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1. Proposed title 
Managing teaching staff in a self-funded higher education institution supervised by a University Grants Committee funded university.

2. Area of interest 
The study will mainly cover the management of teaching staff in a self-funded higher education institution, which includes senior, middle and frontline staff from different academic divisions and concentration of studies.

3. Objectives 
· To build a harmonic environment for teaching staff, so that they can focus on their teaching and learning activities to enhance the teaching quality.
· To increase the admission number of students, which is crucial for a self-funded higher education institution.
· To benefit students learning experience and raise their articulation rates to University Grants Committee (“UGC”) universities.


4. Research question
How to create a harmonic environment for teaching staff in a self-funded higher education institution supervised by a UGC funded university for the purpose of enhancing teaching and learning quality, so as to enhance the articulation rate and admission number.


5. Significance of the issues 
Despite a self-funded higher education institution is a non-profit seeking organization, its survival still significantly depends on the tuition income, which is the commercial part of the operation.  The confinement of management actions such as hiring and firing for a self-funded higher education institution under the supervision of an UGC funded university complicates the management matters.  This paper suggests good managerial practices through applying the 3H principles.  These good managerial practices will contribute to the education industry and the whole society through spillover effect.




6. Key words 
3-H Framework, Managing self-funded educational institution, Motivation, Reward System, Strategies in self-funded education industry.
Since the information contained in the study is quite sensitive, I do not want to make it available for the general public.

7. Background 
The higher education system in Hong Kong mainly comprises publicly-funded programmes and self-funded programmes.  Publicly-funded programmes mainly includes programmes offered by institutions funded by the UGC. They are City University of Hong Kong, Hong Kong Baptist University, Lingnan University, The Chinese University of Hong Kong, The Education University of Hong Kong, The Hong Kong Polytechnic University, The Hong Kong University of Science and Technology and The University of Hong Kong  Other higher education publicly funded programmes include performing arts programmes and some programmes offered by Vocational Training Council  (Education Bureau, 2017).  The rest of post-secondary programmes are self-funded.

The interesting part is that some programmes offered by self-funded institution are supervised by its publicly-funded parent institutions.   These self-funded institutions need to follow the policies, i.e. human resource policy, employed by their publicly-funded parent institutions and fight for survival on commercial basis at the same time.

8. Case body 
8.1 The structure of the subject institution:
The subject self-funded higher education institution (“SFI”) is under the administration of a UGC funded university (“UGCU”).  The SFI mainly operates various programmes which can be divided into two main categories: Associated Degree (“AD”) programmes and senior years Bachelor degree (“UG”) programmes.  Despite both AD and UG programmes are under the name of the SFI, the administration of the UG programmes are primarily handled by the UGCU while the administration of the AD programmes are mostly handled by the SFI.  

8.2 The Case
The newly promoted director of SFI wanted to make the institution’s AD programmes become more popular in terms of larger student population and better student articulation rate, especially to senior years of UGC universities, to reflect good teaching and learning quality.  The director wanted to enhance students’ learning experience in the SFI through developing more student activities and more new concentration of studies.  He believed that participating in student activities could simulate students’ learning interest and broaden their horizon, which were valuable to their academic performance and interview performance when they articulate to the senior years.  These good intended results would positively enhance the SFI’s image while the graduates would spread out their good learning experience through word-of-mouth. The development of new concentration of studies fulfilled several purposes.  The first one was to match the same new concentration of studies developed in the UGCU, AD graduates from the new concentration of studies can have an opportunity to articulate to the same new concentration of studies in the UGCU; the second was to satisfy the demand from the society, which was interpreted by the Dean of the SFI;  the last one was to attract more students who took the Hong Kong Diploma of Secondary Education Examination (“DSE students”) for their higher education study.

However, the decrease of the DSE student population put a significant admission and financial pressure on the SFI, increase in popularity through publishing student activities on the web and joining public competitions to increase publicity to attract more students became imminent.  The director of the SFI pushed every academic division to increase the frequency and coverage of student activities without corresponding increase in division’s human and financial resources.  The order was well received by every academic division leader and they started requiring every lecturer in the SFI to pursue.  This action created an enormous pressure to every teaching staff in the SFI, they were required to liaise with the commercial world for more guest talks, sponsorship, internship opportunities, and media publicity on top of more study tours, clubs and society activities and participation in competitions, which demanded intensive training to students.  Furthermore, teaching staff were also asked to contact more secondary schools for closer cooperation, such as more school talks to introduce the SFI’s AD programmes and more workshops for secondary school students for better admission purpose.


Result:
Many teaching staff left the SFI, which created more workload for the remaining teaching staff.  Teaching staff competed resources one another, which established an adverse atmosphere of cooperation in the SFI.  Some junior teaching staff, whose salary level was not high but needed to shoulder heavy burdens, filed compliant with staff union and the senate of the UGCU.  These abuse stories were published by the media and evidence of abuse was proved.  The director of SFI was forced to step down.

9. Theory/Model 
I will use the 3-H framework to analyze the case and suggest feasible solutions.
The most important part is H1 part, theories of Motivation, leadership, management of change, values and organisational culture will be applied. The second important part is H2, theories of Strategic management, resource-based view and reward system will be analysed.  The last part is H3, competence related theories will be used.

10. Methodology: case research.  
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