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[bookmark: _Toc67646500]Executive Summary


[bookmark: _Hlk67222067]In 2012, the changes to tuition fees and public funding drove Swansea University to adapt its strategies to attract a different group of researchers and students (SU, 2012, p.7). This directly required colleges and the Information Services and Systems department to align their services to fulfil increasingly diverse demands, leading to the opening of the Science and Innovation campus in 2015 (SU, 2014, p.2). ISS management recognised it was an opportunity for radical departmental transformational change (SU, 2014, p.3). This report finds that Economic and Technological pressures are the most influential factors that have driven the change process for the ISS department and SU as a whole. The Kübler-Ross Change Curve model surprised the ISS management because unexpected more than half of the staff accept the Voluntary Exit Scheme offer, losing so many experienced staff created not only technical skills gaps but staff shortages in the new team. Bureaucratic Leadership has overlooked one of the powerful change tools: communication, to communicate prior planning in promoting the vision or shared the desired outcomes, to align staff for commitment to the change (Hayes, 2014, p.176). Change Agents is the driver for the change to be successful and stick. The Coronavirus pandemic lockdown has demonstrated that ISS’s Change Agents’ capabilities working under pressure. ISS management failed to recognise that workplace culture change is part of the change process. The strategic plan should connect change with human dynamics. The report concludes with two recommendations for future action, with priority given to internal IT technical training.
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1.0 [bookmark: _Toc67646501]Introduction


The United Kingdom’s higher education system is highly praised as one of the most esteemed in the world. Increased tuition fees, generation Z applicants, and the accelerated use of advanced technology in learning and teaching has forced universities to change and widen their capabilities if they want to remain competitive.

The changes experienced by Swansea University (SU) over the past decade have seen it become the premier South West Wales research-led university (The Guardian, 2021). The changes in tuition fees and public funding resources in 2012 drove SU to adapt its strategies to attract a different group of researchers and students (SU, 2012, p.7). This directly requires colleges and the Information Services and Systems (ISS) department to align their services to fulfil the changing diverse demands, and to continually support SU to move up in the United Kingdom and the world’s top universities rankings (SU, 2014, p.2).

The purpose of this report is to analyse the feasibility of the planned strategic change and it impact on the capability of the ISS team. It also evaluates how Coronavirus disrupted the strategic plan and emergent changes required by the demands of students and staff.

On 13th January 2021 the Director of ISS, Mr Mike Day invited the author to critically evaluate and review the changes that have been implemented within the team, concentrating on the last phase of the strategic plan and the unexpected Coronavirus lockdown of the last two years. The focus of this report is to examine thoroughly each stage of the change process and identify areas of success or failure associated with the change. This report is to be submitted on 26th March 2021.
 




[bookmark: _Toc67646502]2.0	Findings


[bookmark: _Toc67646503]2.1	Information Services and Systems department

ISS includes five main teams within the department. The Customer Service team are based at the Singleton Park and Bay campus libraries, they are responsible for providing first-line support and contact for all library users. IT Services, Swansea Employability Academy and Swansea Academy of Learning and Teaching are mainly based at Singleton Park, while the librarians are spread over both campuses.

Prior to the opening of the Science and Innovation Campus, the Singleton Park library was the centre for all services. ISS Directors recognised the new campus had a more diverse and technological environment, providing an opportunity to transform services for a digital future (SU, 2014, p.3). Adopting the change process of Life Cycle theory: “progresses through a necessary sequence of stages, each stage precursor for the related next, and contribute a piece to the prescribed outcome (Hayes, 2014, p.5)”, ISS management emphasised alignment with SU’s “Strategic Directions” (SU, 2012, p.5) constructing a three stage departmental change framework.

The author begins to seek more explicit factors that influence the change, by using internal factors via SWOT analysis (Appendix A) and external factors via PESTLE analysis (Appendix B). Applying the Kübler-Ross (1969) Change Curve to the change process, evaluates how a change model assisted in the change process. To explore the Bureaucratic leadership involved in the decision making and planning process, it’s possible to see whether the leadership has supported or hindered the change process. The Customer Service Coordinators who act as ‘Change Agents’ in ISS have been examined, assessing what supportive role they contribute within the change process. Finally, the author investigates ISS's existing culture using Charles Handy’s Four Classes of Culture model and analyses the impact on the team after the change process is complete.

The change process has been interrupted by an unexpected Coronavirus pandemic that required both campuses to lockdown for six months. The Vice-Chancellor Prof. Boyle (2020) has reported significant shortfalls of about £10m in the academic year 2020/2021, and rising to about £25m by 2022-2023, which were due to the uncertain impact of Coronavirus (Appendix D).


[bookmark: _Toc67646504]2.2	Factor influence for change - internal factors SWOT analysis (Appendix A)  and external factors PESTLE analysis (Appendix B)

Burke (2013, p.158) stated “What to change usually (but not always) begins when the organisation’s leaders are confronted with some event or shift in the organisation’s external environment”. In this case, the ISS Director was challenged with a complex new campus, and a diverse group of researcher and student demands advanced technologies for their study environment (SU, 2012, p.2). ISS Director can utilize Change tool to diagnose and decide what to change to meet those demands.

When examining the SWOT analysis, it can be seen that factors such as the ICT upgrade, staff recruitment, training and changes in work contracts – placed in the Strengths and Opportunities were correlated for internal activities but are not the driving force for the change. Nevertheless, new staff were questioned essentially “please provide examples of your flexible and positive approach to all tasks and to change.” at the interview stage, which is viewed as a key aspect of getting support for change from new staff in the later implement stage.

[bookmark: _Hlk67452086]In contrast, the key factors identified in Opportunities and Threats collectively improve the academic environment to enable students and stakeholders (such as staff, students, fund sponsors) to achieve their potential success, which has contributed towards the high satisfaction rate in the recent National Student Survey (NSS)(NSS, 2021). Higher satisfaction rates in the survey have attracted more potential applications, and more successful applicants mean more tuition fees received, these activities repeat in a virtuous circle.

The PESTLE analysis helped ISS management diagnose driving forces and resource capabilities to adapt to a new environment, taking advice from other colleges, data clarifying, lastly all five team’s management decided to draw up a top-down “2014-19 strategic plan” to enhance and align its services to create a sustainable study environment within both campuses. The Social factor also accords with earlier factors, which showed an increase in the numbers of generation Y and Z applicants reflected in social engagement preferences. ISS has installed additional phone lines, and Live Chat software during the lockdown period because younger students preferred live chat/direct one-to-one as a convenient way to resolve a problem in real-time. Economic and Technological pressures are the most influential factors that have driven the change process for the ISS department and SU as a whole. However, given the changes driven by the recent Coronavirus pandemic, Craig (2017) makes the important point  that “without disruptive changes, we can’t grow as people and our companies can’t realize their full potential.” Any unplanned changes are considered an opportunity for learning to change and development for growth for the organisation (Hayes, 2014, p.366).


[bookmark: _Toc67646505]2.3	Kübler-Ross (1969) Change Curve
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Figure 2.1  The Kübler-Ross Change Curve


Figure 2.1 shows all the five-stages of human reaction at different times (Connelly, 2020). It has been widely adapted to explain staff reaction to change within an organisational change context particularly during the ongoing pandemic and also during the earlier changes that have been discussed. The five stages of this model help the author to map out human dynamics related to change and how it is reflected in the planned desired outcomes.


Burke (2013, p.164) identifies that if people directly affected by the change are not aware of and accept the change at the initiating process, they are not ready to implement the change. For example, at stage one (Appendix C), the staff at the library were introduced to the strategic plan by internal staff emails and briefings. the majority of staff still felt shocked and fear they were about to lose their jobs. Mind Tools (no date) also highlights that organisation change because of its staff adapt and change, until the staff made their transitions can an organisation benefits from the change.

At stage three (Appendix C), the management had failed to recognise how the change impacted existing staff technological skills and technical related training to prepare staff before a change to the new job role. This failure, to understand the vital turning point needed to give staff space to explore this new role, meant that there were fewer opportunities to develop themselves, have more time to learn new technology skills, which meant expected productivity decreased (Mind Tools, no date; Zheltoukhova, 2017).

Benefits of applying a Change model in the change process:

a) The change model would help management address the hidden human dynamics during transition – as either Kurt Lewin’s (1951) Three-Step model or the Kübler-Ross Change Curve can help organisations map out the complexity of the change process in more detailed stages. For example, at stage two of Lewin’s (1951) and Kübler-Ross’s (1969) stage two and three, the management or Change Agents would need to provide extra information, support and consultation to reduce resistance generated because staff need information to understand why the change is important for the department (Wiggins, 2009, p.21). 
b) The change models highlight the benefit of consistent communication through different channels made available to staff (Austin and Currie, 2003, p.235).  HR can use these models to ensure job security or to offer re-train in other departments in advance to reduce the resistance to change building up. 
c) Finally, following the changes according to the model allows the change to be marked in a ceremony – where the management or leader can arrange a celebration to mark the beginning of the new phase for the department, a new team with the redesigned workplace to allow staff to see the change in reality. This marks what is over and defines a clear commitment to the next phase for the future (Austin and Currie, 2003, p.236).

The Kübler-Ross Change Curve is one of the most intense detailing models used in reflecting human dynamics and as a prediction tool by organisations for planned change (Mind Tool, no date; Connelly, 2020). Bailey (2018) argues that organisations can not manage people by applying the Change Curve or like a project plan, and therefore manage change by focusing on the evolution of learning to transform staff such as creating collaborative training, removing barriers for communication. Creating skills and experience matrix for all staff and interpreting the data from it would provide answers as to whether the organisation could sustain change (Hayes, 2014, p.214). The ISS management did not expect more than half of the staff to accept the Voluntary Exit Scheme offer, losing so many experienced staff created not only technical skills gaps but staff shortages in the new team. Referring to Lewin’s view that “any attempt to predict or identify a specific outcome from Planned change is very difficult because of the complexity of the forces concerned (Burnes, 2004, p.985)”. Justin and Currie (2003) state that “leaders must understand how human dynamics can further or impede their efforts and must help their people journey through endings”. These steps of avoidance applied to planned change, if the change is a reaction to emergent/radical change, are important to organisations (during a pandemic for example) as management in these extraordinary times, may not have enough resources or time to make pre-planned arrangements before implementing change.


[bookmark: _Toc67646506]2.4	Leadership – Management of Complex Areas

Leadership was a term frequently used in emphasis on control, to induce obedience in the 1900s, to a relationship that develops shared goals in the 1950s, then as behaviour and influences in the 1960s, but to date, there is no definition to capture all these components (Northouse, 2119, p.2-4). In common, Leadership is a process whereby an individual influence a group of individuals to achieve a common goal (Northouse, 2019, p.5). Leaders have to be competent at identifying the need for change (Hayes, 2014, p.4; Investors In People, 2019). While planning the change, leaders are required to influence staff buy-in and gain their commitment to change (Hechanova, Caringal-Go and Magsaysay, 2018, 915). Magsaysay and Hechanova’s (2017) research revealed five ideal change leader skills: strategic/technical competence, execution competence, social competence, character and resilience. Understand and supporting every change is vital to an effective change leader, to construct a support system such as modelling change with a vision, extra information for staff to access, training related to the new role/system, coaching and motivating the team, creating change culture within the team (Hechanova, Caringal-Go and Magsaysay, 2018, pp.916-917). Leaders need to be effective communicators because communicating effectively, paying close attention to employee’s concern and feedback, keeping them participating in the change process make them felt like part of a close-knit team, to ensure that change is sustainable (Hayes, 2014, p.212). These leaders qualities are similar to Transformation Leadership. Indeed change is a transaction and a transformational process for an organisation. A well planned and detailed focus on the processes of change management can assist leaders to forecast the end outcomes, however, leaders should perform a Stakeholders Risk Assessment just like project management to mitigate any unforeseen obstacle when the change started to unfold.

The management structure of ISS has been examined, as a non-profit public sector organisation, which relies on hierarchy of authority, standardization of tasks, cost control and funds regulated, policies and regulations, it is a bureaucratic structure with a bureaucratic leadership. Bureaucratic leadership refers to a hierarchy management system (Kukreja, 2018). ISS Director acted as the top of authority and decision-making was taken along with the diagnosis and planning process without prior consultation of affected staff (D’Souza, 2020). They have overlooked one of the powerful change tools: communication, to communicate prior planning in promoting the vision or shared the desired outcomes, to align staff for commitment to the change (Hayes, 2014, p.176). Hayes pointed out centralised decision-making procedures that exclude most staff can hinder the change process and cause resistance. ISS Director has called for a risk assessment meeting one month before lockdown by following internal Crisis Management protocol. ISS department has collaborated with SU security in response to the infection updates because ISS Director understands dealing with crisis required preparation and determination to secure life and the library. One major drawback of this approach was that the ISS Director failed to engage with bottom-line staff during this difficult time; staff felt undervalued. Lack of upward communication and trust for leaders in a bureaucratic structure is a common barrier where dominant ideology that believes leaders know best, staff are self-interested, unable to see the ‘Big picture’ (Hayes, 2014, pp.217-218).


[bookmark: _Toc67646507]2.5	Change Agents

Two Service Coordinators were recruited to set up and manage the Customer Service team, they were to reported directly to the Customer Service team manager. Dice (2018) pointed out Change Agents is the driver for the change to be successful and stick.  They act as Change Agents within the department, and as the driver promoting change. Information was cascaded between the Service Coordinator, ISS Director, team members and other stakeholders. The first challenge was to persuade all resistant staff to switch to full-time work contracts, offer individual consultation/emotional support if needed, and plan daily tasks and training within departmental resources. Both Change Agents were involved in the implementation of the change process, focusing on new tasks and widening services to collaborate with other colleges. The Customer Service team was newly formed, there were still many responsibilities that required clarification. Therefore, staff felt their needs had been pushed to the back, the long-awaited IT technical skills cross-training had not materialised. Nevertheless, Change Agents have made the change process transparent, every small activity or event involved in the change, as well as meeting outcome is briefed via email or Teams message. To increase the commitment and positive attitudes, Change Agents sometimes request volunteers from staff to test new apps before installation. Each successful system transaction is marked by sharing after-work drinks solidifying the team. A strong team spirit has been established under the new leadership of Change Agents.

Comparing Service Coordinator performance with the six main qualities listed by Investor In People (2020) showed that they possess similar qualities. Llopis (2014) argued that Change Agents also require “the ability to continuously manage crisis and change... to anticipate the unexpected before circumstances force your hand.” The Coronavirus pandemic lockdown has demonstrated that ISS’s Change Agents’ capabilities working under pressure, there may be tensions from the uncertainty, conflicts on duty and responsibility among staff, for all that, still managed and communicating with ISS teams from home.
 

[bookmark: _Toc67646508]2.6	Culture

Most of the Singleton Park Library staff have been working in the same job for more than ten years since joined. Their job including library specialist knowledge, responsible for general first-line enquiry, or signpost to other relevant teams for a more complex problem. The staff perceived their permanent job role according to work contract have developed an assumption this is a ‘Job for life’, this described as ‘Role’ culture according to Charles Handy’s (1993) Four Classes of Culture. Schein (1997) defines organisation culture as “the deep, basic assumptions and beliefs that are shared by organisational members”. This deep-rooted attitude and believes came to reality check after SU succeed attracted more staff and research grant, improved research performance and technology (SU, 2012, p.6-7); the ‘Role’ culture was no longer fit for the fast-changing diverse demands from student, staff and other stakeholders. A different function Customer Service team as the one-stop enquiry front desk, handling all teams first line enquiries, connect mobile/laptop WiFi, resolve minor technical problem, including collaborating with college open day event, which identified as Handy’s ‘Task’ culture. The strategic plan should connect change with human dynamics, it included develop teamworking and staff development, however, there was no action planned for staff engagement to reshaping the departmental culture (SU, 2014, p.12). ISS leader and management have failed to recognised that culture change is part of the actual/area changing process to make the change happen and continuity into future.

Failure to support staff with related training before implementation as a priority to close the skills gap on technical skills for current staff have caused staff to become inadequate to assist caller on phone and email at the beginning of the lockdown period. For long service staff that did not take on the first offer of Voluntary Exit Scheme have felt their technical skills inadequate to perform their work, eventually they have accepted Voluntary Exit Scheme offered in staff email (Boyle, 2020). Mind Tool (no date) stressed on “the sooner the organisation can make the change transition easier, the sooner the organisation can enjoy success”.





[bookmark: _Toc67646509]3.0	Conclusion


This report analysed the feasibility of the planned strategic change including leadership, change agents, transforming organisational culture and the impact on the capability of the ISS team. And, examined thoroughly each stage of the change process and identify areas of success or failure associated with the change.

The report has found that generally, the Change process was a success with a predictable outcome. The Kubler-Ross Change Curve has shown that ISS leadership has failed to recognise and react to the human dynamic involved and the technical skills gap should have been addressed at the beginning of the change process.

The ISS management failed to recognise that workplace culture change is part of the change process. 
















[bookmark: _Toc67646510]4.0	Recommendations


Following the analysis and critical review of the ISS department change process, the author recommended that:

1.1 Priority should be given to organise IT technical skills training for all the frontline Customer Service Team members. There is an essential skills gap in staff capability to perform in their new role. Peer Coaching could create an environment for individual continuous learning and development, encourage sustainable skills sharing and improvement (Ladyshewsky, 2017, p.4). By pairing an experienced IT skilled staff member with a junior staff member, supporting each other in a non-threatening environment, staff set their time scale and topic, allowing staff to develop coaching skills, monitor their own performance capabilities, build confidence (Ladyshewsky, 2017, p.5), leading to a harmonious workplace culture and progress feedback to Customer Service Coordinators.

1.2 It is recommended the leadership and upper management approach culture change as early as possible in the planning and strategy development process (Hayes, 2014, p.215). Leadership and Team management should adopt a Transformational leadership approach to have consistent social interaction with staff (D’Souza, 2020; Hayes, 2014, p.214). To develop a change communication strategy, proactively organise group question and answer sessions after announcing change plans, allow staff have more time to feedback their opinions, share the future vision with staff in a storytelling style or poster, and reward staff who contribute most innovative ideas to be included for the future change (Austin and Currie, 2003, p.236).
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[bookmark: _Toc67646512]Appendix A: internal factors SWOT Analysis


	STRENGTHS
	WEAKNESSES

	  
ISS Director recognised changes are needed to create a sustainable academic environment to support and enable Swansea University to move up in the UK and the world top universities ranking leagues (SU, 2014, p.2).

ICT infrastructure across six years including new systems, cloud computing, and hardware to minimise interruption for online learning and teaching in the future (SU, 2014, p.10).

New staff were made aware of the changes during the recruitment process, ensuring they approach change with positive support and willingness to change.
	  
‘Job for life’ long service/Senior staff rejected the offer of a switch Term Time contract to Full-Time contract which included role changes.

Newly formed Customer Service team staff capabilities on skills gap of IT technical online support and the enhanced services necessitated on the Strategic Plan 2014-2019 (SU, 2014, p.11-12).

Singleton Park library internal looks very dated, in need of refurbishment. The building also means less energy efficiency because the government have not enforced sustainable building legislation at that time.



	OPPORTUNITIES
	THREATS

	  
Upgrade ICT improve the academic environment, potential gains new market and brand reputation, which move up Swansea university ranking.

Collaboration, training new staff to handle minor technical issue reduce problem-solving time, improve staff confidence and ICT skills.

Staff flexible work shift to ensure services are accessible and well supported to enhance engagement with diverse student/staff/public demands (SU, 2014, p.4-5).
	  
Competition from other higher-ranking UK/European universities that offer better quality education standards to attract students.

Advanced Technology software, digitalisation collection and hardware are costly. Improvement cost require stakeholders’ support and resources allocation (SU, 2014, p.7).



















[bookmark: _Toc67646513]Appendix B:  external factors PESTLE Analysis


Political – Coronavirus lockdown rules caused the library to lockdown for 6 months. ISS Team must change and adapt to a new alternative way – working from home, to continue providing services to student/staff/public.

Economy –Increase of tuition fees make students demand more value for money services from the university (Mitskavets, 2014, p.3; SU, 2012, p.60). ISS department needs to provide an outstanding study environment to improve student satisfaction rate in National Student Survey (NSS) Student Satisfaction top 25, which have a direct link to attract more applicants (SU, 2014, p.8). SU’s Vice-Chancellor Prof. Boyle (2021) (Appendix E) reported that Brexit has resulted in European student applications have fallen sharply (60%) as expected, because they will be charged the full £9,250 fees same as an International student (Gov.UK, 2021). 

Social – During Coronavirus lockdown there is no face-to-face support for student and staff (Appendix F). Student and staff engagement was at an all-time low, additional phone lines, Live Chat allow different preference to contact for helps. Adaptation using Zoom and Teams meeting for supporting and keeping in touch with student and stakeholders for a positive reputation. 

Technological – The opening of the Science and Innovation campus means there are more technology-aware, mobile and connectivity concerned students and demands for advance IT systems/apps/services for their study environment.

Legal – Increase cost of compliance to the ISS research outputs due to the UK Government adopted the Finch report. In the Finch report on Open Access and costs to publishing research to widen access to public-funded research, research outputs must be Open Access to eligible for REF 2020. ISS department has to deposit resources to remain in the Open Access to reach out research publishing and funders.

Environment – Library Content Development and Management commit to increasing its access to digital content in response to changing demands of Open Access by international scholar and researcher around the world (. At the same time by reducing 30% physical collections (SU, 2018, p.1) is in line with the university environmental commitment to reduce carbon footprint.
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1 would like to take this opportunity to thank you all once again for your continued hard work and
professionalism during this difficult period.

1 promised to keep you updated on our financial position. We were already facing significant
shortfalls of about £10m in the academic year 2020/21, rising to about £25m by 2022-23, and in
addition to this, the full extent of the impact of Covid-19 remains uncertain

We are working hard to implement measures to reduce our spend, including limiting staff
recruitment to business-critical positions, reducing non-essential capital investments and reviewing
our policies on various aspects of non-pay expenditure. Many of the approaches we are taking are
based on suggestions received from the University community and we continue to welcome your
ideas and feedback via the financial position page on our staff intranet.

The size of our current shortfall and the uncertainty around the impact of Covid-19 means that we
will need to take some dificult decisions, including the potential for significant restructuring across
Academic Colleges and Professional Services to reduce our overall staff expenditure.

Over the coming months we will work and consult with teams in the Schools, Colleges and
Professional Services across the University to identify what we can do differently and exactly how
those changes will impact our staff.
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Initially, we hope that the Voluntary Exit Scheme (VES) will reduce our overall staff expenditure, but
at this stage we cannot guarantee that this will fully address the financial shortfall. This generous
scheme is based on length of service and provides an opportunity for staff to consider leaving their
post earlier than originally planned. More details on the scheme can be found here.

I realise that there Is never a good time to share dificult news, but it is especially important at this
time that we are honest and transparent about the current situation. | would like to remind you of
the support available. 1, and your line managers, will keep you as up to date as possible, but in the
meantime, | very much hope that you and your families stay safe and well

Best wishes,
Paul

Professor Paul Boyle
Vice-Chancellor

Please Note: This email is sent from an unmonitored mailbox.
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Following the closing date for UCAS applications, I write to provide an update on our application
numbers for September entry of the 21/22 academic year and to thank everyone who has been
involved in delivering some excellent outcomes, particularly during this challenging period.

This has required a significant and collective effort from staff across all areas of our University.

Those involved in recruitment and admissions who hosted outstanding virtual open days, along with

the many staff who participated in these and created the technical platiorms that enabled them,
have been key to the success we have seen this year. Additionally, our recruitment campaign —
Come Find Space ~ has really resonated with applicants and parents.

Thank you to our reputation builders; those who supported our applicants during clearing and
‘confirmation when they were under significant stress — the feedback from schools and parents was
fantastic. Thank you to those involved in our many outreach activities that assist schools and
pupils with remote leaming. And our sincere thanks to every staff member who has supported our
students during the pandemic, whether delivering online teaching, providing technical support and
‘connectivity, creating a strong student experience, or providing practical support for

those isolating and with wellbeing, mental health or financial issues.
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‘The good news s that our application figures are up on last year, which is testament to your work to
strengthen our reputation and to deliver these results

After the UCAS deadiine we have an overall increase in application numbers of
14.8% compared to previous years

UK applications have increased by 20.7%, with growth across many Faculties/Colleges
Numbers from Wales have increased by 15.1%, with the majority coming from South Wales
International Undergraduate applications have increased by 12.0%

As expected, EU applications have decreased in almost all subject areas, down

60.0% overall, primarily due to the impacts of Brexit, including EU students no longer being
eligible for student loans

Atthis stage we also have more UK (+26.2%) and non-EU International (+7.6%)

PGT Postgraduate applications

Itis, however, too early to review PGR applications for the next academic year.
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S0 many colleagues across our University have contributed to these positive outcomes. We are
incredibly proud of your hard work and collaborative effort throughout the past year, undertaken
within very challenging circumstances and often with lttle notice of major external changes.

Asis the case every year, we now tum our attention to conversion activities in order to ensure that
we enrol as many of our applicants as possible. The work we have planned to encourage further
applications remains important, and we will also be working to consolidate the improvement we saw
in our conversion rate last year.

“This will continue to be a challenge as we navigate our way through the pandemic. We know that
there is stil considerable uncertainty about the shape of the next academic year, and we are aware
ofthe potential Impact of this on our position come September. Our University's financial position
remains uncertain and we must continue to look for savings, as well as a growth in income, but
these figures are certainly an important and very welcome step forward.

Thank you, once again, on behalf of the entire Senior Leadership Team, for your part in this.
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Professor Paul Boyle
Vice-Chancellor

Please Note: This email is sent from an unmonitored mailbox.
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From: staff <staff-bounces@swansea.ac.uk> On Behalf Of SMT Communications
Sent: 13 March 2020 16:42

To: staff@swansea.ac.uk
‘Subject: [staff]: Message from PVC Martin Stringer: Suspension of face-to-face teaching from Monday 23rd March until end of the semester
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Suspension of face-to-face teaching from Monday 23rd March until end of the
semester

Dear Colleagues,

Due to the ongoing uncertainty with regards to Covid-19, the University has taken the decision to
suspend all face to face teaching delivered via lectures and seminars from Monday 23" March until
end of the semester on Friday May 1st. We have today emailed our student community to inform
them of this.

The health and wellbeing of the Swansea University community and wider communities within which
we sit must be the primary concem for allif us at this time and we are taking these measures as a
precautionary step in order to minimise the risk of Coronavirus incidents on our campuses.

Teaching will continue as normal until close of play on Friday 20th March. From Monday 23" March
we have asked academic colleges and schools to ensure that instead, appropriate learning material
and resources are available online to support students with continuing their studies. We are also
planning for supervision for postgraduate research students to take place remotely. There will be
some adjustments to this for particular groups of students so please o liaise with colleagues in
your College about this. The Library and other teaching and learning facillies wil remain open, as
will other campus services, including halls of residence.
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Teaching will continue as normal until close of play on Friday 20th March. From Monday 23 March
we have asked academic colleges and schools to ensure that instead, appropriate learning material
and resources are available online to support students with continuing their studies. We are also
planning for supervision for postgraduate research students to take place remotely. There will be
some adjustments to this for particular groups of students so please o liaise with colleagues in
your College about this. The Library and other teaching and learning facillies wil remain open, as
will other campus services, including halls of residence.

We have reassured students that we are working very closely with our academic community to
ensure that they can all continue with their studies, undertake appropriate assessments and
ultimately progress to the next stage of their University career. We are committed to ensuring that
students are still able to achieve to their full potential. We are actively considering plans for the
forthcoming assessment period. Where appropriate, your Director of Learning and Teaching will be
in touch with you around speciic issues relating to your College
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We have reassured students that we are working very closely with our academic community to
ensure that they can all continue with their studies, undertake appropriate assessments and
ultimately progress to the next stage of their University career. We are committed to ensuring that
students are still able to achieve to their full potential. We are actively considering plans for the
forthcoming assessment period. Where appropriate, your Diector of Learning and Teaching will be
in touch with you around speciic issues relating to your College

Students holding a Tier 4 visa who wish to retur home have been advised that at this exceptional
time, the University will agree to requests to leave early for Easter. These students have been asked
to contact their school or college advice and to email tierdattendance@swansea ac k. Please
could staff ensure that relevant mailboxes are monitored over the weekend

We are updating our dedicated website regularly, in line with advice from the NHS, Public Health
Wales and the Government and to reflect any new questions we are being commonly asked. The
FAQs will shortly reflect the content of this email. Please do look at the site regularly for the most up
to date information.

Professor Martin Stringer
Pro-Vice-Chancellor (Education)




