
[image: image1.jpg]gall [ alEl

HIGHER EDUCATION & TECHNICIANS
EDUCATION & DEVELOPMENT





The Scotland Network for Technical Managers
[image: image2.jpg]



Report on the Proceedings of the Meeting at the University of Stirling
7 March 2011
The Browne Report and the era of austerity: 
Critical Issues for University Services and Staff’ in Scotland
Introduction

Throughout this report a key will be used for each of the following terms.

	Reference
	Key

	Manager of technical resources
	TMan

	Technicians, allied specialists and resource manager
	TSM

	Browne Report
	BR

	Continuing Professional Development
	CPD


Universities are going through a period of turmoil, much of it driven by the implications of major restrictions on finances.  In England, this sense of seismic change is further amplified by the advent of the Browne Report (Review).  Already universities are implementing its recommendations on student fees.  The question for TMans in Scotland’s universities was the extent to which the associated organisational change issues may apply, particularly in the context of recent political pledges, for example the First Minister’s promise “to use the public purse to fill “any funding gap” that emerges once English universities start charging higher fees next year”,
The networking event (seminar) at the University of Stirling undertook; “To provide its Tmans with an opportunity to be engaged, during the critical formative process, in informing, forewarning and forearming, themselves and their colleagues about the consequences associated with BR and interrelated economic constraints.”  The seminar work plan exploited the considerable expertise of its participants to explore the potential for change, and how it might shape the way in which technical services will be delivered.  By inference this is germane to TSMs’ roles and their professional responsibilities.  This enabled the cohort to contribute to a constructive review of what is widely recognised as a major process of strategic change.
Participants focussed on issues from the point of view of their roles, firstly as team leaders. Secondly, by taking account of the needs of the people for whom they carry a management responsibility.  The relevant issues were identified as:-
· the quality, scope and substance of what is currently delivered for students, by universities

· professional roles, responsibilities and relationships among university staff and associates

· their personal and team training and development 

· job security and career prospects

The objective:  To explore the consequences of BR, thereby to provide inspiration for constructive ideas, and a framework for serious discussion that will inform and involve:

· TMans locally, regionally and nationally

· TSMs at all levels within their teams (briefing sessions)

· Open discussions with the directorate in departments, divisions and the university

Navigating through this report

The most important part of the report is included in the ‘Recommendations arising from the group exercise(s).  These are listed directly under the headings (as they appear in the table of contents).  If the document is read electronically, all referenced page numbers can be accessed via the keyboard ‘control button’ with left mouse click.  Hypertext links are embedded in the document to navigate back to the table of contents.  The rest of the report consists of the following:-
1. The “Supporting Observations in each section.  These are sourced from the facilitator’s and Simon Smith’s (Stirling University) notes; also from the contents of the flip charts that recorded the participants response to the four tasks set for groups in the morning break-out session.  There is some overlap in the material recorded by groups.
2. Background information in appendices 1 and 2.  
3. An exercise to rank the priority and feasibility of a list of topics for future network meeting and initiatives.  This is in Appendix 3 on page 13.  The next meeting is scheduled to be hosted at the University of Edinburgh.
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The key seminar observations and conclusions 

These conclusions are based of the participants’ experience and judgement.  Clearly they do not claim to represent a model for all universities and the services that they provide.
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Task 1  TMan strategic roles and responsibilities.
Recommendations arising from the group exercise
· Tmans should take steps to ensure that they have a grasp of emerging strategic issues, and their potential impact on the services that they deliver and the people they ‘lead’.  This should be incorporated into their ‘Leading a technical team’ training.
· They should set up mechanisms to keep their team colleagues informed about the relevant issues and their consequences. 

· This leadership role would be most beneficial to the team and the institution if it informed colleagues in sufficient time for them to consider, and respond to the issues, and to feed their response to the directorate at departmental, faculty and institutional level.
· This might have more impact as a co-ordinated process with Tmans elsewhere in the university.

· The professional credibility of TSMs is important with respect with this theme.  Tmans could usefully examine this within their local and regional networks.
· Students should be given to opportunity to evaluate technical services.  This should be part of the wider picture comprising the total student experience
· It is important to have a mechanism for the systematic monitoring and evaluation of technical services (ie quality assurance).  This process should be part of the leadership and management training for TMans
· TMans should actively encourage full awareness of the process and implementation of systematic Professional Development Review (PDR) for all of their team, and ensure that this is carried out on an annual cycle.  This, in part, would be a useful mechanism to get TSMs engaged in the personal development issues that inevitably arise from strategic change.
· An efficient feedback system needs to be in place to address unaccomplished PDR goals.
· There should be a greater Tman awareness about the function and implementation of a Skills Matrix to identify significant gaps in professional practice, and supporting competences.
· TMans should be prepared to exercise a high profile at all levels in the institution and to encourage a similar constructive approach among the members of their team.

Supporting Observations
· The is a perception among TSMs of a lack of recognition of their professional roles, by leading people in the academic community; academic and senior management.
· There seems to be a widespread lack of understanding in the university hierarchy as to what technicians do.
· The consultation process about strategic change appears to be ineffective in that it is referred to TSMs once the significant issues have been broadly decided. (“Here is our decision, tell us what you think!”)

· Things have evolved and in that there is a growing awareness of the importance of retaining staff.

· Contingency planning that explores the potential effect on job insecurity and career.  This integral part of change management, is not widely evident.

· In some academic areas there is a lowering of the quality of student practical content. This seems to fly in the face of some of the central tenets of the BR? See
http://www.thisislondon.co.uk/standard/article-23792057-cuts-to-science-are-creating-the-perfect-storm.do 

· Not much thought given to manpower planning.  This means that there is a blind assumption that TSM staffing reductions will not have a direct bearing in the level and quality of services.  It follows that medium to long term contingency planning to offset the potential consequences of foreseeable changes arising from macro departmental and institutional reorganisation, is rarely if ever evident.
· There is a burgeoning issue of an ageing workforce.
· ‘Putting ones head above parapet’- How does a high, possibly controversial profile affect professional reputation and career progression?

· PDRs and how to plan for skills shortages is not always practiced.
· There is a common assumption that TSMs are isolated from the process and consequences of major organisational change in so far as outcomes are thought to be restricted to students, and those directly involved in teaching and the formulation of academic policy.
· TSMs are rarely (if ever) involved in the formative stages of evolving corporate policy
· Tmans generally have access to information via open meeting and the web.  There is no particular obligation to get Tmans involved in the significance of the issues that might affect them personally and professionally.  This information provision process is sometimes described as ‘consultation’.  It signally fails to inform about strategic detail and its consequences.

This has implications for:-

· Damage limitation – people worried and looking to move jobs – good people moving on.
· Negative publicity  -could create a poor public impression of the university and department.
· Morale – affecting bottom line in the sense that attitude and behaviour towards work are interlinked.
· The corrosive effect of rumours where individuals and groups have to use guesswork as to what is going on.  This has the effect of undermining trust as the core message becomes distorted.

· The usefulness of relying on information that is placed on the intranet (sometimes obscurely). usually directed from the executive downwards.
Task 2  Teaching, Instruction and Training 
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Recommendations arising from the group exercise
· The qualitative involvement of TSMs in skills and knowledge transfer, needs to be firmly established and recognised among their academic and management colleagues.  Therefore, accreditation in relevant teaching, and skills training, competences would be beneficial for:-
· Raising the quality of TSM input into teaching / instruction
· Personal career development. This is the WIFM driver that will establish the principle of the need to seek accreditation of skills and professional practice.
· Added value to colleagues, by systematic involvement in training and instruction.
· Students who want to be trained /taught by qualified people – not restricted to academic staff.

· Regional networks could be highly effective agency, enabling all of this to happen.
· Technicians get involved in training (and advising) PhD students.  Learning transfer via TSMs is common with regard to health and safety, instrumentation and experimental technique.  Their skills in this regard should be evaluated.
· TSMs could usefully be involved in the induction process, for academic staff, researchers, student project support.
· There is a strong case to encourage TSMs to disseminate their skills, technique and organisational know-how to colleagues locally and regionally. It is an important strategy for setting up and sustaining affordable technical training.
· Such a process ought to promote the intrinsic value of the training, an opportunity for TSMs to gain experience as a trainer, and to meet one another.  This will enable them to compare professional acumen and to explore good or best practice.
· There is a case for TSMs themselves to resource at least part of their own personal development and professional training.  
· The significance of establishing a widely recognised professional body could be a significant route to formalising accredited training and CPD.
· Technical staff could increasingly become an important source for technical training in techniques and processes that they use from day to day.  A high proportion, would, however, need training to attain the requisite skills and confidence.  HEaTED’s Train the Technical Trainer is a course that has been specifically designed for TSMs. See:
http://www.istonline.org.uk/TSCP/train_technical_trainer.asp 
Supporting Observations

· The key competencies outlined in the ‘Educational Competences Ltd’ Technician role profile, apply to TSMs who support the learning process in various degrees; for example formal teaching, demonstration of methodology and equipment, assisting in project and course related work for undergraduate and postgraduate students.
· Technicians get involved in training – PhD students – learning transfer. 
· Health and Safety, instrumentation and experimental technique are often delegated to TSMs.
· TSMs support student projects.  They act as teaching assistants 
· Technicians are often referred to for practical assistance both within and beyond teaching support.
· TSMs are more formally involved skills based courses; for example,  mechanical engineers are the most appropriate (or only) people with sufficient competence to teach and assess the use of machine tools and calibration equipment.
· BR infers that appropriate systematic staff training as an important foundation, supporting the total student experience at university.
· Technicians rarely have their skills and knowledge in teaching, demonstration etc, formally accredited.  Few have undergone formal ‘teacher training’.  Their proficiency in practice was gained by experience.
· Technicians mentor others and have opportunities to teach or mentor colleagues.

· There is both scope and sound rationale for TSMs to be involved in training their peers, locally and regionally. 
· CPD is referred to in corporate policies.  However TSMs are overlooked.
· There is a lot of self reliance on the TSMs to achieve high levels of technical competence; 
ie they have had to train or seek training support themselves.
· Identifying and providing technical training resources is an important issue.  They are usually inadequate.
· Individuals in well established professions bear the cost of belonging to their professional bodies, for example the Chartered Institute for Personnel and Development.. The ‘Institutes’ are closely associated with initiating and supporting CPD and professional training.  
Task 3 The wider implications  
Recommendations arising from the group exercise
· Whilst issues directly related to student fees suggested in BR do not apply to Scottish Universities, general austerity issues will be a major factor that will influence the delivery of services to students.  This will need to be closely monitored, and the consequences assessed, especially in relation to threats and opportunities for individual TSM careers and job security.
· At the moment there is not a widely recognised professional association for University Technicians.  It is acknowledged that the needs of technical staff could greatly benefit from having one set up.  This would enable professional accreditation for training, CPD and quality assurance.

· The intervention of a structured training and development scheme to prepare for foreseeable changes in employment patterns (eg job content, organisational restructuring) should be common practice.  This entails close cooperation with HR and staff development.  It should equip TSMs so that they are in a position to compete for emerging job opportunities; (not necessarily in a ‘TSM role’).
· The concept of National Standards and quality assurance should be the subject for a future network meeting. Professional training and development will need to take full account of the emergence of these concepts.  TMans must be proactively involved in this.
· TSM professional proficiency should be made evident among students and academic staff. Technician CVs on line for ‘customers’ might be usefully explored.
· TSMs should be aware of their role in, and consequences arising from, change management.

· Participants will prepare and circulate details about SVQ activities in their institutions 

· The significance of Career Management (part of the National Framework Agreement) needs to be explored in greater depth.  This is relevant to personal preparation for macro organisational restructuring.
Supporting Observations

· The explicit BR reference to mergers or takeovers, coupled with the uncertain outcome of the proposed sources of income, suggests a prospect of job and career insecurity. The case for prioritising the preservation of funding for science, technology, engineering and mathematics (STEM) subjects at the possible expense of other fields, indicates further insecurity.  It remains to be seen whether this will influence universities in Scotland.

· There will be a sharper focus on the student issues will of competition for student recruitment will become increasingly important (University competition)

· Degree outcomes in relation to employability mean that the content and emphasis within courses will be transformed  eg transferable skills, practical content fit for ‘employment purpose’.
· National standards for technical skills and application will possibly be adopted, inline with a cultural shift towards the national recognition that technical skills are important to the UK economy. 

· TSMs are becoming less specialised – more breadth to role now than before.  This is sometimes referred to as multi-skilling.

· There is a risk arising from the diverging resource allocation between STEM v non STEM subjects.  The outcome of this in terms of long term viability is difficult to estimate.
· The success criterion marking the correlation between degrees and graduate employability will drive major aspects of change.  Professor Keith Gull, principal of St Edmund Hall and Professor of Molecular Microbiology at the University of Oxford highlights a paradox with respect to this:
.http://www.thisislondon.co.uk/standard/article-23792057-cuts-to-science-are-creating-the-perfect-storm.do 

· The knock on effect regarding competition between universities vis a vis student recruitment will sharpen the need for adroit application of change management because it carries the potential that will either benefit or undermine viability of subjects, or even whole institutions.  
· Quality assurance in the context of national competency standards is difficult to apply because TSM roles and applied skills are too diverse.

· Do Tmans know what excellent professional practice means in terms of outcomes;  ie ‘observable or measurable quality standards for the provision of relevant services’?  How would this add value to the TSM services?
· Quality markers start to become important when customers’ (students) are asked for their opinions about the relevant support services.
· National standards may benefit TSMs in situations where they are required to undertake student practicals. This gives rise to clear implications for training and development.
· It follows that it would be detrimental if TSMs do not actively engage in training that is aimed at meeting the required level of competence.  The perception of professional proficiency from the student and academic staff viewpoint id vital.  

· Should the paying student (customer) benefit from seeing professional CVs on line?
· SVQ structure exists to demonstrate competency.
· The strength of the IST membership is an indicator as to its value.  TSMs would need a good reason join.
Long Term Consequences 

· Inter and intra-university, mergers and other forms of major institutional change, for example organisational restructuring, are a distinct possibility. See Communication Issues Task 4  The preparation of individuals for the consequences of this is important with respect to:-
· Careers and longer term employment security

· For the institution, as the impetus to promote personal development aimed at creating a more adaptable deployment of valuable TSMs.
· Enhanced (or sustained) general staff morale, and attitude towards the institution and or its constituent bodies.
· The generation of staff trust, a vital component of the commitment to productivity.
· As such, this constitutes a measurable investment into strategic manpower planning.
Task 4  Communication Issues: 
Recommendations arising from the group exercise
· TMan groups within universities, as well as the regional networks, would provide credible communication routes between TMans and senior university people as well corporate bodies.
· The effectiveness of network meeting will depend on how the issues are followed through in the workplace.  This document serves as a useful guide, , particularly page 4
http://www.heated.ac.uk/uploaded/downloads/RegionalNetworkMeetingsAdvice.pdf  
· TMans would benefit from receiving training and development on how to improve communication skills, awareness and procedures.

· TSMs need to be targeted to initiate the access and transfer of skills and knowledge from their teams to others, locally, and regionally.
· TSMs should be encouraged or coached to set out their concerns and constructive ideas in the form of written proposals.  TMans would act as agents to target the ‘proposals’ to the relevant people.  Where this is directly related to, say an individual technician’s, or a team’s expertise they should be encourage to speak to their proposals directly with, for example, a departmental executive group.
· Encouragement for TSMs to access and engage with strategic information via the web, email or institutional forums will be strengthened by clear reference to its relevance to them and potential consequences.  TMans have an important role in putting this into effect..
· TSMs and particularly TMans should develop a greater awareness of the benefits of CPD within the current economic climate.
· Closer collaboration between TMans and Staff Developers need to be pursued.

· The relevant points arising from regional network meeting should:-

· be brought to the attention of all the appropriate people in the HEI

· be tabled as the subject of briefing sessions involving TSM teams
.  In this way they would be directly involved in feedback to subsequent Network meetings.

· Communication should be a two way consultation process both top down, and bottom up.
· There need to be a more direct communication route to Tmans from external or corporate sources, rather than the frequently obstructed one via HoDs  and / or school / faculty administration officers.
· Scottish mailing list that caters for various fields of expertise, needs to be actively investigated.
· A realistic communication partnership would incorporate TSM (teams) HR and Learning & Development, corporate officers, and faculty, school and departmental executive personnel.

Supporting Observations

· At the moment there is no coherent communication strategy between TSMs (via their Tmans) and corporate officers in universities.
· Communication intended for, or relevant to TSMs, often does not find its way through the university hierarchy.

· Responsibility lies with technical managers and staff to identify and facilitate CPD

· Staff developers have a key role in supporting TSM training.  They already take the a significant lead in the regional networks initiated by HEaTED.
· It is increasingly important for people nearing the end of their careers to pass on their skills, knowledge (and experience).
· Networks operating in isolation would be of limited value.

· Video conferencing and facilities like Skype can act as useful networking resources
· TSMs funded by research grants are much less likely to be given time to attend training courses and network meetings.
· Issues to be addressed for organising and sustaining the Scotland Technical Managers’ Network:

· How meetings should be resourced, include cost of venue facilities, guest speakers and facilitators?

· Publicity and communication between constituents, for example; Newsletter Website Email 

· Whether to encourage Trade Union involvement?

· How to promote regional forums of technical specialists?

Appendix 1: The Stirling seminar work plan
The Implications

The participants’ main task of was to examine the issues as outlined below, in the context of their own roles, and their colleagues’.  These were set out in a series of tasks (questions) that were considered in small groups.  This opened up issues for detailed discussion in a plenary session.


Appendix 2: Summary of Browne Report salient issues

The case for the radical changes in Higher Education funding via student fees is underpinned by proposals to change the way in which universities and their staff will operate.  These are not fully fleshed out in the sense of consequences for TSMs and technical services.  The relevant issues are set out below.  Points are highlighted with particular reference to quality, change, competition and potential indicators for training and development.

	Page
	Issue

	2
	The quality of teaching and of the awarded degrees is the foundation upon which the reputation and value of our higher education system rests. Our recommendations in this area are based on giving students the ability to make an informed choice of where and what to study. Competition generally raises quality. The interests of students will be protected by minimum levels of quality enforced through regulation.

	23
	Students are no more satisfied with higher education than ten years ago. Employers report that many graduates lack the skills they need to improve productivity. Institutions have no access to additional investment to pay for improvements to the courses they provide. In any case the incentives for them to improve the student experience are limited.
Student expectations have increased since 2006 now that students are paying more towards the costs of higher education, but it is by no means clear that the quality of the student experience has improved. 

Many institutions claim to have improved the quality of teaching and to be focusing more on meeting the demands of students.  However, the NUS other student organisations have suggested there is no evidence that quality has increased as a result of the additional fee income. The results of the National Student Survey (NSS) do not indicate significant change – an increase of just two percentage point in overall satisfaction: from 80% in 2005, to 82% in 2010).47


	23
	System not responsive to the changing skills needs of the economy.

Analysis from the UKCES suggests that the higher education system does not produce the most effective mix of skills to meet business needs.20% of businesses report having a skills gap of some kind in their existing workforce, up from 16% since 2007. The CBI found that 48% of employers were dissatisfied with the business awareness of the graduates they hired.  This evidence suggests there needs to be a closer fit between what is taught in higher education and the skills needed in the economy. It also adds force to the argument for helping existing workers.



	29
	In our proposals, we are relying on student choice to drive up quality. Students will control a much larger proportion of the investment in higher education. They will decide where the funding should go; and institutions will compete to get it. As students will be paying more than in the current system, they will demand more in return.

	56
	Our proposals are designed to create genuine competition for students between HEIs, of a kind which cannot take place under the current system. There will be more investment available for the HEIs that are able to convince students that it is worthwhile. This is in our view a surer way to drive up quality than any attempt at central planning. To safeguard this approach, we recommend that the Higher Education Council enforces baseline standards of quality; and that students receive high quality information to help them choose the HEI and courses which best matches their aspirations.

	30
	Student evaluation  (How students will make their course choice)

Student satisfaction with:

· The standard of teaching
· The course

· The support and guidance received
What students will want to know about course outcomes,

· Proportion of students employed in a full time

· professional or managerial job one year after completing this course

· Proportion of students in employment in the first year after completing the course

· Professional bodies which recognise the course
· Average salary



	31
	Employment outcomes will also make a difference to the charges set by institutions. Where a key selling point of a course is that it provides improved employability, its charge will become an indicator of its ability to deliver –students will only pay higher charges if there is a proven path to higher earnings. When complemented by the improvements we propose to information, this will help students make a better choice about what to study. Courses that deliver improved employability will prosper; those that make false promises will disappear.

	46
	The (HE) Council will have powers to provide targeted funding to prevent institutional failure from taking place. It will also make recommendations to the governing body of an institution where it views that management is ineffective.

If institutional failure cannot be prevented in a way that is cost effective for public investment or in the best interests of students and staff, then the Council will explore options such as mergers or takeovers led by other providers so that the institution in a new form becomes a going concern.

	47
	Public investment will be targeted on the teaching of priority subjects.

There is nevertheless a strong case for additional and targeted investment by the public in certain courses.  These may be courses that deliver significant social returns such as to provide skills and knowledge currently in shortage or predicted to be in the future. Students may not choose these courses because the private returns are not as high as other courses, the costs are higher and there re cheaper courses on offer, or simply because these courses are perceived as more difficult. Typically the courses that may fall into this category are courses in science and technology subjects, clinical medicine, nursing and other healthcare degrees, as well as strategically important language courses.

	47-48
	The HE Council will provide students with assurance of the quality of courses – and there will be more qualified teachers.

The system we propose envisages targeted investment in priority subjects. It is important that institutions do not take public money to offer these priority courses and then fail to equip students with the skills and knowledge that the investment was supposed to procure. The HE Council will therefore define minimum levels of quality for these programmes. This will mean setting basic programme content requirements – e.g. minimum number of laboratory hours for applied science courses – which institutions need to meet in order for the programmes they provide to be eligible for direct public investment.

Content requirements will be reviewed periodically, or in case of student concerns over quality. Increasing competition for students will mean that institutions will have stronger incentives to focus on improving teaching quality. If they are not able to attract enough students, their funding will decrease.

Students will also expect that those teaching them have a minimum level of skill in teaching. Teaching in HE is diverse and a one size fits all ‘license to teach’ is not appropriate. 

The HE Academy has developed a professional standards framework which can be used for accrediting individual institutions’ own teaching development activity so that it meets a nationally recognised minimum standard.

This allows institutions to design teaching development programmes for their staff which make sense locally, yet meet nationally recognised standards. It will be a condition of receipt of income from the Student Finance Plan for the costs of learning that institutions require all new academics with teaching responsibilities to undertake a teaching training qualification accredited by the HE Academy, and that the option to gain such a qualification is made available to all staff – including researchers and postgraduate students –with teaching responsibilities. 


Appendix 3: Possible topics for next meeting: (future activities)

Rank the Topics: Feasibility 1=low: 5= High:    Priority C =low: B=medium, A= High::  (Suggest further topics),  If possible add your comments as to how they might be achieved.

	Report the proceedings of the Stirling meeting to the participants’ team, peers and to the university hierarchy.
	

	Succession planning, including preventing the erosion of technical skills.
	

	Being involve in modern apprenticeships.
	

	A professional institute for TSMs (what they would want from it).
	

	Train the Technical Trainer.  (regionally and or locally)
	

	National standards of technical competence
	

	TSM Multi-skilling (Gaining expertise across academic field boundaries).
	

	Regional collaborative training initiatives (and training priorities for TSMs)
	

	Facilitating and leading conferences/ courses/seminars using HEaTED materials
	

	Offering technical courses led by technical and allied staff, based on what they do at work
	

	Identifying the case for, and the implementation of a National Qualification scheme 
	

	Technician CVs on line accessible for ‘customers’
	

	Explore the relevance and application of SVQs
	


Task 3  The wider implications


What are the potential implications for job security arising from BR (and economic constraint)?


What do you understand the ‘term ‘minimum level skill’  to mean when applied to TSM roles?


What is the likelihood of this concept being applied to standards of technical, administrative and managerial competences across the board?


In the event of the adoption of nationally recognised standards for professional services and associated competences, how may this influence the future content of  training and development programmes available to university staff?


A key outcome for students will be recognition of their courses by professional bodies.  To what extent should the quality of TSM competencies and development be recognised by a relevant professional body?


How should TMans and TSMs prepare for potential mergers and takeovers?





Return to table of contents





Task 4:  Developing an effective communication strategy


Tasks 1-3 set out to examine key issues and identify the operational implications that may flow from a major change in university funding strategy.  This task is intended to propose how the outcomes of the whole group exercise can be usefully communicated to team colleagues, peer groups and senior university executives.  This would seek to promote inclusive discussion and genuine consultation to inform, forewarn and, where applicable to forearm, themselves and their colleagues about the potential consequences of current fiscal challenges in universities.


This will lead into the discussion on the longer term sustainability of regional network forums in Scotland





Task 1  Roles and responsibilities


To what extent are TSMs informed about the University efficiency savings and the potential for significantly increased student fees in Scotland as proposed in BR for English Universities?


How are they involved in the analysis and discussion of its implications?


What is the role of technical resources managers (TMans) in informing and guiding their staff about strategic policy proposals like BR. and a realistic assessment of their consequences?


At what stage in the process should this take place?


How do (or should) TMans feed the concerns of their staff to the HR or their institution’s directorate?


To what extent should TMans promote contingency planning so as to meet foreseeable changes in employment prospects of their staff, for example, to encourage the enhancement of technical and transferable skills?


How should TSMs be informed about student choice and evaluation of professional services? 


How should the concept of quality control apply to the student experience at university?�(Identify relevant services to which this should apply)
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Task 2  Teaching, Instruction and Training


To what extent are TSMs currently involved in teaching and instructing students?�(Identify any changes in the methods of delivery of student instruction eg practical classes)


What formal training are they (or have they been) required to undertake in relation to this?


How and why should the attainment of an accredited  teaching training qualification, be extended to relevant TSMs?


As the consequences of funding policies like BR emerge, how might accreditation of skills be widened for TSMs, to cover other essential professional role related skills and knowledge? (Identify examples)


Is there scope to TSMs to be involved in leading regional technical training programmes? If so, How?


What is the relevance of CPD, in an era that envisages students having a control of a much larger proportion of their investment in higher education, and where quality of service delivery will form part of their assessment as to what needs to be addressed?





Return to table of contents








� 	All aspects of HEaTED activity could usefully be included in TSM team briefings, coupled with an on going enquiry as to how to exploit the HEaTED project.





Ken Bromfield




