale based on the level required for your rolesrefi is ‘not required’ through to 7 which indicatbat an
‘extremely high level is required’.

Specialised Capabilities
VET Practitioners

Level Required
Level Required

Required
Required
Required
Required

| 1. Not Required

N1 2. Very Low Level
wW| 3. Moderately Low
&| 4. Moderate Level
o1l 5. High Level

o| 6. Very High Level
~| 7. Extremely High

Learner/client focus

Capability description: Able to tailor teaching,
learning and assessment to suit individual
learning styles, learner needs and workplace
contexts; promotes and supports self-directed
learning

Pedagogical expertise (blended and multimode)1l 2 3 4 5 6 7

Capability description: Able to apply a wide
range of up to date adult learning theories and
methods including project work, self-directed
learning, workplace learning, mentoring and
coaching

Industry/technical currency 1 2 3 4 5 6 7

Capability description: Demonstrates up to date
industry knowledge; undertakes annual return to
industry or the workplace; maintains industry
networks and attends industry professional
development

Communication skills 1 2 3 4 5 6 7

Capability description: Builds positive and
productive relationships with learners;
encourages respectful discussion and debate;|uses
diverse opportunities and methods to
communicate with learners; timely feedback is
provided on assessment

Instructional design skills 1 2 3 4 5 6 7

Capability description: Able to develop training
programs and a wide variety of
assessment/recognition tools, resources and
support materials to meet diverse learner and
workplace needs and quality standards

26



Section D: Specialised Capabilities - VET Practitiner Capabilities (Continued)

Specialised Capabilities
VET Practitioners

Required

Level Required

Required

Required

Required

Level Required

Educational technology skills

Capability description: Demonstrates knowledge

=l 1. Not Required

and expertise in using current and emerging ICT;

embeds ICT effectively in teaching, learning and

assessment; is knowledgeable of the potential
ICT to manage flexible delivery

of

N1 2. Very Low Level

wW| 3. Moderately Low

| 4. Moderate Level

o1l 5. High Level

o| 6. Very High Level

~| 7. Extremely High

Flexible, adaptive and creative teaching and
learning

Capability description: Able to engage, motivate

and inspire learners by designing relevant,

challenging and stimulating learning experienges

and promotes critical thinking, reflection and
guestioning

Administration systems

Capability description: Shows knowledge of ar
ability to handle administrative tasks associate

with student attendance, progress and enrolmen
status within designated timeframes; has a gopd
working knowledge of student support services

Ability to coach/mentor others

Capability description: Passionately believes in
helping others to achieve and develop;
participates in forums such as networks and
communities of practice to share learning;
supports the team'’s new, part-time and casual
staff

10.

Planning and budgeting

Capability description: Has a good knowledge |of

and/or contributes to work unit budgets and
resource planning
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Specialised Capabilities
VET Practitioners
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11. Planning and future focus — business acumen| 1 2 3 4 5 6 7

Capability description: Uses industry and
professional networks and research to access
information and to identify new initiatives,
innovative products or services; supports new
training initiatives; contributes to ongoing
improvement of tools and frameworks of
educational practice

2. If you have any other comments about the specthtispabilities that are required by staff who watlSBIT

in your role or related roles as a VET Practitignglease provide them below. For example, whatrothe
specialised capabilities for those in your role gidi expect to see mentioned, but they were naasel take
care to avoid specific situations or names that ieawtify you.
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Section E: Specialised Capabilities - VET Administation

1. These capabilities may be relevant to your rolas administration or support personnel. Please rate each
of the following on the 1-7 scale based on thellexquired for your role, where 1 is ‘not requirediough to 7
which indicates that an ‘extremely high level iquied’.

Specialised Capabilities
VET Administration

Level Required
Level Required

Required
Required
Required

1. Not Required
2. Very Low Level
Required

3. Moderately Low
4. Moderate Level
6. Very High Level
7. Extremely High

5. High Level

=
N
w
N
ol
o
~

Business communication skills

Capability description: Organises and presents
information and concepts in a clear manner;
liaises and communicates to a level that suits the

needs of their audience; demonstrates appropyiate
emotional responses in a variety of situations;
selects the most appropriate medium and format
to communicate effectively and efficiently

Learner and teacher support 1 2 3 4 5 6 7

Capability description: Manages systems,
equipment and resources that assist learners; [able
to work cooperatively with other staff to

accomplish joint tasks and common priorities

Value add to the business auakitive attitude 1 2 3 4 5 6 7

Capability description: Produces goods and
services in a responsive manner even when time
targets and priorities are difficult; consistently
meets the standards and expectations of internal
and external customers/clients; builds positive
working relationships

Entrepreneurial skills 1 2 3 4 5 6 7

Capability description: Comfortably handles rigk
and uncertainty; effectively copes with change
makes good business decisions based upon a
mixture of analysis, experience, judgement and
knowledge of resources; able to attend to a
diverse range of activities; is flexible and
adaptive
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Section E: Specialised Capabilities - VET Administation (Continued)

Specialised Capabilities
VET Administration

1. Not Required

2. Very Low Level
Required

3. Moderately Low
Level Required

4. Moderate Level

Required

5. High Level
Required

6. Very High Level

Required

7. Extremely High

Level Required

Designing and maintaining business systems

Capability description: Understands the nature

of

[N

business systems; able to apply a range business

improvement processes to adapt current

administrative systems to meet the requirements

of new IT, audit and related systems; monitors

the efficiency and effectiveness of the Institutels

business systems

N

w

(6]

»

~

Coordination of services and resources

Capability description: Sets objectives, goals and

priorities; breaks down work into the process
steps; develops schedules and plans for task
completion; assigns tasks to staff; anticipates
problems and adjusts accordingly; coordinates
and uses resources efficiently and effectively;
values time; measures and evaluates results
against performance and quality standards

Change leadership

Capability description: Models and inspires
alignment of vision, values and behaviours;
understands the various roles that teams and
individuals must play in leading change

Knowledge sharing

Capability description: Mutually exchanges
knowledge and jointly creates new knowledge
increase the achievement of individual and
organisational goals and priorities

[0

Information and communication and
technologies (ICT) skills

Capability description: Has knowledge and can
use advanced systems to achieve business
requirements and to manage student
administration
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Specialised Capabilities
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10. Coaching and mentoring 1 2 3 4 5 6 7

Capability description: builds trust, open and
transparent relationships; clarifies roles and
expectations; promotes a culture of aligning
personal outcomes with organisational goals and
priorities; celebrates effort and success; provides
constructive feedback; promotes on-going
reflection and encourages new ways of thinking

2. If you have any other comments about the specthtapabilities that are required by staff who watlSBIT
in your role or related roles as a VET PractitioAgiministration, please provide them below. Forraegée,
what other specialised capabilities for those inrymle did you expect to see mentioned, but theyewot?
Please take care to avoid specific situations orasathat may identify you.
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Section F: About You
This part of the survey is aimed at providing imfiation to help us answer some important questiSB$T
recognises the diversity and different needs ofpfsoFor example, information on your gender, agd a
faculty/unit will help us design and implement amgwehensive capability framework that is relevand a
meaningful to all staff and is responsive to buséneeeds. It will also help us to determine theeggntedness
of the sample that replied to this survey.

Once again, we are completely committed to pratgctiour privacy and respect the confidentialitytiois
information.

Please mark ONLY ONE response for each of the folleing questions:

1. What is your gender?

o Female o Male

2. To which age group do you belong?

o Up to 29 years of age o 40 — 49 years of age o 60 — 69 years of age

o 30 — 39 years of age o 50 — 59 years of age o Over 70 years of age

3. In which faculty/unit are you employed?

o Business and Community Education o Health Sciences Faculty o Design, Arts and Hospitality Faculty
Faculty

o Strategy and Governance o Product Innovation o Corporate Services
o Market and Business Development o Other (Please specify)

4. What is your current employment status?

o Casual o Institute contract
o Permanent o Other (Please specify)
o Fixed term

Section G: Other Comments

1. If you have any other comments about the core eciafised capabilities or the capability framework
project, please provide them below. Please taketoaavoid specific situations or names that mawytidy
you.
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Figure 2

Appendix C

Core Capabilities - % Values High Level Required toExtremely High Level Required

Quality

Ethics and values

Business acume

Information and communication and technologies {I€Kills

Continuous self-directed learning

Teamwork

Innovation and creativity

Personal management of chang

Respect for diversity and valuing differenc

Knowledge of SBIT's scope of business and orgaivisat awareness

Collaboration

Communication skills

Knowledge of the training syste

Self managemen

Customer/client focus

18% | 7%

= Not Required
= Very Low Level Required
= Moderately Low Level Required
® Moderate Level Required
® High Level Required
Very High Level Required
= Extremely High Level Required
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Figure 3

Appendix D

Coaching and mentoring

Advanced ICT skills and analysis|

Research partnering and evidence bas
business development

Managing creativity, innovation &
intelligence

Financial managemen

Personal attributes and skills

Partnership and relationshif
management

Performance manageme

Leadership of individuals and teal

Corporate vision and directio

Leading and managing chang

Strategic thinking and planning

VET Professional Capabilities - % Values High Level Rquired to Extremely High Level Required

an o

B Not Required
= Very Low Level Required
= Moderately Low Level Required
® Moderate Level Required
® High Level Required
Very High Level Required
= Extremely High Level Required
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Figure 4

VET Practitioner Capabilities - % Values High Level Required to Extremely High Level Required

Planning and future focus

Planning and budgeting

Ability to coach/mentor others

Administration systems

Flexible, adaptive and creative teaching a
learning

Educational technology skills

Instructional design skills

Communication skills

Industry/technical currenc

Pedagogical expertise

Learner/client focus

w880
we e

= Not Required
=Very Low Level Required
®Moderately Low Level Required
®Moderate Level Required
m High Level Required

Very High Level Required
= Extremely High Level Required

Appendix E
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Figure 5

VET Administration Capabilities - % Values High Level Required to Extremely High Level Required

Coaching and mentoring 28%

Information and communication ang
technologies (ICT) skills

N
@
X

Knowledge sharing 34%

N
N
S

Change leadership

Coordination of services and resourc 31%

N
N
X

Designing and maintaining business syste

Entrepreneurial skills 28% _

Value add to the business and positi
Learner and teacher suppo 28% _
Business communication skills| 35% _

® Not Required
" Very Low Level Required
® Moderately Low Level Required
= Moderate Level Required
u High Level Required
Very High Level Required
u Extremely High Level Required

Appendix F
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Core Capabilities

Appendix G

Item

Not
Required

1.

Very Low
Level

2.

Required

Moderatel

y Low
level

Required

Moderate
Level

4.

Required

High
Level

5.

Required

Very High
Level

6.

Required

Extremel
y High
Level

7.

Required

Mean

Std.
Deviation

=S

(n)

(n)

%

)
S5
—

O\O

(n)

%

(n)

%

(n)

%

e
=}
—

(m)

1. Customer/client focus

Capability description: Is committed to understanding and meeting
the expectations and requirements of internal and external
customers

2. Self management

Capability description: Takes responsibility for own actions;
organises own workload to achieve outcomes
3. Knowledge of the training system

Capability description: Demonstrates a sound understanding of
the VET sector; applies this knowledge to provide appropriate
solutions to meet external and internal customer needs

4.  Communication skills

Capability description: Conveys information (written and verbal)
clearly and respectfully, listens effectively; demonstrates
appropriate levels of literacy and numeracy

5. Collaboration

Capability description: Works cooperatively to achieve common

objectives; builds positive working relationships

6. Knowledge of SBIT's scope of business and
organisational awareness

Capability description: Understands SBIT's business, customer
and market goals, and applies resources to meet those goals
7. Respect for diversity and valuing difference

Capability description: Supports equal and fair treatment and
opportunity for all
8. Personal management of change

Capability description: Responds flexibility to change; takes
responsibility for implementing changes relevant to work role

=

@

©

)

©

©)

@

©

©

0.5

@

(@)

(@)

@

(©)

®)

(©)

©

()

4

@)

©

(©)

@)

4

(6)

S

18

24

10

(16)

(25)

(65)

(19)

(25)

(88)

(29)

(40)

18

28

35

18

28

31

23

37

(67)

(102)

(128)

(67)

(102)

(113)

(84)

(134)

32

35

27

37

36

26

30

31

(116)

(130)

(100)

(134)

(133)

(96)

(109)

(114)

44

28

16

40

28

15

38

20

(160)

(104)

(59)

(145)

(104)

(56)

(138)

(73)

6.08

5.81

5.29

6.08

5.83

5.22

5.92

5.56

1.05

0.99

1.18

0.93

0.96

1.16

1.08

0.98
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Core Capabilities - Continued
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% (n) % (n) % (n) % (n) % (n) % (n) % (n) (m) Sd.
9. Innovation and creativity 0 0) 1 (6) 3 (12) 18 (61) 36 (132) 26 97) 16 (59) 5.30 1.13
Capability description: Thinks outside the box; generates new
ideas; open to new ways of improving workplace practices
10. Teamwork 1 2) 1 2) 1 5) 5 (22) 25 (93) 37 (134) 30 (109) 5.83 1.05
Capability description: Shares information; able to work
cooperatively with others to achieve team goals; solves problems
through consultation with others in team
11. Continuous self-directed learning 1 3) 1 3) 1 3) 18 (70) 39 (142) 26 (96) 14 (50) 5.27 1.07
Capability description: Identifies their personal learning needs on
an ongoing basis; applies this learning to meet personal and
organisational objectives and priorities
12. Information and communication and technologies (ICT) 1 ) 0 (0) 2 (@) 17 (64) 42 (154) 25 (92) 13 47 5.25 1.04
skills
Capability description: Applies information technology as a tool to
work more effectively, and can access and manage information
effectively
13. Business acumen 2 8) 3 (10) 5 (20) 37 (131) 32 (119) 14 (53) 7 (26) 4.65 1.21
Capability description: Understands the nature of Institute funding;
has knowledge of the business unit's budget; strives to achieve
high quality services with efficient use of the resources available
14. Ethics and values 1 4) 0 0) 1 (5) 15 (53) 32 (117) 28 (104) 23 (84) 5.52 1.13
Capability description: Adheres to SBIT’s core values:
collaboration, innovation, accountability
15. Quality 1 3) 1 3) 1 3) 7 (30) 30 (111) 35 (127) 25 (90) 5.68 1.06

Capability description: Sets personal standards of excellence and
continuous improvement, and adheres to SBIT's quality
assurance (QA) standards
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VET Professional Capabilities (Specialised/Strategi  ¢)
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% (n) % (n) % (N % (n) % (n) % (n) % (n) (m) .
1. Strategic thinking and planning 0 (0) 0 0) 4 2) 9 (5) 32 a7) 40 (21) 15 (8) 5.52 0.99
Capability description: Analyses the various positions the Institute
can adopt in response to various political, economic, social and
market environments, and applies various resources to achieve
targeted strategic priorities
2. Leading and managing change 0 0) 0 (0) 0 (0) 8 (5) 25 (23) 42 (22) 25 (13) 5.81 0.92
Capability description: Undertakes a lead role in planning, leading
and managing, and communicating significant change across the
Institute; as a change leader
3. Corporate vision and direction 0 0) 0 (0) 0 (0) 15 (8) 28 (15) 38 (20) 19 (10) 5.60 0.96
Capability description: Communicates a compelling and inspired
vision or sense of core purpose; demonstrates entrepreneurial
attitudes that drives the achievement of the Institute’s strategic
and commercial aims and educational priorities, and effectively
communicates this to colleagues
4. Leadership of individuals and teams 0 0) 0 (0) 0 (0) 4 2) 20 (11) 36 (29) 40 (21) 6.11 0.86
Capability description: Supports individuals to determine and to
understand their role, responsibilities and strengths; identifies and
fosters team work, guides teams to achieve common goals, and
inspires strong morale and team spirit
5. Performance management 0 0) 0 (0) 0 (0) 9 (5) 34 (18) 34 (18) 23 (12) 5.69 0.93

Capability description: Adopts a balanced view of organisational
performance that applies measurement around customer/client
satisfaction, staff satisfaction, financial performance and
innovation
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VET Professional Capabilities (Specialised/Strategi

¢) — Continued
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6. Partnership and relationship management 0 (0) 0 (0) 0 (0) 8 4) 26 (24) 43 (23) 23 (12) 5.81 0.87
Capability description: Manages partnerships and relationships
within and outside SBIT to achieve the best outcomes for
educational and service delivery
7. Personal attributes and skills 0 0) 0 0) 0 0) 4 2) 17 9) 47 (25) 32 @a7) 6.07 0.80
Capability description: Is positive, respectful, approachable and
consultative; has a sense of humour, is committed to ongoing
professional renewal; serves as a role model around the
alignment of vision, values and behaviours
8. Financial management 4 2 2 Q) 2 Q) 21 (11) 36 (29) 26 (14) 9 5) 5.00 1.31
Capability description: Employs financial management systems to
make shorter term operational and longer term strategic
decisions; exhibits responsiveness and keenness of insight in
operating a financially profitable educational business
9. Managing creativity, innovation & intelligence 0 0) 0 0) 0 0) 13 ) 17 9) 51 27) 19 (10) 5.75 0.91
Capability description: Develops processes to share, acquire,
protect, create, rejuvenate and store knowledge; supports,
encourages and manages innovation and resource development;
researches the marketplace for potential ideas that can value-add
10. Research partnering and evidence based business 2 Q) 0 (0) 0 (0) 21 (11) 34 (18) 28 (15) 15 8) 5.30 1.15

development

Capability description: Identifies collaborative research
opportunities across multidisciplinary teams and with key
stakeholders; advocates and sponsors relevant proposals and
projects




VET Professional Capabilities (Specialised/Strategi

¢) — Continued
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11. Advanced ICT skills and analysis 2 1) 0 (0) 6 3) 26 (24) 40 (21) 21 (11) 6 ?3) 4.86 1.11

Capability description: Establishes systemic processes for

ongoing comparison and trialling of a range of diverse

technologies and respected information sources that can promote

more effective decision making

12. Coaching and mentoring 0 0) 0 (0) 2 Q) 2 Q) 28 (15) 32 17) 36 (19) 5.98 0.95

Capability description: Relates sensitively to staff and works
through agreed processes to build trust and confidence; models
expertise in practice or through conversation; observes, analyses
and reflects upon professional practice; provides information and
feedback; demonstrates good guestioning sKills; listens actively
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VET Practitioner Capabilities (Specialised/Strategi

<)

Iltem

Not Required

1.

Very Low Level

Required

2.

Moderately Low
level Required

Moderate Level

Required

4.

High Level
Required

5.

Very High Level

Required

6.

Extremely High
Level Required

7.

Mean

Std. Deviation

O\O

(n)

%

(n)

%

()

X

(n)

X

(n)

X

(n)

X

(n)

(m)

1. Learner/client focus

Capability description: Able to tailor teaching, learning and
assessment to suit individual learning styles, learner needs and
workplace contexts; promotes and supports self-directed learning
2. Pedagogical expertise (blended and multimode)

Capability description: Able to apply a wide range of up to date
adult learning theories and methods including project work, self-
directed learning, workplace learning, mentoring and coaching
3. Industry/technical currency

Capability description: Demonstrates up to date industry
knowledge; undertakes annual return to industry or the workplace;
maintains industry networks and attends industry professional
development

4. Communication skills

Capability description: Builds positive and productive relationships
with learners; encourages respectful discussion and debate; uses
diverse opportunities and methods to communicate with learners;

timely feedback is provided on assessment

5. Instructional design skills

Capability description: Able to develop training programs and a
wide variety of assessment/recognition tools, resources and
support materials to meet diverse learner and workplace needs
and quality standards

6. Educational technology skills

Capability description: Demonstrates knowledge and expertise in
using current and emerging ICT; embeds ICT effectively in
teaching, learning and assessment; is knowledgeable of the
potential of ICT to manage flexible delivery
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(29)

(33)
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42

30

41

44

32

(61)

(52)

@7

(61

(54)

39

w
w

24

20

32

17

12

(40)

30

(25

39)

21

(16)

6.01

5.82

5.52

6.00

5.67

5.32

0.91

0.95

1.06

0.91

0.88

1.02
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VET Practitioner Capabilities (Specialised/Strategi

¢) — Continued
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7. Flexible, adaptive and creative teaching and lea  rning 0 0) 1 Q) 0 0) 6 (@) 28 (34) 40 (49) 26 (32) 5.83 0.93
Capability description: Able to engage, motivate and inspire
learners by designing relevant, challenging and stimulating
learning experiences and promotes critical thinking, reflection and
questioning
8. Administration systems 1 Q) 0 0) 4 (5) 23 (28) 44 (54) 20 (25) 8 (10) 5.02 1.02
Capability description: Shows knowledge of and ability to handle
administrative tasks associated with student attendance, progress
and enrolment status within designated timeframes; has a good
working knowledge of student support services
9.  Ability to coach/mentor others 1 Q) 0 (0) 0 (0) 11 (24) 41 (51) 32 (39) 15 (18) 5.46 0.96
Capability description: Passionately believes in helping others to
achieve and develop; participates in forums such as networks and
communities of practice to share learning; supports the team'’s
new, part-time and casual staff
10. Planning and budgeting 1 Q) 3 (4) 8 (10) 48 (59) 28 (34) 4 (5) 8 (10) 4.43 1.13
Capability description: Has a good knowledge of and/or
contributes to work unit budgets and resource planning
11. Planning and future focus — business acumen 1 Q) 1 Q) 6 (@) 20 (25) 37 (46) 26 (32) 9 (11) 5.06 1.12

Capability description: Uses industry and professional networks
and research to access information and to identify new initiatives,
innovative products or services; supports new training initiatives;
contributes to ongoing improvement of tools and frameworks of
educational practice
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VET Administration Capabilities (Specialised/Strate  gic)

Item

Moderate Level
Very High Level
Required

Extremely High
Level Required

Not Required
Very Low Level
Required
Moderately Low
level Required
Required

High Level
Required

Std. Deviation

Mean
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6
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1. Business communication skills 1 1) 1 1) 4 (5) 9 (29) (67) 27 (51) 5.69 1.12

(47)
Capability description: Organises and presents information and

concepts in a clear manner; liaises and communicates to a level

that suits the needs of their audience; demonstrates appropriate

emotional responses in a variety of situations; selects the most

appropriate medium and format to communicate effectively and

efficiently

2. Learner and teacher support 6 (12) 4 (8) 5 ) 13 (24) 29 (55) 28 (53) 16 (30) 4.99 1.61

Capability description: Manages systems, equipment and

resources that assist learners; able to work cooperatively with

other staff to accomplish joint tasks and common priorities

3. Value add to the business and positive attitude 2 ) 1 Q) 2 3) 7 (23) 26 (50) 37 (71) 26 (50) 5.71 1.15

Capability description: Produces goods and services in a

responsive manner even when time targets and priorities are

difficult; consistently meets the standards and expectations of

internal and external customers/clients; builds positive working

relationships

4.  Entrepreneurial skills 1 2) 4 (8) 2 3) 24 (45) 25 (47) 28 (54) 17 (32) 5.18 1.33

Capability description: Comfortably handles risk and uncertainty;

effectively copes with change; makes good business decisions

based upon a mixture of analysis, experience, judgement and

knowledge of resources; able to attend to a diverse range of

activities; is flexible and adaptive

5. Designing and maintaining business systems 4 (8) 3 (6) 7 (14) 22 (42) 32 (62) 22 (40) 10 (29) 4.78 1.42

Capability description: Understands the nature of business
systems; able to apply a range business improvement processes
to adapt current administrative systems to meet the requirements
of new IT, audit and related systems; monitors the efficiency and
effectiveness of the Institute’s business systems




VET Administration Capabilities (Specialised/Strate

gic) — Continued
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6. Coordination of services and resources 3 (5) 2 3) 4 (8) 15 (28) 26 (50) 31 (60) 19 37) 5.31 1.36
Capability description: Sets objectives, goals and priorities; breaks
down work into the process steps; develops schedules and plans
for task completion; assigns tasks to staff; anticipates problems
and adjusts accordingly; coordinates and uses resources
efficiently and effectively; values time; measures and evaluates
results against performance and quality standards
7. Change leadership 2 (4) 2 (@) 7 (4) 21 (40) 31 (60) 27 (51) 10 (18) 495  1.29
Capability description: Models and inspires alignment of vision,
values and behaviours; understands the various roles that teams
and individuals must play in leading change
8. Knowledge sharing 1 1) 1 1) 3 (6) 13 (24) 30 (58) 34 (65) 18 (35) 546  1.13
Capability description: Mutually exchanges knowledge and jointly
creates new knowledge to increase the achievement of individual
and organisational goals and priorities
9. Information and communication and technologies (ICT) 4 7) 1 Q) 5 9) 21 (40) 37 (70) 23 (43) 11 (21) 4.97 1.30
skills
Capability description: Has knowledge and can use advanced
systems to achieve business requirements and to manage
student administration
10. Coaching and mentoring 2 ) 2 ) 5 9) 17 (33) 34 (64) 28 (53) 13 (25) 5.14 1.27

Capability description: builds trust, open and transparent
relationships; clarifies roles and expectations; promotes a culture
of aligning personal outcomes with organisational goals and
priorities; celebrates effort and success; provides constructive
feedback; promotes on-going reflection and encourages new
ways of thinking
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Appendix H

Capability Framework

Core Capabilities

» Customer/client focus (Institute Value —
Collaboration)

* Communication skills .

* Collaboration and Teamwork (Institute
Value — Collaboration)

* Learning and Self Management (Institute
Value — Accountability)

* Quality (Institute Value — Accountability) e

Personal Management of Change
(Institute Value — Accountability)

Ethics and Values

Information, Communication and
Technologies (ICT)

Innovation and Creativity (Institute Value
— Innovation)

Business Acumen (Institute Value —
Innovation)

Specialised/Strategic Capabilities - VET Professial

» Leadership of individuals and teams .

» Personal attributes and skills .
» Coaching and mentoring .
» Leading and managing Change .
» Partnership and Relationship .

Management, and Evidence Based
Business Development

* Managing Creativity, Innovation and
Intelligence

Performance Management
Corporate Vision and Direction
Strategic Thinking and Planning
Financial Management
Advanced ICT Skills and Analysis

Specialised/Strategic - VET Practitioner Capabilites

Learner/Client Focus .
e Communication Skills .
Flexible, Adaptive and Creative Teaching
and Learning

» Pedagogical Expertise (Blended and .

Multimode)

 Instructional Design Skills .
* Industry/Technical Currency

Ability to Coach/Mentor Others
Educational Technology Skills

Planning and Future Focus — (Business
Acumen)

Administrative Systems

Planning and Budgeting

Specialised/Strategic - VET Administration Capabilties

Value Add to the Business aRdsitive .
Attitude
Coordination of Services and Resources

Entrepreneurial Skills .

» Coaching and Mentoring .

Change Leadership
Learner and Teacher Support

Information, Communication and
Technologies (ICT)

Designing and Maintaining Business
Systems
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