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Abstract

There has been a strong research focus in recard ga the changing role of VET
practitioners (e.g. Harris, Simmons & Clayton 200Btchell 2008) and the need for
new leadership qualities at various managementdene/ET (e.g. Callan, Mitchell,
Clayton & Smith 2008, Mulcahy 2004). This paperaip on a research study which
focuses on the head teacher role in TAFE NSW. Buswiesearch has suggested that
head teachers, known sometimes as ‘frontline masageccupy a key role as
‘discourse brokers’ at the interface between mamage: and pedagogy (Black 2005)
and that their educational leadership role is tieread by the increased volume of
routine administration they are required to undertgRice 2005). This paper
represents the voices of a state-wide cohort afatihead teachers in TAFE NSW
Institutes on their changing work role. 109 headchers responded to an email
survey questionnaire featuring open and closedtiquss Questions focused on how
their role has changed in recent years, their sl job satisfaction, and their
comments on a wide range of head teacher issueseTimcluded their: changed
responsibilities, use of electronic systems, oVevakkload, degree of autonomy in
their work, professional development needs, levélsupport from other TAFE staff,
and how they think their work role can be improvddhe survey findings have
implications for current debates over the most atiffe role for head teachers in
TAFE NSW. In particular, they suggest there is sigant tension between the
routine administrative workload involved in trying ensure audit compliance and the
current demands for head teachers to be educatieaaers, innovative and

commercially enterprising.
Introduction
This paper is drawn from a recent research repothe perspectives or ‘voices’ of

head teachers in TAFE NSW (Black 2009) which exasiwhat head teachers think

about their work role in light of the current charggVET practitioner climate.



TAFE NSW is the country’s largest VET organisatiand almost every teaching
section in the many TAFE colleges spread acrossttite has a head teacher. Head
teachers ‘manage’ all aspects of the human, fihmaeid physical resources of their
sections, and they also ‘teach’ in their sectioBshours or 13 hours a week,
depending on their head teacher status (i.e. bamdand 2). While some researchers
refer to head teachers as ‘frontline managers’. (fgjcahy 2004, NCVER 2004),
they are nevertheless classified within TAFE NSWpa#g of the teaching service
with working conditions commensurate with full tineaching. At the outset of this
paper it should be stated that the author himsedflieen a substantive head teacher in
TAFE NSW for the past 16 years.

Head teachers are significant largely because tlceypy a key role located at the
interface of management and teaching. Previousarelsehas referred to them as
‘discourse brokers’, due to their dual role opem@twithin the discourses of both
management and teaching in TAFE (Black 2005). Thenymfull and part time
teachers in TAFE NSW are likely to gain knowleddmwa what's happening in
TAFE or be directly influenced in their engagemeithin TAFE by the head teacher
of their section. To some extent, therefore, hesthers are a ‘filter’ for teachers,
informing them of what they essentially need to Wwnabout the TAFE ‘system’.
Senior and middle management in TAFE NSW have ldttect communication with
teachers, except via the head teacher. As Mulc2d@4( p.195) points out in a study
of managers in VET, whereas senior managers compudicly to strategy, frontline
managers (i.e. head teachers) connect strateggfto s

Head teachers are necessarily expected to be ehalaeaders in their field and
they are selected for the position at least pdrdlyed on their educational leadership
gualities. The great majority of head teacherd@mer TAFE teachers, often having

taught in the TAFE system for many years.

Mulcahy (2003, p.57) suggests frontline managenmeritvhere the rubber hits the
road, as far as doing business is concerned”. €hnd teacher role is complex, and the
various elements of the role can be seen to foldwicahy’'s (2003, pp.7-8)

classification for frontline managers, that is, #itebroad leadership and management



roles of: financial management, administration apdrational management, strategic

management, people-centred management, conswtidggducational leadership.

To date, research on the role of head teachersits mited. Black (2005), in one
TAFE NSW Institute, indicated that for some headchers there is a degree of
resistance to elements of the new management dgeokmportantly for this paper,
Rice (2005), also focusing on one TAFE NSW Instifimdicated that the educational
leadership role of head teachers is being rediridiecause head teachers are
preoccupied instead with routine administration. rélaecent research provides
further indications that the educational leadership of head teachers is reduced in
effectiveness due to workload and other issues asclack of support and training
(Adams & Gamage 2008).

The changingrole of the VET practitioner

While on the one hand there is some evidence af teschers struggling to maintain
their educational leadership role due to the pressaf administrative work or other
workload issues, on the other hand, there are asewk expectations that head
teachers, as educational leaders, will take on itatities as the result of new
pressures for change. For more than a decade,hbke WET environment has been
and remains in the process of unparalleled charsgéh@ competitive forces of
globalisation take effect. This includes, for exdeppndustry taking a lead role in
defining skills standards through training packagée establishment of quality
standards (Australian Quality Training Frameworkhe introduction of new
technologies, and the increase in contestable fgn(NCVER 2004, p.2). Overall,
there has been a marked shift as public VET presideich as TAFE are being
oriented away from ‘education and training’ towartasiness and service’ (ibid).
Described another way, VET can be seen to be siftom being supply-driven to
demand-driven (Mitchell 2008, p.3).

How changes to the VET environment have affectadhters’ or practitioners’ work
(and hence head teachers’ work) is well documentidris, Simons and Clayton
(2005) for example, surveyed a range of VET priactdrs who in turn identified a

number of key changes in their work including: iirag packages, competition,



funding changes, technology, competency-basedrnaend flexible delivery. These
changes have required shifts in practitioners’ tsabbeliefs, values, skills and
knowledge, though interestingly, Chappell and Ja@mg2003) in earlier research
found that many VET practitioners retained theiomst) educational identities in the

face of these changes.

In the current VET environment there are strondscldr new VET practitioner
identities. The challenge, according to the TAFEWN8xecutive, is to change the
services offered by TAFE NSW and develop: diffenaais of working with industry
and communities, a more entrepreneurial culturej amore flexible ways of
delivering services (TAFE NSW 2007). According esearchers such as Mitchell
(2008, p.4), what is required is a new ‘advancedr \{factitioner’ who will have
attributes that represent, “a new hybrid mix of @dional and business thinking”.
This new practitioner, “looks outwards at markeed® and seeks to meet those
needs” (ibid), and the sorts of attributes requfadhis work include a new emphasis
on creativity, team work, workplace learning inchgl informal learning, and
innovation (Mitchell 2007, p.3). In relation to negement in VET, some researchers
refer to the need for a ‘transformational’ stylensdnagement leadership which they
claim has been embraced by VET providers (Callaitichdll, Clayton and Smith
2008, Mulcahy 2003). Clearly, these changes hay#ications for the educational
leadership required of head teachers in TAFE NSW.

On the basis of the current literature therefdre,vision for public VET providers is
fairly clear and TAFE NSW would claim with theircent Workforce Development
Guarantee that they are moving to enact this vi§Ié&xFE NSW 2008). Others would
claim that to date recognition and support in TAKE practitioners and their
professional development has been insufficient|(R@06, Simon 2007). Certainly, it
would appear to be time to re-consider the roléedd teachers in TAFE NSW and
currently a combined departmental/union review eing undertaken. The research
described in this paper aims to present the vidveslarge number of head teachers in
TAFE NSW on their role which may provide some ukeferspectives for

consideration in the review.



Resear ch method

A survey questionnaire was designed involving bolibsed and open questions.
Closed questions focused mainly on demographic @ata age, subject area, length
of service as head teacher) and two Likert itemdewsrls of satisfaction with their
work and the extent of change experienced in the Most questions were open-
ended and they encouraged head teachers to conomesgues such as their use of
electronic systems, workload, degree of autonomgasaof work neglected, support
from other staff, professional development andrippians in TAFE. They were also
asked to comment on how they thought their jobadda made more effective. There
were no limits placed on their responses; headchtracould write as little or as much
they wished.

The questionnaires were emailed to a very widegafidead teachers in all subject
areas in all TAFE NSW Institutes. Head teachersevessured of confidentiality and
they could either respond by email or mail theimpteted questionnaires back to the

researcher.

The survey questionnaires were distributed in eSdptember 2008 and responses
were collated and analysed from mid October 2008.

Findings and discussion

Head teacher profiles

109 head teachers returned questionnaires frormdrithe state. This is a substantial
number of head teachers and the demographic deeils provide are to a large
extent indicative of the profile of head teachewr§ AFE NSW generally. There were
respondents from every TAFE Institute in the stdteugh most were from the larger
Institutes such as Sydney and lllawarra. The te@cbections represented by the head

teachers covered the full range of vocational aagassubjects in TAFE.

There were slightly more female respondents thale if.&. 54% compared to 46%)
and those in the 50-59 year age group predomin&wi), followed by 40-49 years
(25%), 60 years plus (8%) and then 30-39 years .(3%g average period for holding



their head teacher position was eight years (odeblean 25 years in the position). In
total, they supervised close to 2000 full and piane teachers and hence this cohort
of respondents can be considered to representndicagt head teacher ‘voice’ in
TAFE NSW.

The extent and nature of change

Over 90% of head teachers considered there had‘beesiderable change’ in their

jobs in recent years. In particular, some respotsdewicated they are now “to be all

things to all”. One head teacher described thé# as “chief cook and bottle washer”,

suggesting they were involved not only in highereledecision-making, but also

much routine work. In relation to the latter, mpié aspects were mentioned. One
head teacher described their work as follows:

We now spend significantly more time in relation student admin/enrolment,
apprenticeship management with training plans, HRués like recruitment,
discipline, complaints, staff assistance, staffedgpment related to new teacher
induction and training and a learning plan for theilevelopment, CLAMS,

commercial course development, curriculum develogmeurse design, negotiating
individual training plans, financial management getthg, RPL targets, ASH targets,
volume of emails, course brochure development,niegrresource development,
AQTF audits, ITSE audits, ISO audits, internal &diCChecklists ...

Head teachers commented at length on, “just therstsmount of administration —
often tedious, unrewarding and boring administréti@nd it was further suggested
the head teacher was the “best paid clerk in tbeos®. One head teacher considered
that many of their administrative tasks “could elertaken by a trained junior clerk

or clerical support person” because they were itgpgeand systems-based.

Many head teachers wrote about the amount of thag now spend on the computer.
One head teacher stated, "l spend an ENORMOUSpary time now in front of the

screen, providing reports, rather than working wé#faff and students”. Others
claimed to spend 4 to 8 hours a day, “programmiagses for students, programming

classes for teachers, booking rooms, auditing psEse chasing workplace evidence,



answering emails, developing full training plang foew apprentices, ordering

resources .”.

Satisfaction and dissatisfaction with the job

Nearly 60% of respondents said they were eithesatisfied or very dissatisfied with
their head teacher work. This question however wablematic for some head
teachers because there were aspects of the joblikeely (loved even), but other
aspects which caused them problems. For exampéehead teacher commented, “I
like my job but it is very frustrating not to be tp of all that has to be achieved each
week. It is very hard to be pro-active when you stit trying to catch up with last
month’s work”. Similarly, another commented, “I Bvmy job but am frustrated

constantly by unrealistic expectations”.

Audit compliance

As suggested in some earlier comments, audit rep@nts were seen to have
increased considerably. One head teacher comméntede and more we operate for
auditors not students”. Most head teachers hadtd@eperience of having faced a
formal audit of various aspects of their work. Gisenmented, “After three audits in

about 18 months ... | told my auditor that he wasagomproblem in me getting my

work done”. Another stated, “I've had two auditsstigear, one an ISO audit. It was
conducted in the last teaching week which addednemes stress to an already

stressful time. The other was an NCVER”.

Part of the problem for head teachers was thenigelf powerlessness. As one head
teacher commented, “There is no way we can questi@i we are being audited on”.
Another said, “The ‘rules’ for auditing keep chamgji and we rarely get clear policy
advice. It's a reactive approach that puts the amushe head teacher rather than a
management supportive model”. But it wasn't juse tlack of control over the
auditing processes that concerned some head teacdh#ner, the ‘fear’ of audits
which resulted in increased stress and “extremeempapasing”. As another head
teacher commented, “Audits seem to drive what geeted of me ... | dread the day
when | face a ‘big’ audit because no matter hovdhavork, | know | am not meeting

all the audit requirements”.



Staffing issues

Responsibility for their staff is a traditional lieéeacher role but there have been
many changes recently that have added either to dtafing responsibility or their
workload. For example, head teachers now play andbrrole in undertaking
performance reviews of their full time staff, anartime staff without the Certificate
IV in Training and Assessment need to be formallyesvised. Many head teachers
commented on the frustrations and the time sperhstitute-wide recruitment. One
stated: “Cannot understand why we need to go thrat@ffing interviews as often as
we do. Recruitment is a LONG process and the diiyiblist only lasts for 6

months!!! Just stupid”.

New student groups — “we are an unpaid arm of Galimk”

Traditionally, many TAFE head teachers have hagaesibilities for working with
trainees under various apprenticeship systems landhave liaised with employers
and others as part of these systems. In more re@ams, however, other specific
student groups have been added often necessiteadyteachers to liaise and be part
of new organisational compliance procedures withegoment departments and other
agencies. Centrelink clients for example, have eased substantially in TAFE
courses in the past decade, and especially siceatréederal government welfare-to-
work policies. Head teachers are placed in a dilffiposition because they want to
look after the interests of their students butelation to Centrelink, this creates a lot
of extra work. One head teacher involved with a @mmwealth language and

literacy program (LLNP) stated:

We are an unpaid arm of Centrelink, forced to coajgein managing our students’
documentation and problems with Centrelink/Job pétwprovider so that they are
not pulled out of class by case managers or pushadpillar to post. This is a great

user of time and energy.

Centrelink students often have additional problemd disadvantages in their lives
requiring extra work from head teachers. One headher commented, “When they
do show up they don’t stay in classes because dfipteubarriers which are not

addressed such as transport, mental and othess|loaring duties etc”.



Commercial work

While specific questions did not target commeraeiivities, several head teachers
commented on the increased expectation that th#yemngage in more commercial

activities which takes considerable time, “approxiety 4 or 5 hours a week”

according to one head teacher. Another head teaochemented on the “paradox” for

him in trying to manage commercial work with higuéar head teacher duties:

One major area that was difficult for me to rectewias the paradox in the need for
me to be creative and innovative and the need déonptiance. The Institute is
extremely happy to support me if | am gaining conuiad dollars but does not

support me with release time to ensure all adnmatish tasks are met ...

Electronic systems

An almost universal grievance from the head teachess the increased use of
electronic systems which involved considerable timad caused immense
frustrations. These included some systems whicle wiate-wide such as (using their
acronyms): CLAMS (electronic rolls), eECs (the tearcpayment system), MEVI

(online enrolments), REMS (room bookings), CIDOrfmulum documents) and SIS
(student information). There were also many elestrgystems in use which differed

from Institute to Institute, especially budgetiogls.

Head teachers commented that these systems wern@admm their working lives.
One head teacher stated, “More than 80% of my t&mspent on electronic systems,
just to keep my head above water ...” Often the adaat systems took much longer
to use than the paper-based systems they repl&oedexample, a head teacher
commented, “it used to take me maybe 2 hours taté the paper-based rolls to
staff at the beginning of a semester. It now takesabout two days to set up the
CLAMS rolls”. Many head teachers perceived that shét to electronic systems
meant they were now undertaking routine work thas ywreviously undertaken by the
administrative staff in the colleges. One head heaccommented, “I was never
trained in records and data retrieval, | was tias an educator! ... If they gave
data-type work to people trained in it (that ig dffice folk) it may be done right”.



Other grievances with the increased use of eleictreystems included their lack of
integration, their inflexibility, and the sometimasdequate training and support in
their use. According to one head teacher's perg@ectThese have become
mechanisms of control. We spend all our time pgttilata information into these

programs so we can be banged around the headheitmalysis”.

Head teacher workload

The overwhelming majority of head teachers indiddtesir workload had increased
substantially in recent years. One typical commeas that, “My workload has

increased dramatically. It is impossible to keeptauplate”. While it may be easy to
dismiss as exaggerations some of the hours heatieiesasaid they worked each
week, so many of head teachers cited similar fggufigypically, one head teacher
stated, “Even though | work a 40 hour week | stdlnot get it all done. Over the top
unrealistic workload”. Another head teacher comrmaéntl work about 60 hours per
week minimum. | check emails every night and workaorange of things. | do the

same on weekends”.

There were examples of head teachers adoptingusafsurvival” measures to try to
manage their workload. One head teacher took on@eilaweek extended leave, “so
| can reduce my teaching load. | now feel | can tgbugh the mountain of
administrative work | need to do”. Another headctesx suggested the necessity to
“cut corners, stretch the rules, turn a blind egd have a blind eye turned to them

because everyone is just trying to keep the whaehéng”.

The overall result of the increased workload appé#o be an increase in stress and
work-related health problems. One head teacher st@@dhad been diagnosed with
depression last year and had been forced to “dewslys of setting more realistic
limits”. Some head teachers had become frustratddcgnical (“Systems have made
me like this — cynical and only complying when Ivhato”). One head teacher
described their workload being, “like a huge funméth an increasing inlet. The

spout is directed to the head teacher”.

10



Head teacher autonomy

Head teachers were asked about the degree of ayotiney felt they had in their
work. Autonomy refers to the independence headhtzacfeel they have over the
work they do. On this issue head teachers werédy favenly divided with many

feeling they had a fair degree of autonomy and nfaalng they did not. There were
some who felt that their autonomy was “the saviragg” of their role. Certainly head
teachers were seen to have some autonomy at aléoehl “in terms of the structure
of my working day and decisions regarding whichrses to offer and which staff to
employ”. But as another head teacher indicated|t‘is.a false autonomy — you think

that you have some control over your section bahénbig scheme you don't”.

To a large extent autonomy depended on the reldtiprthe head teacher had with
their line managers and this varied. In some cHseselationship was strained. One
head teacher commented, “The reality is we areeswily regulated and monitored
there is little real autonomy”. Another stated, “Basically, we are managed to
death”.

Important areas of head teacher work that are neglected

In light of the many recent changes to the workedd teachers, it was relevant to ask
if there were important areas of head teacher whak were now neglected. In their
responses, one word featured prominentBaching Time and time again head
teachers expressed the view that their adminig&ratble and their many hours in
front of a computer were undertaken at the expeh#igeir personal teaching role and
aspects of their educational leadership. One heacher commented, “I feel | am
letting down the students in my classes througk [Ecpreparation. If any teacher
working in the section did that (lack of preparajio would have to have a talk to

them to rectify the problem, but every head teadhierit is the norm”.

The teaching issues, however, extend beyond ingividead teachers lamenting over
their lack of time to prepare properly for theings$es. Head teachers stated they no
longer have the time to work with their staff asiegtional leaders. For example, one
head teacher commented, “Another big factor hetleasevery time | start a new part
time teacher | do not have the time to mentor/nooritem as they get settled in the

section”. There was also little time for head teashto interact with their own

11



teachers in a meaningful and productive way. Oraal lteacher said what was now
neglected was, “Meeting with staff ... really sittidgwn and having the time to think
things through and come up with a consolidated agugr”. The loss of this vitally

important relationship work (i.e. ‘social capitaljas not confined to relations with
teachers in their own section. Head teachers meedionot having enough time to
liaise with their colleagues and “networking witgeacies” in the local community
and in industry. The overall result was the losc@ativity and ideas that can be
generated.

Support by other TAFE staff

Head teachers were asked if they felt supportedthgr staff. By and large most
thought they were well supported by their own t@aglstaff and by administrative
staff, especially as the latter had often suffegede severe cuts to staff numbers.
Support from line management varied. From an ietesgnal level there were many
head teachers happy with the support providedihmre were also many who were
quite unhappy. Generally, a distinction was madevéen those line managers on
campus with whom head teachers worked with cloaaly often harmoniously, and
those who managed at a distance (for exampletutestievel managers referred to in
some Institutes as Business Line Managers [BLMYy. the latter group there was
often some harsh criticism. One head teacher conmdesimply, “MTL (local
Manager Teaching & Learning) good, BLM — Oh ded&imilarly, another head
teacher commented, “Local MTLs, yes, Business Iire,Business line has interest
only in the budget bottom line, nothing else. As@hte pre-occupation with ASH”.
Some comments on support from management were sgatbing. One head teacher
stated, “The Faculty Executive are demanding, resdpwand focused only on their

careers. Bullying and intimidation are on the iase

Professional development programs

Responses to professional development (PD) varggdat deal also. Not surprisingly
over the years head teachers had attended PD soamsa wide range of activities.

While many courses on technical aspects of usiegtrenic systems were considered
useful, one area universally acknowledged as taliinort was induction courses for
head teachers. Most head teachers experienceddootion to the job and simply

learnt ‘on-the-job’. Others benefited most from oeimg from other head teachers,
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which was usually informal, though not always. Omead teacher explained the
mentoring she received: “It was set up between hamolong standing Business
Services head teacher on campus who mentored fir@dly’ for 1 hour per week”.

Professional development also varied between ute§t One head teacher
commented, “I had NO professional development a&l Heacher in 3 years at the
now defunct Southern Sydney Institute. In my fysar or more in SWSI | had about
10 or more head teacher staff developments”. Heather forums in several
Institutes were mentioned by respondents as beingeéul way of expressing and
addressing head teacher professional developmexisnéack of time to attend PD

due to workload pressures were cited by many heschers.

How can the head teacher job be made more efféctive

Head teachers were asked if they could suggest wmawich the head teacher job
could be made more effective. With this questiogréhwas considerable consensus
with many (approximately eight in every ten) stgtthe need for what they termed
either clerical or administrative support. Everaihg for the current situation where
some sections received clerical support and ottiersiot, nevertheless, all wanted
more. One head teacher described the value of eéketing clerical support, stating,
“If I didn’t have a fantastic clerical officer | vubd be 6 feet under by now”. Several
head teachers said they needed a “dedicated symrsdn” or “direct” and “reliable”
clerical support by which they meant that they \wdrnheir own clerical support and
not someone shared by many other sections. As es teacher expressed it, clerical
support could do much of the routine administrati@asically, anything that will let
the head teacher and teachers do the job of map#lginsection and teaching in a

professional manner”.

Some head teachers suggested reducing the teacbimgonent of their work to
enable the administrative and compliance aspectsetandertaken. However, very
few head teachers wanted their teaching removededher; they saw their teaching

to be integral to the professional connection thag with their staff and students.

There were some bitter comments over the ‘bandsygtem, the annual review of
head teachers based on section hours, and the nwhlideachers, courses and

locations supervised which determines whether heachers remain classified either
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a Band 1 or a Band 2. There was the observationttimaugh being allocated a
reduced budget in the first place some head teaetere destined to be downgraded.

As one head teacher commented:

Head teachers should not be in a position wheng ¢iae lose their head teacher banding
based on things out of their control i.e. the budbey are allocated. Why are head teachers
reviewed annually and at risk of losing their jolvhich other permanent positions in TAFE

provide for a demotion based on criteria out ofdbetrol of the person in question?

Where to next for head teachers?

Head teachers were asked about their future cptaes. Bearing in mind the ages of
the head teachers (64% in the 50-59 year categmany teachers said they planned
staying in their current position, mainly becaulseytenjoyed their subject area and
the people they worked with. One said, “The positgnot just a job to me, it is ‘MY
CAREER’ and | LOVE my area of work, but mostly teidents .. Many other
head teachers, however, said they were stayinglootantly and primarily because
they had few other options prior to retirement. i€gfly, one head teacher said, “I am
planning on retirement at the end of 2009. If tiMasn’t the case then | would
seriously need to reconsider the future of my radehead teacher. If | had the
resources to do so then | would retire today”. @hganned to retire early, using up
extended leave and leave without pay. A few heathiers were looking for
advancement to the ranks of middle managementewdtiiers couldn’t wait to get
out. One stated, “I'll get out as soon as | canpdiiolly to private enterprise or

another government department. | feel this jobdeskilled me”.

Conclusions

The results of this survey on the views of headhees are disconcerting. Head
teachers are the frontline staff responsible fachéng in TAFE. They are the key
TAFE staff members who are expected to assume mrefegsional identities, to
become more entrepreneurial and creative in workiifigrently with industry and
communities as expressed in recent VET research Kitchell 2007, 2008) and
TAFE NSW executive documents (TAFE NSW 2007, 2008kir role is pivotal to
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the success of TAFE NSW. One respondent descrieed keachers as “the glue
between our customers and the TAFE organisationit \Bhat makes this study
disconcerting is the obvious discontent and poorateothat many head teachers
experience. Of course, this does not apply to edidhteachers, but the overall picture

resulting from this survey is one of strong disemtat various aspects of their role.

Chief amongst their grievances is the administeabverload and audit compliance
demands. Much of the role of the head teacherksntavith routine, systems-based
computer work undertaken partly out of the feameing audited. To some extent
head teachers consider this work de-skills thentl anthe very least, takes an
enormous amount of time and prevents them fromsioguon aspects of educational
leadership that are integral to the role. Currergljucational leadership, at least in
relation to working with other teachers and prowgdimentoring arrangements and
professional guidance, is limited due to the adstiative overload. These factors
were identified in research by Rice (2005) seveedrs ago and they have been
exacerbated since then. Not only do head teacketsah administrative burden and
the frustration of not being able to do the prafasal work they feel they should be

doing, this survey has indicated they are conceatetaking on new roles that could
be undertaken by others in TAFE (e.g. staffing es3uworking with problematic

student groups (e.g. Centrelink), being pressucethke on additional commercial

work, working with unwieldy electronic systems thae introduced often without

sufficient training and are largely not integrateahd experiencing lack of support
from other staff in TAFE and especially some linanagers. They are also unhappy
at a banding system that can see them demotedbfdget cuts) irrespective of their

personal efforts in their own sections.

There has been relatively little research to datéhe role of head teachers in TAFE
NSW and this study has begun the process by igerdifa number of key areas of
concern for head teachers which require furtherlagapon. This could include
guantitative research to substantiate numericaligesof the main trends indicated in
this study, and more in-depth, qualitative reseaochrobe beyond the more limited
survey responses afforded by this study.
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This study has indicated the realities of the hesther role as seen by the head
teachers themselves and they represent a majoortenken considered alongside the
rhetoric of change expressed in both the rese#sratire and corporate VET vision
statements. Current departmental reviews of treeabhead teachers need to take into
account and address these factors in working taamore professionally rewarding
and effective head teacher role that meets the cteqoens of ‘new VET
practitioners’.
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