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Unstoppable Force of Change Vs Immovable University 

Increasing Volatility of the HE 
Environment 

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 

Sector-Wide Investment in 
Change Teams and Change 

Management Capability 

Unstoppable Force of Change 
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The 7 Deadly Sins 
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Academic & Professional 
Partnership 

4. TRANSFORMING  

    THE UNIVERSITY

We have six aims to ensure we transform the University 

into a global, effective and sustainable organisation.

e. Greater input to the curricula of global 

perspectives

f. Common understanding across the University of 

internationalisation and the expectations of its 

increased development

g. The integration of overseas students within 

Birmingham City University enabling an 

immersed and high quality experience of UK 

higher education to the benefit of both local and 

overseas students

h. Staff to have global awareness and act as global 

citizens

e. Supporting staff to work across traditional 

boundaries of discipline, profession and 

occupation to maximise multi-professional 

working partnerships

f. The development of leadership capacity and 

capability at all levels to manage the changes 

and challenges required through this plan

g. The development of appropriate reward and 

recognition to support excellent practice 

and performance, and being clear about 

expectations of role, responsibilities and 

performance standards

h. Ensuring a working environment which is 

supportive, fosters our values, a strong sense of 

community, and which releases the talent and 

potential of individuals and groups

d. Ensuring that both academic and non-academic 

processes and services are fit for purpose, 

optimise effectiveness, efficiency and add value

e. Regular periodic reviews of services, systems 

and processes to maximise performance and 

purpose, and ensure that appropriate benefit 

is obtained from technology change and other 

innovations

f. Agreed service standards established for all 

services across the University based on clear 

accountabilities

d. Promoting and securing environmental 

sustainability in our policies, operations and 

actions to reduce our carbon footprint

e. Investing in learning resources, equipment and 

IT infrastructure with clear replacement cycles

c. Anticipating and robustly managing future 

strategic and operational risks 

d. Ensuring good return on investment on special 

projects and new developments

e. Continually reviewing our systems, process 

and structures to maximise value, reduce 

unnecessary costs and incentivise behaviour

This requires: 

a. A significant increase in overseas students 

supported on campus

b. The development of strategic partnerships 

overseas in key regions of student growth 

where Birmingham City University awards 

can be delivered and research collaboration 

encouraged

c. The development of specific and targeted activity 

in key countries

d. An increase in overseas study and work 

placement opportunities and take-up for UK 

students at Birmingham City University

This requires: 

a. Appropriate levels of investment in and support 

for our staff to achieve excellence in all aspects 

of University activity

b. To develop both a culture of continuous 

improvement and our enterprising and 

commercial capabilities, to enhance 

performance and service delivery and ensure we 

provide good value for money

c. To offer appropriate development and support 

for staff so they can understand, respond to and 

deliver the challenging vision and aims to 2020

d. Ensure a staff mix and career routes aligned to 

the University vision and mission

This requires: 

a. Organisational structures and form which are fit 

for purpose and aligned to best deliver this plan

b. The delivery of services which are efficient and 

effective through appropriate combinations of 

standardisation and local variation

c. Services and operations designed to provide 

maximum support and utility to users, students, 

staff and other parties 

This requires: 

a. The implementation of our estates strategy 

which consolidates our activities on two campus 

locations

b. Greater efficiency in the use of space without 

compromising the quality of the student and 

staff experience

c. Managing space utilization and effective 

timetabling of rooms and resources for the 

benefit of students and efficiency

This requires: 

a. Achieving income growth while managing 

costs to generate surpluses for investment in 

our academic activities, people, facilities and 

services
b. Increasing our financial resilience by diversifying 

income sources across teaching, research and 

services to business and the community

1.  
We will become an internationalised University

3.  
We will have a community of outstanding and effective University staff   

 
working together to deliver this strategy

5. We will continuously improve the University’s organisational 

    structure, operational systems and processes

4. We will provide an outstanding education and learning environment

2.  
We will be financially sustainable
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23



The Transformation Paradox 

2017 AUA Conference 

The partnership between academics 
and professional staff is not effective 

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

Professional leadership is 
confused with 
administration 

“My vision for PS is that 
they operate without us 

noticing”  

“It’s time for PS leaders to 
stop thinking of themselves 

as failed academics” 

Professional staff are 
described as non-

academic staff 

Leading academics are the 
academic leaders 

Leadership skills are not 
valued, nurtured and 

developed 

Leaders reflect strongly 
ingrained paradgims 

Dysfunctional Academic & Professional Partnership 
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A strong partnership based upon trust, 
understanding and clear roles 

Recognition of the importance of 
professional, academic & leadership 

skills 

Well-developed 
professional staff 

development pathways 

Decisions driven by 
academic & professional 

perspectives 

Investment in leadership 
development 

Emphasis on teamwork, 
culture and behaviours 

We value & reward 
professional, academic and 

leadership skills 

Academic & Professional Partnership 

Leaders understand and 
value academic, leadership 

& professional skills 

Balanced representation in 
leadership and 

management teams 



The Transformation Paradox 

2017 AUA Conference 

Our ambition is to be globally renowned both for 

the quality of our teaching and learning environment 

and for the excellence and breadth of our research 

and scholarship – as well as for the strength of the 

partnerships that underpin them.

For over a century, we at the University of Bristol have 

inspired generations of students, pushed back the 

frontiers of human knowledge and served our city-region 

and the nation with distinction.

Today, our University is ranked among the top 40 

universities in the world and in the UK’s top five for 

research. We are also one of the top five targets for the 

UK’s leading employers of graduates. Our University’s 

global reputation is testament to the quality and 

achievements of our staff, the highly talented students  

we attract and the success of our graduates. Excellence is 

the benchmark for everything that we do.

The culture within our University is highly collegial, which 

facilitates academic collaboration in both teaching and 

research. This spirit of partnership extends beyond the 

University: we enjoy strong links with other world-leading, 

research-intensive universities, industrial partners and 

organisations in the UK and across the world.

We are fortunate to be located in one of Europe’s  

most creative, dynamic and liveable cities with which 

we enjoy a close and synergistic relationship. For many 

Bristol scholars, the city is an unending source of 

research opportunities and a laboratory within which to 

test solutions with potential global impact. For the city, 

our University is one of its largest employers and a major 

contributor to its economic, social, cultural and intellectual 

vibrancy. Our students bring a huge amount of energy 

and vitality to the city, and in turn our location greatly 

contributes to the richness of their university experience.

Our vision. Our strategy.

1

Executive summary

This Strategic Plan captures the 

collective ambition and imagination of 

our staff, our students and the wider 

Bristol family including our alumni, 

supporters, partners and benefactors. 

It provides a roadmap for the next 

phase of our University’s development.

‘Our vision is to sustain and improve 

upon our world-leading reputation for 

research, and embrace educational 

innovation that will nurture skilled, 

adaptable and resilient graduates.’

 
Professor Hugh Brady

Vice-Chancellor and President

Strategic Plan 2013–18

University of Oxford

13

Enabling strategiesStaff and students require the best facilities for their work. To support our academic 

communities with appropriate libraries and museums, seminar rooms, laboratories, IT 

systems and research equipment, significant capital investment is required. To ensure 

that facilities can be sustained responsibly into the future, long-term strategic planning 

is necessary, underpinned by coherent strategies for Finance, Estates, Information 

Technology, and Development. The University therefore aims to achieve an operational 

surplus (calculated as earnings before interest, tax, depreciation and amortisation) of at 

least 5%, taking into account the increasing cost of replacing assets through inflation or 

rising expectations of functional suitability.
FINANCE, CAPITAL, AND VALUE FOR MONEY

Enabling Strategy 1To generate a sufficient recurrent surplus to sustain the University’s infrastructure, collections 

and academic activities.63 The University will embed a more coherent 

approach to budget setting and monitoring 

across divisions and services, looking to reduce 

overheads and to promote a more proactive 

approach to value for money and shared services. 

The level of investment in administrative services 

and support will be kept under review including 

through benchmarking activities against similar 

organisations.64 The University will maximise revenues 

including through increased research funding, 

philanthropy, and licensing of intellectual 

property.

62 

Enabling Strategy 2To allocate unrestricted income to reflect the collegiate University’s strategic priorities and 

commitments.
65 We shall review our resource allocation, cost 

recovery mechanisms and use of unrestricted 

resources including HEFCE grant, fee income 

and long-term loan capital to ensure effective 

support of the University’s strategic priorities and 

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

Strategic Planning, Prioritisation & 
Change Management is Weak  

Strategy ineffective in driving change  

There is too much 
emphasis on planning and 

not enough on strategy 

Our managers have highly 
developed game playing 

behaviours 

We spend 1/3 of our time 
feeding a planning process 
– with limited time to think 

Our KPIs reflect league 
tables rather than our 

mission 

Our strategy looks similar 
to others & staff are 

confused about priorities 

We have too many 
chemists and too few 

alchemists 
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We have clarity of focus & clear 
alignment of actions with strategy 

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

We have a critical mass of 
leaders behind the strategy 

We have built shared 
understanding and 

ownership of the strategy 

Our strategy provides 
clarity over choices and 

priorities 

We have aligned our 
resources  with our 
strategic priorities 

Responsive tactical plans 
align with longer term 

strategy 

Transformational change aligned with strategy 

Our strategy is clear about 
the change agenda 

We have cascaded the 
strategy throughout the 

University 
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• We value ambition, creativity and imagination, and we will 

trust ourselves to experiment and be bold. We will allow 

each other to take reasonable risks, acknowledge and learn 

from mistakes and support each other in the challenge of 

improvement.• Our approach to career enhancement will build expertise and 

confidence and encourage our staff to be transformative in 

their work and ambitions.

• We will ensure that excellence in all of its forms is recognised, 

rewarded and shared.
• We will focus on the importance of values and an atmosphere 

of respect, including a culture that not only recognises but 

also promotes equality and diversity.

• We will identify, celebrate and promote what Leicester does 

well and what Leicester does better than anyone else.

WE EXPECT EXCELLENCE. WE WILL FOSTER A CULTURE THAT ACTIVELY SUPPORTS ALL OF OUR 

STAFF IN FULFILLING THEIR POTENTIAL, SHARING THEIR IDEAS AND EXPERIENCES AND LEARNING 

THROUGH LEADING. WE KNOW THAT A CULTURE THAT HELPS US FLOURISH WILL ALSO MAKE THE 

VERY BEST PEOPLE WANT TO COME AND JOIN US.

OUR COMMITMENTS

CULTURE

DISCOVERY-ENABLING 

• We will recognise the benefit we gain from our location in 

the UK’s most multicultural city and from the one-third of 

our staff and students who have international backgrounds. 

We will encourage all staff and students to seek out 

opportunities and interactions that build their international 

experience, cultural awareness and global perspective.

• Across our institution, we will strive to build relationships 

based on trust, maintain a transparent and evidence-based 

approach to decision-making and take an approach to the 

future that is both decisive and collegial.

• We will focus on our social responsibilities and the positive 

impact that our staff and students can have on the lives of 

others, emphasising a culture of responsible citizenship that 

has local as well as global dimensions.

‘We will attract, develop

and retain the best staff’

Our People

Strategy 2020
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Our University
Our Future
Our People
2016-2021

The Power of People

People Strategy  

2012 – 2016

Culture 
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The culture works against, slows 
down and disrupts transformation 

Absence of team and 
developmental culture 

Clash of different cultures – 
collegiate, bureaucratic, 

political and anarchic 

Individual and discipline 
identities 

Clever, independent, 
critical, autonomous and 

change-averse 

Sceptical, risk averse and 
challenging 

The predominant culture tends to 
protect the status quo  

Change resistant culture 
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Our staff understand and value the 
importance of change 

We have a positive, empowered 
collective culture 

Clear alignment with 
University goals – working 

for the University 

Strong sense of team work 
and partnership 

Acceptance and belief in 
the strategy 

A positive developmental culture 

High performance, 
confidence and risk 

appetite 

Positive, challenging and 
developmental culture 
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School

College

Support Service

Principal
Prof. Sir T O’Shea

For amendments, please email:
Nicola.Helliwell@ed.ac.uk

Key

University of Edinburgh Organisational Structure
as at April 2017

College of Arts, Humanities and 
Social Sciences

(Vice-Principal and Head of 
College

Prof. D Miell)

College of Medicine and 
Veterinary Medicine

(Vice-Principal and Head of 
College

Prof. Sir J Savill)

College of Science and 
Engineering

(Vice-Principal & Head of 
College

Prof. L Yellowlees)

University Secretary’s Group

(University Secretary
Ms. Sarah Smith)

Corporate Services Group

(Director of Corporate Services
Mr. H Edmiston)

Information Services Group

(Chief Information Officer and 
Librarian to the University

Mr. G McLachlan)

The Moray House School of 
Education

(Dr. R Arshad)

Divinity
(Prof. P Foster)

Health in Social Science
(Prof. C Clarke)

History, Classics and Archaeology
(Prof. E Cameron)

Law
(Prof. R Sparks)

Literatures, Languages and 
Cultures

(Prof. J Robbins)

Business
(Prof. W Loretto)

Philosophy, Psychology and 
Language Sciences

(Prof. R Cann)

Royal (Dick) School of Veterinary 
Studies

(Prof. D Argyle)

Biological Sciences
(Prof. D Gray)

Engineering
(Prof. H McCann)

GeoSciences
(Prof. S Tudhope)

Informatics
(Prof. J Moore)

Mathematics
(Prof. I Gordon)

Accommodation, Catering and 
Events

(Mr. R Kington)

Digital Curation Centre
(Mr. K Ashley)

EDINA
(Ms. J Roberts)

Day Nursery

Applications
(Mr. S Marsden)

IT Infrastructure
(Mr. T Weir)

Economics
(Dr. S Clark)

Edinburgh College of Art
(Prof. C Breward)

Social and Political Science
(Prof. F MacKay)

See page 2 for Vice-Principals 
and Assistant Principals

Edinburgh Global
(Deputy Vice-Principal International

Mr. A Mackay)

Central Bio-Research Services
(Dr G Thomas)

Communications and   Marketing
(Dr. I Conn)

Development & Alumni
(Vice-Principal Philanthropy & 

Advancement 
Mr. C Cox)

Human Resources
(Mrs. Z Lewandowski)

USG Business Unit
(Mr. J McGeorge)

Internal Audit
(Mr. N Lawlor)

Student Recruitment & 
Admissions

Strategic Planning
(Deputy Secretary, Strategic Planning

Ms. T Slaven)

Student Experience Services
(Deputy Secretary, Student Experience

Mr. G Douglas)

Careers & Employability

Institute for Academic 
Development

Finance
(Mr. P McNaull)

Procurement & Printing
(Ms. K Bowman)

Edinburgh University Press
(Mr. T Wright)

Health and Safety
(Mr. A Reid)

Social Responsibility & 
Sustainability 

(Mr. D Gorman)
Academic Services

Learning, Teaching and Web
(Ms M Highton)

Legal Services
(Ms L Chalmers)

Student Wellbeing

Veterinary Scientific Services
(Dr. L Penny)

Research Support Office
(Mr. H MacAndrew)

Sport & Exercise
(Mr. J Aitken)

Edinburgh Research & Innovation
(Mr. G Baxter)

Estates
(Mr. G Jebb)

Centre for Open Learning

Edinburgh Medical School
(Prof. M Whyte)

Biomedical Sciences
(Prof. M Shipston)

Clinical Sciences
(Prof. H Critchley)

Molecular, Genetic & Population 
Health Sciences

(Prof. S Cunningham-Burley)

Roslin Institute
(Interim, Prof. B Whitelaw)

Support Group

Chemistry
(Prof. C Pulham)

Physics and Astronomy
(Prof. A Trew)

Library and Collections
(Mr. J Upton)

User Services Division
(Mr. B MacGregor)

Student Systems & 
Administration

Governance & Strategic 
Planning

Records Management

Provost and Vice-

Principal

Pro-Vice-Chancellor 

(Education)

Pro-Vice-Chancellor 

(Research & Knowledge 

Transfer)

Pro-Vice-Chancellor 

(International)

Registrar and Secretary

Vice-Chancellor and 

Principal

Director of Finance

Director of HR

Academic Services 

Development and 

Alumni Relations

Estates

External Relations

Hospitality a
nd 

Accommodation Services

IT Services

Legal Services

Strategic Planning

 Pro-Vice-Chancellor and 

Head of College

Pro-Vice-Chancellor and 

Head of College

Pro-Vice-Chancellor and 

Head of College

Pro-Vice-Chancellor and 

Head of College

Scho
ols

Birmingham Law School

English, Drama, and 

American and Canadian 

Studies

History and Cultures

Languages, Cultures, Art 

History and Music

Philosophy, Theology 

and Religion

Arts and Law

Engineering and Physical 

Sciences

Life and Environmental 

Sciences

Scho
ols

Chemical Engineering

Chemistry

Computer Science

Engineering

Mathematics

Metallurgy and 

Materials

Physics and Astronomy

Scho
ols

Biosciences

Geography, Earth and 

Environmental Sciences

Psychology

Sport, E
xercise and 

Rehabilita
tion Sciences

Inst
itute

s

Applied Health Research

Cancer and Genomic 

Studies

Cardiovascular Studies

Clinical Sciences

Immunology and 

Immunotherapy

Inflammation and 

Ageing

Metabolism and 

Systems Research

Microbiology and 

Infection

Scho
ols

Birmingham Business 

School

Education

Government and Society

Social Policy

COUNCIL

Medical and Dental 

Sciences

Social Sciences

SENATE

University of Birmingham: Organisational Chart

 Pro-Vice-Chancellor and 

Head of College

Correct as of 11
th  January 2016

University of Newcastle Organisation chart

March 2017 - Version 18

Dotted line denotes senior point of contact between the University and its Entities 

VICE-CHANCELLOR’S 
DIVISION

FACULTY OF 

BUSINESS AND LAW

Vice-Chancellor 
and President
Professor 

Caroline McMillen

Pro 
Vice-Chancellor 

(Business and Law)
Professor  

Tony Travaglione

ACADEMIC DIVISION

FACULTY OF 
EDUCATION AND 

ARTS

Deputy 
Vice-Chancellor 

(Academic)

Pro 
Vice-Chancellor 

(Education and 
Arts)Professor  

John Germov

RESEARCH AND  
INNOVATIONDIVISION

FACULTY OF 
ENGINEERING AND 

BUILT ENVIRONMENT

Deputy 
Vice-Chancellor 

(Research and  
Innovation)Professor Kevin Hall

Pro 
Vice-Chancellor 

(Engineering and 
BuiltEnvironment)

Professor  
Brett Ninness

INTERNATIONAL 

AND ADVANCEMENT 
DIVISION

FACULTY OF 
HEALTH AND 
MEDICINE

Deputy 
Vice-Chancellor 

(International and 

Advancement)
Mrs Winnie Eley

Pro 
Vice-Chancellor 
(Health and  
Medicine) Laureate Professor  

John Aitken

RESOURCES 
DIVISION

FACULTY OF 
SCIENCE

Chief Operating 
Officer

Mr Nat McGregor

Pro 
Vice-Chancellor 

(Science)Professor  Lee Smith

• Council Services 
and Chancellery

• Human Resource 

Services• Marketing and  
Communications

• Office of the  
Vice-Chancellor

• President of  
Academic Senate

• Pro Vice-Chancellor 

(Learning and  
Teaching) • Pro Vice-Chancellor 

Indigenous Educa-

tion and Research
• UON Sydney

• UON Central Coast

• Dean of Students
• Director, Regional 

Campuses• Centre of Excellence 

for Equity in Higher 

Education• Centre for Teaching 

and Learning
• English Language 

and Foundation 
Studies Centre

• Office of the DVC 

Academic• Student Central
• University Library

• The Wollotuka 
Institute

• Pro Vice-Chancellor 

(Industry  Engagement and 

Innovation)• Pro Vice-Chancellor 

(Research and  
Innovation)• Newcastle Institute 

for Energy and  
Resources (NIER)

• Graduate Research

• Office of the DVC 

Research and  
Innovation• Office of the PVC 

Research and  
Innovation• Research and  

Innovation Services

• Newcastle  
Innovation

• Confucius Institute

• Office of Alumni and 

Philanthropy
• Office of the PVC 

International and  

Advancement
• UON Global

• Financial Services
• Infrastructure and 

Facilities Services
• Information  
Technology• Legal Office

• Office of the COO
• Strategy, Planning 

and Performance 

• Newcastle Business 

School• Newcastle Law 
School• Research Institutes, 

Centres and Groups

• School of Education

• School of Creative 

Industries• School of  Humanities and 
Social Science

• Research Institutes, 

Centres and Groups

• School of  Architecture and 
Built Environment

• School of Electrical 

Engineering and 
Computing• School of  Engineering• Research Institutes, 

Centres and Groups

• School of  Biomedical Sciences 

and Pharmacy
• School of Health 
Sciences• School of Medicine 

and Public Health
• School of Nursing 

and Midwifery
• Research Institutes, 

Centres and Groups

• School of  Environmental and 

Life Sciences
• School of  Mathematical and 

Physical Sciences
• School of  Psychology• Research Institutes, 

Centres and Groups

Vice-Chancellor and President

Professor Caroline McMillen

Chancellor
Mr Paul Jeans

COUNCIL

ACADEMIC SENATE

CONTROLLED 
ENTITYUON Singapore

Pro 
Vice-Chancellor 
(Singapore) 
Professor  

Amir Mahmood

CONTROLLED 
ENTITY

TUNRA

OTHERENTITYCentre of Full 
Employment and 

Equity

OTHERENTITYScience and  
Engineering  
Challenge

OTHERENTITYConservatorium of 
Music

Structure 



The Transformation Paradox 

2017 AUA Conference 

Our structures inhibit our agility  

Structures that have worked well in 
predictable times are hard-wired to 

promote stability and inertia  

Change inhibiting structures 

Resources are not 
optimally deployed – they 

are locked into BAU 

Fragmentation promotes 
structural protectionism 

We are weak on process 
and process leadership 

Identity and role are 
defined by structures 

Leadership freedom is 
constrained by our 

structures 

We have a focus on 
resources & BAU rather 

than outcomes 

Small institutional changes 
seem like very big internal 

changes 

Governance and 
committees slow down 
change and progress 
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Greater flexibility and agility in our 
structures to respond to and lead 

change 

Shift away small & fragmented BAU 
structures 

Greater use of process and 
outcome KPIs 

Leaders rewarded for 
outcomes not resources 

Standardised roles 
enabling resources to be 
move around - flexibility 

Structures that enable change 

Greater use of matrix and 
project structures 

Increase funding for 
projects & change 

reduction in functional 
budgets 
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At the same time, by acknowledging the 

resourcing and other challenges we will face,  

we show our understanding that assumptions 

about how we do what we do will require 

significant and ongoing review. As a broad-

based teaching and research institution, if we 

need to transform ourselves we will draw on 

these strengths. We embrace this opportunity 

to rethink what we offer and reinvent higher 

education for the 21st century.

Increasingly, university functions previously 

uncontested are being supplied by private 

providers. Global competition between 

universities is increasing. Changing societal 

needs, technology and mass-market provision 

are affecting access to higher education and 

democratising knowledge in unforeseen ways. 

Our University must be ready to meet the 

challenge of fair access and the wider, more 

broad-spread participation this entails. 

We are ready to act as an economic and cultural 

engine within the great city that founded us, 

working with industry and communities to fuel 

innovation and growth at a time when global 

economic power is shifting and potential 

students search globally for the best higher 

education.As this Strategic Plan shows, our history  

and heritage are fundamental to our identity 

and inform our mission and values; most 

importantly, however, they must inspire  

us to new endeavours and make us  

fearless of change.

Alongside our institutional resilience and agility, 

we will advocate the case for the critical role of 

the University of Sheffield in the city of Sheffield, 

to the Yorkshire region and to the UK’s future,  

in order to build public support for the University 

and the work we do.

This Strategic Plan develops a vision of what we 

want our future to look like, and so we will put 

effort and resources behind new developments 

in different parts of the University, try new 

paths, and develop strategic activities that build 

upon the different strengths we possess and 

the opportunities we will seize.

To enable this, we will work together across our 

academic and professional services to allow us 

to marshal perspectives and energy collectively 

into achieving our ambitions. This will build the 

capacity for change into our staffing, systems 

and estate.

Reconfiguring 

for Change

Our University

73

Our Strategic Plan is founded on  

our identity and enduring values 

as a global institution. 

The University of Sheffield 
74

To demonstrate our commitment to our Strategic Vision, we  

have identified a number of transformative initiatives which  

are currently being implemented, or are in the planning stages 

for delivery over the next few years. 

TRANSFORMATIVE 

INITIATIVES 

King’s Business School

King’s Engineering,  

Science & Technology 

International School  

for Government

Academic-industry models  

for healthcare

BROADEN THE BASE OF KING’S
Breaking barriers  

to accessing King’s

Innovative online  

education

King’s Local  

Partners

Sanctuary Programme:  

a collective response to the 

global refugee crisis

EXTEND REACH, EXPAND ACCESS AND DELIVER AN EXTRAORDINARY STUDENT EXPERIENCE

Supporting and developing 

King’s people

Exceptional and  

sustainable estates

National and  

global partnerships

Transforming our  

systems

STRENGTHEN HOW WE WORK WELL TOGETHER

1818

Change Management 
Capability 
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Fragmented & under-developed change capability 

Change impacts everyone in a 
disruptive way – very few see benefits 

and outcomes 

Leaders asked to lead 
major change with limited 

experience 
Enthusiastic amateur 

approach 

Limited investment in 
change management skills 

and capacity 

No systematic University-
wide change programme 

and approach 

Change orchestrated 
through a flotilla of small 

independent projects 

Change is layered on top of staff who 
are too busy and not empowered 
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There is investment in change 
management capability alongside 

University-wide leadership & 
governance 

Change management is recognised 
as a core strategic competency 

Corporate and strategic 
oversight & governance 

Change programme linked 
to strategy 

Capacity and ability to 
absorb change understood 

Leaders experienced in 
leading change 

A positive developmental culture 

University-wide investment 
in change skills 
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Confidence & 
responsiveness in new 

market environment 

The University of Sheffield 
2
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Risk that portfolio fails to respond to 
competitive environment  

Confidence & responsiveness in new market environment 
 

Approaches and risk appetite no 
longer appropriate for market 

conditions 

Competitive environment 
seen as a threat –  

defensive approaches 

Limited strategic 
understanding of 

customers – analytics, 
segments, personas 

Voice, power & influence of 
the student weak and 

under-represented 

Is this a system that has 
evolved with the customers 

being considered last? 

Limited strategic use of 
data and analytics 

Corporate risk aversion 
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Creating the competency in business 
intelligence and agility to operate in a 

volatile market 

Investment in marketing and strategy 
skills and capability 

Confidence & responsiveness in new market environment 
 

Highly targeted marketing 
and marketing 

communications 

Sophisticated use of 
business intelligence 

Faster time to market and 
faster time to exit markets 

Appetite for risk to develop 
new markets and 

programmes 

Increased dialogue with 
employers and students 
around new programmes 

Sophisticated 
understanding of 

customers and segments 
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We have inadequate & under-
developed systems to improve 

performance and business outcomes 

Performance & business outcomes 
are the consequence of complex, self 

organising systems  

Weak representation of business & performance perspectives 

Limited business model 
innovation 

Lack of systematic & 
effective performance 

management framework 

Costing & activity data not 
used strategically 

Organisation design not 
considered from a 

competitive perspective  

Performance measures 
opaque & complex 

Weak systems for 
promoting, understanding 
& rewarding performance 

Frustration with lack of 
empowerment 

Under developed change & 
process leadership skills 
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Investment in our capability to 
understand, manage and improve 

performance and business outcomes 

Business and performance outcomes 
managed in partnership with 

academic outcomes   

Business and performance focussed university 

A high performance culture 

Performance management 
cascade 

Strategic use of activity 
and costing data 

Business Models 
underpinning activity 

Culture of business 
planning and risk 

Sophisticated and positive 
individual performance 

management 


