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The contradictions of leading change in the public sector

• Emphasis on diversity and choice but the specific nature of the sector creates virtual monopolies

• Rhetoric of partnership and shared responsibility between policy-makers, HEIs and ‘consumers’ in a reality that prefers to hold individuals/organizations to account
• Public accountability emphasizes openness and transparency in the face of informed critique, this conflicts with the ‘principles’ of academic autonomy

• Pressure to involve stakeholders/commissioners (SHAs, PCTs etc) in

decision-making versus 'downstream' consultation on operational/delivery issues

• Visionary approaches to changing agenda versus pragmatism, disaffection and falling expectations

• Student and staff demands for feedback versus internally closed hierarchy

• Technology as an enabler versus reluctant compliance or unrealistic

expectations of what technology can achieve

• Alignment of budgets to long-term strategic objectives versus time-limited innovation at the systemic and geographical margins 

• Value outcomes (e.g. health, lifelong learning, equity) versus target-based outputs

• Value-based policy as well as evidence-based practice

• Visioning as distinct from the 'delusion of predicting'
Adapted from Scottish Leadership Foundation, 2003

Pamela Taylor 2004 (presentation at LFHE conference 2003)

UK policy drivers of social inclusion and economic competitiveness

· International business competitiveness

· Growing international tensions - the future of oil

· Impact of technology on global markets - impact on jobs

· Increasing pace of change

· Growing demands on shrinking resources particularly in the public sector

· Risk awareness - high profile scandals

· Shifting demographics

· Demand for the UK to do better in a less stable world

· Focus on entrepreneurial skills

· Demand for efficient management in HE 

· Engine for global competitiveness

· Need to develop social capital   

· HE in competition with other parts of education sector, health and social care

· Seeking overall lower cost to taxpayer

· DTI perceived as having more clout with Treasury than DfES 

· The capacity to envisage a preferred future, work with others to define the route and then to take responsibility for decisions which affect other people’s lives.

Of 146 heads of HEIs, nine VCs and 15 Principals are women

Only 14% of professors are women

There is one head of an HEI from a minority ethnic background

There are two VCs with known disabilities

In one HEI with 40 professors, 4 are women - none have a personal chair

--------------------------------------------------------------------------------

The NHS Institute will focus expertise in service transformation, technology and product innovation, leadership development and learning on a small number of big priorities at any one time. These priorities will be set by the Department of Health in consultation with a wide range of stakeholders.

(from the NHS Institute website)
--------------------------------------------------------------------------------

HEFCE Strategy (updated 2005)

We have four core strategic aims:


Underpinning these are three cross-cutting supporting aims:




Developing leadership, governance and management 

HEFCE Strategic aims
Aim
To provide support, through a broad-based partnership, to enhance further the sector’s leadership, governance and management.

Objectives

· To help HEIs enhance their capacity in leadership, governance and management, equipping themselves to respond to the challenges posed by a more competitive national and international HE market, as well as changes in the policy environment.

· To develop a new accountability relationship with the HE sector based on increasing stakeholder confidence (both by promoting success and by helping to minimise the risk of avoidable failings). 

· To promote a more sustainable approach to rewarding and developing staff who work in HE.

· To help institutions develop a more demonstrably fair and supportive environment for their staff.

Key performance targets

The primary performance targets for this aim are incorporated within the four core strategic aims. The success of our approach can be judged mainly by the extent that it supports achievement of these. They are supplemented by a target in relation to the staffing profile of HEIs:

By 2008 all HEIs will show measurable improvements in at least one dimension of equal opportunities.

………………………………………………………………………………………………………………

The Leadership Foundation for HE

UUK - Four reasons for a dedicated Leadership Foundation for Higher Education (June 2003)

2.8 The range of challenges now facing the sector combined with a history of under-investment in leadership and management development provide the main reasons for proposing additional investment. The specific case for channeling such investment through a Leadership Foundation for Higher Education rests on four key premises.

i. First, higher education institutions are distinct, autonomous businesses with diverse missions and markets. The value of a dedicated Leadership Foundation is that it will be sensitive to different customer needs and market drivers as well as to the specific higher education context.

ii. Second, the need to respond to global competition and to collaborate with other sectors to achieve social and economic goals means that higher education must work increasingly closely with business, health, other education sectors and internationally.

A Leadership Foundation would have access to multiple sources of expertise and information and would procure a variety of high quality products and services for the sector as well as creating new opportunities for institutions and individuals.

iii. Third, by creating a clear focus on leadership, management and governance, a Leadership Foundation will not only create a higher profile for these roles within and outside the sector, but will also promote cross-sector dialogue about comparable strategic challenges and opportunities. Better understanding across sectors as well as joint development opportunities will increase the confidence of stakeholders in the management capabilities of the sector.

iv. Fourth, a Leadership Foundation offers the opportunity to build on existing provision, expertise and commitment in the sector (such as the contribution of the Higher Education Staff Development Agency, the Association of University Administrators and other professional associations). It will stimulate further demand for development by extending the volume, quality and variety of what is available to institutions and individuals.

http://www.universitiesuk.ac.uk/mediareleases/downloads/LFBusinessCase.pdf
--------------------------------------------------------------------------------------------

The Leadership Foundation’s Board  - The context for leadership development in higher education
The Leadership Foundation’s Board recently considered the challenges that are likely to face leaders, governors and managers between now and 2010. We are planning programmes and activities to help equip our sector to deal with these challenges: 

• Responding effectively to the continued expansion of higher education 

• Encountering an increasingly competitive market for higher education, nationally and internationally, needing to offer a market focused and entrepreneurial response 

• Working in closer partnership with business, identifying and negotiating opportunities for third-stream funding and facilitating increased knowledge transfer 

• Delivering the agenda on widening participation and promoting equality and diversity in the leadership culture to help support these changes 

• Diversifying sources of income, relying proportionately less on government funding 

• Integrating with the specific agendas of regional government and/or the devolved administrations 

• Developing good leadership and management of the research process 

• Adopting more strategic approaches to human resources, to ensure that the best talent is attracted to, and retained in, the sector during a peak period in the retirement profile of higher education 

• Managing increasingly complex change programmes, particularly involving structural change, alliances, mergers and development of the higher education estate 

• Working collaboratively with organisations and alliances within and outside the higher education sector 

• Applying more e-learning and internet-driven business solutions 

• Evolving new forms of leadership, governance and management processes and career development to support the above changes 

• Embedding equality and diversity across higher education institution activities.

http://www.lfhe.ac.uk/publications/introducing.pdf
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http://www.lfhe.ac.uk/publications/evolvingagenda.pdf



Enhancing the contribution of HE to the economy and society








Enhancing excellence in research





Enhancing excellence in learning and teaching








Widening participation and fair access








Building on institutions’ strengths





Developing leadership, governance and management 





Excellence in delivery: organisational development within HEFCE 








