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1. Introduction 

1.1. Te Hautū Kahurangi | Tertiary Education Union (TEU) welcomes this opportunity 
to respond to Te Pūkenga on the Updated Service Concepts. 

1.2. The TEU is the largest union and professional association representing 10,000 
academic and general/allied staff in the tertiary education sector (in universities, 
institutes of technology/polytechnics, wānanga, private training establishments, 
and rural education activities programmes). 

1.3. The TEU actively acknowledges Te Tiriti o Waitangi as the foundation for the 
relationship between Māori and the Crown. We recognise the significance of 
specific reference to Te Tiriti o Waitangi in the Education Act and the emergent 
discourse resulting from this. We also accept the responsibilities and actions 
that result from our nation’s signing of the UN Declaration on the Rights of 
Indigenous Peoples. 

1.4. The TEU expresses its commitment to Te Tiriti o Waitangi by working to apply 
the four whāinga (values) from our Te Koeke Tiriti framework as a means to 
advance our TEU Tiriti relationship in all our work and decision-making – with 
members and when engaging on broader issues within the tertiary sector and 
beyond – such as our response to the Updated Service Concepts: 

Tū kotahi, tū kaha: We are strong and unified; we are committed 
to actions which will leave no-one behind; we create spaces 
where all people can fully participate, are fairly represented, and 
that foster good relationships between people. 

Ngā piki, ngā heke: We endure through good times and bad; we 
work to minimise our impact on the environment; we foster 
ahikā – the interrelationship of people and the land, including 
supporting tūrangawaewae – a place where each has the right to 
stand and belong. 

Awhi atu, awhi mai: We take actions that seek to improve the lives 
of the most vulnerable; we give and receive, acknowledging that 
reciprocity is fundamental to strong and equitable relationships; 
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and we work to advance approaches that ensure quality public 
tertiary education for all. 

Tātou, tātou e: We reach our goals through our collective strength 
and shared sense of purpose, which are supported through 
participatory democratic decision-making processes and 
structures. 

1.5. Our response to the Updated Service Concepts stems from our commitment to 
the whāinga expressed above and our wish to see these enacted in the tertiary 
education sector and in our society and communities. 

1.6. We would like to acknowledge and thank the TEU members that provided input 
on this submission. 

2. Preamble 

2.1. The very best of current practice in the vocational skills and training sector 
relates to the learning and pastoral relationships between staff and students (in 
particular, between tutors, student support services, and advisors), and the 
facilitation of relationships between employers and students. As a network, we 
are proud of the rich relationships fostered across the sector. However, many of 
the solutions set out in the Updated Service Concepts appear to actively 
undermine what is truly good about current vocational provision. While there 
has been a significant amount of effort invested in the collective design of Te 
Pūkenga and its operating model, the proposed Updated Service Concepts 
include no – or, at most, very limited – staff voice. 

2.2. Our submission responds to each of the Updated Service Concepts in turn. 
However, there a number of general concerns which TEU members feel need to 
be addressed if the Updated Service Concepts and the operating model of Te 
Pūkenga is to achieve its aims: 

i. For learners to thrive, they need strong, capable, and passionate 
teachers alongside them – yet the relational elements of education 
are largely absent from the Updated Service Concepts. We think these 
factors should be integrated and, indeed, at the fore of the Updated 
Service Concepts. 
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ii. Learning relationships could potentially be undermined by an 
over-reliance on quantifiable data and automated systems – the 
rich connections between (1) learners, (2) learners and teachers, and (3) 
learners, subsidiary staff, and employers is a significant component of 
the vocational education environment. Such connections cannot be 
developed through automated technologies. Furthermore, an over-
reliance on blunt data gathering during a learner’s tenure of study may 
inadvertently perpetuate, rather than eliminate, inequalities. 

iii. A large proportion of learners within our subsidiaries are ‘mature 
learners’ (20-40 years old)1 – yet the voice, circumstances, and 
interests of mature learners are largely absent from the Updated 
Service Concepts. Instead, the focus is on school leavers. 

iv. As presented the Updated Service Concepts appear to be oriented 
toward work-based learning – taken together, the Updated Service 
Concepts presuppose a general lack of awareness regarding the 
breadth and depth of what our vocational education system already 
provides. The Updated Service Concepts and, by extension, the 
operating model need to recognise and account for the theoretical and 
research-related work that is a valuable component of our current 
vocational education system, particularly at the higher levels of 
vocational education. 

v. There is little evidence or scholarly research included in the 
Updated Service Concepts to support how the Updated Service 
Concepts will improve teaching and learning – for example, the 
blanket statement pertaining to virtual teaching being a means to 

 
 

 

1 See https://www.educationcounts.govt.nz/statistics/vocational-education-and-training, 
accessed 29 July 2021. 
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facilitate better and faster learning clearly needs qualification (My 
Teacher, My Way). 

2.3. While we acknowledge that the Updated Service Concepts are intended to 
provide a starting point for developing the operating model, we think there are 
many factors which need to be addressed and potentially re-thought before 
moving forward. We welcome the opportunity for ongoing input by staff across 
the network into designing a system which enables success for all learners. 

3. Adaptive Skills Framework 

3.1. Adaptive Skills Framework notes that “Te Pūkenga has an important role as a 
facilitator and accreditor.” However, there is no mention of the role that staff 
might have as either active participants in the learner experience or 
contributors to the development of a learner’s ‘web of skills.’ We think this needs 
to be rectified. 

3.2. Adaptive Skills Framework also states that “Some learners feel that what they 
are learning is not relevant to their goals, worldview, interests, strengths, or 
passions.” Yet, there are many learners that do feel that what they are learning 
is relevant and it remains to be seen how the framework will benefit those 
learners. 

3.3. The statement that “Many employers do not see the value of long, fixed training” 
points to the notion that Adaptive Skills Framework is heavily oriented toward 
meeting the needs of industry and only applicable to low level, short courses. 
This is problematic in relation to training provision for, for example, nurses and 
engineers; it is vital that learners entering such vocations can plan their learning 
through a framework which recognises the necessity of comprehensive training 
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which is inevitably extensive in terms of the time required to develop and obtain 
robust skills, knowledge, and qualifications. 

4. Pathway Planning and the Lifelong Learner Record2 

4.1. Although the lifelong learner record encompasses much of what a learner 
needs to succeed, there are various elements missing relative to taking a truly 
holistic approach to understanding learners and their needs. For example, the 
list outlining what is included in the lifelong learner record (i.e., aspirations and 
learning styles, etc.) fails to include factors such as personality traits or 
considerations pertaining to the ‘learner in context’ such as whānau 
commitments. It is also not clear how changes to, for example, a learner’s 
aspirations will be updated and kept track of in the lifelong learner record, 
particularly if the intention is to have the lifelong learner record begin in primary 
school. 

4.2. Furthermore, such qualitative information is not always easily or sufficiently 
captured by an online system. Collecting standardised data without considering 
the context of that data potentially leads to a narrow range of career choices 
and stereotyped groupings, thereby perpetuating inequality. Previous research 
indicates that recruitment processes are often strongly influenced by the 
stereotypical assumptions recruiters hold in relation to candidates such as 
name, skin colour, gender, attire, and country of origin (see Booth, Leigh, and 
Varganova 2012; McGinnity and Lunn 2011; Oreopoulus 2011). 

4.3. The lifelong learner record needs to be confidential and therefore not available 
to employers. From an ethical standpoint, the learner must have privacy and 
intellectual property rights over the lifelong learner record, and it should be up 
to the learner to discern who their lifelong learner record is shared with. 

 
 

 

2 Also see out comments on Every Step of the Way (Section 8) 
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Additionally, employers having access to the lifelong learner record would 
prevent learners from tailoring their CV in a way which might give them a better 
chance at securing any given position. 

4.4. Lastly, systems will need to be in place to manage the flexibility tied to learners 
being able to start and stop their learning journey. The system should address 
issues pertaining to timeframes within which qualifications and skills must be 
obtained once a qualification is started, how mature and second-chance 
learners are to develop their lifelong learner record, and how judgements are to 
be made surrounding whether the course credits gained from, for example, a 
computing course in 2010 are still relevant. 

5. My Teacher, My Way 

5.1. My Teacher, My Way appears to be based on an assumption that utilising AI 
tools will benefit all learners and seems to imply such technologies can 
adequately replace the traditional learning relationship that is developed 
between students and educators. 

5.2. Additionally, where “Kaiako teach beyond their locations,” it is clear that any 
student-teacher relationships based on this computer-mediated arrangement 
will be constrained in relation to the endeavour to, as My teacher, My Way 
states, know “exactly who [learners] are.” 

5.3. Similarly, the automated assistants that are intended to be in place where 
Kaiako are not available presuppose an over-reliance on technology. Chatbots 
and other automated assistants often give rise to experiences of frustration – 
such bots only recognise pre-determined phrases and they do not recognise 
body language or the nuances of inquiries or needs. Within the context of 
vocational education, advice on personal study choices need to be informed by 
the specifics of learners’ stories, circumstances, and complex needs – 
automated assistants will not facilitate relationships of learning nor educators 
knowing who their students are beyond a superficial level. Likewise, students 
will not feel ‘known’ when forced to engage through such AI technologies. 

5.4. Related to this, My Teacher, My Way states that “Māori values and principles, for 
example whanaungatanga, mana, tika, aroha, are integral to [the] success of all 
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ākonga.” However, there is concern here that AI technologies will be unable to 
replicate the emotional intelligence that is integral to the principles themselves, 
nor carry out the task of recommending and preparing learning content and 
paths centred on a values-based framework. Significantly, it needs to be noted 
that AI technology is not bias-free, and its use will therefore potentially lead to 
unfair outcomes for different students. There is a growing body of research to 
show that AI technology could actively exclude two of the groups Te Pūkenga 
has as a priority to help, namely Māori and Pasifika (see Cave and Dihal 
2020).3 

5.5. The implementation of My Teacher, My Way will inevitably have implications 
pertaining to the time, resources, and energy of teaching staff. Where Kaiako 
are expected to “teach beyond their locations, customising content and activities 
to specific groups of learners,” Te Pūkenga must avoid establishing a system 
premised on the expectation that teaching staff are responsible for facilitating 
learning across a range of formats – i.e., online, face-to-face, and blended – 
without factoring in workload considerations. As the implications of COVID have 
demonstrated, different teaching formats require unique and focussed 
investment and training if they are to be successful. 

5.6. The assessment to be undertaken by ‘community assessors’ centred on a 
values-based framework will need to be navigated in a consistent manner with 
stringent quality assurance practices integrated into the assessment. 

5.7. My Teacher, My Way states that “Flexibility and accuracy in distributing “teacher” 
(real or AI) expertise to matched learner needs means learners can learn better 
and faster […].” Again, COVID has demonstrated that such claims should not be 
assumed without reference to research that supports the use of AI. Indeed, TEU 

 
 

 

3 See also https://www.ajl.org, accessed 30 July 2021. 
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members have noted that many practical skills taught during phases of online 
remote delivery during 2020 had to be re-taught once regular teaching 
modalities resumed. 

5.8. The information provided assumes that learners will have high levels of literacy, 
numeracy, digital confidence (including access to technology), and problem-
solving skills. However, it remains to be seen in My Way, My Teacher how 
individual guidance, support, and encouragement will transpire for learners who 
do not already have these skills. It is often the case that effective learning occurs 
when a student is guided into slightly unfamiliar learning territory by a skilled 
educator. Following this, it is difficult to see how innovative and creative thinking 
– where learners are encouraged to explore multiple perspectives and solutions 
to problems they are trying to solve – will take place within the context of an 
automated ‘pick a path’ system. 

5.9. My Teacher, My Way notes that “learners of Te Pūkenga could become global 
students” by way of Te Pūkenga partnering with other countries (which may 
become subsidiaries) in order to innovate. More detail is required surrounding 
what this “partnering” entails. Te Pūkenga subsidiaries already purchase trade 
content produced by overseas publishers; these provisions are curated by 
subsidiary libraries and programme developers as appropriate. Following this, 
clarification is required pertaining to whether this means that our learners 
would be potentially undertaking courses developed in conjunction with 
overseas vocational providers, and whether this also means that parts of our 
vocational education system are intended to be exported and/or licensed to 
overseas providers. Considering the Updated Service Concepts are oriented 
toward distance learning and the utilisation of AI and VR technologies – in 
conjunction with the notion of partnering with other countries – there is concern 
that the underlying motivation is to commercialise the provision of Te Pūkenga 
rather than serve our learners first and foremost. The endeavour to partner 
with other countries despite the Updated Service Concepts still being in 
development and therefore not tried and tested only adds to the above 
concern. 

5.10. Further considerations include (1) appropriate processes for learners navigating 
the library of VR resources and (2) ensuring there is sufficient resourcing and 
capability throughout the sector to develop rich, pedagogically sound, and 
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authentic VR and AI experiences – as emerging technologies, AI and VR require 
significant financial investment, particularly if the ambitions of My Teacher, My 
Way are to be realised effectively. Some TEU members highlighted the fact that 
Centres for Vocational Excellence (CoVEs), librarians, and programme 
developers may be better placed to carry out this work. 

6. Mātauranga Innovation Hubs 

6.1. TEU commends the integration of mātauranga Māori within the Updated Service 
Concepts and, more specifically, the recognition of Māori as “changemakers.” 

6.2. Māori staff should be considered as critical to the successful implementation of 
Mātauranga Innovation Hubs. As such, Māori staff must have input on the 
innovative creative solutions and resources that will support the design and 
creation of the hubs.   

6.3. For such hubs to be provided across the network there will need to be active 
recruitment of Māori staff and encouragement of Te Pūkenga leaders to 
develop a Māori workforce development plan. 

7. Te Pūkenga Community Facilitators 

7.1. We applaud moves to look at ways of increasing the reach of vocational 
education and training into communities. There are already some pockets of 
how this is working well (e.g., EIT) to draw from within the network. 

7.2. Although the role of the Community Facilitators will be essential in terms of 
connecting learners and employers through face-to-face interaction, it will be 
necessary to ensure educational bias does not influence the activities and 
decision-making processes of the Community Facilitators. It will also be 
necessary to ensure that tutoring staff can be part of developing relationships 
with their communities. In the current system tutors are often the ones who 
find placements and apprenticeships for learners, and this must be enabled to 
continue. 

7.3. For example, where the Community Facilitators are intended to discover 
“employers who already train in a programmatic way and enables them to map, 
design, and deliver their internal training to standards,” greater clarity is 
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required pertaining to what constitutes “programmatic” and “standards,” as well 
as the qualifications and experience required by local start-up trainers. With 
regard to “standards” – and regardless of whether this is a reference to unit 
standards – a ‘check-box’ approach should be avoided. 

7.4. Where Te Pūkenga Community Facilitators states that the teams “may help 
establish “outposts” through community partners using digital and physical 
means […],” we support existing approaches of using secondary school facilities, 
Marae, and community or council facilities in order to provide, among other 
things, afterhours access to computers. 

8. Every Step of the Way 

8.1. Currently, learners receive access to a myriad of support services from the time 
they enrol with a vocational education provider. During induction meetings, 
learners receive guidance, via staff, oriented toward mapping their learner 
journey and identifying relevant services and support mechanisms. And we 
applaud any moves to ensure this is done well in Te Pūkenga 

8.2. We recognise that the use of learner-personas to identify common barriers and 
automated systems bringing up flags at times where risks are identified has 
been used internationally to assist in reducing rates of drop out.  But more is 
needed in the design concepts on how the automated system Every Step of the 
Way will aide real people in making decisions about appropriate interventions. 
And how at times there is no substitute for the rapport and trust that is 
necessary to underpin the formation of rich and meaningful staff-learner 
relationships. 

8.3. There is a significant risk that the use of quantitative data (as opposed to the 
knowledge of students that develops through one-on-one interaction with staff) 
will result in individuals being stereotyped and considered more likely to falter 
in their learning. 

8.4. The primary focus of Every Step of the Way is the school leaver. As such, there is 
a notable absence regarding the needs and circumstances faced by mature and 
second-chance learners. For example, where Every Step of the Way intends to 
anticipate the needs of learners based on their lifelong learner records, it 
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remains to be seen how the needs of mature learners will be understood if they 
don’t have a lifelong learner record. Furthermore, the lifelong learner record 
relies on learners being willing to provide personal and, in some cases, sensitive 
information, as well as “describe the psychological spaces that work for them.” 
Such capability and willingness on the part of learners – mature or otherwise – 
will not always be the case. Following this, navigating the “entire ecosystem of 
ākonga” will be crucial, and alternative ways in which the needs of learners 
come to be understood should be developed. 

9. Match and Mentor 

9.1. Match and Mentor states that learners “have access to AI-curated content […]” – 
on this point, see our comments on My Teacher, My Way and Every Step of the 
Way. 

9.2. The statement that Te Pūkenga “can more easily replace a departing ākonga due 
to better data about potential matches” is problematic in that it implies that 
ākonga are interchangeable; this is a factor which seemingly goes against robust 
“retention planning.” 

9.3. We commend the acknowledgement of mature learners in Match and Mentor. 
However, as stated above, the specific circumstances and needs of mature 
learners need to be more explicitly accounted for throughout the Updated 
Service Concepts as a whole. 

10. A Good Place to Work 

10.1. A Good Place to Work states that “Employers must reach an equity standard.” 
We think employers should be compelled to not only reach, but also maintain 
and continually strive to improve equity standards. 

10.2. Additionally, where Te Pūkenga is to train, manage, and ensure all employers 
reach and maintain equity standards, all stakeholders – i.e., not just learners – 
should be enabled to provide feedback on the degree to which employers are 
meeting their equity obligations.  

10.3. Because there is an inherent power differential between employers and 
learners, learners may be hesitant to provide honest and robust feedback about 
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their employers. It is our view that Te Pūkenga staff are likely to act as a critical 
avenue through which learners may choose to express their feedback regarding 
the equity practices and standards of employers; yet, again, staff are not 
mentioned in this respect within A Good Place to Work. 

10.4. Where employers are expected to report on their diversity practices using a 
strengths-based points record, we think there needs to be further detail 
provided on how this system will be, firstly, navigated consistently by employers 
and, secondly, moderated by Te Pūkenga. Furthermore, regarding the minimum 
workplace obligations that learners need to obtain in order to be placed with an 
employer, it will be necessary to explicitly outline the similarities and differences 
relative to different employers and the nature of the industries that they are 
involved in. 
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