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Job Description
Innovation Support Officer
UWTSD Student Union
 
 
Purpose and Context
Higher education membership organisations are going through a digital transformation. Routine tasks that staff would previously do are now being automated, such as cash machines replacing tellers, and self-service terminals replacing the reception desk (Tsiskaridze, Reinhold and Jarvis, 2023). The pressure also affects student unions, as their members are digital natives who demand up-to-the-minute services and want these services to continually improve. No longer will there be anyone recruited for stability alone and it is necessary that organisations have people who can create, test and embed new ideas (Lenart-Gansiniec, Sypniewska and Chen, 2023). The Innovation Support Officer role addresses this in the following ways: they are part of a defined role within Student Union’s UWTSD, with creativity and structured experimentation at its core.
Innovation & Creativity Foundations
Creativity provides the cognitive foundation for innovation, which refers to the conscious creation and utilization of new ideas, processes and services for improved organizational outcomes in institutional contexts (Barua et al., 2024). The three stages of developing innovative work behaviour are idea generation, idea promotion, and idea realisation, which require different kinds of supports from the employing body (Jishnu and Hareendrakumar, 2024). A job description based on these concepts is more than a list of tasks and refocuses the job as a means of never-ending service improvement. By designing the role in this manner, it communicates clearly to applicants what they are expected to do and what they are not expected to do, preventing the job role from becoming a drift to administrative work.

 
Job Description
	Job Title
	Innovation Support Officer

	Reports To
	Student Union Chief Executive

	Grade and Contract
	Grade 6, fixed term of three years, subject to annual review

	Main Purpose
	Design, pilot, and evaluate innovative member services and engagement initiatives across the Student Union.

	Key Duties
	• Conduct user research with members to identify unmet needs and service gaps.
• Facilitate ideation workshops with students and staff to generate candidate solutions.
• Build low-cost prototypes and run structured pilots of new services and engagement activities.
• Evaluate pilot results against agreed measures and report findings to leadership.
• Disseminate learning across the Union and partner networks to spread good practice.
• Contribute to the annual innovation report and the strategic planning cycle.

	Working Relationships
	Academic schools, student representatives, professional services, and external innovation partners.

	Performance Indicators
	• Improved member engagement metrics across priority services.
• Completion of pilot projects within agreed timelines.
• Contribution to the annual innovation report and adoption of tested ideas.


 



How Innovation Shapes the Job Description
The main purpose statement is very much focused on design, pilot and evaluation activity, not routine delivery, which means it aligns with human resource practice-led innovation, and limits the risk of under operational pressure of role erosion (Lenart-Gansiniec, Sypniewska and Chen, 2023). As stated by Jishnu and Hareendrakumar (2024), the key activities mentioned in the document align with the three phases of innovative work behaviour, which are user research, ideation workshops, prototyping, and dissemination. Giving these names will also help the recruitment panel arrive at a measurable criterion for further short listing and designing of the interview.
Working relationships are different people from across academic schools, student representatives, professional services, and external innovation partners as creative output relies on exchange of knowledge between multiple parties (Barua et al., 2024). Creative performance is also influenced by physical and organisational conditions, so the role does not have to result in a permanent workplace, but in a connection to a diverse collaboration space and network (Lucius and Damberg, 2024). This amount of contact provides the variety of stimulus necessary for new ideas for services to be based on.
Performance indicators tie the role to member engagement data and project completion of pilots, ensuring the role is held accountable for measurable results but ensuring space for experimentation at the early stages of pilots when traditional output is minimal (Marwan and Alhadar, 2024). Putting indicators in this shape makes it less harmful towards the prevailing trial and error that is a principle of being innovative. The grade and fixed term structure is also subject to critical investigation. A fixed term of three years is a sufficient period for delivering an innovation agenda consistent with the strategic plan and provides an opportunity for annual review against the strategic plan but also has the potential challenge of less commitment and fewer knowledge assets retained at the exit moment (Jishnu and Hareendrakumar, 2024). Having a post holder paired with an innovation mentor during induction helps to reduce this risk and to create a stronger circle around the role (Marwan and Alhadar, 2024).
Together, these elements help to translate strategic innovation objectives into the written recruitment document and provide the selection panel with a solid foundation for evaluating applied innovative capability (Tsiskaridze, Reinhold and Jarvis, 2023).
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