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ABSTRACT

This study is aimed at investigating how quality of teaching in higher educational institutions
can be improved and how staff development programmes can play a role in the enhancement

of the tertiary teaching profession.

Over the years, the field of Academic Development has (AD) undergone many changes and
has faced enormous challenges as the South African higher education terrain has shifted in the
waké of political transformation. The field of Academic Development has grown into a multi-
disciplinary endeavour with practitioners working in areas such as curriculum and staff
development, éésessment of student learning, evaluation, educational technolo‘gy and student

development.

In recent years, th¢ demise of soft funding and the financial constraints caused by falling
student numbers havé resulted in a situation where many Academic Development units have
faced job losses and even closure. At the same time, challenges facing the higher education
system have opened opportunities for AD practitioners to use their expertise to cope with’ the

demands of teaching and learning.

The Academic Development programme contributes to the assurance of this performance by
supporting staff in meeting the demands of teaching at a Southern African university with
international standards. It does this by running an on-going staff development programme

and by providing assistance with curriculum development, assessment and evaluation.
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The Institute for Higher Education Policy engages in research and provides practical advice
and background on key issues in higher education policy for a clientele comprised of public
and private organisations, individuals and government structures within South Africa as well

as abroad.
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CHAPTER 1

1.1  INTRODUCTION

South Africa is in the midst of significant changes in the world of education. Education
in general, and higher education in particular, carries a burden of providing the

intellectual and cultural leadership to accomplish the transformation within the country.

Dun'hg the past few years, issues concerning the quality of teaching and learning withl;n
edueational programmes have become a topic of much interest. Institutional directives
have resulted in a transition from préctices, which previded discretional access fo
academic development opportunities for academic staff. The White Paper on Higher
Educaﬁon (1997) challenges the higher eaﬁcation system to “lay the foundations for the
development of a learning society which can stimulate, direct and mobjlize the creative
and intellectual energies of all the people towards meeting the chalienge of reconstruetion
and development’f. The current domestic focus _involves reviewing issues‘of access, staff
Vdevelopment, student support, re-curricularisation and | research (Departmenf of

Education, 1997).

The challenge of providing quality edueation is even more daunting. It means that in
esseﬁce the go;/efnment’s systemic in‘[:efventions end focue of strategy, both in terrﬁs of
support and monitoring, should be enhanced while constantly reflected on. Equally
important, visible progress in fostering inciusiveness in teftiary ihstitufions for the

celebration of diversity in such institutions to be a living reality should be seen. At a



more operational leVel, lecturers’ development strategies pay dividends while integrated

management practices in institutions get entrenched as a norm.

The fragmentation, inequality and inefficiency of higher education in the apartheid era
left a legacy of deficits in academic and staff development. Mény people characterized
the problem with the education system as purely a matter of financial resources, but
increasihgly it is bécoming clear that the hﬁman element‘and its input into education may
be the telling factor. The nature of government funding for higher education in South
Africa has changed significantly in recent yearé. As ﬁ fesﬁlt, calls for revision of thé
formula used to allocate public monies to institutions of higher education have increased
in frequency and importance. The rise in student numbers has not been accompanied by
a commensurate rise in public spending. Whilst many developing countries spend greater
proportion of their GDP on higher education, the per capita expenditure in South Africa
is still much smaller, leading to even greater disparities, particularly with regard to

research.

The need to develop new funding system was clearly articulated in the 1996 report of the
National Commission on Higher Education (NCHE), and codified in the 1997 Education
White Paper 3 (“A Programme for the Transformation of Higher Education”). These
documents make clear that significant changes to the government formula (the so-called
SAPSE formula) are required to achieve fundamental national goals. Among the goals

articulated for a transformed higher education system are:

Improving Staff Equity: Equity for staff at all levels of higher education institutions must

be improved. For example, Bunting (1994) reports that only modest gains in



employment of African academic staff have been achieved since 1993. Improved staff
equity should include staff development, promotion, and retention. Staff equity goals

should be geared to meeting the requirements of the Employment Equity Act.

Eﬁhancing Quality: A key té the future of South Africa in a highly competitivé world is
to develop high quality in higher education that is more broadly accessible than currently
is the case; Given the effects of apartheid and itsrurrlerrlcumbered social liabilities, and the
many years of isolation from much of the rest of the world, enhancing quality and thereby
the ovefall educational att;':linment levels of South Africans is ’a major goal for higher
education. While these problems are especially acute at the Historically Disadvantaged
Ihstitutions (HDIs), maintaining quality is élso é problem for the best universities and
technikons, which are striving to maintain parity with their international peers in areas
such as scientific advancement and technology. The full range of quality present in
South African Higher Education must be addressed from the basic infrastructure to the
quality of instruction. Some of these issues are being addressed through the Higher
Education Quality Committee (HEQC) of the CHE. These issues need to be addressed
through infrastructure improvements, which will require additional resources (McKeown,

1996).

Staff development is a multi-faceted need, focusing on academic leadership and
administrative management. Faculty members and students need a well-managed
institution to provide quality teaching and learning. Institutional directives have resulted
in a transition from practices, which provided discretionary access to academic
development opportunities for academic staff, to a system requiring the mandatory

allocation of weekly time on all departmental timetables for this purpose.



The purpose of the study, using thirteen universities and five technikons as comparative
case studies, was to consider the academic development programmes (ADP) in higher

educational institutions (HDIs).

1.2 MOTIVATION OF THE STUDY

Since the researcher started studying at a tertiary institution nine years ago, she has heard
and listened to a number of staff expressing their dismay about poor éurriculum
development, programme development, staff development and administrative
development. Such dismay touched her and drove the researcher to want to investigate
the state of programme development and administrative development in higher
educational institutions (HDIs). Since these areas are broad, it became important to
narrow the focus on how staff development programmes could play a role in the

enhancement of the teaching profession.

The education system, prior 1994, brought a lot of misery to the African population.
However, since the advent of democracy the government has undertaken the formulation
of policies and legislation aimed at ensuring both the transformation of educational
structures and the practice of education. The nation was challenged to be more efficient
in the use of resources in higher education in order to make appropriate contributions
towards national development. Staff equity, both for teaching as well as administrative
staff, is essential to the ongoing transformation of the South African higher education
system. This is especially important at each institution where the ability to recruit and

retain staff is crucial to institutional development and growth.



1.3 PROBLEM STATEMENT

After the background gi?en above, it is possible to state the problem under inVestigation
in more precise terms. Briefly stated, the problem confronting most universities is how
best to provide quality educatioﬁ .in the context of Afheir limited resources. This is the
problem to which the present study was directed. A question of resources may also raise
other debates, such és efﬁciency and rele?ance of those‘resources. In the context of
limited and even shrinking resources, it is seldom possible to implement separate
programmes on a scale that addresses the enormity of educational disadvantage ih South
Africa. To gain maximum advantage, relevant resources have to be allocated and

utilised strategically, focusing on the most critical areas with good management.

There is a serious crisis of academic development programmes in all institutions, which

- includes:

1)  the staff composition: the staff is overwhelmingly White and male

ii) the staff competence: the staff are under-prepared and under-skilled for the
educational task ahead; and |

iii) the lack of responsiveness: which includes the need of staff to use the new
technologies for student-centered learning and scholarship, and for higher
education institutions to contribute to the resolution to South African’s economic

and development requirements.

While the problem of composition constitutes a major equity challenge, the issues

regarding competence and responsiveness constitute an equally daunting challenge in



terms of quality. There is tension between these challenges which South African higher

education institutions will find hard to manage successfully.

1.4  OBJECTIVES

The Norms and Standards for Educators policy document is a crucial milestone in post
apartheid education policy making as it endorses the multiplicity of theories, skills and
values that classroom practitioners and managers are to have in order to function
competently in a diverse multicultural society like South Africa. This policy commits all
educators, including educators in the classroom, heads of departments and lecturers to
engage as reflexive practitioners and to become informed of the multiple perspectives,
methods and current theories that impact on all the elements of the curriculum. The main
aim of staff development is to enhance professional vitality. The Higher Education
Institutions are better positioned to enhance and maintain professional and occupational
educational competence and to anticipate and prepare for future challenges in education.
It seems imperative, therefore, to ensure that the development of staff in all areas and at

all levels receives the support it deserves.

The key objectives of the study were to:

0) investigate the location of the Academic Development Programme (ADP)
within the management structure by sharing ideas and methods of best
practice among the network members in order to improve quality in teaching
and learning and also to affirm diversity in curriculum and teaching practices

in ways which are mutually beneficial to all institutions;



1) analyse the objectives of Academic Development Programmes in higher
education by identifying the priority developmental needs of teaching and

suppkon staff in the network; and

iii) | investigate the environment of research by maximizing the limited resources
available for improving teaching and learning in the network institution by
strengthening collaborative links and enterprise among the members of

institutions. ,
1.5 ASSUMPTION

It was assumed that the majority of institutions of higher education were lacking with

regard to the following aspects:

i) sharing, adapting and developing programmes and materials appropriate to the
needs of the academic staff development in the network, using a variety of

strategies.

ii) induction programmes for all new staff in order to explain the different contexts

in which they will have to operate in academic and administrative sections;

iii) managerial skills to build and share culture across the whole management group
and to enhance management capacity throughout the departments in order to

improve the departments' capabilities to survive and prosper.



1.6 HYPOTHESIS

The hypothesis was based on the above mentioned assumption, which was sharing,
adapting and developing programmes and materials appropriate to the needs of the

academic staff development in the network, using a variety of strategies.
1.7 SAMPLING

The field of study covered South African tertiary education institutions from nine
provinces comprising 4 technikons and 9 universities. Half of academic staff in each
department was selected and the selection was at random. The study was carried out in
32 departments in both universities and technikons. An average of 9 academic staff
members per department were visited. The number of students involved in the study was
72. Numbers of students varied from one institution to another. The views of students
were considered to be important, especially with regard to the students’ feedback on
courses and lecturers’ performance. The study focused on the institutions of higher
learning presented below. These institutions were included for the purpose of assessing

the induction programmes and involved academic staff.



INSTITUTION NUMBER OF STAFF
EASTERN CAPE TECHNIKON 190
DURBAN INSTITUTE OF TECHNOLOGY 175
PENINSULA TECHNIKON » 195
NORTHERN GAUTENG TECHNIKON 170
TECHNIKON NORTH WEST ‘ 108
MEDICAL UNIVERSITY OF SOUTH AFRICA 225
UNIVERSITY OF DURBAN WESTVILLE 600
UNIVERSITY OF FORT HARE o 220
UNIVERSITY OF THENORTH 456
UNIVERSITY OF ZULULAND : 240
VISTA UNIVERSITY . 118
UNIVERSITY OF THE NORTH WEST 234
UNIVERSITY OF TRANSKEI S 230
UNIVERSITY OF VENDA - 185
UNIVERSITY OF THE WESTERN CAPE 523
.UNIVERSITS‘( OF SOUTH AFRICA 13000
RAU UNIVERSITY - B 260
UNIVERSITY OF CAPE TOWN —— 1558
TOTAL 8587

Table 1.1 Universities and T eéknikons

The staff population employed in the aforementioned institutions of higher education was
8587. These staff members were all academic staff and were employed on full-time and

part-time basis. -



1.8 METHODOLOGY

The data was collected by means of interviews., questionnaires, unobtrusive observations
and informal talks with academic staff members and students. The interviews were
eleétronically recorded. | A stratified random sampling was used, thus increasihg the
chance for each staff member to be included in the study. Lists of all academic staff

members and students in different faculties and universities were followed.

Whereas there are several methods of obtaining feedback as to the effectiveness of one’s
lecturing, it should be appreciated that the exclusive use of any one method might not

yield a comprehensive account of the learning and teaching process.

Student perceptions are an important means of determining the way in which instruction
is perceived, as evidenced from the following quotation from Seldin (1997: 102),
“Student feedback on teaching falls far short of a complete assessment of one’s
contribution. But if teaching is to be improved, a systematic measure of student views
can hardly be ignored; the opinion of those who are the postgraduates should be
considered”. The main research instrument used was the questionnaire. The
questionnaires were distributed to the targeted respondents by mail and e-mail. The
questionnaires included both closed and open-ended questions. They addressed the

following issues:

a) the subproject in the institution and how the institutions benefited from it.

10



b) a consideration of what should have been done differently, in hindsight, at the

institution in question.

¢) how the representatives of each institution benefited from the project.

d) each institution’s plan to carry forward what had been started during the previous

two to four years.

1.8.1 Confidential Lecturer Evaluation

The student Assessment of Lecturer Performance (ALP) survey was designed to
determine the perceptions of students about lecturers’ performance. The survey
questionnaires were pre-printed for each lecturer and provided space for the inclusion of
three additional open-ended items to which students could be encouraged to respond

more qualitatively.

1.9 VALIDITY AND RELIABILITY

A pilot study involving 12 small samples of the population was undertaken to establish
the procedures to be used and guidelines to be followed in the main study. Neuman
(2000) asserts that a pilot study is useful to detect weaknesses in the design of the

instrument and to provide a sound base for determining and refining the instrument.

The questionnaires were pre-tested on 3 universities and 3 technikons that did not

participate in the actual research. The results of that pilot study revealed that there was a

11



need to rephrase some of the statements in a manner that would not be difficult to the
respondents. A selection of terminology and questions were structured to provide valid

responses.

The research design was both exploratory and descriptive. It was exploratory because the
study was conducted so as to identify possible reasons for the staff members’ poor
academic performance. It was descriptive because it provided a detailed picture of the
group, which was investigated. The data was collected by means of interviews,
questionnaires, unobtrusive observations and informal talks with academic staff members

and students. The interviews were electronically recorded.

A stratified random sampling was used, thus increasing the chance for each staff member
to be included in the study. Lists of all academic staff members and students in different
faculties and universities were followed. There are several methods of obtaining
feedback as to the effectiveness of one’s lecturing but it should be noted that the
exclusive use of any one method might not yield a comprehensive account of the learning

and teaching process.

1.10 CONCLUSION

This chapter has presented the background and motivation of the study. It has stated the
problem, objectives, assumption and hypothesis of the study. It also gives brief
discussions of sampling and how the data was collected. The pilot study addressed the

questions of validity, confidentiality and reliability.
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CHAPTER 2

LITERATURE REVIEW

2.1 INTRODUCTION

The literature review of this study is based on the evaluation of the status of the
institution, staff development programmes, implementation, induction programmes, that
existed in each university or technikon involved in the study. Before the evaluation of
the status and the implementation of staff development programmes in each institution
are carried out, it is important to briefly consider the broader concept of academic’

standards, the history of the academic programmes, and the notion of induction.
2.2 ACADEMIC STANDARDS

The beét universities or technikons are tﬁose, which strive for excellence in teaching,
expertise and research at national, an international level as well as within the
communities that they serve. The attainment of excellence is a good reflection of
standards. It is dependent on such factors as, the quality of students who join the
institution and graduate, the quality of staff, the scientific approach of the institution, the
productivity of the institution in terms of research and scholarship as Well as its national

and international prestige.

13



It should, however, be emphasised that the single most important factor in determining,
maintaining and improving academic standards is the quality of academic staff. This
aspect is typically concerned with quality in respect of the three areas of teaching,

research and community service (Makgoba, 1996).

The evaluation of staff quality in respect of research is acceptable at universities. Such
én‘evaluatioh may take a‘variety of forms, but it should not be seen as‘merel‘y judging a
lecturer as a poor performer or a good performer. It should rather aim at encouraging
higher standérds By raising ‘av’&./areness of quality among a/lc’ademic staff ahd by bringiﬁg
issues of standards into a more open forum for discussion (Richardson and Skinner,

1991).

Academic staff members should avail themselves of every opportunity to improve their
levels of competency in all their job-related activities, especially in teaching and in
research. They should participate responsibly in all external examining procedures

designed to maintain academic standards within and across institutions (Scott, 1989). '

Quality has become a major concern in higher education. This is because meeting the
needs of society and expectations towards higher education depends ultimately on the
quality of its staff, programmes and students, as well as its infrastructure and academic
environments. The search for ‘quality’ has many facets and the principal objective of
quality enhancement measures in higher education should be institutional as well as

system-wide-self-improvement (Pavlich, 1993). -

14



A comprehensive quality assurance system provides an essential mechanism for ensuring
quality across institutional programmes. A Higher Education Quality Committee
(HEQC) of the Higher Education Council (HEC) is an umbrella body for quality
assurance in Higher Education, with specialist bodies undertaking the external evaluation

function in the country.

It is evident that thé practice of quality assurance in South African Higher Education,
whilst undergoing transformation, still largely comprises a combination of traditional
practices applied selectively. Bearing in mind that the Higher Education sector is partly
funded by government; the latter increasingly expects Higher Education to be

accountable and to fulfil the changing needs of society.
2.3 THE DIFFICULTIES OF EDUCATIONAL CHANGES

Among the many reasons why educational change is so difficult, may be owing to the
fact that it is poorly conceptualised or not clearly demonstrated. It is ot obvious who
will benefit and how. The change is too broad and ambitious, with the result that teachers
and lecturers have to work on too many fronts. It can also be seen as too limited and
specific, so that little real change occurs at all. The paceof the change can be seen as too
fast for people to cope with, or too slow, so that they become impatient or bored and
move on to something else. The change also suffers due to poor resources, or resources
that are withdrawn once the first flush of innovation is over. There is not enough money
for materials in order to allow teachers to plan ahead effectively. The change also
constitutes a heavy burden for teachers, who cannot bear it for too long without

additional support. There is no long-term commitment to the change to carry people

15



through the anxiety, frustration and despair of early experimentation and unavoidable

setbacks.
2.4 THE NECCESSITY FOR ACADEMIC DEVELOPMENT

One of the key elements to a successful educational system is to get lecturers to
understaﬁd that the pfimary aim of te‘a‘lching is to méke student ‘learnbing’ possible
(Ramsden, 1998). Academic staff members, in most instances, are recruited on the basis
0f their excéptional skills. These academics most of Athem have béen teachers‘ but lack |
any formal training in pedagogy or teaching methodologies. The current challenge is to
have écademic skills incorporated into the theoretical course matérial that a stlident is
exposed to. The successful higher education lecturer has to have the capacity to create a
leamer;centered enVironment, conveying the theoretiéal ébhcept with thé péﬁicular

critical cross-field outcomes.

These common causes of failures to bring about educational change have been well
documented in the relevant "change" literature from the foundaﬁonal period of
educational research and beyond (Fullan, 1998). However, as a strategic process of
pfoper planning, design ’and’ structural aligﬁment, and as’a cultural procéss of ’building
effective relationships of collaboration and consultation, educational changes are

something more understandable than they were a decade ago.

16



2.5 BACKGROUND TO ACADEMIC DEVELOPMENT AND ADMINISTRATIVE

SUPPORT

Academic development programmes (ADP) in South Africa can be tracéd to overseas
efforts and experiences. For instance, the National Teaching Fellowship Scheme (NTFS)
is part of an overall programme to raise the status of learning and teaching in Higher
Education. It was set up by the Higher Education Funding Council for England (HEFCE)
and the Department for Employment and Learning (DEL) in Northern Ireland

(Armstrong, 1997).

The Institute for Learning and Teaching in Higher Education (ILT) is the professional
body for all institutions that teach and support learning in higher education in the United
Kingdom (UK). It was created to enhance the status of teaching and to improve the
experience of learning and to support innovation. It also develops and maintains
professional standards of practice. It is becoming the main source of professional
recognition for all staff engaged in teaching and in the support of learning. It is open to
both experienced staff and those at the start of their careers, wherever they work and

whatever their teaching subjects.

The Staff and Educational Development Assoyc‘iatior‘l (SEDA) is the professional
association for staff and educational developers in the UK, promoting innovation and
good practice in higher education. A conference was held on the 24™ of May 2002 at
Regent’s College. Its main objectives were stated as being: to provide a national forum
for colleagues to share issues arising from the implementation of higher education

learning and teaching development strategies and to hear about the practices at other

17



places and to consider staff development needs necessary to support development

(Armstrong, 1997).

The Higher Education Staff Development Agency (HESDA) is an agency of universities
in the UK, while the Standing Conferen(.:‘e of Principals (SCOP) is the lead agency for
developing the skills, training and qualifications of people working in higher education.
HESDA is committed to fhe pfbmotion of strategicaﬂy plénne(i staff devélOpmeht and
training provision at universities, colleges and other strategic human resource initiatives

across the Higher Education Sector in the United Kingdom. -

2.6 ACADEMIC AND STAFF DEVELOPMENT PROGRAMMES IN SOUTH

AFRICA

South Africa needs fundamental changes in order to adapt to the transformational
national and regional realities of the 21* century. These changes need to start creating a
new culture regarding educational diversity and innovation. Only then will programmed
responses to issues of access, educational effectiveness and efficiency be addressed with
scope sufficient to meet rising expectations of all South Africans. It has to be realiséd
that the citizens are increasingly looking to the relatively rich tertiary education system of

the country to meet their needs. -

As noted earlier, Staff Development is a multifaced need, focusing on academic
leadership and administrative management. Faculty members and students need a well-
managed institution to provide quality teaching and learning. However, institutions are

not geared up properly for staff development in management matters. All should be
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encouraged to prepare policies and plans for this management development and allocate

an appropriate budget for it (Higher education Act of 1997).

The Skills Developnient and Skills Levy Acts emphasise the importance of staff
development. Institutions have to pay huge amounts of meney as a levy to ensure that
staff training takes place. In order to get some percentage of the levy back, the university
kor technikon has ’to prove that a registered“provider provided the tfaining ‘arid that
registered standards were used as a benchmark. Staff development units will have to take
tﬁe reepensibility for ensuri’ng thet the foilowing prineiples’ are kept in mind when

training is planned:

a) the strategic goals of the university or technikon; |

b) the needs of the indi?idual staff member;

c) the importance of the money that can be claimed back from the levy grants;
d) ‘the training needs of all staff members within the institution;

e) the role of Workplace Skills plans in the managing of staff development; ‘
) precesses’, to be followed to ensure best practices;

g) certificate programmes as incentives;

h) possible learner-ships in the tertiary environment;

1) opportunities to do external work.
2.7 STAFF DEVELOPMENT AT UNIVERSITY OF WESTERN CAPE

It should go without saying that changes in curricula often require changes in teaching

skills, which in turn require staff training. Curriculum changes at the University of the
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Western Cape were driven by externalyand internal factors. External reasbns included the
requirements of the South African Qualification Authority (SAQA) and those of

Outcome-Based Education (OBE).

The aéademic development effort of the University of the Western Cape (UWC) dates
back to the 1970s when there were various departmental attempts to improve teaching
and léaming pfactices. At the time of the research, Academic Development Programmes
sought to make academic development part of the academic work of the department and
not the responsvibility of a separate unit. This strategy followed what was termed an
“Infusion” model and was guided by the university's commitment to serving
disadvantaged corhmunities. Academic development initiatives were nevertheless co-
ordinated and facilitated by an Academic Development Centre (ADC). Initiatives
included attempts to develop staff, students, curricula and research. In addition to this,
the ADC ran a number of other projects from which all faculties benefited directly.
These included a computer support education unit and a teaching and learning project.
The University’s efforts were constantly being developed and refined (Pavlich & Orkin,

1993).

Staff development at the University of the Western Cape was considered to be just as
important as student development. This was not only because of the need for institutions
to comply to the government’s Skills Development Act for employees, but also because it
formed part of an essential philosophy and moral obligation, that without concurrent staff
development, the university could never succeed in optimising student academic
development. Staff development programmes provided a series of short training courses

covering a range of subjects in the areas of health care, safety and personnel practice.
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The University of the Western Cape, in its previous Strategic Planning Document of the
Senate and Academic Development Steering Committee, had identified the key focus
areas of the ADP. The following were identified; curriculum, staff and student
development; research (including the development of the data on attrition rates,
performance indicators, etc); institutionalisation of academic development on campus,
fundraising and outreach of networking. A central focus of the ADP staff were various
co-operative ventures with other staff to develop curricula and materials (Pavlich, 1993).
UWC perceived itself to be the only university in the region that actively sought to

accommodate staff by means of an induction programme.

2.7.1 Staff profile

As the graphs below indicates, the 523 academic staff in 2001 were split between Whites
(42%) and Coloureds 34%, the African staff represented 18% of the total while14% were

Indians.

Whites Coloureds Africans Indians

Figure 2.1 Staff breakdown by race
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2.7.2 Academic Development and Administration Support at UWC

Acadeinic Development Research Projects at ‘the UWC had been designed to suﬁey and
address problems faced by students. The research conducted by the Centre for Student
Counselling (CSC) had shown that many of UWC’s students came from disadvantaged
economic backgrounds. The students' problems in this regard also affected the
University's operation in that it had a detrimental effect oﬁ its financial position. As the
University's students had been disadvantaged both economically and educationally by the

apartheid system, it was felt that academic development would be most effective if

- incorporated into the teaching of all departments and faculties rather than being seen as a

separate programme which could only reach limited numbers. Consequently, in 1990,
UWC established an Academic Development Programme (ADP), which aimed at
encouraging and supporting quality learning and teaching within the University of the
Western Cape, with special emphasis on redressing disadvantaged students and creating

the capacity to respond to changing needs.

The ADP gave structural form to a fange of academic development activities in which
various staff members were already engaged. The Senate's Academic Development
Steering Committee (SADSC) provided for the working structures in the organization;
the ADC. This structure was represented on the SADSC. Faculty co-ordinators provided

crucial links between the ADC and all departments (Cryer, 1992).
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’2.7.3 The Academic Development Centre at UWC

The ADCk operated with 22 staff ‘positions, seven of who were permarient, nine contract,
and six joint appointments within departments. The ADC was directed at promoting the
integration of aéademic devélopment into the very fabric of the institution through a
collaborative process with academic staff members. The ADC saw its target audience as
including studenfs, student vfutors, academic staff énd policy vdevelopers in the
administration. The ADC focused its activities on staff development, curriculum
‘development, student development, relevant reséarch and fﬁhdfaising in order to enéure
its capacity’to continue effectively. Each of these activities was found, to a greater or
lesser dvegre’e,’ in the various programmesvand pbrtfolios with which the ADC was
involved. The ADC was directly involved in developing tutorial materials and
programmes ih specific departments, especially to meet the needs of incoming first yéar
students, and employed staff in some departments. The ADP provided an extensive
support network for student tutbrs and staff, underlining the ADP’s ’commitment to |
developing “educational strategies that enabled all students to realise their potential”

(Luckett, 1995, 20).

| The Faculty of Community and Health Sciences at UWC had undertaken a number of
changes to its first year curriculum. These included, first, the introduction of
interdisciplinary modules, second, community-based education and, third, group
discussion work, which required that new skills be developed in staff also. Outcomes-
based education arising from SAQA and NQF requirements, were still an “issue” for
many in that their mediation in terms of how to construct courses or modules and
assessments were not explained properly. Fourth, because of a decentralisation of the

Academic Development Centre, student academic support programmes had to be
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developed within departments.  This had revealed the need for personal staff
development in many disciplines in order to sustain effective academic development

programmes for students.

2.8 ACADEMIC DEVELOPMENT AT MEDUNSA

At the Medical University of South Africa (MEDUNSA), the Centre for Academic
Development Services (CADS) was responsible for quality assurance, academic
development and academic support. Its aim was to support the individual as well as
units in their quest to improve the quality of their teaching and their students' learning.
Academic development activities for staff and students were systematically planned and
co-ordinated to meet the specific needs of the academic community. Teaching and
learning were the core activities of MEDUNSA and therefore their emphasis was on
curriculum development, evaluation of teaching courses and the assessment of student

learning.

2.9 ACADEMIC DEVELOPMENT AT UNIVERSITY OF THE NORTH

The rapid changes that took place in South Africa reverberated throughout the education
sector and higher education, in particular, had not been immune from these changes. The
University of the North represented both a locus for scholarly development and a
workstation for the considerable number of people who were employed and who studied
there. Employee productivity rose and fell, often in relation to fluctuation of stability and
predictability in the work environment alone, or in combination with the vicissitudes of

family and community life. In these times of rare stability, academic members of staff in
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particular, increasingly experienced problems such as alcoholism, depression, and

relationship discord.

2.10 ACADEMIC AND STAFF DEVELOPMENT AT UNIVERSITY OF

'DURBAN-WESTVILLE

Jonathan janise, Dean  of Education at the University of Durban-Westville (UDW),
pointed out that inadequate management capacity could hamper the implementation of
decisions madeldemocratically by a faculty to improve its programme. In terms of
Higher Education Act 1997, it is suggested that partnerships could be helpful to South
African Institutions for the purpose of addressing some of the changes in strategic

planning and governance that have been mandated.

2.10.1 Partnership for academic and staff development at UDW

Universities have a social obligation to ensure that their curricula are responsive to the
national context. Some institutions have instituted parallel academic development
programs and separate extra lessons and workshops. These have limited success hence

the trend is to shift to integrating academic development into mainstream teaching.

Training a pool of Blacks and women to assume management responsibilities and
academic leadership positions is a particular priority, but this was only one part of the
task. Wiley et al (1970) pointed out that a culture inhospitable to Blacks exists on many

campuses where the staff is predominantly white, and this must be transformed. He
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further reported that intensive mentoring has been found to be an important component

in effective staff development programmes at universities.

Retention of faculty member and staff was also a ‘serious problem. Wiiey (1970) pointed
out that the private sector and Government, reducing the staffs who were available to
teach and develop programmes and partnerships often recruited trained African faculty
members at HDIs. Increasing support to HDI irstitutions and their faculty for research
and decreasing the heavy teaching loads could contribute to making these institutions

more attractive for long-term career development.

Although several people desired that developing academic leadership needed to occur
rapidly, Richard Fehnel of the Ford Foundation (1995) was of the opinion that it was
essential to pursue a long-term approach to capacity building, given the scale and
complexity of the academic and staff development that were required. He emphasised
the need for designing inter-generation approaches that incorporated the needs of senior
staff, juniors as well as postgraduate students who were potentially future members of
staff. Because the need cut across higher education institutions, the Ford Foundation
favoured partnership for staff development that was organised with consortia of South
African Institutions. Such programs needed to be driven by the needs for equity and
access and should target women as well as Blacks. Another locus for formulating
_collaborative approaches to staff development (as well as other focus areas) was the
USAID funded Tertiary Education Linkages Projects (TELP); which is discussed later in

this chapter, involving 17 HDIs.
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2.11 STAFF DEVELOPMENT AT TECHNIKON NORTHERN GAUTENG

Stéff development is a mulﬁ-facefed kneed, iriclu!’ding adminisfrative, management and
academic leadership. Faculty members and students of universities and technikons
require a Weil—rhanaged institution to attend to .quality teaching and 1eafning;
Recognising this inter-connection, the partnership between Technikon Northern-Gauteng
.(TNG) end severai Dutch institutions co-ordinated by. NUFFIC had focﬁs.ed ’on. both
academic staff development in selected’ faculties and middle management capacity

building.

While some academic and staff development partnerships, such as the one at Technikon
Northern Gauteng were designed to meet the needs identified by the South African
institutions, it was advocated that mutually beneficial partnership may be more
productive “when they are organised explicitly around questions of mutual interest,

rather than simply around skills development”. .

2.12 ACADEMIC DEVELOPMENT PROGRAMME AT UNIVERSITY OF CAPE
TOWN ;
Academic D.evelopment Programme at the University of Cape To.wn (UCT) evolved
from an approach that targeted students from DET schools and focused on general
academic skills and language proble.ms.' Academic Development Prograrﬁme et UCT
was shaped by this approach and given the institution time to set in place mechanisms
and strategies fo cope with the increased number of disadvan‘eaged students. There was a
Central Academic Support Programme (ASP) unit to co-ordinate the university’s

initiatives. This programme had moved towards an integrated, or “Infused”, model



where efforts were directed at integration into the mainstream. Simultaneous student,
curriculum and staff development through the decentralised structure of the ASP unit

blended well with UCT’s federalised management structure (Cryer, 1992).
2121 Challenges Facing Staff Development at UCT

It was clear that hard-won gains in acceptability would need to be maintained. Regarding
accountability, “quality assurance” was much in vogue and Staff Development (SD)
faced the problem of quantifying its results to suit the processes of evaluation. This was
particularly problematic when SD effort was expected to translate directly into improved
student results. What was also clear was that success engendered the need for further

change and that 2001 could therefore not be a repeat of 2000.

The above’ wbuld no doubt apply to both the form and contentrof the work being done.
To become a “demand driven” support structure within the institution appears desirable,
yet the momentum for teaching enhancement was often overshadowed within academic
departments by the many other pressures on time. In this regard, the ongoing
centralisation of SD seemed to create the “engine” for on-going focus on teaching and
learning and would need to be fought for in the prevailing climate of financial stress.
Within the context of an Academic Development structure, much work remained to be
done in developing the multifaceted initiatives needed for ensuring student success and

for harnessing available person-power more efficiently and effectively to this end.

A major influence upon the progress of Staff Development was the decision on how it

would be staffed, or whether it would be staffed at all, and where such staff would be
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located. Whether that was within a discrete unit, or integrated with academic
departments, or left to the initiative of academic heads of departments, the gains made
seemed to be most closely related to the “championing of the cause” and the qualities of

such champions, wherever they may be.
2.12.2 Academic Staff Composition

The graphs below indicate that 1558 UCT’s academic staff composition was dominated

by Whites (58%), Coloureds (22%), Blacks (13%) and Indians (6.5%).

The gender bias was especially evident at the senior academic staff level, where 162 men
were Professors as against 6 women, and 280 men were either Associate Professors or

Senior Lectures compared with 65 women.

The university was aware of these inequalities. It had adopted various strategies which
administrators said amounted to an equal opportunity, affirmative action hiring and
admissions policy. Nevertheless, UCT had not yet developed specific targets or dates by

which to redress its skewed staff profile.
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Whites Coloureds Blacks Indians

Figure 2.2 Staff Breakdown by race

2.12.3 Academic development and administrative support at UCT

The Centre for Higher Education Development (CHED) at UCT was established in 1999
with a brief from Senate to focus "across faculty boundaries on all matters concerning
academic development". CHED was a quasi-faculty structure headed by an Academic
Dean. It comprised four units, each headed by a Director: the Academic Development
Programme, the Career Development Programme, the Centre for Information Literacy,
the Multimedia Education Group together with the Dean's Office, had the responsibility

for various portfolios as well as for co-ordinating the work of the CHED as a whole.

2.12.4 CHED's Academic Staff

Given its brief, the CHED's work related primarily to the formal educational processes of
the University. Approximately two-thirds of the CHED's 90 full-time staff were
consequently in academic posts. The majority of the remaining staff had professional
roles of various kinds, such as in counselling and multimedia instructional design. A
significant number of CHED staff were seconded to the faculties or specific academic

departments, where they worked in partnership with regular academic staff. CHED's

30

H Sta



central role was to provide specialised educational expertise and functions that were

essential to enabling the faculties to meet UCT's educational and strategic goals.

CHED units, especially the Academic Development Programme, had historically piayed

a central role in facilitating the access and success of educationally disadvantaged Black

students, and CHED continued to have a particular commitment to equity and

development in higher education (Hofmeyr, 1992). CHED provided the University with

specialised educational functions in the following areas:

d)

g)

‘h)

i)

programme development, i