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       Enterprising Intrapreneurship:

Putting Academic Learning into Real World Contexts


Managing a Career in Academia?
General introduction. 

This Context case study looks at some of the issues for people aiming to develop a balanced career in academia. It is written for people intending to follow this career path, current PhD students, post-doctoral staff and staff in the early years of their careers in a University.  It has been used in UK Graduate Schools, University staff development sessions with postgraduates and new staff, and in Careers workshops. 
Sections 1 and 2 may be used sequentially in 3 hours, or in 2 separate sessions.  A follow up Power Point workshop is available. This was developed following comments from participants. 
1  A Chair in Ten Years - Getting promotion. This activity takes some real but disguised promotion criteria from a combination of University Human Resource sites and asks participants to imagine they want to apply for a Chair in 10 years time. The outcome should be a clearer understanding of how promotional procedures operate and a least the sense of the shape an action plan could take to achieve their longer term goals.  It should encourage participants to look at the current promotion criteria in their own institution and prompt a planned approach to promotion over the period of choice. 

This task is suitable for participants working in groups of 5-6. It runs in 90 minutes as a single activity or as a prelude to the next case.  It has been used with a variety of new academic groups and with postgraduates considering career options.
 Discussion following the running of this case led to a follow up interactive workshop on time management issues for young academics. Allow about an hour.  The PowerPoint slides and script are attached called  ‘Managing yourself, managing change, managing time’. 
2  Getting the Balance Right. This activity is a role play for 7 people, and multiple observers  at a Faculty Senior Lecturer Promotions Committee. The committee is discussing the application of a colleague, Ashley Shaw, for promotion to Senior Lecturer. While the ‘Dean’ holds the meeting,  the rest of the group act as observers with a brief to report on.  

The objectives of the session are to develop participant’s awareness and understanding of:  the processes that are involved in academic careers; the type of evidence that is brought to such meetings; the culture of University life; and the roles people play in meetings.
This is suitable for any number of participants provided everyone can see and hear the meeting running, 8 is a minimum, 18-30 would be ideal.  It runs in 60-90 minutes, but ideally as part of a 3 hour session following A Chair in Ten Years. It has been used as an individual session with final year postgraduates students as part of a Graduate School.  With 140 postgrads it took 90 minutes as time was needed to move to 14 breakout rooms with the role plays running in parallel but everyone coming back together for the discussion;  with 20 new staff it ran in just over an hour – although the post role play discussion could have been continued. 
Participants can follow up the ideas here using: 

Managing your Career
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Letter to a New Academic, by Iain Hay  
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Colleagues using these cases with research students can expect participants to gain further experience of and enhance their understanding of the ‘Joint Statement of the Research Councils’/AHRB’s Skills Training Requirements for Research Students’ criteria: A6, B1, C1, D1, D2, D3, D4, D5, D6, E5, F1, G1, G2, G3.  The full criteria are appended to this pack 
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A Chair in Ten Years - Getting promotion.
Tutor Notes

Aim of the session, use in the introduction
The objectives that can be addressed in this activity include: developing a shared understanding of opportunities and barriers in academia; developing participants understanding of promotion procedures in universities; action planning to achieve goals.

The participants are asked to work individually initially and then in groups with the promotion criteria for the University of Dymock. The titles at each stage vary between institutions.   If you are running this in one institution it is simpler if you amend the Dymock criteria to the titles used in that HEI.  Where participants are from different HEIs you will need to explain that there are these differences.  These are some real but disguised promotion criteria from a combination of University Human Resource sites. Participants are asked to imagine they want to apply for a Chair in 10 years time. This is a very short period, but the real outcomes for participants should be a clearer understanding of how these procedures operate and a sense of the shape an action plan could take.  
It should prompt  participants to look at the current promotion criteria in their own institution and develop a personal, planned approach to promotion over the time period of your choice.  Where it is used in a single institution you could substitute your own  promotion criteria. However experience suggests that using the generic criteria in the session is motivating  but give participants the real criteria at the end, or point them to the HR web site. 
Make points including: Ambition to succeed is great, aspiration, dedication and enthusiasm are great. Progress is undoubtedly helped by an agenda, plans, a strategy and objectives.  The point of this session is help colleagues move to practical issues that can assist in career management.  Aim is to help participants to see the process from where they are now to where they want to be. Whatever you want to do it is not just about the desire, but the practical way you see it coming about. What are the x steps from where you are now to where you want to be in x years time. 
We suggest using all four promotion stages as this is written (probation ( chair) with staff who are already employed as lecturers and experienced postdoctoral students.  Where participants are young researchers, perhaps in their first years as research students, tutors may want to leave out the Chair stage and perhaps concentrate on the A-B (L-SL) and L- SL (SL-PL) stage. This would have the advantage of seeming more attainable. However, there is merit in participants acquiring the longer perspective and being asked to look at the shorter stages in detail in their follow up thinking and planning. 
Setting up the groups:    There are a number of options and you will need to think about what would be most supportive for your group.  See below. 
Handouts:  Four promotion information documents (pages 5-9) and the Action Planning Sheet (pages 10 or 11).  Hand out the Reflection sheet at the end. 

Timing: 90 minutes is probably ideal, 60 minutes is very rushed, unless the participants had received the handout in advance and could arrive ready to plan.  Use example OHP below starting at 9.00, it helps participants to see the arrangements 

0-10 minutes – Introduction

10-20 minutes moans, groans, bonuses and feedback

20-65 minutes split into groups for the planning session

65-80 minutes  Presentations, aim for 5 minutes from each group and adjust depending on group size
80-90 minutes debriefing and reflection   
Ideally this runs straight on to Getting the Balance Right in the following 90 minutes to reinforce and develop the messages. 

Tasks:    

1.
General introduction- see above for various points to stress as you wish.  Max 10 minutes
2.
As individuals please think about your own University school or department and lets get down on paper the moans and groans and bonuses of colleagues about academic life, your perceptions and concerns about promotion.  Take 3 minutes to make some notes under 2 headings: Barriers to personal promotion;  Opportunities for personal promotion. 

3. 
After 3 minutes collect these as a generic list on a flip chart.  This will be diverse. Do not try to pretend that the case study will answer all the points raised. Say something like. OK this is obviously a really diverse and multi-faceted issue, which we will not solve in one go but there are ways to help manage some of the issues and processes and for the next hour we are going to concentrate on being objective about promotion which should generate lots of insights for planning your professional progress. 
4. 
We are going to split into groups of  4-6 people:  Options depending on group composition:

  
Put arts and humanities, scientists, medics, engineers in their own faculty groups   OR


Have  a fast track – be there in 8 years, 12 years, 15 years  groups    OR random selection

5. 
Outline the next stage ‘You each have 5 pages of information in the handout. The promotion criteria from Probation;   for Lecturer A to B/ Lecturer to SL;  to  Senior Lecturer / Principal Lecturer; and to a Chair and a Planning Sheet. NB there are two planning sheets included for those who want to plan by milestone and one for those thinking on the timeline. Choose one for the group). 
Participants need to look at the paperwork as a group. Essentially the question is ‘These are the criteria, what do you need to do to meet them?’ What do you need to do to plan your career path to meet these milestones and sail up the academic ladder.  

You have 45 minutes to analyse the criteria and create a series of milestones and an action plan to achieve your goal.  You may find it helpful to categorise the activities in some way:  essential, helpful and a good idea but not vital, for example.

Develop your action plan for a generic individual, typical of your group (If they wish to be more personal remind them not to lose sight of the object, this is about a typical individual not themselves – that comes later)

Prepare your 10 year and first 4 years plan ready to present to the whole group at … 
Or

Prepare your milestones plan ready to present to the whole group at …

6.  
Presentations.   Be clear that they have a maximum of 5 minutes
7. 
Debriefing.    Pick up on these and other points as suits the group.   Towards the end of this document you will find Managing Your Career and Letter to a new university teacher by Iain Hay (2002). Both raise a number of pertinent points. They make good follow up reading, and a topic for a further tutorial or workshop discussion. The difference between promotion criteria for UK staff and for academics in Australian Universities  is the explicit emphasis given to ‘professional and community service’ as a fourth area in which all Australian academics are expected to ‘perform’. This comes through strongly in Ian’s letter and provides an interesting discussion point for non-Australians.  It also raises the opportunity to point out that academic careers can be pursued internationally, so look at criteria for Universities outside your own system. 
Depending on the time you have available you may want to use  either or both following discussion to encourage further thinking and focussing by individuals. We suggest they are distributed at the end .  If you are intending to run the second case on the same day keep until the end of the last session.
The promotion criteria for Dymock were created by exploring various Universities published criteria. A Google search using ‘promotion, criteria lecturer .ac.uk’ will show you the approaches of various HEIs, but what does your HEI do?  Find out.  

Look back at the original flip chart list.  Ask the group how many of these have been dealt with?  What are the remaining issues. (You cannot sort these but it raises them and should  improve  participant’s perspectives).    
Thank the participants for their thinking and input.  
The following point and issues have been raised by participants to date:

The role of the RAE may need some exploration, this is a changing activity. The rules and process evolve, like a number of academic activities it needs watching so that you keep up with the challenges it sets.  A series of postgrads have simply refused to believe it exists and said ‘well it might in your University but it wouldn’t be allowed in ours’. 
You may need to remind the groups that universities set out to be responsible employers that have a happy and creative workforce. They have procedures that help staff to plan but there is less support than in industry. In industry you can expect a review with a manager every 3 months and certainly every year. Universities give their staff more autonomy. Reviews tend to happen every two years once probation is completed,  as an academic you need to be your own reviewer and look to be creative about encouraging yourself to review your own progress. What is possible (ask the group – buddy schemes …??) 
You have listed a number action points:  eg  getting your own research students;  getting on a journal editorial board; bidding for funds; starting a company; ….   How are you going to do this?  Do you know how to go about these tasks?  What do you need to do to make sure that you are efficient in moving forward?   What needs to be in your plan?
What generic skills are you going to need?  How are you going to develop the skills?  (A crucial one here is networking )


There are interesting questions to explore about work-life balance for academics.  Because academics set their own agendas, holidays, etc. and find their own research areas fascinating, there can be a temptation to ignore or sideline family, sport, social, hobby, and other aspects of life.    What do you want as an individual?  A Chair in 10 years would be very ambitious, what would be your realistic expectation?  What is normal in your subject? What is the position in your department?
8. 
Reflection   

Distribute at this point and leave at least 5 minutes for completion. 

Adapt the handout below to suit the group involved
University of Dymock

COMPLETION OF PROBATION  
The University of Dymock ensures that all new staff have guidance and training in their initial years to benefit their career development and so that the University can be sure that they are appropriately competent. Probation is valued as a continuing professional development process. Individuals have the opportunity to develop their skills and their career. Probation for academic staff is normally two years. 

During probation staff will have regular meetings with a named mentor and senior staff in the department which will ensure that the staff member on promotion has:

A clear understanding of what is expected by the department and University.

An understanding of the expectations in research, learning and teaching and administration.

A planned training programme including attendance at the ILTHE recognized Certificate in Learning and Teaching in HE. 

A link to department and University induction procedures.

Regular support and advice on competence in learning and teaching roles, including  assessment. 

An opportunity to develop longer term professional development plans.  

Criteria for the successful completion of probation and lectureship confirmation: 

1.  Learning and teaching

Evidence of an appropriate professional approach to learning and teaching activities will be considered through the evidence from peer review, student feedback, course review and future teaching plans. Academic staff are expected to teach well in both their specialist and more general and elementary areas and in varying circumstances. Depending on opportunity staff on probation should be able to evidence competence in areas that include: the development, design and preparation of courses; assessment of undergraduate, postgraduate and research degrees; supervision of research students; personal tutoring and other student support roles.

2. Research and professional development
The individual should demonstrate the ability to undertake research and to have made reasonable progress with a specific research activity that is evidenced for example through publications and /or working papers, discussion papers, project or technical reports, reviews, seminars, and conferences etc. as appropriate to the subject.  Publications that pre-date the appointment may also be considered to show evidence of sustained research activity.  Success in grant acquisition is relevant in some subject areas. Staff will be expected to articulate research plans for the following three to five years.

3. Departmental and other management or administration

Departments have varying approaches to administrative work for probationary lecturers, but this is an important aspect of University life. Staff are expected to show an appropriate professional attitude to such responsibilities.  Account is taken of contributions to the running of the department and / or University, and of any relevant external or professional administrative duties.

University of Dymock
PROMOTION LECTURER GRADE A – B (pre 92 Universities)

LECTURER – SENIOR LECTURER   (post 92 Universities and Colleges)
The University of Dymock undertakes to reward staff for their performance against transparent criteria to maintain their enthusiasm and job satisfaction.

Staff seeking promotion must submit a CV which includes publications and grant application information and a claim of 4 sides which addresses the following points: 


Learning and teaching activities, including course preparation, evaluation and assessment.


Research in progress and planned, with evidence of professional standing.


Managerial and administration responsibility at School, University and professional level.


Constraints on opportunities (if any).

Notes:     Criteria for promotion  Lecturers  Grade A – B.
1
Promotion from Grade A to B is depends exclusively on individual performance. It is not competitive.  
2
Learning and Teaching matters.  Staff will demonstrate 
· Satisfactory learning and teaching using a range of methods as evidenced by the University evaluation methods: course reviews, external examiner reports, peer observation and student evaluations.

· Ability to teach at access, foundation, undergraduate, postgraduate and professional level as appropriate.
· Competence in assessment, setting and marking course work and examinations.

· Motivation to adopt and adapt innovative learning and teaching methods.
· Effective role in planning and developing learning and teaching in their subject.

· Integration of research and scholarship in learning and teaching.

· Evidence of reflection in practice and personal evaluation as for example through ILTHE / Academy accreditation and good standing.

· Typical teaching load for the School in the past three years.

3
Research 
· A regular publication record indicating original research of a status for inclusion in the Research Assessment Exercise, and/ or externally recognised `professional` or `creative` output of a similar standing.

· Evidence of obtaining research support funding as appropriate in the subject.

· Successful supervision of research and research students as appropriate in the subject.

4
Managerial and administration activities
· Evidence of competent performance of routine administrative duties for the School, University and/or professionally as appropriate in the subject.

University of Dymock
PROMOTION TO SENIOR LECTURER. (pre 92 Universities)

PROMOTION TO PRINCIPAL LECTURER (post 92 Universities and some Colleges)
The University of Dymock undertakes to reward staff for their performance against transparent criteria. Promotion depends exclusively on individual performance. It is not competitive.  
Staff seeking promotion must submit a CV which includes publications and an evaluative description of his/her own performance in three areas: 


Learning and teaching.



Research and scholarship.


Managerial and administration responsibilities.

The Promotions Committee use benchmark `indicative` criteria to judge candidate’s performance in each of the three areas:

1  Below the normal level of achievement for a Lecturer B. 
2  At the average level of achievement for a Lecturer B. 
3  At strong level for promotion to Senior Lecturer. 

4  At outstanding level for Senior Lecturer.

The three categories are equally weighted. Candidates for promotion must be at least average (2) in each category and strong (3) or outstanding (4) in two of the three areas.
Benchmark Criteria
Learning and teaching.

Average: 
Satisfactory learning and teaching using a range of methods as evidenced by the University evaluation methods: course reviews, external examiner reports, peer observation and student evaluations; ability to teach at access, foundation, undergraduate, postgraduate and professional level as appropriate; competence in assessment, setting and marking course work and examinations; motivation to adopt and adapt innovative learning and teaching methods; effective role in planning and developing learning and teaching in their subject; integration of research and scholarship in learning and teaching; evidence of reflection in practice and personal evaluation as for example through Higher Education Academy accreditation and good standing;  and a typical sustained teaching load for the School. 
Strong:  
Effectiveness in the category above and, as appropriate a track record of developing new teaching courses and programmes; a sustained track record in successful teaching; a high standard of learning and teaching performance, evidence of collaboration with national teaching bodies. 
Outstanding:    
Effectiveness in the category above and evidence of a sustained and significant contribution to departmental policy and practice in learning and teaching; evidence of  nurturing the development of teaching skills and/or teaching methods of more junior staff; evidence of outstanding teaching quality; a national reputation in learning and teaching (this may include external examining, invitations to teach nationally or internationally, teaching contributions to HEA Subject Networks and other professional bodies (HEAcademy / SEDA etc), input to national curriculum debates; membership of education/training committees of professional institutions; publication of a widely-used textbook); Funding or prizes for learning and teaching.  
Research and Scholarship


Average:  
A regular publication record indicating original research of a status for inclusion in the Research Assessment Exercise, and/ or externally recognised `professional` or `creative` output of a similar standing; evidence of obtaining research support funding as appropriate in the subject; successful supervision of research and research students as appropriate in the subject.

Strong:
Effectiveness in the category above and evidence of national or international research standing (this may involve sustained track record of invited conference contributions, invitations to referee or review publications, external professional responsibilities, consultancy and/ or industrial work); continued success in attracting funds as appropriate in the subject.
Outstanding: 
Effectiveness in the category above and a continuous record of very high quality publications; a record of commissioned publications, successful conference organisation and editorship of proceedings or regular invitations to participate in major conferences; a highly regarded record of attracting research funding as appropriate in the subject. (NB The University of Dymock recognises that the capacity to attract research funding and research students varies widely between subjects.  Therefore these indicative criteria will not always be applicable.)
Managerial and administration responsibilities.

Average: 
Efficient performance over a period of usually three years of routine administrative duties, either within or on behalf of the Department.
Strong:  
Effectiveness in the category above and the successful completion of a major administrative task or initiative;  evidence of effective contributions to School business; evidence of a capacity to manage and mentor more junior staff as appropriate; effective contributions in university or external area as appropriate. 

Outstanding:   Effectiveness in the category above and evidence of a sustained and significant contribution to management or administration in the School, University or wider arenas; evidence of strong personnel management skills. 
University of Dymock
PROMOTION TO CHAIR.

The University of Dymock undertakes to reward staff for their performance against transparent criteria. Promotion depends on individual performance. It is not competitive. 
The title and status of professor is a distinction awarded to applicants that demonstrate a reputation over and above that of a Senior Lecturer or Reader. The criteria for promotion are either:

1
Exceptional and internationally recognised achievement in original research and/or scholarship and/or innovative application;    or
2 
Distinction in academic management and/or learning and teaching in conjunction with research or scholarly work of at least national standing, together providing demonstrable evidence of academic leadership at Chair level.  

Applicants make their own claim for promotion.  The application must include:  

Names and addresses of nine external assessors, at least two of whom must be from outside the UK. State your reasons for selecting each assessor and nominate two people, one from the UK and one from outside the UK to be approached in the first instance to support your case. If you are successful at the first stage the committee will contact a selection from your assessors and the assessors they select themselves.

Under Criterion 1 this would include:
A full CV and claim for promotion.  Publication details, research grants, awards, supervision of research students; external PhD examining; academic distinctions, editorship of journals, grant reviewing, industrial collaboration, invitations to speak at national and international meetings including invited keynote papers.  
Do not under this criterion include undergraduate and postgraduate teaching and administrative contributions. 

Applications under Criterion 2 
A full CV and claim for promotion.  Applicants should be explicit in detailing activities under the main headings:  academic management, learning and teaching and research. This could include:  

Evidence of internal and external administrative and managerial activities and responsibilities, offices held: Head of Department, Dean, membership of local/national/international committees, publications, conferences specific to these areas. 

Evidence of engagement with teaching and learning matters at national and or international level. The level of commitment must as a minimum meet the Senior Lecturer outstanding criteria. 
Comprehensive evidence of research achievements of at least national standing. Publication details, research grants, awards, supervision of research students; external PhD examining; academic distinctions, editorship of journals, grant reviewing, industrial collaboration, invitations to speak at national meetings including invited keynote papers; and  any other information which you feel is relevant to the case under this criterion.

A Chair in  Ten Years :  Action Planning

Aim:  To achieve a  ……………………… …………….     within 10 years
Barriers

Opportunities

Ten Year Plan: 
Milestones. 
Year 2

Year 4

Year 6

Year 8

Year 10 

Detailed plan for years 1-4
Year 1
Year2

Year 3

Year 4

A Chair in  Ten Years :  Action Planning
Milestones to hit:

To pass probation

To achieve Lecturer B

To achieve Senior Lectureship 

To gain a Chair
A Chair in Ten Years :  Reflection

Debriefing your understanding of survival in universities.

Take some time to think about how you reacted to the information and discussion. 
1. How have your ideas about university promotions developed through working with this case? 

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

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

2. What issues are particularly relevant for you and your future?

……………………………………………………………………………………………………………….

………………………………………………………………………………………………………………….

3. What are the implications of the agenda involved in academia for a work-life balance? 

      ……………………………………….…………………………………………………………………………

………………………………………………………………………………………………………………….

4. Networking and continued professional development are two key processes in progressing an academic career. What other processes are important for you? How will you act on these ideas to further your own career?

       ……………………………………………………………………………………………………………….

       ……………………………………………………………………………………………………………….
       ..……………………………………………………………………………………………………………..
A Chair in Ten Years - Getting promotion.

Timetable

 9.00 - 9.10  
Introduction

 9.10 - 9.20 
Moans, groans, bonuses and feedback

 9.20 - 10.05 
Group planning session

10.05 - 10.20  
Presentations

10.20- 10.30 
Debriefing and reflection    

A Chair in Ten Years - Getting promotion.

The handout contains promotion criteria: Completing Probation,  

Lecturer A to B,  

To Senior Lecturer 

To Chair 

Two Planning Sheets  (NB there are two planning sheets included for those who want to plan by milestone and one for those thinking on the timeline. Choose one for the group). 

Look at the paperwork as a group. Your task is: 

‘Given these are the criteria, what do we need to do to meet them? 

Time: 35 minutes to analyse the criteria and create an action plan to achieve your goal.  

Prepare your plan to present to the whole group at ..… You have 5 minutes. 
Getting the Balance Right
Tutor Notes

Background
This case logically follows on from A Chair in Ten Years - Getting promotion.  It could follow immediately in a three hour block or be run in sequential 90 minute sessions. 

It has been run a number of times with Graduate and Postdoctoral students as part of UK grad schools as a stand-alone case. 

It has been suggested that this case might be used as part of a staff development session for staff intending to apply for promotion and/or in training panel members. 
This case explores issues around the application by Ashley Shaw for promotion to Senior Lecturer. Ashley has put in  the application, now the representatives in the Faculty are meeting to determine whether there is a case to go forward to the University panel. It is not unusual for people to apply early for SL, and getting feedback from a failed application can be very useful in focussing future approaches.  The meeting involves a semi-scripted role play for 7 people with the rest of the group acting as observers.
The objectives of the session are to develop participants awareness and understanding of: the processes that are involved in academic careers; the type of evidence that is brought to such meetings; the culture of University life; the roles people play in meetings.  
Setting up the session

You need a room where the committee of seven can sit around a table and the rest of the group can observe them comfortably. 
We suggest that you start with everyone as a full group and explain the background and aims of the session as above. 

Use a lottery system to decide the roles.   (I photocopy one of each of the main roles and enough of the observer sheets for the whole group and ask people to pick the slips from a box, so everyone has a chance of picking the committee roles.   Where a groups are larger than c 20 it is helpful to have two committees running in parallel if the breakout rooms are available.  
Depending on your knowledge of the group you may want to ask for volunteers to play the ‘Dean’ role or to assign it rather than letting it be drawn at random. It is quite a demanding role. 
Hand out the briefs to each of the role players and give everyone 10 minutes to think about the situation and what they have to say while you rearrange the room to be ready to start the meeting.  Make sure that the role players only have their own role information.  The ‘Dean’ may need some support at this point
Give a copy of the decision grid below to committee members and all the observers. It has space for people to make notes as well as assign the crucial 1-4 scores. If you have not run A Chair in Ten Years - Getting promotion in the previous period give everyone a copy of the Promotion to Senior/Principal Lecturer criteria, page 7-8, so that they are clear about the standards to be met.  
Explain that this is a typical meeting. Dr Shaw is not present for the discussion and decision making process. 
Get everyone sitting comfortably and hand over to the Dean to run the meeting. 
Ideally the meeting will run smoothly, but if participants are getting off track you may need to prompt the group to move on. 

After the decision making stage thank the participants, especially the Dean. 

Discussion:
You may want to point out that the author has amalgamated comments for the role play from promotions meetings over twenty years to create the scenario. Comments are realistic.  

Start by asking the observers for their ranking of Ashley,  do a quick summary on flip chart or overhead. Ask them for their views. What would they advise Ashley?  What will they want to remember from this? What was most striking?  What do they feel about the meting style, content, culture? 

This should be a  catalyst for a wide ranging discussion about the implications for individual staff development etc.  This is likely to be free-ranging. If the tutor is not an academic, the tutor acts as a facilitator with the  - ‘these are all key points, now what is the position in your department and institution and where can you get support so that you survive the academic life.’  It would probably be a positive hindrance if there was an academic member of staff present who tried to answer all the points raised!
The discussions have covered: 
Networking to survive; survival skills in universities; bidding for funds; managing research students;  getting research students; getting involved in refereeing; getting on editorial boards of journals; managing difficult colleagues; managing difficult professors; getting money; working with community / national / international groups; book versus paper writing;  the value of Chapters in books; developing innovative teaching; creating courses; needing more skills in managing meetings; lack of resources; inadequate mentoring; colleagues so wrapped up in their own activities they don’t notice that people are falling apart; overemphasis on RAE; value of papers in different standards of journals; 70% of a University funding comes from teaching is one reason why it matters;  You need to be doing good teaching to attract masters and research students to work with you; 
And many more topics. 
Debriefing and reflection: 
Towards the end of this document you will find  Managing Your Career and Letter to a new university teacher by Iain Hay (2002). Both raise a number of pertinent points.  Hand them out now and pick up on a couple of points that you think link to your group. They make good follow up reading, and a topic for a further tutorial or workshop discussion. The difference between promotion criteria for UK staff and for academics in Australian Universities  is the explicit emphasis given to ‘professional and community service’ as a fourth area in which all Australian academics are expected to ‘perform’. This comes through strongly in Ian’s letter and provides an interesting talking point for non-Australians.  

Conclude by thanking people for all their inputs and encouraging them to think around the issues. These are all points for reflection by individuals later.  Leave time for the group to complete the reflection sheet  p 26.  
Depending on the time you have available: encourage further thinking and focussing by individuals – developing a personal action plan;  Use the PowerPoint session next and focus on time management and prioritising;  If you are at a single institution pass out copies of that HEIs promotion criteria and have a look at similarities and differences, the main one generally being criteria running over 10-15 pages.  Some set out Teaching  criteria
Timing  (OHT below):   If there is more time the discussion time can expand. 
11.00 - 11.10  
Introduction and role lottery

11.10 - 11.20 
Getting into role

11.20 - 11.50 
Dean’s Meeting 

11.55-12.15        Discussion of outcomes, starting with the observers. 
12.15- 12.30 
Debriefing and reflection 
Role play Briefing materials.
Copy 1 of each of the meeting participants roles and make multiple copies of the Observer brief, so that everyone has a role (To save space they are listed sequentially here). 
Independent Chairman, University Dean

You are the independent impartial Chairman. You need to make sure everyone is heard fairly and that the meeting moves smoothly. Unfortunately you are very busy and have not had time to prepare properly for the session so you are going to have to listen carefully to understand the issues and keep the meeting on track. 

Before the session read the sheet below about good practice in Chairing meetings and try to keep these process points in mind to help you run the meeting

At the start of the meeting:     Welcome everyone and thank them for coming;  Check that everyone is free for the next hour;  Ask them to introduce themselves – just their name and role is what is wanted.  (Hint: You may need to intervene to keep this to just that information now. Be firm.)  

Thank people for their introductions and then outline the issue  ‘We are here today to consider the request of Dr Shaw for a Senior Lecturer Promotion e. Under the University rule we need to decide whether we wish to support this case and as a result we will write formally to the University, in support or otherwise.   As you know the criteria for promotion here at the University of Dymock are that Staff seeking promotion must submit a CV which includes publications and an evaluative description of his/her own performance in three areas:  
Learning and teaching.
Research and scholarship.    
Managerial and administration responsibilities.
The Promotions Committee use benchmark `indicative` criteria to judge candidate’s performance in each of the three areas:

1  Below the normal level of achievement for a Lecturer B. 

2  At the average level of achievement for a Lecturer B. 

3  At strong level for promotion to Senior Lecturer. 

4  At outstanding level for Senior Lecturer.

The three categories are equally weighted. Candidates for promotion must be at least average (2) in each category and be strong (3) or outstanding (4) in two areas.

Are we all clear about the ground rules?  OK we have all seen the application and agree that Dr Shaw has made a lively case (imagine you have!)

What we are doing here is asking for the comments and input from Dr Shaw’s colleagues and associates.  Essentially I need you to discuss your experience of Dr Shaw and later in the meeting I will ask each of you to tell us what your criteria score is for Dr Shaw’s performance in each of the areas. We all have a score sheet to keep track of decisions. 

Lets start with his co-teacher and then go around the group finishing with the Head of Department. 

You need to hear everyone, but you as Chair can choose the order. If people are ‘misbehaving’ you may need to intervene. Be firm. 

During the session feel free to ask questions of the contributors, making it clear that anyone can answer: e.g.  
Do you see Ashley as an effective academic or just a busy one? 

Is this research focussed and could we reasonably expect him to be getting grants at this stage?

Is it normal for staff in your department to be absent in the examination period? 

Can I ask how many times has he attended research committee in the last three years? 
Does he do any support work for Research committee, putting applications together, reviewing PhD work?

When you have been around the committee pull it together -  Thank you  for all your comments. I should just remind the group that Senior Lectureships are awarded on the basis of a track record so comments about future potential and future funding does not count and members should ignore these points.  My first feeling is that Ashley is a little inexperienced on the Administration side   Could anyone comment further on Ashley’s role as an administrator, is there anything more to add?  OK we have hear all the evidence so what we need first is straw poll to see what we think. Three areas and 4 possible scores. Lets run round the group and ask for your initial scores and see where we are in coming to an agreement.   

Summarise the totals and check your totals agree with the rest of the group.

If the result is clear cut then the decision needs no further discussion, summarise the result, thank participants and close the meeting. If the result is not clear then ask for views on how to move towards a decision. 

……………….(……………….……..(………………………..(……..………….(………….……...(
Lecturer co-teaching a course


You are an enthusiastic co-teacher of a course with Dr Shaw.  You want it to go well and you like him so you want to sound as positive as possible.   Embroider and evolve comments along the lines of:

I feel very positively about Ashley and am keen to see him promoted; s/he is active  and fun to have around. I have enjoyed teaching with him/her. It is a big group, 390 second year undergraduates and we have to manage them in lectures and group work.  I have been impressed with Ashley’s suggestions for the course, although I would admit that he doesn’t always get them organised. We have good end of year chats about things and I know he talked about developing his section to include student-led case studies this year but of course he hasn’t had the time to do it.  
He has been busy with conferences this last two years and I think this is a moment to remind the Chair of the advantage of tracking this kind of staff absence in a transparent way so that co-teachers know when their colleagues are not available.  
The students like him and s/he is a generous marker. I am beginning to think I am getting a little tough as I get older, the marks for his/her section are some 8-10% higher than mine. Of course s/he has been away in June the last two years so this is usually adjusted in his absence but I talk it through fully with the Director of Teaching and the external examiner. 
Scores:  

Learning and teaching  

Research and scholarship   

Managerial and administration responsibilities 

……………….(……………….……..(………………………..(……..………….(………….……...(
Director of Learning and Teaching in the Department


You have a factual report to give. Be clear and appropriately enthusiastic and disappointed.  Please embroider around:

Following on from the comments made by  his ‘co-teacher’ we have good reviews from the students about Dr Shaw’s teaching. The students like him/her and his/her questionnaires are usually record slightly above average scores.  

S/He teaches a couple of courses in conjunction with colleagues and acts as a tutor to undergraduate and masters students. 

I have some concerns about the standards s/he adopts in marking.S/he is on the generous side and the external examiner has had no hesitation in pulling the marks down. Our colleague (co teacher) who spoke earlier is deemed to be in the right range. There is a quality standards issue in having one module referred to the external on a regular basis, I would be happier if we could find ways to resolve things sooner. I have talked to Ashley about this and s/he has promised to provide some indicative answers for the exams this year although I don’t think we have seen them yet, of course they may be with Maureen in the office. 

S/He is a lively person and of course very wrapped up in research interests. 

Looking at the criteria for a 3 in L&T Ashley really doesn’t have a track record of developing new teaching courses and programmes. We talk some years ago about the new Masters course Ashley could do and we rather hoped this would build on his/her international research experience but I gather things are still at the discussion stage.  

Although the students enjoy hi/hers subject Ashley does tend to the chalk and talk approach and certainly in comparison with one or two colleagues who we have considered ‘strong’ in the past I have to say that I think this is as yet an average teaching performance. 
Scores : Learning and teaching …., Research and scholarship .…,  Managerial and administration responsibilities ….

……………….(……………….……..(………………………..(……..………….(………….……...(
Director of Research in the Department

Strong positive statements from you. Embroider on the theme of: 

One of the best people in the department. Very committed to his research. Ashley presents  research at national and international conferences, indeed  is often away, I cannot always find him/her for Research Committee. But s/he is a good, effective person on Research Committee. Has strong opinions about funding. Ashley’s list of papers is very good for this age and I would have said at least as good as anyone here at this stage of a career and s/he counted for us in the last RAE. There are five chapters in edited books on this list, which is very creditable, but of course these don’t really count and I have given Ashley some advice on targeting  writing to the highly regarded journals.  

Ashley hasn’t had the success we would hope for in attracting research students and I would hope that promotion, which is richly deserved, will encourage Ashley to be more active in seeking funding and in looking to widen his/her group of research students. 

Looking at the criteria we see that s/he has been presenting at national and international meetings,  has been a reviewer for a journal,  has been part of a national working party looking at areas for future research funding in this specialism, and we have high hopes that Ashley will be bringing on a stream of regular funding. 
I cannot say that I have had any close contact with his teaching but my tutees clearly enjoy the lectures given and have written essays for me that seem to me to be involving near-edge research materials 

I am Ashley’s department mentor and peer reviewer. We meet every two years or so to discuss  progress. I haven’t managed to get to any of his/her lectures but I hear lots of good things about them.  We have talked about this balance of activities, and the Head of Department will know from the biannual review forms that Ashley has offered to be more active in these areas but time is always a problem, isn’t it. 

 (Don’t say unless asked directly how many research students he has had – 3 in 8 years; or about his managerial prowess – but if asked have a little diatribe about how unimportant you think this element is for a research person who needs time and space to develop as a researcher.)

Scores : Learning and teaching …., Research and scholarship .…,  Managerial and administration responsibilities ….

……………….(……………….……..(………………………..(……..………….(………….……...(
Head of Department


You are paying the role of an exasperated HoD, factual but clearly cheesed off.  You feel that this meeting is wasting your time but you must be seen to be fair.  You report is along the lines of: 

Ashley joined the department some eight years ago and is generally seen as a ‘star in the making’. We supported Ashley  with a light teaching and administration load in the first two years but we are a fairly small department and have to get everyone on board pulling their weight sooner rather than later.  

Ashley has had considerable encouragement from the research group and we have funded two visits with colleagues to the US, s/he gave some papers at international conferences but we have yet to see any real links or evidence of  operating internationally. We were hoping Ashley would have moved on the development of the masters teaching. This is a priority in our Departmental plan for this 5 year period and we need to move in that direction. 

This is an able person who is pursing research interests and  gives plenty of time to it.  I find it disappointing that there is not more committed to the department and although I wish to give him/her every encouragement at the moment we are hearing more about potential than performance.  Ashley is obviously more involved with the academic content and less interested in the business of pursuing funding. 

These decisions are always difficult but in my view he is on the right track and we would encourage him to beef up both his teaching and his administration portfolio and look for a successful reapplication in 18 months time.  

Scores : Learning and teaching …., Research and scholarship .…,  Managerial and administration responsibilities ….

……………….(……………….……..(………………………..(……..………….(………….……...(
Co- researcher

You realise that this is not a clear cut decision so you want to talk him up as much as possible. Please sound positive but vague on details, the future is all at bit airy. Embroider on: 

I would like to really support this application, I realise that Ash is a really focused person and we get on great and I enjoy working with him/her. S/He is good to be with and we have written as you can see from the CV some 6 papers together in the past 8 years.  We have opportunities developing for collaboration in the future and the work we have been doing with our colleagues elsewhere, will I think, be very pro-active in the future and develop the confidence to chase funding.  

Scores : Learning and teaching …., Research and scholarship .…,  Managerial and administration responsibilities ….

……………….(……………….……..(………………………..(……..………….(………….……...(
Department Finance Officer

You don’t have too much to say but are playing a rambling person role. Embroider as much as possible on the theme of: 
Nice person, I have no real contact with him in the department except that I play cricket / netball / bridge regularly with Ashley so know this is a sound person.  Dream up some anecdotes to fill time. 

S/He has had some money from the department conference fund two years ago and four years ago, £650 and £920 to go to the States and s/he has yet to complete his report form for that but s/he is very busy.  

The Head of Department asked me to look at the budget and income earning of colleagues who gained Senior Lectureships last year. Of course Jim last year was exceptional and Sandra two years ago had a great deal of the European money, but Ashley I am sure can be a fund holder.    

When asked by the Chair to score Ashley: 

It is Ok for you to say if you wish something like ‘I am not in a position to judge his research or teaching quality but as far as I see him with the administration side s/he is a ……. 

……………….(……………….……..(………………………..(……..………….(………….……...(
Observer

You are observing the meeting and listening carefully to pick up on what was done OK, and where there are gaps in Ashley’s performance, 
Start to think about what could have been done, and what you might choose to do differently.  
What does this process tell you about the culture of the University? 

Scores : Learning and teaching …., Research and scholarship .…,  Managerial and administration responsibilities ….

……………….(……………….……..(………………………..(……..………….(………….……...(
Assigning roles lottery 
( ( ( ( ( (
	Independent Chairman

University Dean
	Department Finance Officer
	Observer



	Head of Department
	Lecturer co-teaching  
	Observer



	Director of Research in the Department

	Co- researcher
	Observer



	Director of Learning and Teaching in the Department

	Observer


	Observer




Senior Lecturer Benchmark `Indicative’ Criteria Decision Grid
1 
Below the normal level of achievement for a Lecturer B. 

2  
At the average level of achievement for a Lecturer B. 

3  
At strong level for promotion to Senior Lecturer. 

4  
At outstanding level for Senior Lecturer.

	
	Learning and teaching
	Research and scholarship.
	Managerial and administration responsibilities.

	Chairman
	
	
	

	Co-researcher
	
	
	

	Co-teacher
	
	
	

	Director of Learning and Teaching 
	
	
	

	Director of Research
	
	
	

	Finance Officer
	
	
	

	Head of Department
	
	
	

	Observer

	
	
	


Getting the Balance Right

Timetable

11.00 - 11.10  
Introduction and role lottery
11.10 - 11.20 
Getting into role

11.20 - 11.50 
Dean’s Meeting 

11.50 - 12.15  
Discussion of outcomes, starting with the observers
12.15 - 12.30 
Debriefing and reflection
Getting the Balance Right

Debriefing your understanding of academic life.

Take some time to think about how you reacted to the information and discussion. 
1.   How have your ideas about university promotions developed through working with this case? 

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

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

2.  What issues were new to you?  
……………………………………………………………………………………………………………….

………………………………………………………………………………………………………………….

3.      What were the main issues raised in the discussion?  How could you address these within your own department? 

      ……………………………………….…………………………………………………………………………

………………………………………………………………………………………………………………….

4.      How will you act on the ideas raised by this case study?

       ……………………………………………………………………………………………………………….

       ……………………………………………………………………………………………………………….
       ..……………………………………………………………………………………………………………..
Managing Your Career
Your academic career is largely in your own hands. What you do drives your career options.  To what extent do you agree and disagree with the ideas below?  What are the implications for your own management of your career?  

Intrapreneurial academics. 

Intrapreneurship is the art of working within an organisation to effect change, by developing new ideas, procedures or products, by innovating practice and thereby enhancing the business. Academics need to be intrapreneurial and intraprising both for themselves and for the academic business. If academics are not thinking about and developing all aspects of their School or departmental business then that business will not thrive and survive.  Each academic has a responsibility to the employer in this area. Universities evolve and survive by being creative and that means looking at the products and the processes all the time; being creative about the way things are done, promoting new ideas and bringing in new ways of proceeding are crucial. It is worth exploring how current academics are proactive in developing their research and teaching and administration agendas in your university. How are they bringing in more money each year? How do they manage more students? How is the system to be made more efficient for the future? Where are the new sources of funding to be found when student numbers stabilise?  

In business you could expect a performance review with a manager every month in the first few years, and at least yearly appraisals thereafter. In universities the appraisal is probably on a two-year cycle after probation is completed. In larger businesses there is a corporate program for developing staff. These are designed to upskill individuals, progress their careers and to motivate them to stay with the caring company.  Many universities have workshop programs to support and develop staff, but academic staff buy into these voluntarily. Are you looking after your own career?  Are you being creative, opportunistic and enthusiastic? Are you using learning and teaching conferences in balance with specialist academic conferences?  Are you attending training courses only when you really need them, or are you planning to take two each year so that in 10 years time when you really need the skills you are practiced and comfortable with them?   

Managing your self

Are you: 

Enjoying life?

Getting time to exercise, have a massage, go on regular holidays?
Talking to your partner / kids / friends / family? 

Aware of what is important, setting goals and assigning time appropriately? 

Likely to say yes when no is really the right answer?

Using other people appropriately? 

Can graduate students help with your research agenda? 

Would a cleaner revitalise your research life and home conditions? 

Is your partner getting and giving time and action appropriately?

Tracking and prioritising tasks?  

Saying no to the items you really can pass on?

Making time for thinking through teaching ideas?

Taking advantage of opportunities as they arise?

Handling email fast, checking once a day and dealing with it? 

As funny as you used to be? 

Being effective rather than working harder?

Managing research

Are you:

Submitting papers in ‘serious’ journals?

Finding and linking up with colleagues in other (national and international) institutions?
Making time for thinking through research ideas?

Reading the really, really difficult material and discussing it? 

Building a research group with good students?

Making sure you and your fellow researchers have agreed goals for this year and a step program to reach them? Using milestones?

Keeping research materials in an organised manner?

Being clear about what has been done and what is still at issue? 

Keeping ideas in your papers and presentation as straightforward as possible so that the reader is clear about your purpose and argument?

Having worked with the case materials which of these issues are important to you and what else are you considering:

Creating teaching opportunities.
Balancing my life with teaching, personal development, research and management.
Networking with colleagues in own institution

Networking with colleagues nationally for teaching and research collaboration and support.
Understanding my role as a university participant in appointments committees, equal opportunity initiatives, schools liaison, wider participation agendas, admissions,  ……………….

Creating a personal research agenda.

Creating a personal professional skills development agenda and taking advantage of training opportunities
Managing publications in a planned way.  
How can you be most effective in following up on these issues and ideas?  What are you going to do?

Invited paper for HERDSA News 2002.

Letter to a New Academic

by

Iain Hay

School of Geography, Population and Environmental Management

Flinders University

GPO Box 2100

Adelaide

SA 5001.

Dear Lee

I’m delighted to hear that you’ve completed your doctorate and that you are taking up an academic appointment in January. There is no doubt that your PhD is a fine scholarly work but, as you lament in your last letter, the efforts you have put into it are unlikely to have prepared you for the peculiar demands of a university teaching career.

You asked me if I might be able to offer you some advice on teaching well. I’m flattered by your request and am happy to offer some comments. 

For me there are three simple, important, and sometimes overlapping keys to good teaching. I’d sum these up as engagement, enthusiasm and organisation. You might remember them as EEO! 

I think engagement is one of the most important things to take to your teaching Lee. I mean engagement in the sense of ‘connection’, ‘communication’ and ‘commitment’. 

I have to be engaged with and earnest about the material I teach. Sometimes this has been easy and other times very confusing because I find that my life as an academic is a voyage of ongoing self-discovery. In thinking about my research and about my teaching – indeed in thinking about my entire academic role – I’m haunted incessantly by questions like “why is this important?”, “what’s the point?”, “who cares about this?” and “what difference am I making?”. Although the self-doubts that have accompanied these incessant questions have nearly driven me to resignation, the questions and the struggle to find some resolution to them keep me connected to research, committed to teaching, and conscious of the concerns of many students. In fact, I am coming to see that for me, self-doubt and self-discovery are critical to the engagement I regard as a key to successful teaching! After about twenty years of teaching, I’m now beginning to realise that I have to live with those haunting questions rather than exorcise them. I hope your ghosts are just as supportive Lee.

Although it was hidden away a little, you might have gathered that I try to connect my research with my teaching – and vice versa. And where possible, I try to weave these together with community service and sometimes even with university administration. For instance, my experiences on an ethics committee at Flinders led me to teach and write about research ethics (for example, Hay 1998a; Hay 199b; Hay & Foley 1998). That work was illuminated by a different light when I was Council member of the Institute of Australian Geographers, an organisation I encouraged to think harder about ethics. I’ve found that teaching, research, administration, and community service can sometimes invigorate each other. It helps to keep them connected. 

Engaging with students means recognising their different backgrounds and learning styles and trying to give class material personal significance. I’ve tried to do this by using wide varieties of teaching, learning and assessment methods and by paying close attention to, and trying to respond to, the ways in which individuals react to particular types of lesson or exercise. By recognising differences, employing a variety of teaching strategies, and trying to give class material personal significance I think we can spark and fuel a passion to learn. I know its not easy to make things personal in a lecture with hundreds of students, but it is useful to connect teaching materials with day-to-day events and experiences. To that end, I’ve found it helpful to get out and about; to read the newspaper; to go the cinema; to watch the news; and to look for links between what is going on around us and what we are discussing in class. If nothing else, engaging with the world around us is an excuse for a bit of a social life!

Engagement also involves ‘empathy’. Every so often I try to recall or understand what it is like to be a first-year student in a class of a hundred or a thousand or to be gazing remotely in East Timor at a set of online instructional materials. Although this gets more and more difficult as the gap of time from my own formal experiences as a student increases I’ve found it helpful to sit in on other people’s lectures trying to take notes and recalling, for instance, how time travels when you are a member of the audience; why activity breaks can be important part-way through a 50 minute lecture; and how anecdotes can be powerful teaching devices. 

I’ve also tried to maintain conversations with students. Its essential to be available to students, to visit study rooms in the Library and the department to find out what is on students’ minds. A terrible tendency I’ve noticed as conditions have become worse at universities and lecturers have started to hide in offices or at home is that more staff have begun to depersonalise or dehumanise students. Whatever happens Lee, don’t do that. If you keep up the conversation I think you’ll always remember that students are thinking, feeling people who do want to learn!

There’s another form of engagement that I’d like to set out here too Lee. You might recall some papers published by geographers (Angus et al 2001; Hay 2001; Heyman 2001; Wall 2001) earlier this year took up the notion that classrooms are an arena in which broad processes of injustice may be expressed and played out. Classrooms are places of political and social significance connected intricately and widely to our broader communities. Each of us needs to recognise this engagement Lee and make sure that the places we can most directly affect – such as offices, tutorial rooms and lecture halls – are not places in which practices of injustice are perpetuated. I think part of being a good teacher involves trying to make classrooms model sites of intellectual and social emancipation. While I don’t know how successful I’ve been in this area, I’d like to think that I’ve gone some way through a variety of strategies like peer writing groups (Hay & Delaney 1994); using the Web to encourage students to publish their work (see GEOView at http://www.ssn.flinders.edu.au/geog/GEOView.html); by asking small groups of Honours students to teach one another about philosophical and methodological issues in geography; and by encouraging geographers to think and write about other ways we can set up our classes for ‘revolutionary engagement’ (Curran & Roberts 2001; Peace 2001). It’s a big ask Lee, but try connecting your classes and your lessons to a better world. 

I think it is also imperative to be enthusiastic about teaching. Teaching is probably more about conveying passion for a subject and helping to ignite intellectual fires than it is about conveying information. 

I’ve found that enthusiasm is contagious. It does a university good. Enthusiastic staff encourage enthusiastic students who revitalise classrooms. For instance, I can recall the effects of a seminar presented by a new PhD graduate some 10 years ago. Stan Stevens was one of UC Berkeley’s top graduates of the 1980s and his talk was the most contagiously energetic I have ever attended. Although the details of his research were somewhat obscure and certainly not related to any of the work members of the audience were undertaking, more than thirty postgraduate students left that presentation as hell-bent on producing exemplary work of their own as I’d ever seen them. For me, the details of Stan’s message have now been forgotten but his passion continues to inspire me. I find that I have to reach back to moments like that sometimes as I struggle to avoid the contagion of cynicism that occasionally creeps from colleagues’ offices. I won’t speculate on the roots of the deep pessimism and dispiritedness (for a discussion, see Kearns 2001; Hay, Foote & Healey 2000) that seems increasingly to permeate our universities, but I will implore you to avoid letting it dishearten you. Continue to associate with people who, like you, are optimistic, cheerful and full of good ideas. Be sure you find time to have coffee, lunch or a day with other enthusiasts whose imaginations and critical faculties can fly freely with yours. Find colleagues who will support and encourage you. Leave the hardened cynics to flock together.

The final key to success in teaching is, I think, organisation. This is important at a number of levels: in classes; in day-to-day time management; and in personal life.

In getting organised, I’ve found it helpful to prepare comprehensive topic handbooks and other learning aids for students. First, I realised that many students might be able to focus their attentions on substantive academic issues if they actually had a clear idea of the cues and conventions of academic communication. So, I wrote a ‘student survival manual’ for our Department which set out advice on writing essays, reports, drawing maps, referencing, passing exams and so on. Although this idea was nothing too new, that material turned into two very successful books, now in their second editions (Hay 2002; Hay, Bochner & Dungey 2002). Later, I moved on to producing my lecture notes in booklet form, which I give to students on the first day of class. I did this when I realised that it would probably be more productive to run some of the lecture sessions in a ‘research methods’ class as conversations. I was a little concerned that attendance would dwindle, but it turns out that it didn’t and the notes eventually provided the framework for another book (Hay 2000). 

Following on from this Lee, I’ve found that being organised in my teaching brings an added, and perhaps counterintuitive, benefit. Rather than imposing a rigid structure on teaching, being well-organised supports unanticipated opportunities for discussion without denying students access to programmed learning. For instance, by valuing pre-lecture reading for students and by preparing detailed lecture handouts for the class, I have found that students are well-informed and free participants in what are often rewarding and enlightening discussions.

But for me Lee, organisation for good teaching can’t be confined to the classroom and topic guides and student exercises. I think if you want to be a good teacher, you need to be sure that you’ve found ways to balance your professional and personal commitments. Increasingly, I’m finding it vital to dedicate about one uninterrupted day each week to research, writing or personal, professional reflection – fundamental parts of my professional identity. When I can’t block out opportunities to do that work, I feel that other facets of academic existence are conspiring to ‘steal’ research time. But when I do get those moments I feel 

much better and find that I am better prepared to teach with commitment, connection and enthusiasm. 

Well, there’s not too much here is there Lee. After twenty-odd years in a range of teaching roles in three different countries, I find it both perplexing and comforting that I can more or less sum up some of my key insights on good teaching in the three words, engagement, enthusiasm, and organisation. In some ways I would have thought there was more. I guess there is. There’s a whole range of specific, day-to-day practices that might be attached to these notions (see, for examples, Booth & Hyland 2000; Gold et al. 1991; Killen 1998) but I do think that if you keep these three principles close to your heart and look for ways of bringing them to life in your classes and in other relationships with students, you’ll find success in university teaching.

Yours sincerely    

Iain
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Joint Statement of the Research Councils’/AHRB’s Skills Training Requirements for Research Students

Introduction

The Research Councils and the Arts and Humanities Research Board play an important role in setting standards and identifying best practice in research training. This document sets out a joint statement of the skills that doctoral research students funded by the Research Councils/AHRB would be expected to develop during their research training. 

These skills may be present on commencement, explicitly taught, or developed during the course of the research. It is expected that different mechanisms will be used to support learning as appropriate, including self-direction, supervisor support and mentoring, departmental support, workshops, conferences, elective training courses, formally assessed courses and informal opportunities. 

The Research Councils and the AHRB would also want to re-emphasise their belief that training in research skills and techniques is the key element in the development of a research  student, and that PhD students are expected to make a substantial, original contribution to knowledge in their area, normally leading to published work. The development of wider employment-related skills should not detract from that core objective.

The purpose of this statement is to give a common view of the skills and experience of a typical research student thereby providing universities with a clear and consistent message aimed at helping them to ensure that all  research training was  of the highest standard, across all disciplines. It is not the intention of this document to provide assessment criteria for research training.

It is expected that each Council/Board will have additional requirements specific to their field of interest and will continue to have their own measures for the evaluation of research training within institutions.

 (A) Research Skills and Techniques - to be able to demonstrate:

· the ability to recognise and validate problems 

· original, independent and critical thinking, and the ability to develop theoretical concepts 

· a knowledge of recent advances within one’s field and in related areas 

· an understanding of relevant research methodologies and techniques and their appropriate application   within one’s research field 

· the ability to critically analyse and evaluate one’s findings and those of others 

· an ability to summarise, document, report and reflect on progress 

 (B) Research Environment - to be able to:

· show a broad understanding of the context, at the national and international level, in which research takes place 

· demonstrate awareness of issues relating to the rights of other researchers, of research subjects, and of others who may be affected by the research, e.g. confidentiality, ethical issues, attribution, copyright, malpractice, ownership of data and the requirements of the Data Protection Act 

· demonstrate appreciation of standards of good research practice in their institution and/or discipline 

· understand relevant health and safety issues and demonstrate responsible working practices 

· understand the processes for funding and evaluation of research 

· justify the principles and experimental techniques used in one’s own research to the funding bodies and contribute to promoting the public understanding of one’s research field 

· understand the process of academic or commercial exploitation of research results 

(C) Research Management - to be able to:

· apply effective project management through the setting of research goals, intermediate milestones and prioritisation of activities 

· design and execute systems for the acquisition and collation of information through the effective use of  appropriate resources and equipment 

· identify and access appropriate bibliographical resources, archives, and other sources of relevant information 

· use information technology appropriately for database management, recording and presenting information 

(D) Personal Effectiveness - to be able to:

· demonstrate a willingness and ability to learn and acquire knowledge 

· be creative, innovative and original in one’s approach to research 

· demonstrate flexibility and open-mindedness 

· demonstrate self-awareness and the ability to identify own training needs 

· demonstrate self-discipline, motivation, and thoroughness 

· recognise boundaries and draw upon/use sources of support as appropriate 

· show initiative, work independently and be self-reliant 
(E) Communication Skills - to be able to:

· write clearly and in a style appropriate to purpose, e.g. progress reports, published documents, thesis 

· construct coherent arguments and articulate ideas clearly to a range of audiences, formally and informally through a variety of techniques 

· constructively defend research outcomes at seminars and viva examination 

· contribute to promoting the public understanding of one’s research field 

· effectively support the learning of others when involved in teaching, mentoring or demonstrating activities 

(F) Networking and Team working - to be able to:

· develop and maintain co-operative networks and working relationships with supervisors, colleagues and peers, within the institution and the wider research community 

· understand one’s behaviours and impact on others when working in and contributing to the success of formal and informal teams 

· listen, give and receive feedback and respond perceptively to others 

(G) Career Management - to be able to: 

· appreciate the need for and show commitment to continued professional development 

· take ownership for and manage one’s career progression, set realistic and achievable career goals, and identify and develop ways to improve employability 

· demonstrate an insight into the transferable nature of research skills to other work environments and the range of career opportunities within and outside academia 

· present one’s skills, personal attributes and experiences through effective CVs, applications and interviews

Available from http://www.nerc.ac.uk/funding/forms/student_training.pdf; and http://www.pparc.ac.uk/Pg/Stu/Artcl/RCJointStatement.asp and other research council sites.     
[image: image2.png]Context



  This case material was written by Pauline Kneale, School of Geography,  University of Leeds with support from the White Rose for Enterprise and the National Teaching Fellowship Scheme. It may used without permission, but you are asked to report usage to p.e.kneale@leeds.ac.uk. Suggestions to adapt and enhance this resource should be sent to p.e.kneale@leeds.ac.uk.                                     
Page 1 of 35
Page 23 of 35
Managing a Career in Academia?


[image: image1.png][image: image2.png]