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I think a lot of what one does is
determined by the circumstance and
sometimes the circumstance forces
you into … or let’s say minimizes the
amount of options that are available
to you and sometimes yes it is chalk
and talk… because that’s all you
can do at that moment…that’s all
you have available to you at that
moment (Interviewee 4).

Background and context
CPUT as an ‘extreme’ case:
1.
2.
3.
4.
5.

Historical legacies (‘merger’ issues live on…struggle
for an institutional identity);
Expansion of student enrolment (and non-expansion of
staff);
Audit culture;
Expectations of a university undergoing significant
social change (funding as a strong driver);
Teachers vs researchers.

All place particular pressures on our university teachers (and
those who offer them support).

Overarching research question

How do we achieve good
teaching in contexts of
considerable change and
challenge?

Conceptual underpinnings
Agency: enables transformation; emerges
out of interplay with structure and culture;
Culture: ‘propositional register’ at a given
time; ‘discursive practice’, values;
Structure: social structures and the ‘inner
composition’ (e.g. Policy environment,
funding formulae, audit mechanisms,
university management structures).
(Margaret Archer)
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Analysing the interview data

Interviews with VC, DVC, Deans, Lecturers, Senior Lecturers, Coordinators, etc.
External interviewers, external transcribers, verified, coded by 2 coders….

Senior Management

Good teaching is
straightforward and
easily aligned with
targeted student
success and
throughput rates

Academic developers

Academic staff

Good teaching starts
as reflective practice
and progresses to
scholarly, researchbased and
theoretically
informed teaching.

Good teaching is
complex, constantly
changing, responsive
to students’ needs,
and focused on their
holistic development.

Finding 1: understanding teaching

• I don’t think that I’ve now reached a pinnacle and I’m a good teacher …
I just know that I need to keep improving because I need to keep
responding to the students who are different every year and I take student
feedback very seriously (Interviewee 6).
• I don’t think I have ever been satisfied … For me learning means to
always improve, reflect. I am satisfied with what I have done at a
particular stage in my life but when I reflect on it there are always more
opportunities to improve (Teacher 3).
• Every time I walk out of the class I think … well how could I have done
that differently? and every morning before I walk into the class … I’m
telling myself today I am going to try and deliver the world’s best lecture
on this topic and every morning when I walk out of the class I’m
thinking that was so not it… (Interviewee 4).

Defining good teaching
(the academics)

Senior managers

Academic Developers

Academic Staff

Need more substantial
awards, ‘compulsory’
basic training
(‘Teaching
Development
Programme’)

Distinguished teaching
awards, RIFTAL,
structures (e.g., CO
Forum), teaching
portfolios for ad
hominem promotion…

Awards are not
necessary – just fill the
vacant teaching posts
and load us less, don’t
‘punish’ us for not
being researchers by
giving us additional
teaching loads,
understand that good
teaching is hard work!
we need good working
(i.e., T&L) conditions
and supportive
managers.

2. The status of
teaching

Senior managers

The policy environment,
institutional and faculty
structures, extensive ASD
provision and resources
(e.g., TDG).

Academic staff

Structures (esp. faculty),
resources , colleagues, research
groups, Fundani (T&L centre)
provision – but MAINLY
supportive heads of department
and strong teaching and
learning departmental cultures.

3. Key enablers

4. Key constraints
Senior Managers

Academic staff

Large numbers of underprepared
students, lack of department
leadership for innovative teaching and
learning, and the policy
implementation gap.

Heavy teaching loads, heavy
administrative burden, low staff
morale, the strain of coping with poor
facilities and maintenance, the poor IT
infrastructure (which makes some
forms of staff development pointless)
and heads of department who do
not/cannot support innovative
teaching and learning.

Some reflections…
• Some similarities, but also strong dissonances between senior
managers, academic developers and academic staff in terms of
understandings, practices, structures, attitudes, and discourses;
• Senior managers are concerned that students are weak, but
good teachers take on the challenge;
• Unintended consequences (e.g., re-curriculation, departmental
reviews, TDGs that are intended to improve teaching and
learning – can have opposite effect).

• One of the reasons why I think the staff do not use
opportunities to improve their teaching is because of all the
demands … administrative demands … we spend most of our
time uploading marks … downloading marks … checking
registrations … if we can improve our systems and we can
give staff more time to focus on teaching and learning … we
as a teaching institution will be much better (Interviewee 3).
• Now, I’ve been through previous re-curriculation exercises
which were a fraction of the bureaucratic, technocratic
complexity … there were vast and complex bureaucratic
ramifications and a number of forms that have to be filled in
… such that it was hard to think about what’s going into the
curriculum … which is what you should be … rather than
which documents that you have fill in … what are the
deadlines and so on … and your business plan (Interviewee 2).

Unintended effects…

Reflections/cont
• Good teaching makes demands on university teachers that are
exacerbated by poorly resourced environments;
• Teaching has been under-valued (teaching is ‘easy’ therefore
not rewarded/teaching is ‘punishment’ for not doing research);
• Concern: the extent to which practices promoted in ASD by the
academic developers – many of which are ICT-based – are
suited for practice within many departmental settings;
• Good teaching is emerges as highly context-specific sets of
practices…

Recommendations
Structure 1: clear processes and support for T&L, lines of
accountability, and sanction for non-implementation (but also
flexibility, sensitivity to different disciplinary or professional cultures –
as well as the guiding, rather than ‘policing’ role of enabling
structures).
Structure 2: address failing service and support systems (The burden
that a dysfunctional context places on academic staff takes its toll, and
teaching and learning suffers.)
Culture 1: Showcase the considerable successes in T&L in ways that
reach all staff and all managers; start the long process of changing
perceptions around the ‘second class’ status of teaching at a ‘teachingintensive’ university.
Culture 2: address ‘the human element’, the distress caused by the
merger, the enormous workloads imposed by re-curriculation and other
projects (over and above generally high workloads).

I love teaching … not like teaching … I love
teaching … that’s my life… (Interviewee 3).
I absolutely love it … I’m quite passionate
about teaching and I always have been and I
have like an energy affinity with teaching … I
can see what needs to be done and what
happens when people don’t understand and
how to help people understand …so ja … I
love it (Interviewee 6).
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