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Few organisations can keep up with the rate of change in the nature of work. By 2028, the World Economic Forum (2023) estimates that nearly one in four jobs across the world will be transformed due to technological adoption, automation and digitalisation. The Office for National Statistics (2019) in the United Kingdom identified approximately 1.5 million employees working in occupations considered to be ‘highly susceptible to automation’ – including routine and repetitive work roles such as cashiers, receptionists and related positions. The findings are in parallel with the examples brought up at the conference mentioned in this assessment, in which automated systems such as ATMs and self-service kiosks have increasingly taken over functions previously performed manually.
For the students' union, which is there to represent and help the students, and whose membership dynamics constantly change, stagnation isn't an option. While automation is seen as a danger in some quarters, it is also viewed as a catalyst to rethink work based on the unique capabilities of humans, especially creativity and innovation (Anderson, Potočnik, and Zhou, 2014). To support this, the UWTSD Student Union is seeking to appoint an Innovation Support Officer within the University.
To begin with, the two concepts that lie at the core of that role should be completely clarified. While creativity is typically defined as the production of novel and useful ideas, innovation involves the implementation of ideas. West & Farr (1990, p. 9) broadly define innovation as the ‘intentional introduction and application of ideas, processes, products or procedures within a role, group or organisation to significantly benefit the individual, group/organisation or wider society’. Amabile and Pratt (2016) make a similar distinction between what is creative and what is what is organizational. This report outlines a person specification and a job description for the Innovation Support Officer and then discusses how the two documents have been intentionally structured to incorporate innovation.
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A job description sets out the purpose of a job, the lines of management and the primary tasks and responsibilities of a post, and is the basis for conducting fair recruitment, selection and performance management (Armstrong and Taylor, 2023). The document below is the result of a brief job analysis of the needs of the Union and is based on the CIPD's (2024) recommendations that good jobs should consider the three key elements of variety, autonomy and clear accountability.



	Job title
	Innovation Support Officer

	Organisation
	UWTSD Student Union (Undeb Myfyrwyr) — Student Engagement Team

	Location
	Carmarthen campus, with regular travel to Lampeter and Swansea sites; hybrid working available

	Responsible to
	Student Union Operations Manager

	Responsible for
	No direct line reports; leads cross-functional project teams and a network of student volunteers

	Grade and salary
	Grade 5: £26,500 – £29,000 per annum (pro rata)

	Hours
	37 hours per week; occasional evening and weekend work around student events

	Contract
	Two-year fixed term, with the possibility of extension subject to funding

	Job purpose
	To lead, test and embed innovative digital and service solutions across the Student Union, ensuring the organisation continues to respond effectively to the changing, technology-driven nature of student life and work. The post-holder acts as a catalyst for creativity, helping staff and students turn new ideas into practical, inclusive services.

	Key duties and responsibilities
	1. Scan for, and critically evaluate, emerging technologies, sector trends and student-experience practices relevant to the Union.
1. Design, prototype and pilot new digital services — for example self-service portals, chatbots and mobile-app features — using rapid, low-cost experimentation.
1. Plan and facilitate idea-generation and design-thinking workshops with students, staff and external partners.
1. Work with colleagues across membership, advice and commercial services to co-develop and iterate solutions.
1. Collect, analyse and interpret data to measure the impact of innovation initiatives and to inform decisions.
1. Champion a culture of continuous improvement, encouraging colleagues to contribute and test ideas without fear of failure.
1. Provide training, guidance and support to staff adopting new tools and ways of working.
1. Manage allocated innovation project budgets and report progress and outcomes to the management team.
1. Ensure that all solutions are accessible, inclusive and aligned with the Union’s values and its Welsh-language commitments.
1. Undertake any other reasonable duties in keeping with the grade and purpose of the post.
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Innovation hasn't been a part of the job description, but an integral part of the purpose and the job. The job purpose clearly identifies the individual in the posts as a ‘catalyst for creativity' and not as an administrator, suggesting that the role is more about changing the nature of the work of the Union, rather than just maintaining it. It's consistent with Anderson, Potočnik and Zhou's (2014) suggestion that innovation should not be an add-on to the job – it should be a part of the job, and accepted as such.
The innovation process from the idea to implementation is achieved by certain duties. Scanning for emerging technologies and creating design-thinking workshops tackle the problem of idea generation, while prototyping, piloting, and developing and refining solutions capture the implementation stage that West and Farr (1990) say is at the heart of innovation. Significant here is that the responsibility for ‘championing a culture of continuous improvement no matter what happens’ is taken for the working climate in itself. Amabile and Pratt (2016) state that two of the strongest factors that spur creativity are intrinsic motivation and psychological safety, so an environment that lets people experiment will lead to more creativity.
Unquestionably, the job design is also supportive of innovation in an indirect manner. The job encompasses diverse tasks, true levels of autonomy, and cross-team collaboration, aligning with the CIPD's (2024) perspective that enriching and diversifying jobs boosts engagement and problem-solving. In the meantime, budget management, data analysis and reporting keep the post accountable, and creativity is held in check and not left to drift off.
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The person specification reflects a breakdown of the job description into the qualifications, experience, skills and attributes a person needs to do the job. It is based on the seven-point plan recommended by Armstrong and Taylor (2023), and distinguishes between essential and desirable criteria, for shortlisting to be fair, transparent and defensible (Acas, 2022).


	Attribute
	Essential
	Desirable

	Qualifications and training
	1. Degree, HND or equivalent in business, technology, design, or a related field — or equivalent demonstrable experience.
	1. Formal training in design thinking, agile or service-design methods.

	Experience
	1. Experience of delivering projects or service improvements in a busy organisation.
1. Experience of using digital tools and data to solve practical problems.
	1. Experience in a higher-education, charity or student-facing environment.
1. Experience of running workshops or facilitating group idea-generation.

	Skills and abilities
	1. Strong creative problem-solving and analytical skills.
1. Confident digital literacy and the ability to learn new systems quickly.
1. Clear written and verbal communication with varied audiences.
1. Ability to collaborate across teams and build productive relationships.
	1. Basic data-visualisation or prototyping skills.
1. Project-budget management skills.

	Personal attributes and disposition
	1. A genuinely innovative mindset — curious, open to change and willing to challenge the status quo.
1. Resilience and comfort with uncertainty and iterative failure.
1. Self-motivation and initiative.
	1. A collaborative, coaching style that encourages ideas from others.

	Special circumstances
	1. Able to travel between campuses and to work flexibly around student events.
	1. Ability to communicate in Welsh (or a willingness to learn).
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The most conscious innovation-relevant selection in the person specification is the emphasis placed on attributes and disposition rather than formal qualifications. There is only one wide qualification listed as essential, and ‘or equivalent demonstrable experience' is clearly included. This is a direct answer to the conference's call for employees with an innovative mindset, because the evidence indicates that curiosity, openness to change, and tolerance of ambiguity are more important individual antecedents of workplace innovation than credentials are (Anderson, Potočnik and Zhou, 2014).
The specification also considers failure to be iterative and imperative for resilience and comfort. Candidates who cannot accept failure will not be a good fit for innovation. Publicly stating this facilitates candidates' self-selection and provides interviewers with a job-relevant assessment basis. In the same vein, retaining several technical elements, such as data visualisation, budget management, specific methodologies etc., as desirable prevents overspecification. The CIPD (2023) notes that the essential criteria are often exaggerated and therefore the pool is unnecessarily reduced and may also be an indirect form of discrimination, and a larger pool is also a more vibrant set of ideas.
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HR decisions are never made out of context and the world that influences this post is far beyond the Union. The most obvious external driver is technological change, but economic pressure, tighter budgets and equality legislation have an impact on the potential design and resourcing of the role. The dynamics of these forces are different in different countries: the World Economic Forum (2023) finds that the speed of automation and the nature of the skills demanded are unevenly distributed across economies, and a job that is the same in one economy may highlight other technologies or be subject to other regulatory considerations. It is important to recognise this variation, since it warns against the idea that a model of innovation can be simply adopted from one country – or one institution – to another.
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The digitisation of work is changing the nature of what organisations require people to do – and students' unions are not an exception to this rule. This report has recommended several ways in which the UWTSD Student Union can respond positively to the challenge of recruiting a UWTSD Innovation Support Officer: the purpose of the position was shaped in the light of innovation, the duties were explicitly designed to include the full innovation process and the candidate selection process was framed by a focus on mindset and resilience rather than qualifications alone. The documentation will appeal to and recruit a candidate who will help the Union respond to a world in constant flux, grounded in well-understood HR best practice in job analysis and fair selection.
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