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Dear colleagues, 

 

The present training kit is a collection of presentations and documents which were presented 
during the trainings held in Sèvres, France, from April 29th to May 3d, 2013, and in Palermo, Italy, 
from July 22nd to 26th, 2013, under the Component 2 “Staff capacity enhancement” of the Tempus 
project MATAHMA. The training in Sèvres aimed at reinforcement of competencies of the academic 
staff and the training in Palermo at ones of the administrative staff of the beneficiary universities in 
Georgia and in Armenia.  

The specific objective of the training in Sèvres was to build the capacity on innovative 
teaching and learning methods, student assessment methods, research methods and effective class 
management. The training in Palermo aimed to raise awareness on new styles of leadership, 
including restructuring and re-aligning the management process based on participative and 
innovative knowledge sharing approaches. 38 participants attended the training in Sèvres and 29 the 
one in Palermo, including several representatives from each beneficiary university and from 
European partners. 

Armenia and Georgia joined the Bologna declaration in May 2005 and its principles were 
brought into the agendas of the respective governments through national laws on higher education 
(Armenia, 2004; Georgia, 2004) and national strategic plans in education (National Education 
Development plan for Armenia, 2011 – 2015; Strategy for Education and Science Development for 
Georgia, 2010 – 2015). The introduction of the Western concepts and approaches to university 
management was a radical transformation from the tradition of central political control and 
governance to a rather decentralized system, with the change of the paradigm and a greater move 
towards institutional and individual autonomy. Having little capacity to handle the situation, 
universities went on with the practices familiar to them, reducing the entire complex process of 
change to mere technical conversions, while it is the transformation of the whole system that was to 
be undertaken. The wider objective of the MAHATMA project is to promote transformation of higher 
education management in beneficiary countries through introduction of new Master’s programs on 
Higher Education Management.   

Under the MAHATMA project, 8 new MA programs in HE Management were opened in 
partner universities in Georgia and in Armenia. Those programs are built using European experience 
and are adapted to special needs and challenges in a post-soviet context. The programs are based on 
learning outcomes approach and on the experience of such projects as Tuning. The program will 
require teachers and top manager staff to address the many challenges of working in the rapidly 
changing world of higher education; challenges of curriculum design, sustainability, new 
technologies, enterprise, distributed leadership, emotional intelligence, quality assurance, efficiency 
and accountability that can rarely be addressed in isolation. The MA programs are designed to 
address not only the immediate challenges of teaching in various higher education contexts, but also 
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the deeper and shared challenges that all teachers, teacher-managers and supporters of student 
learning face as they seek to innovate and adopt best practices in order to enhance the quality of 
student’s learning. The MA programs will ensure the system has strong, well-educated managers 
able to: overcome the bureaucratic inertia at their institutions, make the change towards a globalized 
and Europeanized HE environment, have ability to recognize these trends and implement them; rely 
on an international relevant network to ensure successful implementation.  

The presentations and documents of this training kit were elaborated and complied taking 
into account the above-mentioned context and priorities of the project. We hope that the training kit 
will be useful for academic and administrative staff of the beneficiary universities to provide an up-
to-date pedagogical content in the relevant areas and to enable modernization of administrative 
procedures thus contributing to reinforce the quality of higher education in Georgia and Armenia.  
The training kit can also be largely disseminated to other universities and educational institutions in 
two countries. 

 

Lisa Bydanova 

Centre international d’études pédagogiques (CIEP)  

mailto:bydanova@ciep.fr
http://www.ciep.fr/
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SHORT DESCRIPTION OF THE PROJECT MAHATMA 

MAHATMA (MASTER IN HIGHER EDUCATION MANAGEMENT: DEVELOPING LEADERS FOR MANAGING 
EDUCATIONAL TRANSFORMATION) is a three-year multi-country joint project, under the EACEA N° 
25/2011, 5th call and Curricular Reform action. 

WIDER OBJECTIVE OF THE PROJECT 

To promote transformation of higher education management in Armenia and Georgia through 
introduction of a new Master’s programme/professional development courses in higher education 
management. 

 THE SPECIFIC OBJECTIVES OF THE PROJECT  

• development of a Master’s programme/PDC in HE Management; 
• introduction of a learning outcome approach to teaching, learning and student assessment 

methods; 
• enhancement of the institutional capacity to implement the new Master’s programme/PDCs 

(teaching and learning and management of the programme; as well as 
• promotion of a change dialogue between the education stakeholders thorough 

establishment of a Professional Association of Educationalists leading to system 
transformation. 

The principal outputs and outcomes of the project are enhancement of higher education 
management through training educational leaders able to handle the change complexities. The 
development and launch of the Master’s programme and respective professional development 
courses will encompass the integration of innovative teaching, learning and higher education 
management methods. Alignment with and implementation of the Bologna process will inform 
curriculum development and Quality Assurance standards and benchmarks will ensure the quality of 
both the process and the products. The Professional Association of Educationalists will promote the 
enhancement of the higher education systems of Armenia and Georgia through an active change 
dialogue, experience exchange and research in the field of higher education. 

WORKPACKAGES 

The project is implemented through the following 9 workpackages: 

WP1: Curricula development  
WP2: Staff capacity building  
WP3: Pilot of the new curricula/PDC  
WP4: Initial Accreditation of the new MA  
WP5: Establishment of the Professional 
Association of Educationalists  

WP6: Dissemination  
WP7: Quality control and monitoring  
WP8: Sustainability  
WP9: Management                                                                                                                                               
 

TIMELINE: The project runs from October 2012 to October 2015. 
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Module 1: Quality in Higher Education 

 

Aim of the module 

 

To stress out the importance of Quality process in Higher Education  

 

Topics  

 
1. Quality Process in Higher Education 
2. Students in evaluation 

 
 

Speaker/s 

 

Milan Pol, Masarykova univerzita, Czeck Republic 

 

I. Quality processes in higher education  

The issue of quality is handled at different levels, international, national as well as institutional.  On 
the international level there are very many initiatives of international organisations (INQAAHE, 
EAQAHE, ENQA,…) as well as of project initiatives (Mahatma project being one of them). On the 
national level QA bodies seem to be a strong actor. And there are many initiatives on the 
school/university levels, too.  

As for the quality, several areas of it can be distinguished:  

• Quality of inputs (finances, academic staff, material conditions, administrative processes, 
quality of enrolled students…).  

• Quality of processes which HEI chooses to achieve the goals. 

• Quality for outputs (on the level of courses, study years, the whole study programme, the 
whole HEI). 

It is useful to be aware of two categories related to quality, effectiveness and efficiency. While the 
effectiveness has something to do with a level/degree in which HEI achieves the goals. The efficiency 
deals with a question “How available are resources used?”  

Evaluation can be related to numerous areas of HE operation. Typically, it can concern education 
programmes; research activities and results; surveys/opinion pools; institutional evaluation (EUA); 
ECTS label; diploma supplement label; and more.  

There are efforts to develop a general instrument to evaluate HE. As an example of such an 
instrument can be stated European standard guidelines (ESG). 

Example from the 1st section of ESG:  

1.1. Policy and procedures for QA. Institutions should have a policy and procedures for the QA and 
standards of their programmes and awards. 

1.2. Approval, monitoring and periodic review of programmes and awards – formal mechanisms. 
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1.3. Assessment of students.  

1.4. QA of teaching staff. 

1.5. Learning resources and student support. 

1.6. Information systems.  

1.7. Public information.   

 

Autonomy, quality and evaluation. 

HE institutions enjoy a relative autonomy – external as well as internal evaluations seem to be a 
prerequisite for this. The balance between internal and external evaluation is required, internal 
evaluation should ideally serve as a starting point for quality improvement effort. The internal 
evaluation should play a key role. 

Internal evaluation seems to have a strong potential. It can be views, for instance, as: 

• Low-cost mean of quality improvement 

• A mean of democratisation in HE 

• A mean of participation in HE 

• Stimulates a dialog on working issues 

• Professionalization of the staff 

• Enables to make evidence-based decisions 

• A mean of mental hygiene 

• A mean for better understanding what we are doing 

• A prerequisite of continuity of school development 

• A prerequisite of sustainability of school development 

• Helps to be transparent and understandable to the external subjects 

But there are also some limits of internal evaluation. For instance: 

• Too positive judgements 

• Organisational blindness 

• Counterfeit reflexivity („we always did it this way!“) 

• Language of self-evaluation reports reflects wishes of controlling bodies 
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The role of internal evaluation and also the importance of its process character is pointed out in 
another section of European standard guidelines:  

2.1 External QA procedures should take into account the effectiveness of the internal quality 
assurance processes 

2.2. The aims and objectives of QA processes should be determined in advance.  

2.3. Criteria for decisions (decisions should be based on explicit published criteria).  

2.4. Processes fit for purpose.  

2.5. Reporting (clear and readily accessible). 

2.6. Follow-up procedures. 

2.7. Periodic reviews. 

2.8. System-wide analysis done by QA agencies (general trends…).  

 

II. Students in evaluation  

The issue of student participation in evaluation of HE institutions is viewed quite clearly: HE students 
should participate in external evaluations of HE (see for instance documents of EAQAHE). 

There are at least three levels of student participation: 

• Student-members of national QA agencies 

• Student-members/observers in panel reviews/expert teams of reviewers 

• Students involved in evaluation of their own HE (student evaluation surveys…). 

The experience with student-members of national QA agencies and/or student-members/observers 
in panel reviews/expert teams of reviewers differs a lot, though. There are very good examples as 
well as cases of non-functioning student involvement. Quite evidently, it takes a managerial effort to 
integrate students into existing structures properly.  

SET versus DUE 

SET (Student evaluation of teaching) – students evaluate quality of teaching of concrete teacher in a 
concrete course. 

DUE (Departmental and university experiences) – students evaluate quality of teaching within their 
study programme generally.  

We should not mix these two. SET is based on very different cognitive processes of respondents than 
DUE.  Evaluations can be very different and not comparable (they cannot be generalized). 

Some issues related to student involvement in evaluation 

• Students´ perception of purpose, of the evaluation organizer and of the object of evaluation 
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• Students are interested in the use of results (impact – often low in student eyes) 

• Threats to validity  

• Not clear what is really measured 

• Limited convergent validity (therefore students evaluations should be a part of broader 
evaluation initiatives) 

• Deformation caused by factors not related to quality of teaching (interest of student, etc.) 

• Consequent validity (does student evaluation lead to improvement or not?). Social 
representations (what students understand by „evaluation of quality of HE“? 

• Information dimension (what they know about evaluation of HE) 

• Attitude dimension (students prevailing orientation towards evaluation – positive, 
negative…) 

• Representing dimension (where students see the core of HE evaluation) 

 

Some information about student involvement in Evaluation – Masaryk University 

There has been developed a practice of student survey after every term (since late 1990s). Such a 
survey is focused on teaching in individual courses. It contains closed as well as open questions, scale 
from „very difficult – not difficult at all“, number of respondents, comparisons with the university 
average, anonymity… 

Focus on: 

• How interesting the course was 

• How beneficial the course was 

• How difficult the course was 

• How demanding as for the student preparation it was 

• How available were study resources 

• How was teacher´s teaching style 

• Teacher as the expert 

What is the experience? 

A level of interest differs which is a limitation of this instrument.  

As for the use of results, they are a matter of department head and teacher discretion. 

A feedback to students is not always clear. This is not always clear for students what is done with the 
results, it seems.  
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There is a benefit of this evaluation, though. The procedure can show longer-lasting tendencies, help 
to eliminate extremes, indicate „crisis“ in some cases…  Results often serve as a good starting point 
for a discussion with colleagues. 

Challenges remain on several levels – managerial (How to manage it?), on the level of using the data 
(How to work with the results?), on the level of quality improvement (Examples of a good practice? 
How to make sense of it?). 

The issue of student involvement in evaluation is a matter of annual discussions at the 
university/faculty levels.   
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Module 2: Management & Leadership 

 

Aim of the module 

 

Economics in transition such as those in post-soviet republics are faced 
with the challenge of implementing changes in organisations including 
Higher Education Institutions. Structural and Curricular reform which are 
supported by the Tempus EU programme present considerable challenges 
not least resistance to change particularly in the culture and processes.  
 
The purpose of this module is to identify the nature and effects of change 
and how to manage them.  At the end of this workshop delegates  should 
be able to: 
 

• Identify various  types of change in organisations 
• Understand and explain some models of change 
• Articulate some typical responses to change in organisations 
• Describe some generic approaches to managing change 
• Identify key issues relating to change management in Higher 

Education 
 

 

Topics  

 
1. New leadership styles and Management model. 
2. Change management.  
3. Dealing with Change in Academia – A University case study. 

 
 

Speaker/s 

 

Elli Georgiadou, School of Science and Technology, Middlesex University, 
United Kingdom 

Georgios Dafoulas, School of Science and Technology, Middlesex 
University, United Kingdom 
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I. New leadership styles and Management models 
 

 “You manage things, you lead people” (Grave Murray Hopper) 

Nations have leaders, organisations may have leaders and managers, projects have managers. 

 

Often the concept of management is considered synonymous to leadership. The difference between 
them is the way in which they motivate teams and individual people in their efforts to achieve 
objectives. The two roles are not mutually exclusive. 

 

 
Managers are expected to provide 

– Planning  
– Organisation 
– Monitoring 
– Controlling 
– Coordinating 
– Instructing 
– Directing  
– Telling 
– Delegating  

 

 
Leaders are expected to provide 

– Inspiration 
– Support 
– Approval 
– Resources 

 
and to encourage : creativity and consultation 
 

 

 

The following table provides a comparison of the two roles: 
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(Source : http://www.educational-business-articles.com/leadership-versus-management.html) 

 

Style of Management 

Managers perform many roles in an organisation. How they handle various situations will depend on 
their style of management. There are two sharply contrasting styles that will be broken down into 
smaller subsets later: 

– Autocratic   
– Permissive  

Genghis Khan, Napoleon Bonaparte, Adolf Hitler, Attila the Hun all have one thing in common: 
autocratic leadership.  Autocratic leadership is a style of management that typically involves making 
important business decisions without the input of others. This usually prevails in military 
organisations where superiors are not challenged by subordinates.  
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– Autocratic: Leader makes all decisions unilaterally. 
– Permissive: Leader permits subordinates to take part in decision making and also gives 

them a considerable degree of autonomy in completing routine work activities. 

Combining these categories with democratic (subordinates are allowed to participate in decision 
making) and directive (subordinates are told exactly how to do their jobs) styles gives us different 
ways to manage:  

– Directive Democrat: Makes decisions participatively; closely supervises subordinates.  
– Directive Autocrat: Makes decisions unilaterally; closely supervises subordinates.  
– Permissive Democrat: Makes decisions participatively; gives subordinates latitude in 

carrying out their work.  
– Permissive Autocrat: Makes decisions unilaterally; gives subordinates latitude in carrying 

out their work 

(Rao, 2010) 

Management through Leadership involves: 

• Consultation 

• Inspiration 

• Support 

• Enablement 

• Empowering internal talent to innovate 

• Recognition/reward 

• Trust 

 

 

How can leaders and managers deliver Quality 

The possibility of delivering quality output always depends on effective project management.The 
strategy should satisfy both explicit and implicit expectations. Conventional definitions of quality 
usually describe something that wears well, will last long time. Strategic definition of quality is a 
means through which an organisation can meet the needs of customers.  

An organisation is a social arrangement, pursuing collective goals and controlling its own 
performance.The ability of organisations to learn, adapt and change becomes a core competency for 
their survival and successful organisations are those that create new knowledge, disseminate it 
throughout the organisation and swiftly embody it into new products and services. 

As shown in the diagram below the maturity of the organisational processes affects the quality. The 
Plan, Do, Check, Act (Deming wheel borrowed from manufacturing and the IT industry) shows an 
iterative process where as the maturity level goes up, the quality and the performance go up as well.  
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Using standards ensures consolidation 
and continuous improvement: 

 

 

 

 Characteristics of HE and HE organisations 

– Long term orientation 

– Aspiration 

– Extreme complexity 

–  Diversity of stakeholders 

–  Dynamism 

–  non-tangible outputs 

–  non-profit based 

 

 

Stakeholders in HE include the institution itself, students, staff (academic, administrative, technical, 
other), local, national and international competitors, the community and society at large. Today’s 
challenges include Globalisation, Technological change, Economic crisis, Political instabilities, the 
Environment. Current political, economic and socio-cultural forces complicate matters, drive driving 
change in international HE environments, have an immense impact of these challenges on HE quality 
management within the different national environments. 

 It is a challenge for HE leaders to identify synergies (Common vision, Mission, Goals, Conflicts, 
Challenges (Economic, Political, Technological, Socio-Cultural) and Compromises (Accommodation, 
Context specific, Customisation (as suggested by Checkland)). 

HE is undergoing constant change of Structures, Processes, Methods, Tools, and Technologies. 
Provision /Curriculum development needs to respond to new scientific and technical developments 
and the needs of industry to enhance the employability of graduates. HE leaders need to 
accommodate Conflicting requirements. And they need to manage change efficiently and 
effectively. 
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Total Quality Management 

 

Total Quality Management is the wider concept addressing the whole organisational performance 
for the betterment of the Organisation aiming at long-term success through stakeholder satisfaction.  

TQM is the culture of commitment towards quality through continuous process improvement.  

TQM is an integrated approach for delighting the internal and external customers.  

 

Integrating TQM principles in Educational Management 

 
Process Focus 
 Continuous improvement 

 Harmonisation 
Knowledge sharing 
Culture change 
EHEA integration 

 

 
Product Focus 

Competitiveness 
 Social impact 
Competitiveness 
Mobility 
 Employability 

 
 

TQM, Culture and Continuous Improvement 

The diagram below shows the influence of Values, Bliefs and Attitudes on the decision making 
process, the actions taken towards the achievement of objectives. Managers that adopt the TQM 
principles empower and motivate the workforce and ensure continuous improvement. 

Commitment to Quality from Senior Management is imperative if procedures, tools, and databases 
are to be developed, supported and financed. 

 

 Roles and responsibilities (who and what) 

The roles and responsibilities of each team and of the individuals in each team must be 
unambiguous. It is these teams that will raise the motivation, basic knowledge, understanding, and 
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maturity for each and every member of the organisation. For this purpose, organisation-wide training 
should be arranged.  

For successful implementation, the right team, work-group and task force must be appointed and 
supported (who). 

People in the Quality groups (process improvement team, process review team, knowledge 
improvement team, knowledge transfer team, quality assurance team (also undertaking audits) are 
required to be highly mature and capable in terms of understanding Quality so that they can 
champion quality, plan and execute the plan successfully (how). 

Guidelines 

• Ensure Top Management Support 

• Engender teamwork culture 

• Perform Internal Quality Assessment 

– Identify strengths and weaknesses 
– Provide Education/Training to key personnel 

• Set Objectives 

• Design a New System / Redesign existing system (an assessment framework, a new 
department, a new course) 

• Define Processes, Roles and Responsibilities 

• Provide Training at all levels  

• Form quality improvement teams 

• Establish Criteria and Measures (Key performance Indicators) 

Measure, Evaluate, Improve 

• Measures and Targets 

• Evaluation  

• Knowledge Sharing / Communication /Openness 

• Modification (Corrective, Adaptive) 

• Improvement (Preventative) 

 



 
 

22 

Balanced Score Card (BSC) 

BSC can be used to help identify, plan, implement, estimate, measure and evaluate any venture in an 
HE institution. 

 

Planning for Sustainability 

Short, medium and long term planning is imperative for success and sustainability. 

 When What Who Qualification? 

Short 1 year activities workforce Outputs measurable 

Medium 2 years objectives management Outputs measurable 

Long 3 years+ vision senior executive Outputs measurable/ impact not 
directly measurable 

 

In conclusion  

•  HE Institutions are complex 

• The stakeholders, processes and outputs are diverse 

• Their management is even more difficult than that of ordinary businesses  

• A participative approach like TQM adapted to the cultural, environmental, political, social 
system is likely to improve both the process and the product 
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II. Change management  

People resist change: 

• When the reason for the change is unclear.  Ambiguity--whether it is about costs, equipment, 
jobs--can trigger negative reactions among users.  

• When the proposed users have not been consulted about the change, and it is offered to 
them as an accomplished fact.  People like to know what's going on, especially if their jobs 
may be affected.  Informed workers tend to have higher levels of job satisfaction than 
uninformed workers.  

• When the change threatens to modify established patterns of working relationships between 
people.  

• When communication about the change--timetables, personnel, monies, etc.--has not been 
sufficient.  

• When the benefits and rewards for making the change are not seen as adequate for the 
trouble involved.  

• When the change threatens jobs, power or status in an organization.  

An unwilling user can always make an idea fail, no matter how good it is. So managing change is 
important if changes can be effected.  

 

Decision makers will be more responsive to change: 

• If the information presented coincides with their current values, beliefs, and attitudes  
• If they perceive that the change will benefit them more than it will cost them  
• If the innovation requires marginal rather than major changes in their views or lives  
• If they have a demonstrated need for the innovation, and  
• If the innovation is introduced gradually so that people can adjust to the resulting change.  

(Source: www4.uwm.edu/cuts/bench/change.htm#resist) 

Why organisations change? 

There is a variety of reasons why organisations need to change. The reasons can be Political, 
Economic, Socio-cultural or Technical (known as PEST).  Change needs to be managed.  

‘Approaches to managing changes to organizational processes and structures and their impact on 
organisational staff and culture are known as change management’ (Chaffey & Wood, 2005) 

Thus change management involves: ‘managing process, structural, technical, staff and culture within 
an organisation’. 

http://www4.uwm.edu/cuts/bench/change.htm#resist
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Triggers for change 
 

Trigger UK Total 
Financial loss 22% 24% 
Increased Competition 15% 23% 
Industry in recession 10% 6% 
New Chief Executive 15% 16% 
Exploiting opportunities 15% 23% 
Technological Development 11% 8% 
Staff utilisation 10% 5% 

 
Ashridge Management Research Group (1989) 

Surveyed UK=93, Other Europe=31 & N.America=54 Organisations 
 

Models of change 

 

Change involves moving from one static state through some activity to another static state. There are 
several models of change management. 

Lewin proposed a three-stage process of managing change: 

• Unfreezing 

– Level of dissatisfaction/condition for change 

• Moving  

– Develop and implement new ways of working 

• Re-freezing 

Scope of organisational change 
 

  

 

Culture 

People 

Processes 
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– Embedding the new ways of working 

Shaw’s Model  for organisational change  

– Change is complex and evolutionary 

– Environment is never in equilibrium 

– Organisations are not static entities hence status quo is not an appropriate starting 
point 

– Change mechanisms within organisations tend to be messy 

– Forces of change are already inherent and they emerge as organisations adapt to 
their environment (contingency? emergence?)  

 

Types of organisational change: pace and magnitude 

Incremental or evolutionary change (pace) is an on-going process of moderate but linked changes 
intended to enable the organisation to remain effective. 

Transformational or radical change challenges all the assumptions underlying existing organisation 
structure and processes resulting in profound changes to the organisation. 

Another aspect apart from the magnitude of change is the timescale. 

Philip Sadler encapsulated these two dimensions namely magnitude versus time as shown below 
(Source: Managing Change by Philip Sadler, 1996): 

 

Quick Fix Transformation 
or 

Radical Change 

Tinkering Incremental 
or 

Evolutionary Change 

                    

 

 Time, according to Chaffey & Wood, change can be: 

Incremental: Small adjustments dictated by small changes in business environment 

Discontinuous: Significant change in business environment changes the basis of competition 
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Anticipatory: Proactive change geared towards improvement 

Reactive: Response to change in the external environment  

 

They depicted the characterisation of change as folows: 

 Incremental Discontinuous 
Anticipatory Tuning Reorientation 
Reactive  Adaptation Recreation 

 

Individual responses to change 

Fisher identified seven personal transition phases (John Fisher, 1999): 

1.  Awareness/shock: due to little or no 
warning of change 
2. Denial: underplaying negative 
consequences 
3. Depression: feeling of dissatisfaction 
4. Letting go: experiencing the need to move 
on 
5. Testing: start experimenting with the new 
situation 
6. Consolidation: build positive aspects and 
minimise negative aspects of change 
7. Acceptance: final acceptance when new 
situation looks normal or not as bad as first 
thought.  

Individual responses to change

Denial

Shock

Depression

Fear
Anger
Guilt
Grief Letting go

Testing

Consolidating

Acceptance

Time

Se
ns

e 
of

 w
el

l-b
ei

ng
 a

nd
 p

er
fo

rm
an

ce

 

 

 

Effect of organisational change on individuals 

Job content change 

Status change 

Redundancy 

Change in social groupings 

Loss of earnings/potential earnings 

Change in location 

Change in beliefs, values and assumptions  
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The Chartered Institute of Personnel and Development suggests the following actions (known as 7 
C’s) for effecting change: 

Choose a team 

Craft the vision and the path 

Connect organisation-wide change 

Consult stakeholders 

Communicate 

Cope with change 

Capture learning  

 

 

HE-related change management 

Political change 

Globalisation 

Demographics 

Rapid development of IT 

HE Institutions need to change to 
improve services and reduce costs 

 

Controlling the change process 

• Create a Change Control Board (CCB)/Change Advisory Board(CAB) 

• CCB membership 

– Departmental managers 

– Programme managers 

– Quality control 

– Stakeholder representatives (internal and external) 

– Internal  and external quality assessors 

– Senior manager as chair  

 

Purpose of CCB/CAB 

- Review all change request and authorise 
change where appropriate 

- Ensure separation of duties 

- Ensure input from stakeholders 

- Determine need, required scope, level of risk 
and what is required to prevent failure 
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Benefits of change management 

• Reduced negative impact of changes 

• Better estimated cost of proposed changes 

• Fewer changes are reversed 

• Enhanced management information about change leads to better understanding of problem 
area 

• Improved staff satisfaction and performance  

 

Reflection/exercises 

Exercise 1: Impact of Change on Individuals (yourself) 

Think of a change that you experienced in your organisation and try to remember how it affected you 
and how you and your colleagues felt at the time. Reflect on the reasons of your reaction over time  

 

Exercise 2: Development and Introduction of the New Masters Programme 

 

Exercise: Change Management 

Read the paper “Organizational Readiness for Change: A Case Study on Change Readiness in a 
Manufacturing Company in Indonesia” by Alfonsus b Susanto at www.ib-
ts.org/spring2008/A_B_Susanto.pdf. 

Identify the seven dimensions of an organisation’s readiness for change suggested in the paper.  

Which of these seven dimensions are most crucial for the effective introduction and use of a new 
process (such as quality assurance) in your institution? Explain?  

Discuss these seven aspects or dimensions in the context of developing and introducing the new 
Masters Programme in your institution.   

Based on your analysis above, outline a strategy to ensure change readiness in a university intending 
to develop and effectively launch a new programme.    
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III. Dealing with Change in Academia – A University case study 

 

Managing in Higher Education requires a wide range of skills, including the ability to manage change. 
The following section will provide a brief outline of the various issues that we may have to come 
across when a University goes through a restructuring phase.  

The following list of change consideration is based on typical issues that most HEIs in the UK have to 
address at times. The discussion first emphasizes generic issues regarding change and then focuses 
on how these issues are likely to affect future programmes as in the case of the MAHATMA project.  

1. Changing structures 

a. When the structure of the HEI changes we must consider how School strategy and 
management are aligned to the University’s mission. The role of the School executive 
board and individual responsibilities must be reviewed and typically a consultation 
period with all staff is required. The impact on teaching and research must be forecasted 
and any logistics including relocations and infrastructure provision (e.g. new labs) must 
be considered.  

b. The MAHATMA team must consider which Schools will be responsible for the new 
programme, what resources must be made available at departmental level, the 
coordination effort required for the delivery of the new programme as well as the 
calculation of the revised workloads and the provision of necessary training to staff.  

2. Changing campuses 

a. It is likely that HEIs will shift in the future even more towards overseas campuses and 
collaborative links. Middlesex University is one of the pioneering HEIs in managing 
overseas campuses and collaborative links. Its programmes are delivered in overseas 
campuses including Dubai, Mauritius, and Malta while the academic partnerships team 
manages collaborative links in three continents. At the same time the University has 
consolidated its London campuses into a single one, aiming at enhancing the students’ 
learning experience. HEIs are usually faced with challenging tasks when considering 
campus wide changes, especially with overseas campuses. A campus director must be 
selected and local staff must be recruited following centralized recruitment policies and 
mechanisms. The teaching provision must be aligned across campuses and a QA 
approach must be consistent with the policy that governs the University. Space and 
staffing requirements must be identified and a sufficient transition period must be 
provided.  

b. The MAHATMA team must consider any issues relating to the mobility of students and 
staff as well as the monitoring of the programme provision. Student exchanges must be 
well planned and documented and the programme delivery must be sustained in terms 
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of resources available at different partner institutions. Each campus should be reviewed 
in terms of available resources and the QA approach followed by each partner institution 
should be harmonized to the requirements of the programme. 

3. Changing delivery – outsourcing  

a. It is quite common for HEIs to consider cost cutting including the outsourcing of several 
services such as administrative tasks, recruitment, admissions, IT services as well as 
introducing regional offices dealing with marketing.  

b. The MAHATMA team must consider the way services are likely to be implemented 
including programme administration, admissions, programme management, support 
mechanisms for each partner, future collaboration after the project’s end and the 
programme’s sustainability.   

4. Changing services  

a. The HEI structure is likely to include layers such as (i) strategic (ii) managerial and (iii) 
operational. There are various role important for the organisaiton of services, including 
Deputy Academic Registrar, Achievement Manager, Achievement Officer, Assessment 
Officer, Examinations fficer, Programme Manager, Programme Administrator, 
Departmental Administrator, etc. A HEI must be able to identify responsibilities for each 
role, decide whether each role lies within the School or it is more centralized, 
determining relationships between roles and academic aspects of the programme deliver 
as well as offer training and procedures for communicating role responsibility.  

b. The MAHATMA team must consider the roles required for the management of the 
programme and also put in place an administration strategy. The line management of 
different roles must be determined and communication links between roles must be 
identified. There must be in place a support mechanism for staff at different layers of the 
structure and these must be aligned with the support mechanisms provided to students.   

5. Changing the learning framework 

a. Not so often some Universities may choose to radically change the way they deliver their 
courses in an effort to steer clear from current problems and engage in more exciting, 
promising and efficient ways of teaching. The focus of such change may affect the 
number of modules and the credit bearing for each module, support different learning 
styles such as deep learning, and deal with various study related issues. Such issues may 
include the ability for students to catch up, the provision of feedback, the role of 
formative assessment, the ability to support multiple entry points and several cohorts 
per year, the evaluation and reflection on pedagogies used in classes well as the size of 
the provision to ensure the number of programmes is optimum as well as the size of the 
cohort.  
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b. The MAHATMA team must focus on the credit bearing of each module in the programme 
as well as on the selection of the core and elective modules. The learning outcomes of 
the entire programme must be aligned to the subject area benchmarks and a balance 
must exist between core and elective modules across partners. The delivery mode should 
be consistent as well as the programme structure across partner institutions.  

6. Changing programmes – validation  

a. Every few years (typically 5-6 in the UK) a programme must be reviewed and quite often 
when a University needs to introduce new programmes a validation process takes place. 
The process involves external assessors and QAA benchmarks are used to ensure the 
proposed programme is of high quality. The School executive must define the strategy 
and the scope for such an exercise and the Head of Department will lead a team of 
Director of Programmes, Programme Leaders and Module Leaders in developing the 
necessary documentation. The programme learning outcomes are identified and defined 
and the curriculum map is created to provide a visual representation of the programme. 
The development of modules takes several months and the programme scope must be in 
line with findings from market research and existing feedback. The validation event aims 
at assessing the proposed programme and provide recommendations and conditions 
prior to the final approval. 

b. The MAHATMA team must consider the programme and module specification that must 
be created, the role of each team member involved, the structure, format and content of 
the necessary documentation as well as any procedures and policies that must be used.  

7. Changing systems  

a. When several systems are being used, it is likely that a transition to a new system may be 
required or even the integration of several systems may be needed. Some of the key 
benefits of such anintegration may include the use of a single interface, the simplification 
of system use and the increased support to students. Some of the drawbacks may 
include the alignment between staff and student versions, the different system views 
that may coexist, parallel operation of several systems and the provision of insufficient 
training.  

b. The MAHATMA team must consider which systems must be used, aligning any legacy 
systems with new ones, balance system use between partner institutions, provide 
support and training to both students and staff, maintain control of the different systems 
being used across partner institutions and consider the support provided at technical 
level. 

8. Changing Virtual Learning Environments 

a. With the proliferation of e-learning it is almost unthinkable to ignore the role of a VLE for 
higher education. It is important to make an informed choice when choosing the right 
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platform as well as finding the right support levels in the institution or in certain cases via 
a third party. A pilot study is necessary and that will include specific modules and 
programmes. The adaption of learning content and resources to fit the online presence is 
one of the key aspects of this task. 

b. The MAHATMA team must consider which VLE systems will be used and format the 
content of the learning documentation accordingly. A decision must be made regarding 
the minimum content to be included and an survey should aim at collecting feedback 
and assessing staff and student expectations. The provision of online assessment and 
online communication are also very important issues that must be addressed early on. 

9. Changing audit 

a. Periodic audits are normal for HEIs in the UK with QAA visits taking place every few 
years. These visits focus on quality assurance and also cover provision of programmes at 
collaborative partners. The institution must have in place monitoring mechanisms to 
collect the necessary data and establishes a team involved in providing additional 
information. The process involves the provision of reports and documentation to be 
reviewed by a panel of experts. 

b. The MAATMA team must consider which QA mechanisms must be introduced and 
identify steps necessary for monitoring and reporting of results. The QA efforts of 
different partners must be aligned and the focus should be on Learning, Teaching and 
Assessment (LTA) practices. The partners should aim for transparency of procedures and 
strategic alignment of operations.   

10. Changing Learning, Teaching, Assessment support  

a. In an effort to provide LTA direction and award excellence, Universities usually include 
roles such as T&L strategists and Teaching Fellows. The role of individuals focuses on 
disseminating good practice, delivering research informed teaching, lead didactic 
projects ad emphasise the role of pedagogy in cross-School collaboration initiatives. 

b. The MAHATMA team must consider the importance of defining its own LTA strategy, 
consider the deployment of similar initiatives, providing resources for teaching staff, 
offering an online community of academics and consider the use of Web 2.0 
technologies as teaching tools.  

11. Changing learning support 

a. Most HEIs will have a centre fore teaching enhancement, or teaching excellence and 
learning support. The role of this centre is to provide training, be involved with the PG 
certificate in higher education which must be completed by all teaching staff, coordinate 
didactic projects, participate in course data project, offer guidance with respect to QA 
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practices, enforce policies and procedures relating to LTA and offer University wide 
services.  

b. The MAHATMA team must consider whether similar structures may already exist or 
perhaps required for the programme, It is important to identify roles and responsibilities 
as well as introduce the necessary support processes. The emphasis should be given on 
dealing with quality as well as supporting academics while monitoring and reporting 
tasks.  

12. Changing LTA strategy 

a. Such a strategy should have clear goals including (i) enhancement of the learning 
experience for the diverse students of the University, (ii) development of highly valued, 
innovative programs. (iii) improvement in student achievement, (iv) enhancement of the 
assessment experience for the diverse nature and background of students, (v) 
enhancement of the learning environment, (vi) Improved flexibility in delivery, to meet 
diversity of student situation and characteristics, (vii) development of a more inclusive 
curriculum and approaches to teaching which promote equality and diversity, (viii) 
support for professional standards and excellence in teaching and support of learning.  

b. The MAHATMA team must consider introducing an LTA strategy per partner and perhaps 
once for the programme. Staff shpuld be aware of the LTA strategy and ensure that good 
practice is included in each module. LTA monitoring and reporting mechanisms must also 
be in place.  

13. Changing employability 

a. Career support is a very important issue including placements, volunteering, mentoring, 
internships, work experience opportunities in the University, student exchanges, 
entrepreneurships, and part time work. The support provided in a HEI is usually through 
career services and placement officers. 

b. The MAHATMA team must investigate similar opportunities, consider the importance of 
recruitment fairs, the deployment of career service support, involvement of industry 
through regular visits, as well as government initiatives and partnerships with employers.  

14. Changing recruitment 

a. Recruitment in HEI programmes may be affected by various factors including student visa 
regulations, fee structures, student loan availability, etc. Universities must be prepared 
to absorb the impact of any government initiatives, provide a value for money offering, 
consider fee structure and pricing of programmes as well as focus on perceived quality 
and academic rankings.  
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b. The MAHATM team must consider the market needs for the programme, engage in 
market research, assess any government policies with direct impact to the programme, 
deploy recruitment and admission procedures and focus on student-centered delivery.  

15. Changing student feedback 

a. A national student survey is the current way for HEIs to receive transparent programme 
feedback from students. It affects student rankings and the same set of questions is used 
across the country. HEIs usually have in place a survey filling strategy and adapt it for 
specific programmes, including review sessions, interviews with students, module 
feedback sessions and similar surveys in earlier years.  

b. The MAHATMA team must consider the need for programme evaluation, decide on the 
most suitable form of evaluation, and introduce monitoring mechanisms as well as data 
collection and analysis ones. The comparison of the feedback with other data and the 
analysis of responses should be part of an evaluation strategy.  

 

Dealing with Knowledge Management in Academia – A University case study 

When dealing with knowledge management in a HEI we must consider managing source of 
information that help the institution to make decisions for its provision in a strategic way. It is 
important for the MAHATMA team to identify areas of opportunity to adapt and/or adopt existing 
practices. Our scope should be to plan the shift from the current status to the deployment of an MA 
in Higher Education Management.  

1. Strengths 

a. Some strong points include (i) deployment of a teaching and learning framework, (ii) 
promoting student engagement, (iii) focusing on life long learning, (iv) embracing varied, 
flexible, innovative and sustainable modes of learning, teaching and assessment 
informed by research, (v) celebrating diversity and (vi) international reach and expertise.  

b. The MAHATMA team must consider (i) utilizing partner collaboration, (ii) adapting EU 
practices, (iii) introducing innovative practices, (iv) reaching out to industry, (v) life-long 
learning involvement and (vi) LTA strategic approach 

2. Vision 

a. The University vision is likely to include aspirations such as (i) being the first choice for 
students, staff, partners and employers, (ii) academically outstanding staff, (iii) delivering 
sought after courses, (iv) enhancing student achievement, (v) enhancing student 
satisfaction, (vi) strengthening staff leadership and (vii) strengthening staff performance 
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b. The MAHATMA team needs to consider in its vision issues such as staff recruitment and 
selection of academic staff. It should also focus on establishing on course reputation, 
introducing evaluation and monitoring mechanisms as well as setting realistic targets. 

3. Objectives 

a. HEIs should focus on a (i) attracting students with ability and determination to excel, (ii) 
providing modern and innovative student support services, (iii) increasing levels of 
student satisfaction, (iv) increasing levels of achievement and (v) enhancing graduate 
employment prospects. 

b. The MAHATMA team must concentrate on (i) setting student targets, (ii) identifying 
needed student service, (iii) monitoring student satisfaction, (iv) assessing achievement, 
(v) setting achievement targets and (vi) promoting employability 

4. Policies and strategies 

a. In terms of policies and strategies, HEIs efforts focus on (i) raising entry requirements, (ii) 
attracting and retaining high reputation staff, (iii) providing excellent facilities and 
equipment, (iv) offering a single student helpdesk, (v) organizing our schools to provide 
subject coherence and drive academic excellence and (vi) developing opportunities for 
career entry or enhancement. 

b. The MAHATMA team should (i) consider restructure opportunities, (ii) rethink student 
support provided, (iii) support employability, (iv) review staffing and resources, (v) 
consolidate student support and (vi) integrate support mechanisms. 

5. Measuring success 

a. Success criteria in HEIs may include programme entry points, NSS satisfaction levels, 
completion rates, progression rates, students achieving good honours degrees and 
employment performance indicators. 

b. The MAHATMA team should consider determining (i) employability criteria, (ii) 
progression criteria, (iii) assessment criteria, (iv) satisfaction criteria, (v) completion 
criteria and (vi) evaluation criteria (feedback) 

6. Aim to achieve vision 

a. HEIs usually consider added value in (i) developing people, (ii) developing an outstanding 
environment in which to study and work, (iii)  introducing efficient business tools and 
processes, (iv) achieving excellence in marketing and communications and (v) 
maintaining financial stability. 

b. The MAHATMA team should consider (i) introducing CPD and training for staff, (ii) 
introducing PG Cert in Higher Education, (iii) providing Offline and online learning 
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environments, (iv) targeting Healthy student numbers, (v) aiming for process efficiency, 
(vi) introducing new policies. 

7. Academic structure 

HEIs are likely to include some of the following structures, which could be adapted for the 
MAHATMA programme management. 

• University and School management structures 
• Academic board  
• Achievement Committee 
• Assurance Committee 
• Strategic Planning Committee 
• Academic Provision Approval Committee  
• Honorary Degrees Board 
• Articulation Board  
• Academic management functions (including curriculum development, programme data 

collection, academic quality enhancement data and information) 
• Education development unit 
• Academic quality unit 
• Centre for Learning and Quality Enhancement 
• Learning Resources Centre 
• Credit Level framework 
• Programme Progression Committee 
• Assessment Boards 

Assessment calendars 
• Grade classifications 
• Module level descriptors 
• Boards of Study 
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Module 3: E-Learning Tools 
 

 

Aim of the module 

 
To get MAHATMA administrative staff familiar with some tools of e-
learning to be used for more innovative and effective management of 
new Master programs 
 

 

Topics  

 
• The e-Learning Planning Framework 
• Four phases for introducing e-technologies for learning 
• Five dimensions of e-learning 

 
 

Speaker/s 

 

Dana Ruggiero, Bath Spa University, United Kingdom 
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The e-Learning 
Planning Framework 

 
The e-Learning Planning 
Framework is a tool to help 
schools and teachers 
measure their  
e-learning capability. It can 
support regular self-review 
and subsequent 
improvement of e-learning 
skills and knowledge, in 
ways that reflect our bi-cultural heritage. 
 
The e-Learning Planning Framework will provide [see right]:  

• a ‘road map’ that enables schools/teachers to identify where they are, the practical steps 
they can take to improve their practice, and connects them to relevant information or 
services to support them in doing this. The framework provides processes and practices that 
internationally have been shown to be critical factors in lifting schools’ e-learning capability. 

• Examples and resources to illustrate what the framework might look like in practice. 
• A suggested guide to how to use the framework for self-review. 

 
 
 
 
 
 
 
 
 
 
 
 
 
The diagram [left] shows the phases of schools’ and teachers’ growing e-learning capability to enable staff 
and students to learn with and through technologies, within their own school, cluster and network.  
 
Schools and teachers may progress through some or all of the four phases, Emerging through to 
Empowering.  
Increasingly, decisions will be driven by learning needs, rather than the technology. 
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The four phases 

Emerging 

 

WHOLE SCHOOL: Your 
processes and practices 
investigate, raise 
awareness and plan for 
growing your ability to 
use technologies for 
learning. 

TEACHER: You find out 
about technologies, and 
supplement teacher-
directed, lower-order 
(surface) approaches of 
teaching. 

Engaging 
 

WHOLE SCHOOL: Your 
processes and practices 
establish and connect 
planning across the 
school; you trial 
initiatives. 

TEACHER: You trial and 
begin to use technologies 
appropriately to support 
higher-order (deep), 
collaborative teaching 
and learning. 

Extending 
 

WHOLE SCHOOL: Your 
processes and practices 
effectively align across 
school, community and 
wider networks. The use 
of technologies is refined 
and appropriate to meet 
all learners’ needs. 

TEACHER: You begin to 
collaborate with 
students to use 
technologies 
appropriately to support 
authentic, higher order, 
co-constructed learning. 

 

Empowering 

 

WHOLE SCHOOL: Your 
school, community and 
networks work in 
partnerships to reflect 
and plan. Technology use 
is ubiquitous, virtual, 
open and equitable, 
enhancing authentic, co-
constructed learning 
within and beyond the 
school community. 

TEACHER: You work 
collaboratively alongside 
students to create 
personalised, higher-
order, real-world 
learning. 

Pre-emerging phase 

This framework assumes that schools are already engaged in school-wide strategic planning, aligned to their 
charter, curriculum, vision and professional learning processes. The use of technologies may be part of these 
processes. When using this framework as a self-review tool, some schools may find that several elements are 
not currently in place to be able to ‘map’ themselves at the emerging phase.  In such cases, schools may wish 
to seek external facilitated support to help evaluate their current position and plan next steps. 

Characteristics of a pre-emerging school might include: Adequate infrastructure, organisational systems, 
leadership with teacher skills/knowledge/understanding and engaging with the wider community, are yet to be 
aligned to school-wide strategic planning. 

 

(Adapted from Hall & Hord, 1987; Mishra & Koehler, 2006; Moertsch (1998); and Timperley, 2007)   

http://www.rmcdenver.com/useguide/cbam.htm
http://www.rmcdenver.com/useguide/cbam.htm
http://www.rmcdenver.com/useguide/cbam.htm
http://www.rmcdenver.com/useguide/cbam.htm
http://www.rmcdenver.com/useguide/cbam.htm
http://www.rmcdenver.com/useguide/cbam.htm
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The five dimensions 

 

Leadership 
and strategic 
direction       

 

Leaders investigate the 
potential of 
technologies. 

 

Leaders trial e-
learning initiatives, 
and begin to align 
them to curriculum 
planning. 

 

Deliberate leadership 
aligns the use of 
technologies with 
curriculum needs. 

 

Leadership sustains 
and innovates the use 
of technologies as part 
of overt focus on 
learning. 

Professional 
learning             

Professional learning 
raises awareness and 
grows knowledge of 
technologies. 

Professional 
learning increasingly 
focuses on using 
technologies for 
learning. 

Professional learning 
explores ways to 
enhance evidence-based 
learning using 
appropriate 
technologies. 

Professional learning is 
blended, sustained and 
extends student-
centred learning 
through ubiquitous 
technologies. 

Teaching and 
Learning  

Technologies 
supplement teacher-
directed activities. 

Technologies begin 
to meet needs and 
support higher-
order, collaborative 
learning. 

Learning activities 
integrate technologies 
appropriately to support 
authentic, higher-order, 
collaborative learning. 

Student-centred, 
authentic, higher-
order, collaborative 
teaching and learning 
is enhanced by 
ubiquitous 
technologies.  

Technologies 

and 
Infrastructure  

Technologies and 
infrastructure needs 
are investigated to 
support the physical 
environment. 

Technologies and 
infrastructure to 
meet identified 
needs are trialed, 
within the physical 
environment. 

Equitable, well-managed 
technologies and 
infrastructure support 
needs across an 
increasingly online 
environment. 

Equitable, open access 
to reliable 
technologies and 
infrastructure that 
meet all needs is 
sustained across an 
online environment. 

Beyond the 
classroom            

Opportunities are 
identified to work with 
the community using 
technologies, and to 
address their impact. 

Activities are trialed 
to deliberately 
extend community 
relationships using 
technologies, and to 
explore their impact 

Communities are 
deliberately engaged 
through appropriate 
technologies, and are 
responding to their 
impact. 

Blended 
communications 
enhance the way 
partnerships actively 
engage in sustained 
response to the impact 
of technologies. 
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Leadership and strategic direction  
This dimension describes the aspects required to effectively lead the way learning is enhanced with and through 

technologies in ways that reflect our bi-cultural heritage. Leaders are: the Principal, Senior Management Team, nominated 
leaders, emerging leaders, and students. Refer to the Suggested guide on how to use the framework for information on the 
evidence you might use to self-review against this dimension. 

 Emerging Engaging Extending Empowering 

Learning 
integrated 
into school 
vision 

● VISION: The 
school vision refers to 
e-learning and the 
potential of 
technologies to enable 
and support learning. 
● CONSULTATION: 
The Principal, staff, 
students and BoTs 
investigate how e-
learning can enhance 
the school’s vision. 

● VISION: School 
vision describes how 
technologies will 
support the school’s 
curriculum. 
● CONSULTATION: 
The Principal, staff, 
students and BoTs 
understand and are 
consulted in the vision 
development. 

● VISION: School 
vision articulates how 
technologies will 
enhance teaching and 
learning. It aligns to 
policy, curriculum, and 
appraisal.  
● CONSULTATION: 
The Principal, staff, 
students, BoTs and the 
wider community are 
all deliberately 
involved in vision 
development. 

● VISION: School vision 
integrates e-learning 
throughout. There is an on-
going cycle of review. 
● CONSULTATION: The 
community’s needs drive the 
vision. The community, 
including the students, is fully 
engaged in its on-going 
development.  

Leadership 
of e-
learning 

 

● RESPONSIBILITY: 
Individual personnel, 
including the Principal, 
are assigned roles for 
leading e-learning. 
 

● FOCUS: Leaders 
investigate 
opportunities to work 
with and through 
technologies for 
learning. 

● RESPONSIBILITY: 
Principal, senior 
management and 
school personnel, 
which may include 
students, have 
responsibility for 
leadership of e-
learning. 
 

● FOCUS:  Leaders 
focus on how 
technologies respond 
to short-term needs. 

● RESPONSIBILITY: 
Principal, senior 
management and staff, 
including students, 
deliberately mentor all 
community members to 
use technologies to 
extend and enhance 
teaching and learning. 
 

● FOCUS:  Leaders 
focus on how 
technologies respond 
to short/medium-term 
learning needs. 

● RESPONSIBILITY: 
Principal, leaders and 
students model active 
leadership and mentor others 
to develop imaginative 
practices to enhance and 
negotiate the school 
curriculum. 
 

● FOCUS:  Leadership 
capability at all levels 
focuses on using technologies 
to enhance the school 
curriculum. This is driven by 
students’ learning needs. 

e-learning 
integrated 
into 
strategic 
direction 
and policy 

 

● PLAN: The 
strategic plan includes 
reference to 
technologies, with the 
focus largely on 
resourcing.  
● PROCESS: A 
process to achieve e-
learning goals is 
described. 
● DIGITAL 
CITIZENSHIP: There is 
reference to the 
importance of 
cybersafety and digital 
citizenship 
policy/practices 
 

● PLAN:  The 
strategic plan has 
some alignment to e-
learning in the school’s 
vision. Students’ 
learning needs may 
inform the plan. 
● PROCESS:  
Processes and roles 
to achieve e-learning 
goals are described.  
● DIGITAL 
CITIZENSHIP: There is 
reference to how 
cybersafety and digital 
citizenship 
policy/practices will be 
developed. 
 

● PLAN:  The 
strategic plan aligns to 
the vision and refers to 
how technologies will 
support learning. 
Students’ learning 
needs will inform the 
plan. 
● PROCESS: 
Processes and 
systems to achieve e-
learning goals are 
integrated at all 
levels. 
● DIGITAL 
CITIZENSHIP: A plan 
is being implemented 
to deliberately foster 
cybersafety and digital 
citizenship 
policy/practices 

● PLAN:  The strategic plan 
addresses sustainability of e-
learning driven by all 
students’ needs. 
● PROCESS:  Processes 
and systems to achieve e-
learning goals are driven by 
evidence-based curriculum 
needs and are central to 
improvements. 
● DIGITAL CITIZENSHIP: 
The plan clearly shows how 
cybersafety and digital 
citizenship policy/practices are 
integrated and modeled. 

 



 
 

42 

Professional learning               
This dimension describes the aspects required for teachers and schools to build their e-learning capability within their school 
community and virtual network, in ways that reflect our bi-cultural heritage. This includes: alignment to vision, strategy, 
teaching and learning; an open, sharing culture; building relationships and mentoring; change management; active inquiry and 
appraisal.Refer to the Suggested guide on how to use the framework for information on the evidence you might draw on to 
self-review against this dimension. 

 Emerging Engaging Extending Empowering 

Sustaining 
a 
professional 
e-learning 
community 

 CULTURE: There 
are examples of a 
supportive learning 
community exploring 
technologies (such as 
voluntary mentoring) 
amongst 
teachers/teams. 
 
 FOCUS:  
The sharing of learning, 
when it occurs, largely 
focuses on technology 
skills. 

 

 CULTURE:  
A supportive culture 
for whole-school e-
learning is 
developing. Mentors 
emerge as strong 
voices. 
 
 FOCUS: 
Teachers/teaching 
teams trial, reflect on 
and share examples of 
e-learning pedagogy 
in action. 

 CULTURE: The 
professional learning 
culture is open, safe 
and collaborative, 
ensures that learning 
communities (leaders, 
teachers, support staff) 
are mentored, and 
relevant to the school 
strategy. 
 
 FOCUS: School staff, 
students and the 
community respond to 
and reflect on the 
impact of e-learning 
on identified learning 
needs.  

 CULTURE: A 
blended, inclusive, 
reciprocal professional 
learning culture is focused 
on student achievement 
with and through 
technologies. 

 
 FOCUS: The school 
and community share 
imaginative e-learning 
understandings and 
practices that respond to 
learning needs and 
trends. 

Professional 
inquiry into 
e-learning   

 

● REFLECTION: 
Opportunities are 
provided to review 
teachers’ e-learning 
needs. No clear 
alignment between 
vision, strategic plan and 
professional e-learning 
goals. 
 
● FOCUS: The focus is 
on growing teachers’ 
technical skills rather 
than pedagogical skills. 
 

● ACTIVITIES: 
Professional learning 
activities are occasional.  
 

● REFLECTION:  
There is a system in 
place to review 
teachers’ e-learning 
needs, with activities 
aligned to school 
focus 
 
● FOCUS: Teachers 
investigate the way 
technology can 
support learning - and 
teachers’ role in this 
process. This may 
focus on discrete 
learning areas. 
 

● ACTIVITIES: 
Professional learning is 
part of a whole school 
goal and may be 
informed by student 
learning. 

● REFLECTION: 
Professional e-learning 
needs are identified 
through a system of 
review and appraisal 
that is aligned to the 
strategic plan and 
vision.  
 
● FOCUS: Teachers 
overtly inquire into how 
technology can be used 
appropriately to enable 
the personalised, 
authentic involvement 
in learning. 
 
● ACTIVITIES: 
Professional learning is 
aligned to individuals’ 
and school/community 
needs and strategy, 
and focuses on 
supporting effective 
teaching and learning. 

● REFLECTION: On-
going, sustained 
cycles of monitoring 
and evaluation are 
deliberately aligned to 
teaching and learning 
needs. 

● FOCUS: Teachers and 
leaders see 
themselves as 
learners, inquiring into 
imaginative ways to use 
technology to extend 
and personalise a 
student-centred 
model of learning.  

● ACTIVITIES: Professional 
learning activities 
model and share 
imaginative practices 
that focus on how 
effective teaching and 
learning can be 
enhanced with and 
through technologies.  
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Technologies and Infrastructure 
This dimension describes the aspects of technology required to support learning and administration in ways that reflect our 

bi-cultural heritage. This includes: resourcing; access; hardware; software; virtual networks; administration and data 
management; connectivity. Refer to the Suggested guide on how to use the framework for information on the evidence you 
might draw on to self-review against this dimension. 

 Emerging Engaging Extending Empowering 

 

Tools and 
technologies 

 

 

● RESOURCING: 
Some 
infrastructural/technology 
developments are 
investigated to provide 
reliable and equitable 
access to resources for 
administrative and 
learning purposes.  
 
● ENVIRONMENT: 
Technology is added to 
the physical 
environment to 
enhance learning and 
administration. Online 
learning platforms to 
provide student and 
community access to 
resources, and to 
connect to wider 
networks, are 
investigated. 
 
● ADMINISTRATION: 
Technologies are used 
across the school for 
some administrative and 
management purposes.  

● RESOURCING: 
Adequate resources, 
networks and systems are 
trialled to provide reliable 
and equitable access to 
resources for 
administrative and 
learning purposes.  
 
● ENVIRONMENT: 
Technology is part of the 
physical environment of 
the school to enhance 
learning and administration. 
Online learning platforms 
provide student and 
community access to 
resources, and to connect to 
wider networks. 
 

● ADMINISTRATION: 
Technologies are co-
ordinated to meet 
administrative and 
management needs within 
the school/network. 
 

● RESOURCING: All 
teachers, students, 
leaders, administrators 
have equitable access 
to a reliable 
infrastructure and 
resources, (in terms of 
both quality and 
quantity) to achieve the 
school vision. 
● ENVIRONMENT: A 
safe, networked 
system, combining 
physical and virtual 
environments is in 
development, 
responding to students’ 
and whole school 
community needs. The 
network supports 
flexible and 
responsive learning 
and assessment 
beyond the norms of the 
school building or day. 
● ADMINISTRATION: 
Networked 
technologies are co-
ordinated in a managed 
learning system to 
improve organisational 
efficiency within the 
school/network. 

● RESOURCING: 
Robust, adaptable 
infrastructure is 
effectively managed, 
maintained and 
evaluated to sustain 
equitable, open access 
for all.  
● ENVIRONMENT: A 
safe, flexible and 
responsive 
environment allows the 
whole school to learn 
within and across a 
virtual network. 
Students appropriate 
technologies. The 
infrastructure is 
ubiquitous and 
integrated. 
● ADMINISTRATION: 
Efficient networked 
technologies enable 
effective management 
and organisational 
systems across the 
school/network. 

 

Technical 
support &  
procurement  

 

Specific technical areas 
of need are identified, 
and roles and 
responsibilities have 
been assigned to 
personnel to address 
these. 

 

Technical support responds 
to short-term infrastructure 
needs, and a flexible 
budget is in place with 
some alignment to school 
strategic plan. 

 

 

Pro-active, skilled 
technical support 
provides appropriate 
procurement and 
maintenance of 
infrastructure to support 
equitable, open access 
to a reliable, 
infrastructure for the 
school community. 

 

School-wide systems 
are in place for the 
sustainable 
maintenance and 
development of a 
reliable infrastructure 
for the school 
community/network. 
Technical support is 
equitable, open and 
responds to the needs 
of all community 
members. 
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Teaching and Learning                            
The aspects of teaching and learning in the New Zealand curriculum that can be enhanced with and through 

technologies, in ways that reflect our bi-cultural heritage. Refer to the Suggested guide on how to use the framework 
for information on the evidence you might draw on to self-review against this dimension. 

 Emerging Engaging Extending Empowering 

e-Learning 
within the 
whole school 
curriculum 

● PLAN:  
School 
leadership and staff 
identify the importance 
of e-learning in the wider 
school curriculum plan. 
Implementation tends to 
be within discrete 
learning 
areas/individual teams. 
 

● PLAN:  
School leadership 
work with the 
school staff to 
establish a 
cohesive 
curriculum that 
includes 
appropriate e-
learning 
resources. 
Implementation 
tends to be 
across most 
learning areas 
with some cross-
curricular 
alignment. 

● PLAN:   
School staff and 
community negotiate 
a cohesive curriculum 
that integrates 
appropriate e-
learning resources. 
Implementation 
reflects widespread 
cross-curricular 
alignment and may 
extend to networks 
beyond the school. 
 

● PLAN:  
Staff, students and the 
wider community own a 
negotiated curriculum in 
which technologies are 
assimilated with clear 
alignment to the vision 
and strategy.  
 

Digital 
citizenship 

Key 
Competencies, 
Values, digital 
literacy skills, 
and cybersafety. 

● Principal and 
teachers are aware that 
Digital Citizenship 
defines the Key 
Competencies and 
Values in a digital 
environment, as well as 
digital literacy skills and 
cybersafe practices. 
Individual teachers 
occasionally explore 
digital citizenship. 

● Principal 
and teachers 
trial digital 
citizenship 
practices in 
teaching and 
learning and 
there is a 
growing 
awareness 
amongst 
students. 

● All staff and 
students 
collaborate in 
learning activities 
that routinely 
and deliberately 
explore and foster 
digital citizenship 
practices in real-
world contexts. 

● All staff, students and 
the wider community 
model responsible 
behaviours as 
successful digital 
citizens, in real-world 
contexts. 
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Learning areas  
How 
technologies are 
used to help 
students 
engage with 
curriculum 
content in 
ways that 
reflect our bi-
cultural 
heritage. 

● TEACHERS: 
Teachers begin to use 
technologies, often based 
on their own 
preferences, to help 
students understand the 
content in learning 
area(s). 
● IMPACT: 
Students experience 
technologies as a 
supplement or ‘one-off’ 
activity, focused on 
surface rather than deep 
learning within the 
school/network. 

● TEACHERS: 
Teachers trial 
technologies to 
deliberately help 
diverse students 
understand the 
content in 
learning area(s). 
● IMPACT: 
Students begin to 
use technologies 
to support higher-
order, authentic 
learning within 
the 
school/network. 
 

 

● TEACHER: 
Teachers select 
technologies 
appropriately to help 
students understand 
and apply higher-
order, authentic 
thinking in learning 
area(s) content. 
● IMPACT: 
Students select and 
use appropriate 
technologies to 
explore, create and 
communicate higher-
order, authentic 
learning. 

● TEACHER:   
Learning programmes are 
negotiated with students 
to provide choice and 
personalization. Higher-
order, authentic learning 
experiences explore 
content in learning 
area(s), enhanced by 
technologies. 
● IMPACT:  
Students construct their 
own learning goals, 
independently select and 
use appropriate 
technologies to co-
construct effective 
higher-order, authentic 
learning. 

Pedagogy  
How 
technologies are 
used to 
enhance 
effective 
teaching 
approaches, 
particularly 
ako, in ways 
that reflect our 
bi-cultural 
heritage. 

● TEACHER: The use 
of technologies may be a 
supplement or ‘one-off’ 
activity to support 
teacher-centred, 
didactic ways of 
teaching.   
● IMPACT: Students 
use technologies as part 
of task completion or 
isolated skill-building. 
They respond to 
activities rather than 
collaborate or use prior 
knowledge. 

● TEACHER:  
Teachers trial 
technologies to 
support 
collaborative, 
inquiry-focused 
approach that 
reflects the 
principles of ako. 
 

● IMPACT: 
Students begin to 
use technologies 
to support 
collaborative, 
inquiry-focused 
approach. 
 

● TEACHER:  
Teachers select 
technologies 
appropriately to 
enable a 
collaborative, 
inquiry-focused 
approach that reflects 
the principles of ako. 
 

● IMPACT: 
Students engage 
successfully in 
collaborative 
authentic, learning 
experiences, 
enhanced and 
supported 
appropriately by 
technologies. 

● TEACHER: Pedagogy 
assimilates technology 
into blended, student-
centred, collaborative 
learning experiences, 
based on evidence-based 
inquiry that reflects the 
principles of ako. 
 

● IMPACT: Students 
independently and 
actively participate in 
authentic, culturally 
meaningful learning and 
are becoming safe, 
responsible digital citizens.  

Assessment 
How 
technologies are 
used to monitor, 
review and 
evaluate the 
impact of 
teaching on 
student 
achievement in 
ways that 
reflect our bi-
cultural 
heritage. 

● TEACHER: Leaders 
and teachers investigate 
the way technologies can 
support traditional 
assessment practices 
across the curriculum. 
● IMPACT: Students 
are assessed by 
teachers, often using 
paper-based methods 
and supplemented by 
technologies. 
Assessment is largely 
summative using 
traditional methods. 

● TEACHER: 
Technologies are 
trialed to enable 
students to 
critically reflect 
on and manage 
their own learning. 
 

● IMPACT: 
Students 
occasionally use 
technologies to 
produce and 
share aspects of 
their learning.  

● TEACHER: 
Technologies are 
used appropriately 
to enable students to 
critically reflect on 
and manage their 
own learning, as well 
as sharing progress 
with the wider 
community. 
● IMPACT: 
Students begin to use 
technologies 
appropriately in an 
on-going way to 
develop and share 
their learning, curate 
aspects of their work, 
and engage in self 
and peer-based 
reflection. 

● TEACHER 
CAPABILITY: 
Technologies are 
assimilated as part of 
evidence-based inquiry, 
providing ubiquitous 
access to learning, to 
engage whānau/family 
and connect to wider 
networks. 
● IMPACT:  Students 
use technologies 
appropriately, in a 
continuous cycle, to 
support the way they set 
their learning goals, 
manage life-long portfolios 
and work towards 
becoming self-regulated 
learners. 
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Beyond the classroom            
How e-learning can be used to collaborate with wider networks (local, national, international communities) to 
students’ learning, and empower school communities (by upskilling and educating whānau/iwi in effective use 

and impact). Refer to the Suggested guide on how to use the framework for information on the evidence you might draw 
on to self-review against this dimension. 

 Emerging Engaging Extending Empowering 

 

Engagement 
with the 

community - 
and wider 
networks - 
through and 
about 
technologies. 

 

 

 

 

 

 

• ENGAGE 
THROUGH 
TECHNOLOGIES: 
Principal and school 
leaders identify 
opportunities for 
whānau/iwi, and 
community 
engagement, 
through the use of 
technologies 
 

● SUPPORT 
and EMPOWER: 
Principal and school 
leaders identify the 
importance of 
engaging with 
whānau/iwi and wider 
communities about 
the impact of 
technologies on 
learning, cybersafety 
and digital citizenship. 
 

 

 

● ENGAGE 
THROUGH 
TECHNOLOGIES:  
Principal and teachers 
trial technologies to 
engage whānau/iwi 
and wider communities 
to improve student 
achievement, through 
culturally inclusive 
practices that meet the 
needs of Māori and 
other ethnicities. 
 

● SUPPORT 
and EMPOWER: 
Principal and teachers 
trial deliberate 
engagement with 
whānau/iwi and wider 
communities to share 
and discuss ideas 
about the impact of 
technologies, on 
learning, cybersafety 
and digital citizenship. 
 

● ENGAGE 
THROUGH 
TECHNOLOGIES:  
Principal, school 
leaders and teachers 
strategically integrate 
technologies to 
actively engage 
whānau/iwi, and wider 
communities to 
improve all learners’ 
achievement, through 
blended, culturally 
inclusive practices. 
 

● SUPPORT 
and EMPOWER: 
Principal and teachers 
foster informed, 
effective partnerships 
with whānau/iwi and 
the wider communities 
to respond to the 
impact of technologies, 
particularly digital 
citizenship and 
cybersafety. 

● ENGAGE 
THROUGH 
TECHNOLOGIES:  
Partnerships with 
whānau/iwi and wider 
networks are enhanced 
by the use of 
technologies to 
improve all learners’ 
achievement, through 
blended, culturally 
inclusive and 
sustainable practices. 
 

● SUPPORT 
and EMPOWENT: 
Community members 
are actively working 
in partnership to plan 
and respond to the 
impact of technologies, 
particularly digital 
citizenship and 
cybersafety. 
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