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Abstract

Change is a constant and volatile feature of th& 8&ctor; in fact, it is ‘a sector that
needs saving through effective leadership’ (Ketlale 2005 p.6). In 2005, the role of
Lead Vocational Teacher (LVT) in TAFE Queenslandgweeated. In return for extra
pay, LVTs perform extra duties commensurate withirtbkills and experience. There
are currently 983 LVTs (DETA 2008) employed in TAERIeensland and as yet, the
role remains ill-defined.

The name Lead Vocational Teacher itself impliesléeship in teaching and in fact
teachers are expected to take a leading role imékelopment of product, business
partnerships and teaching and assessment pradilceh has been written on the
nature of leadership in the school and higher dthrtaectors. However, little is

known about teacher leadership in the VET sectaesfions remain as to ‘the place
of leadership in less exalted positions—in the feagoom” of educational change’

(Simkins 2005, p.16) and the influence exercisedlbgtaff, not solely senior leaders,
on the culture and direction of an organisationniby 2003, p.284). The lack of

substantive power exercised by teachers has mieainthiere is a paucity of research
into the role of teacher leadership, particulanlWET.

As the first stage of doctoral research, a serfidgsaus groups was held to explore the
way in which the LVT role is currently being depéay within various TAFE
Queensland institutes. Lead Vocational Teacherg \asked to discuss their current
duties and functions, teacher leadership in VET #mel potential of the Lead
Vocational Teacher role. This paper presents tineifgs of the research and
examines the role that LVTs can play in influencihg direction and development of
a TAFE organisation.

I ntroduction

In 2005, TAFE Queensland introduced a new categoty the scale of TAFE
Queensland VET teachers. The Lead Vocational Tegdhél) role was ostensibly
created to provide a career pathway for teachers lveldl reached the top of the pay
scale. In return for extra pay, LVTs have to takeeatra duties commensurate with
their skills and experience. The list provideddample duties was not exhaustive and
teachers were encouraged to negotiate duties thiggved to be appropriate. Many
guestions remain concerning the nature of the thkeeffectiveness of it meeting the
career development needs of high level teachershamdthis group can be more
effectively deployed to meet the needs of TAFE @g&d. Furthermore, it is yet to
be placed into any form of strategic organisationént, whether within its own
context or in relation to other existing leadersiules.

Lead Vocational Teachers (LVTs) in TAFE Queenslanthber 983 (1/9/2008 data
provided by Department of Education, Training amtsAQueensland). A breakdown
of data provided by DETA in September 2008 indisdke following detalil:
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Lead Vocational Teachers span the 35-65 age grodpee senior teachers in their
given fields. Over two thirds are in the 50-65 ggeup (n = 744).with just under half
are in the 55-65 age group (n=477). Under a thiedin the 35 — 50 age group (n =
239).

It is a role that has attracted much debate ats tourpose and usefulness. Anecdotal
evidence suggests that the role works more satisfycin some TAFE institutes than
others. However, a clearer definition of the rahel @uties of teacher leaders in VET
would be of value.

Literaturereview

Change is a constant and volatile feature of th@ g&ctor (Blom & Clayton 2002,
Mitchell, 2007). It has led to a need for leadgos{Mitchell, 2007), indeed it is ‘a
sector that needs saving through effective lead@rgkelly et al., 2005 p.6). The
label implies leadership in teaching and reseanchcates that VET teachers are
expected to take a leading role in the developrémroduct, business partnerships
and teaching and assessment practices. Much hasvirééen on leadership and
education in the school (Barth, 1999; Fullan, 190dtzenmeyer & Moller, 2001) and
higher education sectors (Schuster & Finkelste®)62 Bryman 2007). However,
little is known about teacher leadership in the \M€Etor. Of the research conducted
by Falk and Smith (2003), Foley and Conole (2008)/cahy (2003) and Callan
(2007) examining the leadership capabilities okthworking in the VET sector, only
Foley and Conole (2003) discuss the premise ofliteafrom any chair’ and provide
a generic leadership capability framework for allFE staff (in Victoria).

Teacher leadership has been described as a posfianfluence (Jameson &
MacNay, 2007; Katzenmeyer & Moller, 2001), an oppoity to sit with the grown
ups at the table (Barth, 1999). It can happen onirdormal or formal level
(Donaldson Jr, 2007) through the basis of congtigtt teaching methods,
characteristics that teachers can bring to leagerdlambert et al, 1996). While
teachers do not have substantive power, they ames required to show leadership
qualities, particularly where VET teachers oftenrkvavith external partners and do
indeed lead training and assessment initiativésdastry and the community.

In reviewing the consequences of the overhaul efftinther education sector in the
UK and its impact on leadership practices, SImK®805) asks: ‘What about the
place of leadership in less exalted positions—ia #ngine room’ of educational
change?’ (p.16). He defines three emerging rolasrdquire leadership:

* enhanced line roles managing and supervising staff
e project management roles
* networking roles for building partnerships (p.16).

However, the lack of substantive power has meattttiere is a paucity of research
into the role of teacher leadership in VET, instéaaising on leadership by managers
and the executive, for as Jameson and McNay (2000) point out the ultimate
responsibility for decision—making rests with thamager. On the other hand, ideas of
shared, distributed or collaborative leadershipehswfaced as leadership styles that
would suit the VET sector and demands of the kndgdeera, as ‘organizational
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teams, like human groups more generally, seldone hast one leader’ (Mehmt al.,
2006, p. 2).

Collaborative leadership, that is, consulting wsthff, creating a shared vision, joint

decision-making, the putting aside of personal dgento achieve a greater goal,
requires trust (Jameson, 2007). In addition, Peg084) posits a model combining

vertical and shared leadership as more suitabléhtoknowledge era. Put simply, he

suggests sharing the load will enhance creatinity the most qualified to deal with a

complex situation will rise to the occasion as el However, Pearce suggests that
the careful management of boundaries and the dewelot of leadership skills across

teams must be established.

Furthermore, the demand for innovation and the egéself-managed teams within
the VET context suggests the need for leadershilis sknd shared vision. The
development of which could best be supported byfitndings of Mans and Sims
(1989, cited in Pearce 2002, p 176) who describeddvelopment of self-leadership
skills which support the flatter management stmegtu characteristic of the
contemporary workplace. Moreover, Pearce (2004kslimnovation and shared
vision, finding that altruistic behaviours, team woand team strength were all
viewed as positively influenced through sharedonsiwhich ultimately makes the
achievement of innovation more likely, while Janme$d007) forges a link between
collaborative leadership such as communities ottma and innovative e-learning
projects that share knowledge, learning, teamwntkrasources.

One of the objectives of this research is to cbaote to an overall understanding of
teacher leadership in the VET sector and partiguthe role of the LVT. A study of
this must encompass the values, attitudes, bdisdisbehaviours that form the basis
of teacher identity.

Resear ch method

The first phase of this doctoral research was coteduthrough a series of focus
groups held at the end of 2009. A Queensland TAkdewroadcast attracted the
LVTs who volunteered to participate in the focusigr discussions. In all, while 80
people responded to the broadcast, approximatelye2d able to take part. This was
due mainly to time constraints, work pressures amither commitments.
Representatives participated from the followingtitnges: Gold Coast, Southbank,
Southern Queensland, Sunshine Coast, Tropical N8risbane North, Wide Bay,
Barrier Reef and Skills Tech Acacia Ridge.

The focus groups reviewed the way in which the LAgIE is currently being deployed
within various TAFE Queensland institutes (see Aulbe 1).

Findings and discussion

The haphazard nature of the introduction, impler@m, and ongoing review and
monitoring of the role of the LVT reflect the unkmo quality of teacher leadership in
TAFE Queensland. The teachers reported enormotieratites in the tasks, hours
and level of independence that operated withinrthe and also accordingly, varying
degrees of teacher satisfaction associated withp#nrmance of the role. They
stated a preference for a closer monitoring andemegular review of the role which
they felt would contribute to a more effective aadgeted utilisation of their skills,

knowledge and abilities. Furthermore, there islence that the LVT is a leadership
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role and examples are provided of shared and aérlgadership (Pearce 2004);
collaborative leadership (Jameson & McNay 2007);0jgmt management,
management and supervision (Simkins 2005); culinfalence and positive altruistic
behaviours. However, a point of contention for LVi§sthat the position and input
goes largely unrecognised and when measured in tand effort, largely

unremunerated.

It is a position of powerful influence (Jameson &Nay 2007) that does not rest on a
base of power and so, this can have a negativecinyglzen issues arise. Ultimately
the predominant forces governing the culture ofdiganisation, much to the disquiet
among teachers, is the bottom line. LVTs voicegr@wing concern that this was
more important than sound educational practices wadld affect their level of
commitment to their role. For the most part, it vetested that if teachers were to be
used to their fullest capacity to enable business/th and achievement of excellence
in education, the role of teacher leadership in EAfad to be recognised and more
thoughtfully implemented.

Introduction of the role

The introduction and implementation of the rolelw# LVT varied greatly across the
institutes. In some institutes it was automatic r feachers to take on extra
responsibilities in return for remuneration eqtabn extra hour per week over the
year, while in at least two institutes, the LVTs1cerned had to apply for the position
of LVT and in one case, the application had beamdked back’ twice. The role

could also be ‘handed back’, with some LVTs chogsiot to take on the extra duties.
In addition, there appeared to be an inequitabf@ementation of the role, with some
LVTs carrying a far greater load with more respbilisy than others.

Tasks and duties

The roles performed by Lead Vocational Teacherssacthe various institutes had
some similarities. Nearly half of the participats10) reported that their main LVT
tasks lay in course coordination which meant tlganisation of timetabling; liaising

with internal and external clients, such as Hedd&cbool, guidance officers, schools,
industry, local community agencies and universitiedealing with course

administration and monitoring courses for auditimgrposes to comply with the
demands of the Australian Quality Training Framdw@AQTF). Other jobs and

duties included:

e the induction and mentoring of e budget management (n=3)

new staff (n=5) » teacher representation and

« arrangement of student regularly liaison with TAFE
orientation and graduation management

+ arrangement of casual » course development (n=2)
replacement teachers « management of Recognition of

« liaison  with  universities Prior Learning (RPL)
regarding higher level « maintenance of online courses

qualifications . o
* teacher representation within

» student grievances and student communities of practice
counseling
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However, the amount of time allocated and spertherassigned duties varied greatly
across and within institutes from 1-2 hours to BOkburs per week dependent on
such factors as: size of the team, the number afd¥ithin a team and the level of
specialised knowledge associated with the course. tD content area specialisation,
in some cases the LVT had become the sole poinbmact and reference and dealt
with all incoming enquiries and administrative issu

The response to the question of whether the rokebeing used to the best advantage
of TAFE Queensland was mixed. Some teacher fejt Wwere being used well, while
other markedly disagreed. The main concern voicas iegarding the organisation of
the role. Teachers described it as beingawdoc and inequitable with not enough
standardisation, monitoring or review.

The role of the LVT might have been negotiated mlper of years earlier, and yet the
teachers concerned had not been given an opporttmiteview their duties. A
number of factors had led to an expansion of the obthe LVT that had not been
negotiated. These were:

» arapid growth in the international market ane itiflux of students
* A high level of staff turnover in some subjectame

The increase in student numbers and the high growtkrtain subject areas, such as
nursing and hospitality, have led to a dramaticrease in enquiries and
administration. Teachers reported that their coumsmbers had doubled or tripled
and as a result their LVT duties were largely taliprwith course coordination with
little or no time being spent on improving teachexgellence. However, as the role
has grown, the lack of regular review has meartt tdechers have been less able to
negotiate more time and less teaching under the system and yet, due to their
sense of professional commitment, feel unable tup dasks. These extra duties
remain uncompensated with time or money. Converské/lack of monitoring and
review also led to an inequitable situation amoe@chers, who expressed concern
that some colleagues put less effort into it.

The second factor sharply affecting the role of tNE is the skills shortage which
has resulted in the loss of teachers to more lwerandustries such as nursing,
construction and engineering. This turnover off $tas meant an increase in numbers
of casual teachers with a need for mentoring andagiag. Alternatively, less
mentoring has resulted in underprepared and sttess® teachers which again has
led to a high staff turnover and dissatisfied stusleln some areas, such as nursing,
the situation is more desperate where the averaggtH of stay is reportedly 5.5
months. Also, keenly experienced is the high tuenaf administrative staff, with
LVTs bemoaning the use of valuable time on the manedaspects of administration
and the repeated mentoring of new admin staff rs® administration processes,
‘How long have you had an admin person for longantsix months at a time?’. This
lack of consistency in admin staff has led, in saiteations, to a devolvement of
tasks to the teachers.

The blurring of lines between the roles of the L¥id Educational Managers or
administration staff to coordinate courses and ggses caused the greatest sense of
unease, particularly where the roles have slowlyobled and teachers have still been
required to teach a full teaching load. Furthermoresome institutes where the role
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of the Operations Manager had been removed, trexaagsions of the deficiency of

that position were being acutely felt. “You knovathif you do not do it the place falls

apart, in the team.” This may be a pragmatic respoto the marketisation of

education, however, the professional status othiegds weakened through this shift
in focus and is a dilemma faced internationallyeducation (Hargreaves 2000) and
felt deeply by some of the teachers.

The issue we are having at the moment is wholey afadministrators have

recently been redeployed, some 16 administratadsn@any of their functions

fall or double into the LVT functions....Time has b@ given to leaders to
create and energise people, to inspire them andhgevation and to create
better resources, to do clinical supervisions acheng and strategies, but
LVTs are just put under so much pressure becausg #re doing the

administrator’s role.

Clouding the role is the lack of substantive powecognition or training associated
with the position. As one teacher stated ‘I fekéli am just a nobody, | get called a
Team Leader, like someone that works in a callreeénThere is a sense of being
undervalued. Some LVTs reported that in some cdsadership qualities were not
recognised and solutions were not taken on boaosieder, others reported a sense
that they were permitted ‘free rein’ by an ins&tunanager who perhaps did not
understand their content area, until there waohbl@m and the issue of responsibility
arose. This situation reflects the vertical andrathdeadership model posited by
Pearce (2004) and the insightful suggestion thatnbaries have to be carefully
managed. Where in one particular situation, theeohixole was recognised and the
teacher permitted adequate time to perform theedwtiith a .5 teaching role and .5
management position, the teacher felt satisfieth wie balance and that their skills
were being used in the best possible way being @bigtilise their knowledge of
curriculum and teaching.

Teacher leadership

The teachers patrticipating in the focus groupsgisoasserted that there was need for
teacher leadership in TAFE Queensland, citing aberrof areas where they felt they

could be particularly effective. These includediuntion; mentoring and coaching of

new staff; business development; course coordinatimnagement and development;
acting as a conduit between management and teatdangs and the management of
AQTF and AVETMISS compliance.

Teacher leadership in TAFE Queensland, suffersrabeu of prohibitions, largely
because the leadership roles remain unofficial.steded by Jameson and McNay
(2007), there is a lack of substantive power assediwith teacher leadership. As one
participant stated, ‘unless it is defined, it ist sopported. You are allowed to go
ahead with it, but it is unofficial you feel a létin limbo as to how far you can go.
Like you are being watched and as long as it gtreghg it isn't a problem, but if it
goes wrong...”. It was stated that it dependedhenindividual institute manager as to
how supported the teacher was and if they trulyewtdod the nature of the
educational requirements.

With regard to formal induction and mentoring, anér stated that it was stopped in
the mid nineties. Teachers were not generally atixt official time to mentor. The
role continued in an unofficial capacity, but was hoc and that teachers ‘do it
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because you are professional, it's just what you Wotually across all institutes
there was a sense that a formal mentoring programdibe beneficial, not only to
secure the passing on of knowledge and skills iniratustry threatened with
‘knowledge loss’ (Clayton 2005), but also to pretvdre waste and stress associated
with a high staff turnover. However, to complemt#tgse needs, it was suggested that
LVTs should undergo leadership training. Due testaom and financial constraints,
few teachers are given the opportunity to atteathitng, but it was felt that LVTs
would benefit from leadership training and so tiee institutes.

To truly be enabled to take on a leadership rolas asserted that the knowledge of
education and the curriculum had to be acknowledged recognised, ‘It is an
important role that the organisation relies on a@ndhould be recognised’, and
‘Definitely a role for teacher leadership for newathers...it needs to be an
educational person with knowledge of education el curriculum.” However, as
one participant stated, the role of teacher le&geis recognised in their institute and
‘sometimes in most cases they are given a reduceklead. We realise the need for
teacher leadership.’ In contrast, it was state@dmy VT ‘professional people, that is,
the educators on the ground and their views, tr@iblem solving and their solution
capabilities are not valued. We provide solutionss. simply just not taken on board.
They want rationalisation, they want to save mormj, they employ administrators
and don’t want to listen to the educators... it'sitisg...’.

In tandem is the underutilisation of specialistiskparticularly in relation to business

development where a number of participants felt teéationships developed with

industry based on personal links and industry kedgé was not being supported or
exploited for the benefit of the institutes. Teashielt they were not being given the
opportunity to demonstrate teacher leadership isin@ss development. The

prevailing wisdom appeared to prefer teachersenctassroom, while marketing staff
with little or no knowledge of the industry werenseout to business meetings.
Therefore, the role of teacher leadership in furteelucation being used for

networking and building partnerships (Simkins 2085)enerally not being applied.

Teachers are the best ambassadors. They know $imeebsi and can develop
the market... They could provide information anchagement could make up
the plans and put it forward with the help of teadher.

I know that my skills are not used, even when they offered they are not
used...and | have heard that a lot before from d#ehers, who have a lot of
wonderful specialist skills that are not used.

Any LVT is a better seller of the course becausé¢hefr knowledge, than a
person with a degree in marketing. We were employeth industry
knowledge and industry links, but those links hfaded because we are not
given time to maintain it’.

As a diverse sector, where the needs of the busiveey across institutes, there also
exists the experience that ‘I wouldn't have a jdldidn't develop my own business. |
accept it as a part of my role. | have to go artdlyebusiness myself'. These types of
exceptions indicate that it is the approach of ihgividual institute manager or
institute that is deciding how LVTs are used. Hoarvin the area of business
development, marketing and business relationsthespverwhelming conclusion was
that teachers were underutilised, and that TAFEe@siand was losing out.
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Shared vision

The issue of values was raised to open a discusisairwould explore whether there
was a shared vision that underpinned teacher Ighigleduties and roles. In regard to
core values, many of the participants stated aigencommitment to the outcomes
for students that reflected the vocational naturdeaching. Teachers ‘...are in a
position where they have a lot of power in termswaicomes and so, teaching is more
like a calling than a career. We could earn loadsenmoney in industry, I've been
offered more. We do it because we love the outsomi€elhis was also cited as part
of the reason why LVTs take on the extra unremuadrgbs and tasks.

However, countering this vocational devotion toirtheb is a conflict of interest.
LVTs reported a developing sense that managemehteachers did not share the
same vision. They view the focus on the ‘mightylaitlas the prevailing factor in the
decision process feeling that teaching excelleaceally of secondary importance. In
addition, administration is taking increasing amsuaf time. The doubling up of
systems paperwork and multiple copies in electr@md hard copy are seen as a
waste of time, energy and resources resulting peraeived devaluation of teaching
and education.

A: Not the job necessarilyl.like the outcomes of the job.... A lot of aspects
of the job really piss me off...For example, this mog | had to print out off
blackboard, my study and assessment guide, myxnatg blah, blah, blah,
blah, blah. Big push, let's go electronic... we noavé to take everything off
blackboard, print it on nice paper...kill a few treed#t’s stupid. But we have
to print it all out and put it in the roll book:dtaccessible, there it is! .... But
they develop a system and we have to change whatdowdt is the tail
wagging the dog...

B):...I am seriously thinking of retiring and comibgck as a casual...because
| enjoy the teaching ... | don't think that my teaghskills are valued by the
institute. | think they are valued by the peopleusrd me ...and students... It
Is about my administration quality, doing assesgmand rolls and all those
other things that | do, but... | have never had aoyments about my
teaching.

An underlying concern of the LVTs was that theicid®n-making was not based on
real outcomes for the students. The difficultidstiee economic demands were
understood; however, teachers at the ‘coalface’ewmarticularly able to see the
effects of the directives on students. The shamtgains, it was voiced, did little to
serve the long-term aims of TAFE and, it was feameduld affect their industry

credibility. These dilemmas consequently affectrtbaderstanding of the role of the
LVT and teacher leadership and reflect a wideniag gf understanding.

I don't think the management understands educatioall... For example,
what can we do to ensure that we get the full atotimoney? Bring all the
assessment to the start of the course; it is natagmnally sound.... It is that
sort of comment that makes me believe that theyeaby there and we are
here they really don’'t understand education.

That’'s what it is all about. So much is controlledmoney...The management
has the best intentions, but if the government flagie is no money, there is
no money.
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If we continue...we’re going to lose our industrydit®lity.

The emphasis on short-term goals caused professingat and presented LVTs with
an ethical dilemma.

It is so different to when | first came here. Thesgd to interview every
student and so the success rate was so much higiverye take everyone and
we know there is going to be a high drop out ratew.we take everyone and
we know there is going to be a high drop out rate.

The shrinking bucket for the lower level qualificats... is making it very
difficult for us to deliver to our client base... Weve a very low socio-
economic population here. We have a high demandldeel 2 and 3
qualifications ...we are getting pushed to delivetrelel and diploma but our
clients aren’t ready... and that’s very much an ethildemma.

Other LVTs were more pragmatic:

‘It can be...a bit of an ethical dilemma..., but | aaigto do a job...l get very
frustrated, but...at the end of the day, that's d #rere is often very little you
can actually do...’

Also being experienced were cutbacks to teachiaff, $acilities and resources such
as libraries, toilets and computers. Less clear wisether more effective

communication from management would lead to mordetstanding. One staff
member described how the LVT was being used indepartment to liaise between
management and teaching staff and this was in ffaevjing to be very successful. It
was role initiated by the LVTs themselves.

...The director came and spoke and... they (teacheesheat always happy
with the outcomes, but they understood why...onehef groblems we had
here was that there wasn't enough consistent conwaion between
management... so things would just happen...you’'d coat& and someone’s
contract was not renewed and they were no longer. Aidat was move from
the LVTs to get together ourselves and walk dovwendbrridor and knock on
the door...

Moreover, it was asserted that the business ofatmuchad not undergone any real
form of debate. Due to the diversity of programg] ¢he competitive nature of inter-
institute relations, LVTs felt that they lacked aified voice; the teachers felt

silenced. Yet it was deemed paramount that the aineglucation should regain its
voice to provide quality educational outcomes twauld improve the long term,

business viability of TAFE Queensland.

Career Development Needs

Teachers need reinvigorating, ‘It's like a car ygust can’t drive it for 200,000kms
and never, ever service it' (Focus group member)

The role of LVT was introduced partially to provideareer development ladder for
teachers. The LVTs involved in the focus groupsenssked if it fulfilled this aim,
and further quizzed as to the types of activitieg tvould be professionally engaging
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for this level of teacher and offer them a validesa development pathway. The
teachers concerned asserted that as with any ieateohprocess, once an employee
reached the top of that scale, there was nowheage ta.once you get to LVT 3 there
IS no career left, is there? That'’s it (laughs)’yethit the top...’and so the question
was asked where is there to go from there “...if wa@unt to stay in teaching?”

Teachers provided a number of avenues that theydvi&e to explore, balanced with
a teaching load which they felt would enhance thecational and business value of
TAFE Queensland. LVTs showed an understandingeotiingers of knowledge loss
and stated a desire for combined roles that wonddiree the passing on of knowledge
and skills but also, less likelihood of the higafsturnover currently being
experienced in TAFE Queensland. The idea of conthiokes ensured that teachers
who enjoyed teaching and saw it as a strengthdcstill continue to practice
teaching, while acting in other challenging roMstually all the suggested
alternative roles were suitable for combining w&hching. However, the mentoring
of teachers willing and able to take on manageolas in the future was also
suggested. Teachers, while acutely aware of theagsiz limitations operating,
offered the following list of suggestions:

» Identifying and mentoring teachers suitable foutaife management roles
* Research

* Business development

e Human resources

* Mentoring and coaching

* Project management

* Educational leadership roles

* Resource and curriculum development

* Further study

It was repeatedly stated that teachers and inssitwould benefit from the
reinvigoration of teachers through professionaleli@yment opportunities that would
ultimately provide financial and educational out@sfior the institute and improve
the knowledge, skills and status of teachers, émisncing the reputation and quality
of TAFE Queensland institutes. Educational leadprshown through the provision
of staff development programs and formal inducaod mentoring programs would
ensure that knowledge was passed on, while encogrataff to undertake further
study and research would support the academic atdsiéhstitutes required to deliver
high level qualifications. Moreover, releasing tears to develop curriculum and
resources; design innovative, tailored coursesfitustry would satisfy industry
needs and rebuild partnerships that would be fiadgdeneficial. It was further
suggested that as a part of the LVT program, L\Aiaikl be given leadership
training, career counselling and mentoring.
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Conclusion

The focus group discussions were aimed at examimiugLead Vocational Teachers
were currently operating in TAFE Queensland. Exammlf collaborative leadership,
team work, altruistic behaviours and the role artes a position of influence
(Jameson & MacNay, 2007; Katzenmeyer & Moller, 20@merged.The initial
findings substantiated a number of suitable leduienmodels proposed for the further
education sector and the knowledge era. The modst applied appeared to be that
proposed by Pearce (2004) of a vertical and shigadership model with (not so)
carefully drawn boundaries, through the use of LVas program coordinators.
However, compromising this model is a lack of sbavesion among institute staff
torn between financial and educational outcomestl@anost appropriate methods to
use to achieve both short-term and long-term golEmpering this further is lack of
substantive power embedded in the LVT role which tesulted in a perceived lack
of recognition and value of the teacher input, sbwducational practices and
underutilisation of specialist teacher skills amibwledge. Although, one can detect
general patterns in the implementation and utibsatof the role, there are also
exceptions. This can be attributed to the individtlaices and decisions made by
those in positions of power within the institutes.

The mismatch of direction and culture within som&FE Queensland institutes is
exacerbated by the turbulence of the times, thexgd® in funding models, a high
turnover in teaching staff in some areas and insterscy in administration staff as
well as, increasing levels of administration regdifor auditing purposes. This has
led to a frustration among teachers that LVT enesgyot being channeled into what
is perceived to be more worthwhile, professiondidsed duties and functions, such
as: formal mentoring and coaching, curriculum asburce development, networking
and business development, targeted use of spéciskils and knowledge. In
addition, LVTs expressed a desire for leadershgnitng and opportunities for
professional development that would revitalise rtlieaching and benefit the long-
term goals of TAFE Queensland, as well as a mayeghtful implementation of the
role in tandem with regular and rigorous monitoramgl review of the role.
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Appendix 1
Job Roles and Functions

* LVTs to introduce themselves, their current jolesoand functions
» Do you think you are being used, as an LVT, inlibst possible way?
* What possible roles/functions do you think the L&6uld fulfill?

Teacher leadership

» Do teachers perform leadership roles? If yes, gkamples. If no, why not?

* Is there a need for teacher leadership in VETZedf what is that need?

* Are teacher leadership roles supported where yak?2ii yes, how? If not,
why do you think that is the case?

Values, behaviour dattributes

* Are LVTs a distinct group?

« What core values do you think they possess?

 How do they model their behaviours?

« What attributes do you need to possess to be arPLVT

* Are these values, behaviours/attributes supporedburaged/developed by
the organization?

Career needs

The role was introduced to meet the career development needs of Step 9
teachers.

» Does it succeed?
* What avenues for career development do you thiekhare currently?
* What would you like to see made available?
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