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Increasing Volatility of the HE
Environment

Unstoppable Force of Change

Sector-Wide Investment in
Change Teams and Change
Management Capability
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Dysfunctional academic &
professional partnership

Strategy ineffective in leading and
driving change

Change resistant culture

Change inhibiting structures

Fragmented & under-developed
change capability

Confidence & responsiveness in new
market environment

Weak representation of business &
performance perspectives




The 7 Deadly Sins
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Dysfunctional Academic & Professional Partnership

The University is failing to get the true
value and potential from the workforce

o

The partnership between academics

and professional staff is not effective

—_—

noticing” o

“My vision for PS is that
they operate without us

“It’s time for PS leaders to
stop thinking of themselves
as failed academics”

Leading academics are the
academic leaders

Leaders reflect strongly
ingrained paradgims

Professional staff are
described as non-
academic staff

Leadership skills are not
valued, nurtured and
developed

Professional leadership is

confused with
administration




Academic & Professional Partnership

Emphasis on teamwork,
culture and behaviours

Well-developed

professional staff Investment in leadership

development pathways o development
Balanced representation in Leaders understand and
leadership and value academic, leadership
management teams & professional skills
Decisions driven by | We value & reward
academic & professional professional, academic and
perspectives leadership skills

A strong partnership based upon trust,

understanding and clear roles

o

Recognition of the importance of
professional, academic & leadership
skills
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Strategy ineffective in driving change

We are too busy trying to create the
perfect plan for an imperfect world

o

Strategic Planning, Prioritisation &

Change Management is Weak

We have too many There is too much
chemists and too few emphasis on planning and
alchemists not enough on strategy
Our strategy looks similar Our managers have highly
to others & staff are developed game playing
confused about priorities behaviours

Our KPIs reflect league We spend 1/3 of our time
tables rather than our feeding a planning process
mission — with limited time to think




Transformational change aligned with strategy

We have aligned our
resources with our

strategic priorities

» Our strategy provides
O

/Wedhav% ahc_r gc’?/ mass of clarity over choices and

eaders behind the strategy priorities

We have cascaded the Our strategy is clear about
Strategy throughout the the change agenda

University \ /
We have built shared \ ) / Responsive tactical plans

understanding and align with longer term
ownership of the strategy Strategy

We have clarity of focus & clear

alignment of actions with strategy

o

Institution has a clarity and agreement
over longer term vision and priorities



The Power of People

Our University
Our Future
Our People
2016-2021
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Change resistant culture

The culture works against, slows
down and disrupts transformation

o

The predominant culture tends to

protect the status quo

Clash of different cultures — Absence of team and
collegiate, bureaucratic, developmental culture
political and anarchic &

Clever, independent,
critical, autonomous and
change-averse

Individual and discipline
identities

Sceptical, risk averse and
challenging

|
S




A positive developmental culture

Acceptance and belief in
the strategy

O

Strong sense of team work

University goals — working and partnership

Clear alignment with
for the University

Positive, challenging and \ H/g?dpiﬁornjqa;ﬁe;(
developmental culture conriaence andris
appetite

Our staff understand and value the

importance of change

o

We have a positive, empowered
collective culture
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Structure

Learning, Teaching and Web
(Ms M Highton)

. ser Services Division
8 MacGregor)

Health in Social Science
(Prof. C Clarke)

History, Classics and Archaeology
. E Cameron)

-

Roslin Institute
(Interim, Prof. B Whitelaw)

Mathematics (Ms L Chalmers)
(Prof. | Gordon)

USG Business Unit
Physics and Astronomy (Mr. J McGeorge)
(Prof. A Trew)

~

Finance
(M. P McNaull)

Health and Safety
(Mr. A Reid)

Strategic Planning
(Deputy Secretary, Strategic Planning
Ms. T Slaven)

Law
(Prof. R Sparks)

Ii

Literatures, Languages and

Governance & Strategic Procurement & Printing
Planning (Ms. K Bowman)

Cultures
(Prof. J Robbins) Student Recrument & Research Support Office:
Admissions (Mr. H MacAndrew)
ElRosoo sy cloniand Key ‘Student Experience Services
Lﬂ?ggﬂai‘:i?‘jes (Deputy Secretary, Student Experience Social Responsibility &
- College Mr. G Douglas) Sustainability
(Mr. D Gorman)
Social and Political Science School Academic Services
i Careers & Employability EAECED
G (Mr. J Aitken)
pport Group TRSTiute for Academic
Centre for Open Learning i B
Support Service Student Systers & Vetarinary Scientiic Senvices!
Administration (Dr. L Penny)

For amendments, please email: SR

Nicola.Helliwell@ed.ac.uk




Change inhibiting structures

Our structures inhibit our agility

o

Structures that have worked well in

predictable times are hard-wired to
promote stability and inertia

e , Small institutional changes
ragmentation pr o_mqtes seem like very big internal
structural protectionism N changes
We are weak on process O‘ﬁr nan?e a';d
and process leadership commitiees siow down
change and progress

We have a focus on

laentity and role are resources & BAU rather

defined by structures
’ y struct - than outcomes
Leadership freedom is Resources are not
constrained by our optimally deployed — they

structures are locked into BAU




Structures that enable change

Standardised roles
enabling resources to be
move around - flexibility

Greater use of process and i Leaders rewarded for
outcome KPIs outcomes not resources

Increase funding for

projects & change Greater use of matrix and
reduction in functional project structures
budgets

Greater flexibility and agility in our

structures to respond to and lead
change

o

Shift away small & fragmented BAU
structures
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Fragmented & under-developed change capability w

Change impacts everyone in a
disruptive way — very few see benefits
and outcomes

o

Change is layered on top of staff who

are too busy and not empowered

Leaders asked to lead
Enthusiastic amateur major change with limited
approach N experience

Limited investment in No systematic University-
change management skills wide change programme

and capacity [ and approach

Change orchestrated
through a flotilla of small
independent projects




A positive developmental culture

Corporate and strategic
oversight & governance

AN

University-wide investment Leaders experienced in
in change skKills leading change

Change programme linked \ Capacity and ability to
to strategy \ absorb change understood

There is investment in change
management capability alongside

University-wide leadership &
governance

o

Change management is recognised
as a core strategic competency



Confidence &
responsiveness in new
market environment




Confidence & responsiveness in new market environment k=

Risk that portfolio fails to respond to
competitive environment

o

Approaches and risk appetite no

longer appropriate for market
conditions

—_— S~

Competitive environment
seen as a threat — Corporate risk aversion
defensive approaches
Limited strategic

understanding of
customers — analytics,

Limited strategic use of
data and analytics

Voice, power & influence of Is this a system that has
the student weak and evolved with the customers
under-represented being considered last?




Confidence & responsiveness in new market environment k=&

Highly targeted marketing
and marketing
communications

Faster time to market and
faster time to exit markets

Sophisticated Increased dialogue with
understanding of employers and students

Sophisticated use of Appetite for risk to develop

: : : new markets and
business intelligence
programmes

customers and segments \\ // around new programmes

Creating the competency in business

intelligence and agility to operate in a
volatile market

o

Investment in marketing and strategy
skills and capability
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Performance & Business
Perspectives

The Transformation Paradox



Weak representation of business & performance perspectives

We have inadequate & under-
developed systems to improve
performance and business outcomes

o

Performance & business outcomes

are the consequence of complex, self
organising systems

Wegk systems for . Limited business model
promoting, understanding innovation
& rewarding performance / o

Frustration with lack of
empowerment

Performance measures
opaque & complex

Under developed change & Costing & activity data not
process leadership skills i used strategically
Organisation design not Lack of systematic &
considered from a effective performance

competitive perspective management framework




Business and performance focussed university

Culture of business

A high performance culture planning and risk

Sophisticated and positive

individual performance Strategic use of activity
and costing data
management

Performance management \ / Business Models

cascade underpinning activity

Investment in our capability to

understand, manage and improve
performance and business outcomes

o

Business and performance outcomes
managed in partnership with
academic outcomes



