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Australian training snapshot
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Source: ABS, Work-related training and adult learning (4324.0)

Formal and/or non-formal learning, Australia, 2005, 2013 and 2016-17
15-74 years 

Year Change
2005 2013 2016-17 2005 to 2016-17 2013 to 2016-17

Total 48.9% 46.4% 40.9% -8.0pts -5.5pts
Males 50.5% 45.1% 39.4% -11.1pts -5.7pts
Females 47.2% 47.7% 42.3% -4.9pts -5.4pts



Occupation %
Managers 29.1

Professionals 41.4

Technicians and trades workers 21.0

Community and personal service workers 38.4

Clerical and administrative workers 23.3

Sales workers 19.7

Machinery operators and drivers 21.4

Labourers 12.6

Participation in training as part of current job

Industry sector %
Agriculture, forestry and fishing 10.6
Mining 36.9
Manufacturing 22.1
Electricity, gas, water and waste services 46.2
Construction 14.7
Wholesale trade 17.5
Retail trade 17.6
Accommodation and food services 17.1
Transport, postal and warehousing 23.1
Information media and telecommunications 25.7
Financial and insurance services 39.0
Rental, hiring and real estate services 27.8
Professional, scientific and technical services 26.5
Administrative and support services 13.0
Public administration and safety 47.3
Education and training 46.6
Health care and social assistance 43.4
Arts and recreation services 28.1
Other services 23.3
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Employer expenditure on training (Australia)
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Employer Training Expenditure and Practices 2003 (ABS 6362.0)

• 84% of public sector employers
• 41% private sector employers

In 2002 expenditure on structured training during year totalled $3.7 billion

• 98% of large employers (100 or more employees)
• 70% of medium-sized employers (20–99 employees)
• 39% of small employers (less than 20 employees). 

By firm size

• Government administration and defence: 88%
• Electricity, gas and water supply: 87%
• Education: 73% 
• Manufacturing and Retail trade: 34%
• Transport and storage 17% 

Provision by industry sector



Changing HE workforce: academic staff
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Source: Baré, Beard, Marshman and Tjia (2021)



Changing HE workforce: professional staff
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Source: Baré, Beard and Tjia (2020)



COVID

• Operating revenue fell 4.9% in 2020 
against 2019 figures
Ø Estimated to lose a further 5.5% in 

2021

• 17,300 jobs lost from HE in 2020

• 2021 budget: 10 per cent cut to 
university funding

• Borders to remain closed
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Motivation
• About $356 billion is spent on leadership programs globally (Beer, 

Finnstrom and Schrader 2016)
• Programs chosen on ‘word of mouth’

Ø Is this a good or bad thing?
Ø Is there another way?

• Higher education operates in a highly volatile policy and competitive 
market environment

• Higher education is highly regarded for diversity and quality
Ø But also regarded as poorly managed

• Calls for mechanisms to improve leadership and workforce skills
Ø Leadership and management courses enter the fray

• But how effective are these?
• Does a relationship exist between leadership, management and 

performance?
• How to choose leadership programs?

“In spite of a growing number of published reports, much remains to be 
learned about the effectiveness of leadership development programs.” 
(Packard and Jones 2015)



“organizations that view L&D as critical to business 
success are continuing to deliver top performance 
compared with their peers…Yet at the same time, survey 
responses…that many L&D organizations are falling short 
in their ability to exert a measurable impact on business 
performance…” (HBSP, 2018: 2).

“…many companies naively assume that leadership 
development efforts improve organizational efforts.”
(Collins 2002)

Organisational View
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• Some evidence suggests that leadership programs can 
result in:

Ø 25% increase in learning
Ø 28% increase in on-the job leadership behavior 
Ø 20% increase in overall job performance
Ø 8% increase in subordinate outcomes
Ø 25% increase in organizational outcomes (Lacerenza

et al 2017)
• But seeds can only germinate if they are planted in 

fertile soil
• Program effectiveness related to various design, 

delivery, and implementation elements.

Making a lasting impact

12This Photo by Unknown Author is licensed under CC BY-SA-NC

https://boisestate.pressbooks.pub/makingconflictsuckless/chapter/barriers-to-effective-listening/
https://creativecommons.org/licenses/by-nc-sa/3.0/


Challenges for higher education
• Higher education operates in a volatile environment

Ø Policy
Ø Technological change
Ø COVID!

• Higher education is a multi-purpose sector
Ø Teaching, research and engagement
Ø AMONG OTHERS!!!!!

• Diversity complicates things
Ø research and teaching can take place in very different 

environments
Ø Different sorts of institutions
Ø Disciplines are different
Ø Different types of research (fundamental, applies, 

translational)
Ø Diverse cultures and climates
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Hard to produce solid measures of success or effectiveness.

https://www.peoplematters.in/article/guest-article/achieving-effectiveness-through-gen-z-challenges-opportunities-23194
https://creativecommons.org/licenses/by-nc-sa/3.0/


Leadership and Management 
in HE

• Hundreds of higher education leadership and management 
programs (van der Wende 2019)

Ø 277 masters and Ph.D. programs
Ø 78 executive higher education management/leadership 

programs
Ø 40 programs specially developed for developing countries 

• Many programs designed on the principle that an 
organization is an “aggregation of individuals”

Ø Cf. “systems of interacting elements”. (Beer et al 2016)

Ø participants cannot sustain their learning and fall back into 
old behaviour and paradigms

Ø Impact short lived



Evidence of impact in HE
• Paucity of evidence 

Ø Absence suggests leadership development may be 
insufficiently integrated with other HEI strategies

• But there is little clarity on what leadership means in the 
context of higher education

Ø Less on how to measure its impact

• What evidence is there?
Ø Burgoyne et al (2009)
o two-thirds of responding HEIs made some attempt to 

evaluate their investment in leadership programs
o most of it was informal (feedback on the quality of 

training sessions) 
o Most (78 per cent) believed that their investment was 

good value for money
o follow-up interviews:  uncertainty over whether this 

was the case
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Source: Lacerenza et al, 2018

Building effective programs
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Developing and assessing effective leadership training

• Tourish (2012) framework:
Ø Outlines what leadership in higher 

education entails
Ø How to measure it

• National UK research program (Dopson et 
al 2016)

Ø Focus on leadership developments and 
impact

Ø constructed around “counter-
programmatic dimensions” (that is, 
focus on participants’ personal 
experiences, motivations and 
expectations)

Ø Emphasis on desired organisational 
outcomes and their evolution over time.  

Source: Tourish, 2012



• eLAMP
• MALM
• Master’s of Tertiary Education (Management) suite of 

programs
Ø Three nested Graduate Certificate Programs
Ø Graduate Certificate in Tertiary Education 

(Management)
Ø Graduate Certificate in Tertiary Education 

(Governance)
Ø Graduate Certificate in Tertiary Education (Quality 

Assurance)

LH Martin Institute Programs
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• Can training improve leadership and management in 
HE?

• If so, how do we ensure we design effective training 
programs? 

Ø Especially in a multi-purpose environment
• Are current training programs too focused on a 

‘reductionist’ approach? Is a systems approach 
warranted? If so, how do we design these sorts of 
program? 

• How do we improve measures of their impact/benefit?
• How do we determine the best way to identify training 

needs? Word of mouth? Other?
• What determines ‘fertile soil’? 
Ø And how do we achieve it?

Issues/Questions
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Thank you


