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Abstract

During 2008 in Victoria two influentiaiexts were released within weeks of each other;
texts that would have a significant impact on howtdfian TAFE institutes would
organise both operational and human resourcestbgarext four years. The texts were
the new Victorian State Government Vocational Etiocaand Training Policy, known
as Skills Reform and the amended Victorian TAFEea employment conditions, the
Multi Business Agreement (MBA). Skills Reform hadamy new policy initiatives
stated to introduce a greater degree of marketcehoir the clients of VET providers.
The MBA had pay rises with very minor changes ®dbre employment conditions of
TAFE teachers and Senior Educators. While theseéwts were created independently
of each other, Skills Reform’s impact would needbéoclosely considered in relation to
how a TAFE teacher’s work is organised from the MBA

This paper argues that the core change agenda itlé Beform is not to create
improved access to training by broadening consuherce but to directly reduce the
cost of training in the public sector through proaility gains. This will be forced by
the new activity based funding criteria and a Mglifinancial return to institutes per
training hour. This strategy will force TAFE insiiés to significantly change the way a
teacher's work is organised, not driven by comjmetitbut based on diminishing
financial returns against increased operationaiscos

Introduction

This paper is part of a larger study using ingtnal ethnography (Smith 1987; 2005)
as its method to research how the work of Techracal Further Education (TAFE)
teachers has been affected by the Victorian vocaltieducation and training (VET)
policy known as Skills Reform (DIIRD 2008). As inost institutional ethnographies
the main data collection and analysis for this gtwdl draw on interviews (Campbell
and Gregor 2002; DeVault and McCoy 2002) with teashto relate their actual
experiences of how Skills Reform has both influehttee way their work is organised
and how it has changed what they do as teachenss phRper draws on the literature
review and discussion of policy that are part & drger study. They have been bought
together to background how economic strategiespatitical tactics are being set by
The Australian Commonwealth and Victorian State &oment to bring about change
within the VET sector. Most specifically the dissign within this paper is about how
new funding arrangements, set and controlled byMictorian State Government via
Skills Victoria, are being used to force workplatgenge in the state’s TAFE institutes
by targeting the productivity of its teachers. Cipasin funding and reporting of student
activity will force TAFE institutes to reconsiderow they organise their teaching
workforce; a workforce that has its activity andthoel of working prescribed within an
industrial agreement that has limited flexibilitylosving institutes to meet the new
challenge in reduced funding.

Background
The Australian VET sector is a complex and constaritanging part of the Australian
education landscape. Covering a range of vocatiandl further education programs
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with delivery occurring in a wide variety of envimments to a broad range of
individuals (Smith 2010). There is both public apdvate provision of VET in
Australia. The public TAFE sector not only dealshatraining for vocational programs
but due to its size, scope and government owneiishgiso involved in delivering a
variety of programs to disadvantaged groups. Thenogenerates involvement in low
return programs that the private sector does nwicse(Korndorffer 2010). Funding,
institutional structure and compliance is legislatey both state and commonwealth
governments, however the bulk of Australian quadifions are nationally recognised
Training Packages. State governments can prodwge alwn policy variations and
organise their large TAFE institutes in differenays. For example, in New South
Wales the TAFE system is centralised where as ttovia, the 18 TAFE institutes
openly compete with each other. 14 are standalogancsations and 4 are TAFE
divisions within universities (Victorian TAFE Assation 2008). To add further
complexity to the system the federal governmentahstske in the funding and strategic
direction of VET where national policy and the Coilirof Australian Governments
(COAG) both affect and influence the sector. COAS comprised of the Prime
Minister, State Premiers, Territory Chief Ministensd the President of the Australian
Local Government Association (Council of Austral@overnments 2010).

“Raising productivity is a key focus of COAG’s agkxn and education and
training is critical to increasing the productivity individual workers and
the economy as a whole. Effective regulation & WET sector acts as a
key quality assurance mechanism for the skills ba$eAustralia’s
workforce and facilitates labour mobility (Councibf Australian
Governments 2009)” .

While COAG attempts to provide a national strategyg direction for VET some states,
most recently Victoria and Western Australia havestained from some national
decisions to enact similar levels of change inrtegisting reform agendas (Council of
Australian Governments 2009). The sector is deeplticized, while maintaining a
social contract contemporary notions of VET are enolosely aligned with human
capital theory (Quiggin 1999), economic developmantl a greater roll for private
provision of funding and delivery in the sector @emson 2005).

“The VET sector is expected to contribute substdgti to the

achievement of government goals to improve thdsskil the Australian
workforce and population against this backgroundexlining resources
and a differential approach to funding higher ediocaand VET (Long

2010, p. 8) ".

Sector wide analysis of both state and federal ihgqndver time shows a decrease in
state funding and a moderate increase in federalirig. The Victorian government is
the only state where VET funding has increasedes?i®8 (Noonan and Burke quoted
in Australian Council for Educational Research 20Ihe benefits to Victorian TAFE
have been limited with the funding increase tardjébe growth in the private sector.

“The proportion of government VET funding receivéy TAFE has

declined. Between 2002 and 2008 it fell from 91.18089.0%. Payments to
non-TAFE providers increased correspondingly. Ire ticontext of

government funding that has been almost unchanged that period, it

represents a real decline in funding for TAFE. (@&910, p. 5)".



While funding is always an issue, productivity pa®ms the current political focus on
the sector. This is evidenced at the federal levigh the Productivity Commission
currently carrying out a review of the sectors viorke (Australian Government
Productivity Commision 2010). The state of Victoaso has a VET change agenda
known as Skills Reform (DIIRD 2008) which the fealegovernment is also supporting
(Stutchbury 2010) and underwriting with fundingrfrats Productivity Places Program
(PPP). PPP funding is federal money used in atyadkcontetxs to address training
needs in areas of skill shortages, however withictdvia conditions of its applciation
have been altered to assist in the funding of aymtvity driven resource and
operational change process (Ross 2009).

Productivity, Skills Reform and contestability.

Productivity is an economic term that defines ahwoétfor increasing outputs by
reducing inputs (Rogers 1998). Public educationrpo its commodification had been
difficult to equate to market driven notions of @uativity because “...inputs and
outputs are not easy to identify or quantify, tleduoict is not sold in the market place
and a proportion of the inputs are not bought enrtharket place (Snell 1982, p. 179)".
To engineer productivity in the sector educationiggyodecisions continue to move
publicly funded VET into the private competitiveage. The movement of Victorian
TAFE into a more commercial space has been happeioin some time and was
formally precipitated by the reforms of the Victmmi Liberal government of Jeff
Kennett that restructured then encouraged competiietween the public providers of
VET.

“In Victoria in the ‘90’s, Jeff Kennett deliveredreat autonomy to the

TAFE’s. The Directors can run their institutionsa$usiness. As such, in
Victoria there exists a more effective and decdisgd approach to

technical education Profits flowing from industry partnerships are
invested back into the TAFE's that generate sucbhrime (Robb 2008) ".

The need to secure more funding through fee foriceractivities with commercial
clients is not new; Victoria has been a leadehamdommercialisation of the Australian
VET market, even so, guaranteed funds had massivelgrpinned all TAFE institutes
financial income. That situation has now changedhwhe introduction of Skills
Reform and the Victorian Government’s recastinghotv it distributesinputs to the
TAFE sector. From 2011 the open and contesteditgaimarket sees the end of
guaranteed government income to the Victorian TA¥eEtor. The new environment
with its core termcontestability moves TAFE institutes further into a commercial
market influenced by “...capitals need to secure ussEs and to develop low cost
sources of production combined with the pursuiheiv and expanded markets for the
sale of goods and services (Carter, Stevenson 20H0D, p. 4) . Contestability refers to
a shift in how government funding is proportionex oth the public and private
providers. Prior to Skills Reform the bulk of stg@ernment funding for training was
only available to the TAFE sector. Once Skills Refois fully enabled almost all
government funding will be available to an open eodtested market.

“The introduction of reforms announced in tBecuring Jobs for Your
Future policy [Skills Reform] has resulted in changes llS Victoria's
role. The most significant impact of these changeshe shift from a
planning and purchasing model with limited contesits, to a demand
based funding model with significantly increasedhtestability and client
choice (State Services Authority 2009, p. ix)”.



However the contestable space is not open and dolhypetitive but is a finite market
with specific boundaries on whom can access fundimdjhow it is accessed, as such it
is a quasi market (Anderson 2005a). The quasi maske risk managed market; set to
control government funding of VET by reducing thembers of individuals that can
access subsidised programs. If it were a truly oparket then all VET providers would
set up systems to maximise enrolments and repeahdss. The magnified cost in
training to the state government would be open-érahel unbudgetable. The Victorian
Skills reform policy controls contestability by gnallowing individuals to receive a
subsidy for certification at a single Australian &fications Framework (AQF) level.
For example anyone holding a Certificate IV quedifion would not be able to
undertake another Certificate IV and receive a igiypsThey already hold a
qualification at that level. To qualify for a suttgithey would have to move up to or
beyond the next AQF level. The key risk managenaggfie of this condition is that
there is no time limit set on the validity of preus qualifications. So someone
completing a Bachelor of Arts in Media Studies @96 would be ineligible for a
subsidy to undertake a Diploma of Graphic Arts @1@ The difference to the
individual could be somewhere either side of $6@90ees. The importance of the
linear pathway eligibility rule as a productivityeasure was evidenced when the
Victorian Greens, a political party in opposition the 2010 Labor Government
attempted to change this policy in the VictorianpgpHouse. While the change was
unsuccessful the Victorian Government’s rebuttak vgguarely based on budgeting
requirements with a reasonably precise figure oatwhopping liner pathway eligibility
would cost “... the government has warned that thereiment amounts to an almost
‘open-ended guarantee’ for a subsidised place dbakd cost $200 million over two
years (Trounson 2010)". The inverse of this arguniethat the Government expected
to remove or relocate $200 million within the Videm VET sector.

Funding to TAFE institutes under Skills Reform ignsficantly different to the model it
supersedes. Prior to the full implementation oflISkikeform all Victorian TAFE
institutes received the bulk of their funding thgbunegotiated contracts; that is, a total
amount ofhours of delivery with payment against those hours madeguarterly
instalments. As long as the delivery target washed and the integrity of the delivery
could be confirmed through samples (Invalid ModHilerolments audits) then there
would be little recourse between institutes and\tletorian Government body, Skills
Victoria, responsible for the TAFE sector and tiragn(Adams 2008).

Under the new more complex funding model paymentnede to institutes on a
monthly basis once evidence of student participaitiothe course is confirmed for that
month. For example, if the delivery of a Unit obr@petence runs over a three month
period and the total funding attached to a studemhat Unit is $600 then the student
would have to be active within the course for tHele three months for all $600 to be
returned. However if the student were only activeeingaged for the first month then
only one-third ($200) would be returned to theitogt. The loss of income based on
one student’s decision not to continue study isamifut the loss of income to an
institute will be significant when magnified acrafszens of students that may drop out
of programs during the year. There is also sigaiftaisk for the months of December
and January where there is little activity, riskaesrbated by the fact that funding is
paid one month in arrears. Both risk and poteiisd coupled with new eligibility rules
and increased competition is a significant finahclallenge that TAFE institutes will
need to manage strategically and actively.



“Traditionally, an administrative approach to plaxghhas dominated the
Australian VET system. Under that approach, govemis) consulted with
industry to determine the quantum and profile offTilaces to be funded
each year. This afforded providers a measure ¢hiogy when undertaking
workforce planning.More recently, greater emphasis on public—private
competition, contestability of public funding antudent choice of VET
courses and providers — through, for example, CGAG®ational
Partnership Agreement on the Productivity Placexyam and Victoria’s
Training Guarantee [Skills Reform] — have beenudest of some public
funding. Should this trend gain momentum acrossn®n, it may hold
profound implications for the ability of providet® plan their course
offerings and, therefore, their workforce (Educaticand Training
Workforce Study Productivity Commission 2010, p)"29

To compensate for the relocation or loss of theseld TAFE institutes could be
expected to ramp up their fee-for-service offeringdook for significant productivity
gains. However in a contestable market fee-forisenoptions available to TAFE
institutes will be difficult to secure due to thecieased state government investment in
and flexibility of private RTOs. Therefore prodwaty actions and efficiency measures
remain a necessary strategy for reducing costs opémised training market.

“Under centrally planned or funded systems knowgedigout efficiency can
be used to allocate funds between institutes. Uadarore market-based
structure, competition will tend to drive inefficie operators out of the
market. (Fieger, Karmel et al. 2010, p. 7)”

In the 2010 NCVER report on TAFE efficiency (Fieg&armel et al.) two primary
input measures were used to scope the size dfutistis and calculations of efficiency:
infrastructure and human resources. This is bec#usg account for the greatest
expenditure in the running costs of TAFE instituteslisting significant infrastructure
assets while sometimes necessary also significafticts an institutes capability to
deliver training. In regards to a search for pranhity, bulk optimisation of labour can
return significant savings: “Marketization has gda premium on efficiency measures
and resulted in an increasing pressure to drivendialvour costs.(Forward 2007)”.
Reviewing how the VET workforce is utilized is aredheme of the commonwealth's
Productivity Commission.

“The structure of the workforce and its consequeifficiency and

effectiveness, including: the extent to which jodsidn and employment
agreements in the VET sector are aligned to conbeanp work practices in
a commercially competitive environment... (Educati@md Training

Workforce Study Productivity Commission 2010a, pll)V.

There is then some question about what are 'coreampwork practices' in the sector.
The terms ‘design’ and ‘employment agreements’hie preceding quote connote a
challenge to the institutional structure and operast of the VET workforce; a

workforce that in Victoria straddles both publicdaprivate sectors and a TAFE
workforce that incorporates a teachers industrgge@ment and an administrator’s
industrial agreement (Korndorffer 2010). While geceding quote is too narrow to
take in all aspects of the sector it does appedetarguing against award driven
institutional organisation and championing the mimdividually negotiated reality of

the commercial market. With the bulk of VET teachemployed in the TAFE sector,



this is an interesting judgment casting themot®r. Clearly within both state and
federal government there is a desire to changethatwvorkforce is organised, if it is a
guestion of design then new paradigms may be cerexid

The Multi Business Agreement

The Australian VET sector is a place of constanalysis, change, review and
adjustment and has been so since the 1990s (Mc2@haf). The variety of change
within the sector is pervasive, suggesting thahgkamight not adequately describe the
reform it experiences. Instead, other terms suchesess, unsettled, incomplete, or
even volatile may be more appropriate (Cooney amuyl2010). Within both state and
federal government there is a desire to fund thetrmpooductive and efficient systems
(Fieger, Karmel et al. 2010), to reach this ainuatipent and reform seem continuous.
Change within the sector is experienced at all Ifefeom the classroom, to the
boardroom and government to the point that chaatgue in the VET sector is well
acknowledged and documented (Harris, Simons &08)5). One key area where little
change has occurred in the past 10 years is thridn TAFE teaching agreement,
now referred to in its latest version as the MuBiisiness Agreement (MBA)
(Australian Education Union 2009). The Victoriarabch of the AEU has managed to
achieve regular pay raises and near parity withwtages of secondary school teachers
without sacrificing the core conditions of not orly members but all TAFE teachers
and Senior Educators (AAP 2008). While the agred¢rhas been through 3 iterations
since 2000 methods of structuring a TAFE teachenk wave essentially remained the
same. This is unusual in a sector where the diyeo$iwork practice and skill level is
acknowledged (Faculty of Education Monash Univgra@al0).

In Victoria the conditions within the agreement amally negotiated and settled by
two different bodies. Teachers and Senior Educaoesrepresented by the Victorian
branch of the Australian Education Union (AEU). TAFinstitutes and their
boards/councils are represented by the VictorianFEAAssociation (VTA).
Productivity gains form the basis of an enterpbaegaining agreement (EBA) between
the two groups with the core aim an increase inyidly an adjustment to employment
conditions enabling either savings in institute rafiens, innovations in delivery or an
increase in the profitability of operations. Asany negotiations both parties will be
trying to maximise their gains and minimise thesdes. For the AEU the motivation is
the maximum increase in pay with minimal loss & miember’s conditions and the
protection of a workplace model it believes is dasd to benefit educational outcomes
(Forward 2007). The VTA would be looking to maximiproductivity chiefly by
altering the conditions on how a TAFE teachers woak be organised (Victorian
TAFE Association 2010).

The MBA and its precedents are quite specific ow @ TAFE teachers work is
structured. The agreement not only contains basplogment conditions but also
describes in some detail how the annual and weekdykload of a teacher is
apportioned based on a division of duties withrgggamount of hours associated with
each division. This contributes to a systematic patterned way for organising the
work of most TAFE teachers either in classroomwarkshops in the form of academic
terms and semesters. Though there are many smmificariations of the standard
academic year and delivery methods outside classand workshops, the flexibility
of many institutes is limited in its capability tmaximise access to their training
facilities by the structural constraints of a tearshwork (Smith 2010) and optimise one
of the most expensive assets in their operatiomamresources. This challenge places
limits on flexibility and responsiveness and therefproductivity. This is reflected in



the core productivity / pay rise concession in M&A; a subtly worded definition that
could increase the number of hours a teacher sgeadBing or assessing and therefore
proving a significant productivity enhancement targe institute.

Two texts: Skills Reform and the Multi Business Agreement

In mid-2008 negotiations between the AEU and VTA&rmodetails and conditions in the
MBA had apparently stalled. A decision was takerth®y AEU to announce a 24 hour
day of action, effectively a strike, on August"2008. While the attention of TAFE
teachers was squarely on the outcome of the indusittion, Skills Reform was just
days away from being launched (Tomazin 2008).

Skills Reform was introduced to the Victorian VEdcwor in early September 2008 as
part of a three-year cycle of ministerial stateraahtat set the strategic direction for
VET in the state. Skills Reform was initialépld to the people of Victoria as a policy
that would: enable greater access to training, ijeovnany newly funded training
opportunities and, increase the number of Victonaorkers holding qualifications
(Tomazin 2009). Both the Victorian branch of thelABnd the VTA, while generally
occupying contrary views, quickly refuted this sgll point. Both bodies highlighted
similar parts of the policy that they believed webwctually reduce the numbers of
individuals willing to undertake VET within Victai through increased fees and
changes to eligibility (Trounson 2010a). The AEUswaarticularly strong in this area
devoting almost all of its 2009 Victorian confererto discussion of fee increases and
their effects on students. The AEU has maintaihesidtrategy through its TAFE4ALL
(Australian Education Union Victoria Branch 200&ntpaign and in its newsletters.
The core tactic of the AEU was to focus on theeased costs to potential students
through changes in enrolment fees, the removabo€essions for the unemployed and
linear pathway eligibility. There are now broadeessages of quality implications
posed by productivity efficiencies that may leadrtstitutes and private RTOs saving
money by increasing class sizes and shorteningldhgth of courses (Australian
Education Union Victoria Branch 2008).

At around the same time of the 2009 Victorian AEdhference the VTA was working
across TAFE institutes to look at how the MBA coblel used to increase productivity
within the TAFE sector using the newly modified Egs Teaching Duty Hours clause
in the MBA. Excess Teaching Duty Hours could be sidered the core enterprise
bargaining success between the AEU and the VTAs the one area of significant,
although subtly worded, change in the MBA when carad to the previous agreement.
Depending on interpretation (and this is wheresisubtle) clause 19.16 of the MBA
(Australian Education Union 2009) enables managersonsult with teachers for an
increase in their teaching load during normal wogkinours, usually capped at 21 hours
per week, and thereby get a greater return on gowemt funded courses through
having to pay only an additional 50% of the houdte for the excess hours (Australian
Education Union 2009). Teachers must present aeasonable right of refusal based
on listed criteria within the agreement if not wagtto undertake the increase in
teaching load. The subtlety occurs in what is agr®d a reasonable request by a
TAFE Manager and what is an unreasonable rightfosal on behalf of the teacher.

There are at least two possible reasons why the WbAld undertake a broad and
multi-institute initiative of change. Firstly, théTA represented the TAFE Directors
perspective in enterprise bargaining with the ABY.mentioned earlier the changes in
the agreement were minimal and pay rises over 3syeare secured, it would be
necessary for the VTA to encourage institutes torpise productivity expectations to



offset the pay rises. The second reason was metivhy the Victorian Treasury
baulking at funding the recent pay rises for TAlERdhers. A degree of brinkmanship
with TAFE institutes via Skills Victoria occurred 2009 with the Victorian Treasury
through a budgetingrice review asserting that the TAFE sector was both profitable
enough to pay for a greater proportion of the MBay pises and had the capability to
manage any risk through productivity gains. Toed#tere is little documented
knowledge of the successful uptake of Excess TagcBiuty Hours within TAFE
institutes or the ultimate outcome of the pricaeav

At the end of 2010 a change of government occumeW¥ictoria with the Liberal-
National coalition taking office. They were quiak &lter one aspect of Skills Reform
relating to concession fee rates for 15 to 24 yédhealthcare cardholders wanting to
enrol in Diploma or Advanced Diploma programs. Thgpected cost of this
modification to the State Government is $56 mill{tall 2010), almost half the annual
amount claimed as necessary to fund the big-titket of linear pathway eligibility.
They further promised a review of all enrolmentsfed conditions as affected by
Skills Reform (Hall 2010). Their commitment to fedleand state VET change is yet to
be revealed yet their relationship with the AEUreuntly points to one of shared
concern about access to training in the publicesystThe TAFE4ALL campaign
claimed success in influencing the new Victoriaral@mn Government to change the
concession fee rates outlined above (Bluett 2011).

Whether Treasuries negotiations with Skills Vickorivas a productivity push
coordinated with Skills Reform policy or not theatt Government of Victoria was
definitely putting pressure on TAFE institutes éborm and the pressure related directly
to the financial security of those institutes. Ageted strategy of change is flagged in
the opening pages of the Skills Reform documengrevlaccess to training and increase
in qualifications gives way to a productivity artdustural change agenda. It's just now
the Victorian Government not only seems to meabuit has a multi-layered plan
backed by federal funding to see change succeed.

“The Victorian Government recognises the clear dnder structural
changes in the way the training system works, thg w which government
funding flows to providers and the training produ@nd services that
individuals and businesses can access with governsupport. It is clear
that change must be far-reaching and it must begim. (DIIRD 2008, p
7).

The push for structural change with an open anectink to funding is quite explicit.
The aims are nothing new in the sector (The Bofomsulting Group 2007); an
analysis of the actual policy strategies withinliSKrReform suggests a total strategy to
engineer reform. Unlike some negotiated changherpblitical theatre this is nottake

it or leave it approach. Institutes require government fundprate; change would be
forced through by the technicalities of fundingteg level of individual enrolments and
individual progress. For institutes to stay viableser attention may now need to be
paid to individuals, rather than cohorts.

Conclusion

After many years and many attempts to reform th@ g&ctor both the Commonwealth

and Victorian Governments are engineering an dffat the sector can’t refuse. What |
suggest in this paper is that Victorian Skills Refdhas a funding model engineered to
force industrial reform within TAFE institutes’ througboordinated and calculated



financial risk management. That change is squdegtjeted atltering the productivity

of its teaching workforce through a multi-pronged funding strategy where \fitorian
State Government has: (1) decreased the amouontitifzutes to a student’s total fees,
(2)_decreased the amount Skills Victoria returns tditutes for an hour of instruction,
(3) instituted a funding model that only pays agaimonthly measures of student
activity in a course and (4) affected eligibiligquirements for individual students thus
reducing the number of students in the system. & time of writing student
applications for Victorian TAFE places were down hQ%, however there are
mitigating circumstances that could have affected tirop including high employment
figures and compensation for dropping internatiostaldent numbers in Universities
through reductions in enter scores (Topsfield 20Tk reduction in revenue returned
to institutes through the changes in funding oetlirabove in points 1 to 4 poses
significant risk to the viability of many operatmnspecifically those that may suffer a
high level of attrition; TAFE institutes will be otelled to design and implement
productivity measures across their operations.

Knowingly or unknowingly TAFE teachers themselvesédbeen active in carrying out
the agenda of human capital theory that has drilrerconceptualisation and design of
VET in Australia since the mid-1990s. Both competebhased training and a push for
greater productivity in the workplace through betjealified workers is a core part of
the economic imperative of contemporary VET. Thitoagalysis of Skills Reform it is
possible to see how these issues are now held apnagor to teachers in the TAFE
sector. The economically constructive strategieilohan capital theory, competency
based training and productivity has been turnednup@dFE teachers with an
expectation to change. Recent academic research chied for higher-level
qualifications in the sector (Wheelahan, Curtinabet2010), as human capital theory
demands. Entry-level qualifications for the VET tseeDEST 2007) and the preferred
union qualification are both competency based. Aad, outlined in this paper,
productivity at both a state and federal levelatisg the future and current policy of
the sector. Teachers are now both implicit andiexph the economically driven VET
change agenda, what they have been effecting nf@etafthem. Further study should
reveal to what degree teachers knewing of the complicit nature of their work in
regards to productivity and how productivity, agpoped to pedagogy, feedbacks into
the coordination and construction of their work. wHdeachers respond to the
productivity measures that their institutes ingiatill make up the core data for the
larger institutional ethnography that this papediawn from. That response will be
experienced and lived by teachers within their gyda@y worlds and the boundaries of
their industrial agreement.

The MBA can be considered a bastion of resistancenany of the least palatable
changes in the sector but it can also be considerathpediment to change. The MBA
expires on 30th September 2012 and Skills Reforlinbeifully implemented by 2012.
At the end of their cycle it remains to be seen I8kills Reform will change the sector
and how it will be affected by a change in governtndlost specifically, how will
guality of teaching and, a comprehension of whagtional education is, be understood
and shaped by those that actually do the work? eTheit be some interest in how
negotiations for the next iteration of the TAFEdi@ag agreement are influenced by the
policy. With Productivity such a core theme in getor it also remains to be seen if
the irresistible force of policy and funding canfisthe immovable object of the TAFE
teaching agreement and what this means for teach#re sector.
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