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Executive Summary
The Graduate Teacher Professional Learning Program 
2025 was developed for graduate teachers working 
in the Great South Coast Region of Victoria and was 
built upon the findings and recommendations of the 
Graduate Teacher Professional Learning Program 2023. 
The 2025 program was designed around the research 
literature and recent Australian workforce data, which 
led to the development of the question:

How can we continue to support graduate teachers 
in the Great South Coast Region of Victoria?

The program was designed and facilitated by teacher 
educators from Deakin University. The facilitators 
brought extensive years of experience to their roles 
as both teacher educators and professional learning 
program designers.

This report is developed through six sections. The first 
section, the Introduction, contextualises the project 
in relation to previous research conducted by Deakin 
University. The second section gives an overview of 
Beyond the Bell and their work in the Great South 
Coast Region of Victoria. This is followed by an 
overview of recent workforce data from the National 
Trends in the Australian Teacher Workforce, provided 
by the Australian Institute for Teaching and School 
Leadership (AITSL), relevant to the graduate teacher 
workforce. The fourth section of this report highlights 
key research around professional learning programs 
in regional, rural and remote (RRR) schools in Australia. 
After providing this background, the report outlines 
the Graduate Teacher Professional Learning Program 
2025 followed by a snapshot of the participants. 

The report concludes by offering three 
recommendations on how Deakin 

University and Beyond the Bell 
can continue to develop 

effective professional 
learning programs for 

graduate teachers 
in the Great South 

Coast Region of 
Victoria.

The Australian teacher workforce
The 2025 National Trends in the Australian Teacher 
Workforce report finds that 30% of early career 
teachers work in RRR schools, with almost half stating 
that they plan on leaving the profession in the first five 
years. While greater job mobility may be indicative 
of young people in 2025, with many having more 
than one career across their working life, these are 
worrying trends for teacher retention. With such a large 
proportion of early career teachers signalling their 
intention to leave the profession before retirement, 
there need to be further supports in place to aid 
improved retention of teachers early in their career.,1,2,3

Overview of professional learning 
programs in regional, rural and 
remote schools in Australia
The Australian Bureau of Statistics (ABS) identifies 
five regions in Australia – major cities, inner regional, 
outer regional, remote and very remote – and school 
postcodes are mapped to these regions.4 A 2020 
AITSL report states that 40% of schools, 30% of 
teachers and 28% of students are in RRR areas. 
Schools in these geographical regions consistently 
highlight difficulties in staffing, with professional issues 
and personal challenges for teachers as most cited 
reasons.1 Other ‘job-related issues such as inadequate 
mentorship, social-geographic isolation and more 
complex working conditions’ contribute to high teacher 
attrition in RRR regions.1,5

In the unique context of RRR schools, the literature of 
the past 20 years points to an agreed position that 
effective professional learning programs need to be 
flexible (online, hybrid, synchronous, asynchronous) in 
order to provide equitable access to teachers who are 
constrained by travel time and may not have access 
to relief teaching. This is particularly the case post 
COVID-19 and in the midst of an identified teacher 
shortage.3 Programs need to be sustained over a 
period of time with specific attention given to the 
local contexts. Additionally, teachers should be given 
the opportunity for social networking with other early 
career teachers, irrespective of online or face-to-face 
environments, and encouraged to strengthen and 
sustain these professional networks and build a sense 
of belonging.
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Snapshot of the graduate teacher 
participants
All teachers in this project identified the best part of 
their teaching is having positive relationships with their 
students. They clearly show enjoyment in being in their 
classrooms and having professional conversations 
and feedback from their mentor and colleagues. All 
the teachers who participated spoke very highly of the 
supportive school culture they had, stating that their 
principals and/or colleagues had volunteered to take 
the last half hour of their class so they could attend the 
Graduate Teacher Professional Learning Program. The 
main challenges that the teachers were experiencing 
included workload and lack of time, self-doubt and 
unclear expectations, and managing challenging 
behaviours.

Three key recommendations are 
made in this report

Communities of practice

Schools across the regions have different needs, 
and different resources available to address those 
needs. In addition to taking time out for professional 
learning programs mandated by the Department of 
Education, such as the Structured Literacy Model 
and the programs around disability and inclusion, 
graduate teachers in this project have expressed 
the need for additional support in other areas. Future 
programs developed for graduate teachers need 
to be relevant to their specific contexts and 
local conditions. For example, an online 
communities of practice hub could be a 
platform for teachers to log in at specific 
times and share their experiences, 
an aspect highly valued by 
participants of the Graduate 
Teacher Professional Learning 
Program 2023 and 2025. Having 
a collegial space to discuss 
specific needs would help them 
build their professional practice, 
networking and teacher identity.

Supporting transitions

The working lives of teachers are shaped by external 
regulations, policies and individual school contexts, all 
of which are subject to changes. Some of the graduate 
teachers who participated in the Graduate Teacher 
Professional Learning Program 2025 started with a 
permission to teach (PTT) entry to the workforce. These 
transition points expose new challenges for teachers, 
especially when some are undertaking the dual role of 
pre-service and PTT teacher. A collaboration between 
education departments, the Great South Coast principal 
networks, Beyond the Bell and Deakin University’s Initial 
Teacher Education course leaders can ensure that 
graduate teachers are being provided with up-to-date 
policies and relevant ongoing professional learning.

Mentoring practices

The graduate teachers in this study stated that effective 
mentoring can assist to build teacher confidence 
and self-efficacy. However enormous challenges 
exist in RRR schools to deliver on required mentoring 
allocations and dedicated learning, especially given 
the current teacher shortages in the region. Linking 
graduate teachers with teacher educators (to develop 
their pedagogical knowledge6) and experienced 
teachers (to support their curriculum enactment7) is an 
effective way forward to enhance job satisfaction and 
work engagement and keep them in the profession.
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Glossary
Term Definition

Australian Institute for Teaching 
and School Leadership (AITSL)

AITSL promotes excellence in teaching and leadership by setting national 
standards for teachers and principals, providing resources and support for 
teacher training and professional development, and developing frameworks 
to improve student outcomes in early childhood and schools. 

curriculum enactment Curriculum enactment is the process where teachers implement and deliver a 
planned curriculum in their classrooms, transforming the theoretical ‘intended 
curriculum’ into the practical ‘enacted curriculum’ experienced by students. 
It involves not just teaching the content but also making decisions about how 
to teach, assess and adapt the curriculum to meet student needs, making the 
‘enacted curriculum’ the actual learning experience.

pedagogical knowledge Pedagogical knowledge is a teacher’s deep understanding of the processes, 
practices and methods of teaching and learning, encompassing theories 
of how students learn, effective classroom management, strategies for 
lesson planning and assessment, and the development of positive learning 
dispositions. This knowledge helps educators understand the cognitive, 
social and developmental needs of their students to best facilitate their 
learning across various subjects.

permission to teach (PTT) PTT is an alternative authorisation to teach that exists primarily to address a 
workforce shortage within schools in Victoria. PTT is not granted to teach in 
early childhood settings.

rural, regional and remote (RRR) School remoteness: Remoteness categories are drawn from the ABS 
Australian Statistical Geography Standard, which identifies five regions in 
Australia – major cities, inner regional, outer regional, remote and very 
remote. School postcodes are mapped to these regions.

structured literacy8 Structured literacy refers to an approach to teaching reading and writing 
that draws on the accumulated evidence from high-quality research. 
The hallmarks of structured literacy are:
•	 It teaches all the components of reading and writing that research has 

found to be most important.

•	 It uses the teaching approaches that evidence shows to be most effective. 
Characteristics of teaching approaches are explicit, systematic and 
cumulative, diagnostic and responsive, and engaging and multimodal.

Victorian Teaching and Learning 
Model (VTML)

The VTML 2.0 identifies evidence-based best practice approaches for 
teachers that contribute to effective student wellbeing and classroom 
management.
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Overview of Professional 
Learning Programs in 
Regional, Rural and 
Remote Schools in 
Australia

Effective professional learning, especially for graduate 
teachers, is a significant aspect of education policy 
and reform and is seen to be a key nexus of improving 
student outcomes through improving teacher 
knowledge and practice.9 This section highlights 
studies that focus on exploring the challenges and 
opportunities for teacher professional learning in 
RRR schools as well as evaluating the impact of 
professional learning programs. The inclusion criteria 
for the literature search were teacher professional 
development and/or learning in RRR schools in Australia 
from 2010 to 2025. 

A significant point to note is that there are few studies 
that focus on professional learning for graduate 
teachers in RRR schools in Australia – that is, teachers 
in their first five years of teaching. This review explores 
the unique context of schools in RRR locations in 
Australia and the challenges for providing effective 
professional learning.

Context matters
While teachers state that teaching in RRR areas is very 
rewarding, the geographical location poses unique 
challenges. Figure 7 highlights key findings from AITSL’s 
survey20 of over 600 RRR teachers in 2018–2019.

The findings also highlighted the key considerations by 
teachers for selecting professional learning programs.

Studies point out that most professional learning 
programs focus predominantly on program design and 
tend to ignore the context of their implementation.9 
However, ‘practitioners typically want to know – what 
will it take to make it work for me, for my students, and 
in my circumstances?’21

46%
n = 4,452

Schools

30%
n = 94,941

Teachers

28%
n = 3,933,840

Students

Number of RRR schools, teachers and students20FIGURE 6

12

Danny Greenberg, Artem Maltsev, Albert Klein / Unsplash



Thus, there is a clear call for developing professional 
learning programs that suit the context in which they are 
implemented. One program, Quality Teaching Rounds 
(QTR), that has been delivered in various urban schools 
was adapted when the program was delivered in a 
regional school. 

75% of respondents find it ‘Difficult’ 
or ‘Very difficult’  

to select relevant  
and/or appropriate  

professional development.

65% of respondents often 
collaborate with colleagues within 

their own school, but only 8% 
collaborate often with teachers from 

other RRR schools.

The ability to find a casual relief 
teacher to cover a teacher is the 
most common consideration for 

very remote teachers in choosing 
professional learning activities.

Selecting appropriate professional learning20FIGURE 7

75% 65%

Key consideration Rated as important or very important

Identified needs in learners 92%

Identified need in teacher practice 89%

Distance and related costs 87%

Timing of activity 84%

Access to casual relief teachers 85% for very remote schools
54% for regional teachers

Key considerations by teachersTABLE 1

The program took into account the remoteness of the 
school location, lack of casual relief teachers, high 
teacher turnover and negative perceptions of peer 
observation in order to create ‘a better fit between an 
intervention and local conditions’.22

13Graduate Teacher Professional Learning Program (2025)

Sable Flow / Unsplash



Flexible approaches
Broadley’s research23 into providing equitable access 
to professional learning for teachers living and working 
in regional and remote Australia (106 surveys and 
10 interviews) offers eight key findings:

1.	 Significance of travel time (differences for schools 
in regional areas vs remote and rural areas) and its 
impact on teachers’ personal time (weekend travel /
workshop).

2.	 Limited relief teachers impacting on access to 
professional development (the need to reshuffle /
combine classes).

3.	 Teachers may be disadvantaged when promotion 
and teacher registration is explicitly linked to 
professional development and teachers do not have 
access to attend.

4.	 Professional learning communities are highly valued 
by teachers but often limited by small staff numbers. 
Teachers may default to a school-based professional 
development, which can be seen as ‘creating an 
inbred culture’ with lack of innovation from outside 
the school.

5.	 Professional learning conducted in the local context 
is preferred, where schools collaborate in local 
areas.

6.	 Professional learning established at the teacher 
and school level being desirable. Teacher-level 
professional development to meet the perceived 
needs of the teacher, and school-level professional 
development to focus on the school’s priorities and 
endorsed programs.

7.	 Teachers being confident in using technology 
and accessing professional development online 
if required.

8.	 Teachers value the informal networking 
opportunities that are presented in face-to-face 
professional development and therefore would 
benefit from opportunities to develop those social 
connections in an online environment.

Broadley emphasises the importance of teachers 
adopting a ‘continuous cycle of improvement within 
their workplace and thus require a learning support 
network that underpins that cycle’ (p. 102). For teachers 

in RRR schools, a key recommendation from this 
research is to provide professional development 
activities ‘through technology that offers synchronous 
and asynchronous communication’ (p. 102). Other 
approaches to effective professional learning programs 
in the context of RRR schools comprise ‘blended 
approaches, online coaching and mentoring, co-design 
by teachers, rich discussions and interactions, and 
longer-term online relationship building to support the 
needs of rural teachers’.24 Goos et al., similarly, report 
that teachers identify time, openness, collegiality 
and accountability as features of the professional 
development approach that contributed to its 
effectiveness.25

In 2010, 44 RRR and distance education school leaders 
across Australia responded to a survey relating to the 
new Australian Curriculum and its implementation, in 
order to evaluate its standardisation across different 
contexts. The majority of leaders said they lacked the 
resources and understanding to effectively enact the 
curriculum in their context. They also highlighted that 
RRR schools did not have a large pool of relief teachers 
who could release permanent staff for specialised 
training and therefore needed a professional 
development program that recognised this.26 Similarly, 
in offering a professional development program for 
mathematics and science educators, Herbert et al. 
found that teachers required a flexible delivery of the 
program (i.e. online, asynchronous) coupled with it 
having a high utility value.27 Even online synchronous 
delivery has been found effective in a study where 
mathematics and science teachers were provided 
with professional development opportunities via video 
conferencing to help them use syllabus documents to 
develop their teaching programs.28

Effective mentoring
Cooper et al. report on a project of a mentoring 
program that linked experienced teachers with new 
teachers in remote schools and facilitating organised 
communication between them.29 The most frequent 
topics discussed over the six school term distance-
mentoring program were teaching ideas and strategies, 
accessing good resources, classroom routines 
or procedures, assistance with academic content 
and behaviour management issues. The mentees 

14



highly valued the quality resources they received 
electronically from their mentors and the mentors 
expressed appreciation at being able to give something 
back to the profession. The findings provide strong 
evidence that such a program (one that is delivered 
over an extended period and tailored to individual 
teacher needs) can assist to build teacher confidence 
and self-efficacy. External mentoring between university 
mentors and early career teachers has been shown to 
have positive effects on improving the practice of early 
career teachers in their specific school environment.30 
The review of the literature identifies that such 
mentoring initiatives are a potentially effective means 
to support professional development and improve 
retention rates.

Building learning communities
Teachers in RRR schools report that building learning 
communities of specific subject areas was an effective 
way to support their professional learning. A group of 
secondary mathematics teachers across six schools 
in an RRR region initially worked collaboratively with 
university personnel on curriculum, assessment and 
pedagogy. They then formed a learning community to 
develop and implement strategies that were relevant 
to their teaching contexts. The teachers found that this 
‘under-utilised and cost-effective mechanism to support 
their professional learning’ led to enhancing their 
students’ learning.31

Partnerships
Hardwick-Franco studied the impact of the quality of 
partnerships between a non-government organisation 
(Musica Viva) and rural schools in South Australia 
(government and non-government).32 The project 
showed to have a positive impact on:

student and teacher learning of music; the 
advancement of teachers’ music pedagogy 
and; student, teacher and community 
wellbeing. Importantly, this positive impact 
occurred in rural and remote schools 
with significant numbers of vulnerable, 
disadvantaged and disengaged students. 
(p. 104)

Stack et al. evaluated four case studies of professional 
learning in rural and regional schools in Tasmania: 
Expanding Science Literacy in Tasmanian Rural and 
Regional Schools, East Coast Maths Project, Science 
Professional Learning Partnerships, and Changing 
Teaching Practices Through the Introduction of 
ICT.33 All four projects foregrounded the importance 
of partnerships between the teachers and the 
professional learning facilitators (the Partnership Model 
for Professional Learning), as well as the buy-in of other 
key stakeholders, such as the principals and the training 
providers. A key component of this model is ‘that there 
must be mutual respect and shared responsibility to 
create meaningful learning for all the participants’ (p. 12). 
This means that to develop a genuine partnership, 
there needs to be ‘mutual valuing’ through sustained 
effort and communication (p. 12).

Supporting wellbeing
Arnold and Rahimi’s research into teacher wellbeing 
identified a number of factors that contribute to teacher 
retention.34 Excessive demands and work-related 
violence create stress, depression and burnout, while 
job satisfaction and commitment to the workplace 
promote the positive aspects of work. External 
regulations and policies shape teachers’ working lives 
in schools, and it is important that policymakers and 
school system administrators create an environment 
supportive for the Australian teaching profession. 
Arnold and Rahimi suggest:

By identifying the key stressors and supports 
that are unique to teaching, these profession-
specific approaches could provide more 
relevant, profession-specific insights into the 
factors influencing teacher wellbeing and 
retention. (p. 1966)
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Graduate Teacher 
Professional Learning 
Program 2025

The Graduate Teacher Professional Learningb Program 
2025 was developed for graduate teachersc working 
in the Great South Coast of Victoria and was built upon 
the findings and recommendations of the Graduate 
Teacher Professional Learning Program 2023:

•	 That teachers within their first years in the 
profession continue to be provided with strengths-
based support that focuses on developing their 
professional identity, wellbeing, practice and 
networks.

•	 That every effort be made to provide early career 
teachers in the region with access to fellow teachers 
at similar points in their career journey, particularly in 
schools where they may be the only teacher at this 
stage in their career.

Based on the above recommendations, the Graduate 
Teacher Professional Learning Program 2025 was 
designed around the question:

How can we continue to support graduate teachers 
in the Great South Coast Region of Victoria?

The key aspects of successful professional learning 
programs in RRR schools identified in recent research 
in Australia were embedded into the Graduate 
Teacher Professional Learning Program 2025.11,22,24 
A presentation of the planned 2025 program was given 
to the principals’ network in the region and received 
their full support. Given the importance of having a 
sustained program11 it was agreed that workshops 
would be spread out across one academic year. 
Taking into consideration the challenge of travelling 
long distances for the teachers and the lack of teacher 
relief,9,23 the program was delivered in a hybrid mode. 
The online sessions were delivered over Zoom, and the 
face-to-face session involved the facilitators travelling to 
the region, to make it more accessible to the teachers. 
The facilitators were all highly experienced teacher 
educators with extensive teaching and research 
backgrounds in the area of graduate teachers and best 
practice professional learning.

An important part of the Graduate Teacher Professional 
Learning Program was the focus on needs of the 
individual teacher in their specific context.11,22,30 
The scaffolded program of the Graduate Teacher 
Professional Learning Program allowed teachers to 
reflect on one session and share their practice and 
reflections when they came into the next session. 
The teachers were encouraged to attend all the 
sessions. The sequenced sessions afforded the 
opportunities for teachers to develop their networks 
and build communities of practice to enhance their 
social connections in an online and face-to-face 
environment.22,27 Table 2 gives an outline of the 
program, including the key themes for each session 
and the data collected from each session.

b 	 Professional development (PD) and professional learning (PL) are both terms used in the context of continuous learning and growth for teachers.  
While PD and PL have subtle differences, in this report, we have used the terms interchangeably.

c	 In Australia, graduate teachers are defined as those who are in their first five years in the profession. This term is sometimes used interchangeably with 
early career teachers.
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Session / Mode Themes Data collected

Session 1. Online •	 Sharing words to describe the first weeks of the year
•	 Sharing what they are most proud of from the first weeks, 

month or years of teaching
•	 Sharing back to the graduates what they said in the 

registration survey about what is going well in their teaching 
– thematised

•	 Narrowing down the three most pressing areas needing 
support

•	 With the guidance of a range of subtopics, asking graduates 
to ‘gift’ a practical idea to their peers in the room

•	 Setting up a problem of practice – asking graduates to think 
about something in their practice that has kept them awake 
at night. Come prepared for next session.

Zoom Chat
Padlet

Session 2. Online •	 Checking in questions – the best part of their year so far? 
The most frustrating part of their year so far?

•	 Revisiting their problem of practice and undertaking a 
protocol for sharing this problem in an intimate sharing 
group

•	 After the protocol, sharing with the larger group their 
thoughts about the protocol itself: what it was like to listen; 
to speak and be heard; sharing their problem broadly  
(no specifics); relating to others’ problems; sharing concerns 
and questions

•	 Setting up the concept of wellbeing – sharing a virtual  
well-bingo card for graduates to take away and try to 
complete before next session

Zoom Chat

Session 3. Face to face •	 Understanding their own wellbeing and their progress 
towards completion of the well-bingo card

•	 Understanding the wellbeing continuum
•	 Sharing strategies for self-care and identifying takeaways 

they might be able to implement in their own lives and 
schools

•	 Reviewing progress in relation to their problem of practice 
identified in the last online session

•	 Walk and talk about highs and lows since we last met
•	 Recording their questions for principals
•	 Reflect on their own beliefs through a gallery walk
•	 Setting a ‘noticing’ task for their next online session

Facilitator field notes

Session 4. Online •	 Checking in questions – the best part of their year so far? 
What is going well? Where do they want more support?

•	 Victorian Institute of Teaching registration process
•	 Affirmation of their teaching practice

Zoom

Outline of the Graduate Teacher Professional Learning Program 2025TABLE 2
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Snapshot of the Graduate 
Teacher Professional 
Learning Program 2025 
Participants

Building on the Graduate Teacher Professional Learning 
Program 2023, graduate teachers in the region were 
offered strengths-based supports that focused on 
developing their professional identity, wellbeing, 
practice and networks. Because of the small number 
of participants, this report offers snapshots of the five 
graduate teachers who attended the workshops and 
shared their experiences.

Participant overview
All the participants were from inner regional schools 
with an index of community socio-educational 
advantage (ICSEA) between 920 and 1020. All the 
teachers reported having a great support system and 
being able to attend the program because either their 
principal or their college offered to take their class for 
the last half hour of the day.

A strengths-based approach
This professional learning program took a strengths-
based approach where facilitators offered teachers 
opportunities to share and celebrate their practice. 
The environment that was created, and the carefully 
crafted prompt questions, meant teachers were 
comfortable sharing their practice, but it also provided 
room for sharing what was working well, acknowledging 
hurdles and posing problems to the other teachers 
and facilitators. The importance of sharing practice 
(particularly problems of practice) offered solace to 
the teachers, especially when problems were mutual. 
Sharing with other teachers of similar experience 
affirmed their individual realities and teacher identities 
as the commonly experienced everyday struggles and 
celebrations of early career teachers more broadly. 
The sessions also provided opportunities for problem-
solving between teachers, rather than from facilitator to 
teacher. These opportunities are rare in the busy school 
day and amongst more experienced school colleagues 
and put the teachers at ease in discussing even the 
smallest of issues.

Participant^ Profile Status

Amelia First year of teaching
Secondary
Permission to teach

Fixed term contract
Full time

Isabella First year of teaching
Primary
Provisionally registered

Fixed term contract
Full time

Evelyn First year of teaching
Primary
Provisionally registered

Fixed term contract
Part time / casual relief teacher

Lucy First year of teaching
Primary
Provisionally registered

Fixed term contract
Full time

Olivia First year of teaching
Primary
Provisionally registered

Fixed term contract
Full time

^Note: Names are pseudonyms.

Participant overviewTABLE 3
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Sharing what worked well in their classrooms promoted 
conversations across the group, where teachers felt 
comfortable to identify things that didn’t work as well, 
and those strategies that were successful. While 
classroom and behaviour management had been 
identified as some of the main challenges teachers 
faced, this session provided an opportunity for 
them to share what worked in their respective 
classrooms. For example, in discussing 
attention-gaining strategies, teachers shared 
varied ideas, from voice tone and volume and 
the use of verbal and non-verbal cues and to 
proximity management. It was common to hear 
teachers provide feedback that they hadn’t 
used that strategy before and might give it a 
go.

The teachers also discussed that they used 
various digital tools to save them time in their 
lesson preparations. Adaptable templates, 
artificial intelligence (AI), leaning on teaching teams 
and linking resources to lesson plans were some of 
the strategies the teachers used.

Participant Starting a class /  
getting attention

Time saving Classroom management

Amelia Specific spot to stand in 
classroom

Create templates that can be 
easily adapted

Following the same routine to 
reduce stress of unknown

Isabella and Olivia^ Speaking very quietly Using some AI Structures and routines

Evelyn ‘Hands on top’ – say it slower 
for younger year levels 
because it takes them a few 
extra seconds to process

Add links to your weekly 
planner (if you have one) 
to save time opening 100 
different folders every day

Having table/row leaders

Lucy Non-verbal cues Using your planning time, as 
tempting as it is to waste it

Reading between transitions

^Note: Isabella and Olivia were sharing a room in the first session.

A strengths-based approachTABLE 4
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Participant What is going well

Amelia •	 Setting clear expectations
•	 Differentiated planning
•	 Student–teacher relationships

Isabella •	 The relationships with new students
•	 Collaborative working with mentor and teaching colleagues
•	 Relationships with students and understanding their needs
•	 Enjoying being in the class

Evelyn •	 Having relationships with the tiny humans
•	 Creating relationships
•	 Organisation and planning
•	 Communication between staff and parents

Lucy •	 Relationships and seeing kids’ personalities
•	 Building positive relationships
•	 Engaging in professional feedback
•	 Positive work team

Olivia •	 Enjoying teaching and relationships with the students
•	 Leadership
•	 School culture
•	 School mentorship

Things that are going wellTABLE 5

Things that are going well
Going back decades, teachers have constantly 
reported that having positive relationships in their 
school, especially with their students, is a particularly 
salient fact in making them stay in the profession.17,35,36 
This aspect was similarly stated by the Graduate 
Teacher Professional Learning Program participants. 
As Table 5 shows, all the teachers in the program 
identified the best part of their teaching as having 
positive relationships with their students. These 
teachers described this as key to student learning, the 
source of many ‘highs’, but in contrast, also what kept 
them awake at night. They clearly show enjoyment 
in being in their classrooms and having professional 
conversations and feedback from their mentor and 
colleagues. All the teachers who participated spoke 
very highly of the supportive school culture they had, 
stating that their principals and/or colleagues had 
volunteered to take the last half hour of their class so 
they could attend the Graduate Teacher Professional 
Learning Program. Not all, though, had other graduate 
teachers at their schools that they could relate to, 
compare notes with and lean on.
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Participant Challenges

Amelia •	 Challenging behaviours
•	 Additional planning / preparing time

Isabella •	 Behaviour management and the impact on the rest of the class
•	 Introducing literacy model in 3/4 and resourcing it
•	 Managing unclear expectations
•	 Balancing the 10,000,000,000,001 micro decisions and demands day to day

Evelyn •	 Behaviour management
•	 Wellbeing strategies
•	 When to know to exit students (ask them to leave the class)

Lucy •	 Self-doubt – ‘what could u do better’, ‘am I actually supporting all students’
•	 Workload
•	 Reporting and assessment

Olivia •	 Figuring out most effective ways to manage different aspects like behaviour 
management, transitions etc.

Current challengesTABLE 6

Current challenges
Workload and lack of time, self-doubt and unclear expectations, 

and managing challenging behaviours were identified as the 
main challenges that the teachers were experiencing. As they 

discussed these during the sessions, they found that they 
were not alone in their concerns. This notion of shared 

problems was empowering for the teachers, in similar 
ways to sharing successes. This led them to share tips 
and tricks that had worked for each of them.

Given the teacher workforce shortage that is most 
pronounced in regional areas,37 graduate teachers 
are assigned more tasks than they normally would 
be. As some of the graduate teachers stated (Table 6), 

having a heavy workload and needing additional 
planning time are some of the key challenges they are 

experiencing. To add to this, one of the teachers worked 
in a small school with seven teachers on staff. Several 

others were part of small teaching teams, and it appears 
that this provides an element of pressure in not wanting to 

let colleagues down, as well as an obvious lack of networking 
opportunities.
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Teacher reflections
While studies with greater number of participants have 
certain advantages, in terms of analytical strategy and 
increased reliability, sample size does not necessarily 
determine the quality of a study.38 Depending on the 
nature of the inquiry, small-scale qualitative studies have 
the benefit of exploring in-depth information from a 
small number of participants.39,40 Given the knowledge 
and experience of the teacher educators and 
researchers in this program, we were able to unravel 
in detail their practice and provided individual support 
to the graduate teachers (Appendix 1). Future research, 
however, might take a more longitudinal approach that 
involves greater numbers of participants to increase 
their engagement with the program.

Isabella

Isabella, a primary teacher in her first year of teaching, 
stated that she felt especially proud of ‘the little Ah-
Ha moments you get with students when they get 
it’. She also said that when students could work 
successfully in diverse groups, she felt a sense of 
pride in having created that space that allowed them to 
achieve this. Isabella describes her core strength as a 
teacher is having the ability to work hard and be able 
‘to get jobs done and juggle all the demands placed 
on you’. In stating that, Isabella still identified time, 
workload and behaviour management as ever-present 
challenges in managing her teaching practice. To sum 
up, she states:

to be honest as everyday it changes, for me 
it is building up skills that I can absorb the 
constant flux.

In terms of the Graduate Teacher Professional 
Learning Program, Isabella identified linking with other 

graduate teachers as the most valuable aspect of 
the workshops, in particular ‘the discussions with 

others how they are managing situations in 
their classes’. Isabella only attended two of 

the four sessions of the program. In terms of 
future professional learning workshops, she 
suggests:

More people involved and at times 
and places that were easy to get 
to – I know this is really hard in rural 
settings, but I don’t have a spare 
3 hours to travel to somewhere for 
an hour session – could this be done 
over 1 day as a whole day PD? With 

follow up online throughout the year?

In the 2023 version of this program, graduate 
teachers were asked what the preferable 

times, days and length of offering were for 
professional learning. The teachers were unable 

to identify specific times but wanted to continue 
in a hybrid mode. These were used as a premise 

for designing the 2025 version yet still did not yield 
high numbers of participants. Time and distance to 
access professional learning are recurrent themes in 
the literature and are aspects that need to be carefully 
considered when designing future professional learning 
for teachers in RRR locations.
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Lucy

Lucy is also a primary teacher in her first year of 
teaching. She values the relationship she has built with 
the students and said that the best part of her year so 
far was that on the:

last day of term one when kids were sad that it 
was holidays … I thought wow, they feel safe, 
they love school.

In addition, Lucy states that there is great collegiality at 
her school, and she has really good relationships with 
other staff which means great banter in the staffroom 
and yard. In terms of her practice, Lucy now feels 
more comfortable getting up in front of and talking to 
other teachers as a peer. She also feels much more 
comfortable having staff in her classroom, which she 
sees as providing support to individual students and 
helping her strengthen her practice. Lucy’s school also 
has the curriculum scope and sequences worked out 
for different subject areas, which means that teachers 
do not have to reinvent the wheel.

Lucy’s positive attitude to teaching has her focusing on 
the ‘small wins’. For example, in relation to a difficult/
trauma background student who has been leaving class 
and running away from school, Lucy has been working 
on reframing the problem and focusing on what she can 
do. For example, on days when the student remained at 
school, Lucy considered this to be her ‘small win’.

Staff meetings ‘with no point’ were a pet peeve of 
Lucy’s, especially in light of being time poor and having 
a significant workload. She is also concerned that 
not all parents show up to parent–teacher meetings, 
especially if their children have individual education 
plans.

Lucy started in the school with a permission to teach 
(PTT) entry, and while she enjoyed that experience, it is 
different being a graduate teacher:

I feel more supported and valued. I now have a 
say. PTT was not as team oriented. 

In saying that, Lucy highly recommends that teachers 
do PTT or work as education support staff at schools 
during their placement.

Lucy was asked what she would do if she were the 
principal at her school:

•	 Time in term one as it takes longer to do 
anything during the first term.

•	 Mentor observation because it is brilliant.

•	 Mentoring from experts, maths, for example.

•	 Frank, honest conversations around 
entitlements, awards, etc.

To sum up, Lucy states that:

I wasn’t sure I was going to 
enjoy it as much as I do. I had 
heard of others not making it 
past mid-year. I just try to take 
on as much as I can.

As shown above, Isabella and 
Lucy’s experiences mirror those of 
a wide number of teachers across 
the country. In a survey of 3,206 
teachers in Australia, data showed 
that their passion for teaching 
and being privileged to positively 
impacting their students gave them 
a sense of belonging in their school 
and a strong teacher identity.41
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Recommendations
Even though teachers had registered for the various 
sessions of the program, many had to cancel as a 
meeting, a camp or a parent–teacher conference 
happened to arise on the day of the workshop. While 
this is inevitable, it requires an urgent evaluation of 
how we can better engage with the schools and 
teachers, and it also poses questions about what 
professional learning is valued, what messaging 
graduate teachers receive about relevant professional 
learning, how graduate teachers make decisions about 
prioritising professional learning, how early career 
teacher professional learning needs are understood in 
schools and how the needs of early career teachers 
as identified in literature are satisfied in schools. 
Considerations here include the recognised need 
for early career teachers to ensure they understand 
and are attending to their own wellbeing needs; that 
collegial networks with other early career teachers are 
available to them; and that their daily work is shared, 
understood, celebrated, unpacked and developed in 
safe, collegial spaces where others understand and are 
experiencing similar situations.

Communities of practice
Graduate teachers and principals in the Great 
South Coast Region of Victoria identified the current 
professional learning programs that schools are 
engaging in. These include the Victorian Teaching and 
Learning Model (VTLM) 2.0, the Structured Literacy 
Model, Science of Learning, disability and inclusion 
training, and more. These programs are mandated 

by the Department of Education and therefore given 
priority by schools. Additionally, the school network 
in the region operates three learning communities: 
Literacy Learning Community, Numeracy Learning 
Community and the VCE Vocational Major Communities 
of Practice.42

A key consideration for developing future professional 
learning programs is to investigate a model of delivery 
that supports/addresses the issue of competing 
priorities for graduate teachers in RRR schools. It is 
important to identify what’s missing from the mandatory 
programs and where graduate teachers also require 
tailored support.26 Given that schools across the 
region are geographically spread and teachers have 
different needs, professional learning programs need 
to be relevant to specific contexts22 in order to create 
programs situated to local conditions. For example, 
ongoing online communities of practice could be set 
up for graduate teachers. Hosted in partnership with 
Deakin University, these online hubs could potentially 
be platforms for teachers to log in at specific times 
and share their experiences, an aspect highly valued 
by participants of the Graduate Teacher Professional 
Learning Program 2023 and 2025. Having a space 
to go to just for graduate teachers – that is, having 
space outside the school – would help them build 
their professional practice as they share commonly 
experienced everyday struggles and celebrations of 
early career teachers more broadly. To establish and 
sustain genuine communities of practice, Maras et al. 
state that factors such as teachers’ relational practices 
and consensus of values need to be negotiated.30
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Supporting transitions
Pathways into the teaching workforce are more 
complex than they were a decade ago. Previously 
most teachers had to complete an accredited program 
and then apply for a job. In light of teacher shortages 
across the country, federal and state governments have 
opened up employment-based pathways. In these 
pathways, pre-service teachers are given permission 
to teach (PTT) as they are completing an accredited 
program. Nationally recruiting teachers from Teach for 
Australia programs continues. The Victorian Department 
of Education sponsors Teach Today and Teach 
Tomorrow programs, which offer pre-service teachers 
employment as an education support staff member or 
a paraprofessional role in a government school while 
they study and get what is desired as real hands-on 
experience.43

Today, teachers go through multiple transition points 
from starting a degree to getting a position at a school. 
Some of the graduate teachers who participated in the 
Graduate Teacher Professional Learning Program 2025 
started with a PTT entry to the workforce.d Increasing 
numbers of PTT graduates are in a full-time position and 
are completing their degree at the same time. These 
transition points expose new challenges for teachers, 
especially when some are undertaking the dual role of 
pre-service and PTT teacher. Similar to the successful 
Partnership Model for Professional Learning,33 Deakin 
University’s Professional Learning Education Hub 
(PLEdHub) is an existing platform to support teachers 
at multiple transition points, keeping participants linked 
to theory as they go about their practice. The working 
lives of teachers are shaped by external regulations, 
policies and individual school contexts, all of which 
are subject to changes. Bernay et al. highlight the 
importance of enhancing school/university partnerships 
to support early career teachers’ confidence to 
meet the needs of their early years of teaching.44 
A collaboration between education departments, Great 
South Coast principal networks, Beyond the Bell and 
Deakin University’s Initial Teacher Education course 
leaders can ensure that graduate teachers are being 
provided with up-to-date policies and relevant ongoing 
professional learning.

Mentoring practices
As identified in the literature and in the 2025 AITSL 
report, there is strong evidence that effective mentoring 
(delivered over an extended period and tailored to 
individual teacher needs) can assist to build teacher 
confidence and self-efficacy. However enormous 
challenges exist in RRR schools to deliver on required 
mentoring allocations and dedicated learning and 
reflection outside of the school day, which will impact 
on a teacher’s personal time.23 Linking graduate 
teachers with teacher educators (to develop 
their pedagogical knowledge) and 
experienced teachers (to support 
their curriculum enactment) is 
an effective way forward to 
enhance job satisfaction 
and work engagement.34 
Regardless of the focus 
of the professional 
learning program 
it is important to 
consider the 
viability and 
sustainability 
of these 
mentoring 
activities.

d 	 PTT is an alternative authorisation to teach and is issued by regulatory 
authorities that exists primarily to address workforce shortages.
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ISABELLA

Reflecting on your teaching practice

Can you share a specific student achievement or classroom 
moment that made you feel especially proud as an educator?

I think it is all the little Ah-Ha moments you get with students when 
they get it. Also being able to create a space where they all can 
work successfully with such a diverse group.

What would you consider to be your core strengths as a teacher? 
Could you describe a moment or example that illustrates one of 
these strengths in action?

Hard work – the ability to get jobs done and juggle all the 
demands placed on you

What are some of the key challenges or barriers you face in trying 
to grow or refine your teaching practice?

Time / workload

Identifying future support needs

Are there specific topics, resources or approaches you’re 
interested in exploring further to enhance your teaching?

Behaviour management and processes to support

What questions or uncertainties remain for you – either about your 
day-to-day practice or the broader context of your profession?

It all to be honest as everyday it changes so for me it is building up 
skills that I can absorb the constant flux

Reflecting on the Graduate Teacher Professional Learning Program workshops

What aspects of the Graduate Teacher Professional Learning 
Program workshops did you find most valuable or impactful, and 
why?

The links with other graduates

What new ideas, strategies or concepts did you take away? Were 
there any practices that confirmed or strengthened your current 
approach?

In the discussions with others how they are managing situations in 
their classes

Since attending, what changes – big or small – have you made in 
your teaching practice?

Used some resources others suggested

How could future Graduate Teacher Professional Learning 
Program workshops be improved to better support your 
professional growth?

More people involved and at times and places that were easy to 
get to – I know this is really hard in rural settings, but I don’t have a 
spare 3 hours to travel to somewhere for an hour session – could 
this be done over 1 day as a whole day PD? With follow up online 
throughout the year?

LUCY

Reflecting on your teaching practice

The best part of my year so far ... Last day of term one when kids were sad that it was holidays … 
I thought wow, they feel safe, they love school.

The most frustrating part of my year so far ... I hate staff meetings with no point; don’t know why we are here; 
aren’t relevant; so much you could be doing.

The worst part of my year ... A ‘runner’ – a student with a trauma background [describes being 
out on the street with another staff member chasing this student]

Biggest difference between PTT and my first year ... I feel more supported and valued. I now have a say. PTT was not 
as team oriented.

If I were principal, I would support my grads by ... Time in term one as it takes longer to do anything then.
Mentor observation because it is brilliant.
Maths mentoring from experts, for example.
Frank, honest conversations around entitlements, awards, etc.

Appendix 1: Teacher Reflections
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