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ABSTRACT 


A STUDY OF THE DYNAMICS OF ACADEMIC STAFF DEVELOPMENT AT THE 

MEDICAL UNIVERSITY OF SOUTHERN AFRICA IN AN ERA OF 


EDUCATIONAL TRANSFORMATION 


BY 

Salochana Hassan 

Supervisor: Professor W.J. Fraser 
Department: Curriculum Studies 
Degree: Philosophiae Doctor 

Recent global occurrences pertaining to the knowledge explosion, globalization and 

advances in technology are in one way or another affecting the functions of many 

higher education institutions, nationally and internationally. While there is a major 

drive to reshape the higher education landscape, few institutions are adequately 

geared towards making an optimum contribution to this type of change. The vision of 

practice that underlies the educational transformation agenda requires that most 

educators rethink their own practice, construct new classroom roles and expectations 

about learners and teach in ways they have, hitherto, never taught before. 

Unsurprisingly, most academics are under-prepared to cope with the demands of 

educational transformation and therefore, academic staff development in the 

andragogical applications ofnew technology, innovation and change, is fundamental 

to the process of educational transformation. 

Against this background, this dissertation examines the multifaceted elements of 

educational transformation in higher education and their implications for tertiary 

educators, juxtaposed with the dynamics and pertinence of academic staff 

deVelopment. The epistemological perspectives that were applied were two-fold; 

comprising interpretative (qualitative) and positivist (quantitative) approaches. The 
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use of these empirical research methods helped explore the role and involvement of 

management, as well as the needs and perceptions of academic staff regarding 

academic staff development, contextualised at the Medical University of Southern 

Africa, within a climate ofeducational transformation. This was undertaken to assess 

the rationale for the non-responsiveness ofmanagement and academics towards the 

imperatives of educational transformation and the nexus with academic staff 

development. 

The study demonstrated that a cacophony of constraints, mostly related to the 

fragmented nature ofexisting staff development initiatives, including a lack of fmance 

and staff shortages, are restricting the meaningful implementation of educational 

transformation arrangements. Hence, altering the modus operandi of the activities of 

higher education institutions is not a task that can be easily accomplished. The 

demands of educational transformation relate not only to significant cultural shifts, 

but are labour-intensive and resource dependent as well. 
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