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and described. In short, some theoretical considerations in this research point to the fact

that other theories should be considered in order to bridge the gap between INSET theory

or ideal and INSET practice.

Nevertheless, by means of a scientifically valid and accountable model or theoretical
framework such as the systems theory, it is possible to describe the INSET programmes
of university lecturers fully and correctly because it indicates and describes all relevant
aspects. This theory assists educational researchers and practitioners to understand that
an accountable design, implementation, evaluation and adaptation of any INSET
programme for university lecturers can only be carried out in relation to the total university
system whilst the latter is also embedded in its specific turbulent environment and is
influenced by it. The analyses of the distinctive characteristics of universities and the
development of competences required of university lecturers in their teaching, research
and community-service roles without a theoretical grounding can compromise the fact that
universities are complex educational organisations within the Higher Education system.
The systems theory, together with other theories discussed in this study provide a

scientifically sound framework for designing INSET programmes for university lecturers.

At this juncture we need to consider some of the multifarious concepts and terminology
generally used in the field of INSET. Understanding these concepts will contribute also
towards the development of a theoretical and conceptual framework in which research and

practice of INSET programmes for university lecturers can be firmly grounded.
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o More collaboration between departments.

. Abundant praise and recognition ( which is often missing or lacking).
J Advance warning of changes.

. Open circulation of information.

J Extra resources available,

. The positive attitude to Lifelong tearning.

These features have important implications for universit;/ lecturers., They provide
guidelines for creating an environment which is conducive to effective INSET. As a result,
there exists a need in the universities to create a more open environment for collaboration
in teaching, research and community-service. A considerable number of universities in
South Africa as well as in countries such as North America, Australia, USA, United
Kingdom (UK), Germany, Nigeria, Botswana, Zimbabwe and India have established units
and centres with the aim of creating an organisational climate which would be conducive
to improving the required competences of lecturers. In German-speaking countries these
centres are all called Hochschuldidaktiches Zentrum. However, in Anglophone countries
the names vary a great deal according to their focus (Zuber-Skerritt, 1992 (a).145). Some

examples are:

o Research'and Development Centres.
. Centre for Continuing Education.
. Centre for Community Colleges.

. Tertiary Education Institute.
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important and topical issues in many countries. It is important to bear in mind, however,

that Professional Development in universities, as Nolder (1992:37) correctly points out, is

influenced throughout by the needs, interests and abilities of lecturers as well as by

institutional constraints.
2.4.7 IN-SERVICE EDUCATION AND TRAINING (INSET)

The meaning of INSET is beset with problems . It has been ;nentioned earlier that this
concept suffers from a lack of clarity of definition and nomenclature ( CERI, 1978:2; see
also, Hofmeyer, 1991:57; Bagwandeen, 1991:42). Different countries use the term in
different ways. The problem is further exacerbated by the fact that there is also less
clarity and agreement about the aims of INSET. Furthermore, INSET activities involve
different goals which in the developing world, are not always clearly identified and spelt
out (Hofmeyr, 19381:864). Oliva (1989:345) notes that there is also considerable
disagreement about whether INSET is the same as Staff Development. He points out
that some writers would maintain that Staff Development is a broader term which
includes working with individuals and groups in both formal and informal situations,
whereas INSET is limited to working with groups in formal training programmes. Others
regard INSET as a process that assists personnel to do their present jobs better,
whereas staff development is understood to mean training for the purpose of
developing new knowledge and skilfls beyond their current assignments. Still others

believe that Staff Development is an organised programme to help personnel feel
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personal skills, whereas INSET focuses on new curricula and the improvement of

pedagogical skills.

For the purpose of clarification, it is crucial {o explicate the concept INSET. Embedded in
the acronym INSET are the two important concepts, namely, education and training. It is

important to recognise the differences between these concepts.

Training is viewed as a specific activity that focuses on immédiate problems (Pigford et
al., 1992:3). De Villiers (1991:74) limits the definition of training to the tasks that workers

have to perform in their workplace:

“ Training is a process of transferring skills and knowledge to a worker in
order that he [she] may perform the tasks related to his [her] job more

effectively and efficiently than he [she] does at present.”

Dubois (1993:4) concurs with the notion that training concerns learning that is focused on
the present job of the learner. Genis (1997.27) adds that in training, the learner is
expected to assimilate a set of clearly defined skills and master these skills in the manner

prescribed by the employer or relevant certification body.

With regard to education, Jarvis (1995:18) espouses a view which is grounded in the

school of thought that conceptualises education as a phenomenon that prepares learners
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idea that university lecturers should receive training in their teaching, research and

community-service roles is still new and far from being accepted. Many university lecturers
objectto the suggestionthat they need some form of training or development although they
may accept the idea of training for research through the Ph.D. (Elton, 1987:52;76). It is

also noteworthy that training is considered acceptable terminology in medical and legal

professions.

However, the notion of training academics for their teachinAgv, research and community-
service roles is gradually gaining ground in countries such as Australia, France and the
UK. Over the past two decades, universities all over the world have been in a state of rapid
change. According to Elton (1987:54-55 ; see also, Fave-Bonnet, 1992:6-7; Startup,

1979:20) the rapidity of these changes has had the following effects on the university

system in general and lecturers in particular:

. Lecturers suddenly found themselves working under different conditions and were
expected to assist their institutions to adapt to these new conditions.

J Lecturers are expected to forge links with universities in other countries.

J The higher qualifications and age levels of university students imply that lecturers
must unremittingly call their own knowledge into question. They are expected to be
always more knowledgeable than their students.

. The students with whom the lecturers interact come from a diverse background.

o Incompatible ways of thinking and prerogatives co-exist in the universities due to

a variety of social, cultural, economic and cultural forces. Against the background
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2.54.21.2 DEVELOPMENT OF TEACHING SKILLS AND TECHNIQUES

University lecturers must develop a repertoire of skills essential to the art of teaching. As
skills cannot be taught directly, they need to be built with the help and support of
experienced colleagues. Lecturers also need to experiment with new approaches and

techniques and be critical about their performance in relation to their objectives and those

of students,

1.4.3.1.0.3 DEVELOPMENT OF ATTITUDES AND UNDERSTANDING ETHICAL

PRINCIPLES UNDERPINNING TEACHING

It is important for the content of INSET programmes to assist university lecturers with the
required attitudes and ethical principles which undergird teaching. The fact that most
academics have not received any formal training in teaching underscores the seriousness

of paying attention to attitudinal issues which are deemed relevant to INSET of university

lecturers.
2.5.4.2.1.4 LEARNING THROUGH DIALOGUE

Various forms of feedback from students can encourage reflection on the part of lecturers.
Beaty (1998:102) emphasises that the perspectives, attitudes, responses and feelings of
the students provide rich data for reflection and practice. The support of colleagues also
provides opportunities for reflection. INSET activities, therefore, need to empt'awer

lecturers with the skills and techniques which can assist them to interpret the feedback of
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preparing university lecturers to become competent researchers can be learnt before

employment, on-the-job, or in time-out arrangement like sabbaticals (Cahill, 1991:124).

it is evident, therefore, that INSET programmes must address the research needs of
university lecturers. This is important given the fact that the general conceptualisation of
academic work is that research is highly valued and rewarded and that the teaching-
service is often perceived as a distraction from research. Moreover, most university
lecturers hope to inspire their students to take research courses and even choose research

careers (Smith and Brown, 1995:14; see also, Moses, 1991:153- 163,1992:12).

2.54.4 SUMMATION

Cannon (1983:52) concludes that the teaching role of university lecturers consists of five
different elements. These are also competences required of university lecturers to be able
to do their teaching jobs effectively. The conditions or competences are rational,
instructional, organisational, disciplinary and evaluative. In anideal situation, an assiduous

lecturer would be effective in all these competences.

However, as Cannon (1983:52) correctly observes, the analysis of individual differences
among university lecturers suggests that diverse strengths and interests in the teaching
role are to be expected. Kozma et al. (1978:8) also acknowledge this diversity of university
lecturers and note further that the university studehts differ too. According to them, the
early approaches to research on teaching at universities did not acknowledge the fact that
the varying backgrounds of students and leéturers made each teaching situation unique

and complex. Obviously, then, learning and teaching cannot be the same for all students
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should rather examine the preparation of those who are currently teaching and researching

in universities.

Cabal (1993:103) brings another important perspective to the teaching role of university
lecturers. He claims that universities can fulfil the needs of society in general and business
in particular if they produce students with high levels of personality development. To this
end, he proposes that lecturers should be assisted through INSET to facilitate the spiritual,

intellectual and moral development of their students through the hidden curriculum. Caba§

(1993:104) concludes as follows:

“ The university, in short, has an educational mission that is not limited, but
goes beyond the simple transmission of the course listed in what is sometimes
referred to as the visible curriculum that is taught at prescribed times and in
prescribed schevdules. There is another curriculum that could be called a hidden
curriculum underlying the university’s educational commitment. It assumes the

undefinable and imprecise task of providing profound and full learning.”

Moses (1992:11-12) puts his weight behind the value of the hidden curriculum. He argues
that university lecturers need to be role-models for students and instil in them a
commitmefnt to scholarly values and continuing education and training through critical
reflection, self-evaluation and accountability. He also believes that university lecturers
hope to instil in their students a love for their discipline and for learning as well as a sense

of progress towards competence and maturity.

The teaching function of university lecturers is an intentional activity which seeks to bring
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element in educational change. As such, INSET is one of the primary strategies through

which lecturers can remain at the cutting edge of such educational change which
categorises the continual attempts by universities to offer high quality education to the
widest diversity of learners at a cost that society can afford. To this end, there is a need

for responsibility, commitment and dedication on the side of administrators.

Cornesky et al. (1992:51) note that without administrative support, constant improvement

will not occur because:

* The top administration is in the position to define the improvement of
quality, build a consensus around it, and allocate resources such that

everyone in the institution can see that quality improvement does pay.”

Loder (1990:82) supports this view. He points out that the questions which deal with quality

provide administrators with direction.

2.5.5.1 BENEFITS OF QUALITY ASSURANCE FOR UNIVERSITIES

Following Marchese (1991:3-8) we may outline the following benefits of quality assurance

for universities:

2.5.56.1.1 QUALITY ASSURANCE IS CUSTOMER DRNEN

The fundamental objective in assuring quality should be to identify explicitly the clientele
to be served, to know their needs systematically and to commit oneself to the successful

realisation of such needs. The concept of customers of universities differs from that of the
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information regarding how well they have learned. ‘ -

Classroom assessment is seen as a powerful basis for the development of INSET for
~university lecturers. Through observing the impact of their teaching on students’
responses, university lecturers are developing a repertoire of teaching techniques that

work for them in their field of specialisation.
2.5.5.1.6 QUALITY ASSURANCE EMPHASISES TEAMWORK

Some of the strongest teams in INSET activities are found'at the departmental level
because members of departments have a set of common values with regard to teaching,
research and community-service goals and priorities. With respect to this aspect, Cross
(1993:18) and Marchese’ (1991:5) mention that departments are also natural sites for
teamwork in terms of ensuring quality INSET programmes because they are the key

organisational units within every university.

2.5.51.7 QUALITY ASSURANCE REQUIRES A VISION

According to Marchese (1891:6), unlike the lofty platitudes of mission statements, quality
assurance gets everybody focussed on the right things to do. Facilitators of INSET must
thoroughly assess the teaching, research and community-service needs of university

lecturers and be certain that whatever programmes they design will result in the right things

being done.

2.5.5.1.8 QUALITY ASSURANCE IMPROVES UNIVERSITY OPERATIONS

In consonance with the principles espoused by Marchese (1991:3-8) Cornesky et al.
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contention and is adamant that apart from finance, questions of quality and accountability

by universities are inevitably going to be principal themes in the High Education debates.

In writing about quality in High Education, Marchese { 1991 .8 ) maintains that:

“Its advocates want more than a change in management practice; they want
an entirely new organisation, one whose culture is quality-driven, customer-

oriented, marked by teamwork, and avid about improvement.”

As Cross (1993:16) aptly states, the goal of quality assurance in High Education is to do
more WOrk with less resources. It can , therefore, be safely concluded that properly
organised INSET programmes of university lecturers are pivotal to ensuring that there is
quality in the teaching, research and community-service outputs of univefsities. Quality
INSET programmes should play an important role in establishing the academic stature of
universities. The real challenge of universities which INSET designers cannot ignore

basically boils down to offering high quality education.
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. There must be sufficient time to engage in the growth model.

. The model is not an appropriate tool for all the INSET participants.

Oliva (1989:499) also warns that INSET facilitators need to avoid sermonizing and -

conveying a loftier-than-thou superiority. He further makes the following poignant point:

“... the supervisor’s behaviour is not a monolithic, unchanging, machine-
like process with a single orientation that will be unfailingly successful in

all situations, but a flexible, changing, human process.”

Due to the need to alter the power structure in tertiary institutions so that lecturers can
have more control over their professional destinies, the model would facilitate the
institutional climate that would support lecturers’ efforts to learn more about functions
they are expected to perform. Considering the above exposition, one cannot but agree

that:
“ There can be no animadversion of the fact that the growth model of
INSET allows for positive direction.”
(Bagwandeen, 1991:136)

2.6.3 THE PEER- COACHING MODEL OR PEER-CONSULTANCY MODEL

The Peer-coaching model or the Peer-Consultancy model is also known as the Clinical

Supervision model (Smyth, 1984 (a):7). It is an alternative approach to the traditional
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observation conference for the next cycle of the Peer-consultancy process.
26.31.5 STAGE 5 :POST-CONFERENCE ANALYSIS

During this final stage in the model postulated by Goldhammer (1969) the consultant
mentally goes through the whole process of the peer-consultancy model one more time
in an attempt to determine how the process might be made more effective. The
consultant looks primarily at his or her behaviour during thve‘ process and how this
behaviour might be modified to help ensure greater independence in problem-solving
for the lecturer in the future. In short, from one’s own personal experience of organising
professional development programmes for both the school teachers and university
lecturers, the Peer-consultants or colleagues ask themselves the following question
during the Post-conference analysis stage: Given another chance, how differently could

we assist the teachers or lecturers to improve their teaching performance?

1.5.2.2 THE VALUE OF THE PEER-CONSULTANCY MODEL FOR

INSET OF UNIVERSITY LECTURERS

The value of the Peer-consultancy model for INSET of university lecturers is well
documented by Zuber-Skerritt (1992 (a):192). He underscores the fact that academics
are autonomous scientists and inquirers into their own practices. They are involved in -
solving their own problems with the help of subportive colleagues who are partners in
a critical reflection on certain experiences towards a construction of improved future

action. Smyth (1984(b):426) shares this conviction and argues that the principles,



190
practices and philosophy of the Peer-consultancy model are explored as a responsive

way in which lecturers might use collegial support:

“ ... to acquire greater personal control about their own teaching,

ascribing meaning to that teaching, and learning what is involved in

genuinely autonomous growth...”
The model is posited as a more robust conceptualisation of what it might mean for
lecturers to become actively involved in the reflective process of analysing and
theorizing about their own teaching, its social antecedents and possible consequences.
it seems that, through struggling to discover their own experiences, university lecturers
are empowered to Qnderstand, challenge and finally change their own teaching
practices. The model has the advantage that it provides a structure to the entire
process of the teaching performance analysis of university lecturers. Moreover, this
analysis is initiated and requested by the lecturers themselves, rather than being
imposed from above or outside. The model requires that if there is going to be change
thatleads to better teaching performance, then INSET participants themselves will have

to be the agents of that change.

In the opinion of Scudien and Colyn (1992:268) empowerment transforms a person who
is fatalistically despondent and reconstructs that person. According to Maeroff
(1988:89), part of the powerlessness of teachers to change their behaviour and attitude
is a function of their isolation. This implies that whén university lecturers are not

afforded the opportunity to interact with others, they become disempowered to deal with
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In the final analysis, the research-based development model allows university lecturers
to reflect on their practice, to experiment and share their knowledge and concerns in
a positive and enabling environment (Mohlman et al. ,1982:16-20). Above everything
else, the model helps with the development of a clear understanding of both content
and the process of change which is anticipated by INSET programmes (Walker,
1993:49; see also, Bagwandeen and Louw, 1993.76).

2.64.2 SOME CHALLENGES POSED BY THE RESEARCH-BASED

DEVELOPMENT MODEL OF INSET

Research-based development model poses certain challenges. The model requires
time because its long-term benefits are often not seen in the beginning. Furthermore,
developing group collaboration and team spirit, breaking old habits and traditions as

well as getting support from top management can be problematic (Zuber-Skerritt, 1992

(b):215).

Nevertheless, Pather (1995:113) believes that the problems can be overcome and that
the success of this model depends on the attitudes of INSET participants and the
training of key personnel in various techniques which can facilitate the professional
development of university lecturers. As for Bagwandeen and Louw (1993:77), the
degree of success for this model is determined by evaluating the attainment of the
objectives of INSET. They believe that in this model, research is valuable in that it
secures knowledge and that the research effort is e\}aiuated in terms of quality or

validity rather than in terms of immediate applicability.
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attempt to formulate exact goals or objectives in this initial phase of INSET.

Armstrong (1991:55) advises , however , that this stage does not merely entail the
speculative hypothesis but problems perceived by INSET participants. This phase

involves much deliberation between INSET developers and university lecturers.

2.6.5.1.2 PHASE 2 : PROBLEM SELECTION AND FAMILIARISATION
The next phase of the model described as Problem Selection and Familiarisation is

depicted in figure 2.7 :
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is @ need to enable staff in all types of institutions to be involved in research of some kind.

However, it needs to be pointed out that university lecturers in Australia value their freedom
to choose how and when to pursue their research interests. Consequently, they are likely
to resist policies that regulate or prescribe academic activities or workloads which limit
available time to engage in research (Little and Peter, 1990:71; see also, Adams,
1998:426). In addition, a perceived increase in the demands of administration is cited as
an interference with their research activities (Mcinnis, 1996: 9108). This is collaborated by
the results of the survey which was conducted by The Chronicle (1996:A15). The survey
reported that the greatest sources of stress among Australian university lecturers were time
prevssures and bureaucratic red tape. Studies cited in Little and Peter (1990:47) also show
that the main concerns in the academic life of lecturers were lack of financial resources and

time to keep abreast of the latest developments in their fields of specialisation.
3.2.5 QUALITY ASSURANCE IN AUSTRALIAN UNIVERSITIES

Kogan et al. (1994:24) report that the core functions of lecturers in Australian universities
are quality teaching and research. They further report that these core functions are
complemented by service to the society. The government has responsibility for ensuring

that universities provide high quality service.

However, the survey conducted by Sheehan and Welsh (1996:72-77) found that a high

proportion of lecturers in Australian universities feel that they have little knowledge or
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understandable that linking formative evaluation of university lecturers with their INSET
activities inevitably would lead to resistance, scepticism and outright rejection by university

lecturers in the developed countries.

In formulating policies for INSET of university lecturers, management structures that are
put in place as a result of external environmental factors continue tc be a critical area in
terms of implementing these policies. Quality assurance mechanisms within the
management structures are used as some of the main devices for changing the mind sets
of university lecturers with regard to the demands of governments to improve their
performance or competences in the fields of teaching, research and community
development. INSET of lecturers, therefore, plays a key role in the achievement of goals

and missions of governments and societies .

Lecturers are not necessarily forced to participate in INSET activities but some of these
activities are very critical to the advancement of their academic careers. In this sense, they

‘voluntarily’, without much choice, actively become involved in INSET activities.

3.6 CONCLUSION

In developed and developing countries, Higher Education is provided by universities,
colleges and technikons or polytechnics. It is noteworthy that there has always been a
need for especially universities in these countries to ruminate on the challenging changes

emanating from their external environments. This hés led these institutions to design
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improve their performance within the ever-dynamic tertiary education institutions are pivotal

in enabling their institutions to meet the pressing historical, social and economic needs of

their countries.

From the above exposition, it can also be safely stated that promotion requirements
underscore the importance of teaching and research. This is evident from the fact that
INSET programmes are planned, implemented, monitored and evaluated to ensure that

the needs of lecturers with regard to these expected functions of universities are

addressed.

However, the legacy of European colonialism appears to be one of the most serious
challenges which have engulfed universities in Africa. As previously stated, this provides
the context in which INSET activities for lecturers in most of the South African universities

are planned, organised, implemented and evaluated.

In the next chapter, an overview of INSET provision for South African university lecturers
is provided. This should help to further develop the theoretical and conceptual framework

of INSET for university lecturers in South Africa as well as to throw light on the nature of

INSET practice.
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4.2 BACKGROUND

The first South African universities developed out of high schools towards the end of the
19" century. They had many of the features of colleges and universities in other British
colonies. Their primary functions were teaching for first degrees in the Arts, Natural
Sciences and the professional training of teachers, lawyers, doctors and clergy

(Thompson, 1977:287-288).

There are 21 fully-fledged public universities in South Africa, two of which are mainly non-
residential institutions offering distance education. These universities offer a large number
of qualifications including degrees, diplomas and certificates. The minimum admission

requirement is currently a grade twelve certificate with university endorsement.

The university system in South Africa has been influenced by both apartheid and
underdevelopment. Decades of apartheid education have resulted in gross inequalities and
huge backlogs in the provision of education and training. Further, the previously racially
exclusivé education departments, provinces and homelands have provided a solid
foundation for an excessive fragmentation of the system of Higher Education (FRD,
1995:31; see also, Unterhalteret al., 1991:125; Black Review, 1974/5:185-186; McGregor

and McGregor, 1992:2). In this regard Khumalo {1999:1) notes that:

“ Apartheid architects created 17 departments of education which were run

and funded as if they were in 17 different countries, with racially separated
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schools, universities, technikons and colleges, different curricula and

textbooks, separate examinations and huge differentials in funding per

learner, ”

The fragmentation, inequality and inefficiency of Higher Education during the apartheid era
left a legacy of deficits in the INSET of university lecturers. Consequently, universities are

not able to meet the needs of the country’s changing situation quickly enough (Wisp'r

Archive, 1998:1; see also, Hartshorne, 1999:106).

According to Unterhalter ef al. (1991:125), the main objective of the apartheid education

was a systematic underdevelopment of intellectual skills. They conclude that:

“ ... what apartheid education has done - not as incident effect but as a

deliberate policy - is criminal.”

Tutu (1994:208) echoed the same sentiments when he lamented the ghastly legacy left by

the apartheid education. He noted that:

“ Bantu education has left us with a massive educational crisis; there is gross
maldistribution of wealth and inequitable sharing of the resources with which

South Africa is so richly endowed.”

In the same breath, Mungazi ( 1993 : 134 ) had earlier argued that of all the problems that
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other African universities were facing as a result of the colonial legacy, none was more

painful and inhibiting than the policy of apartheid in South Africa. He claimed that:
“The world has never witnessed anything quite like the effect of apartheid.”

Indeed, as Bunting (1994:9) notes, apartheid led to a situation of divided and unequal
control as far as educational institutions are concerned. As a direct result of the apartheid

system of education, universities for African students were established in the isolated and

poor homelands or Bantustans.

Another direct consequence of South Africa’s past is that there were universities in the
stable labelled Engliéh-medium, open or liberal universities. There were also universities
in the stable labelled Afrikaans-medium universities (Foundation for Research
Development (FRD), 1995 ; 32). Currently, there is also a categorisation of universities in
terms of whether they are historically privileged or underprivileged. All these categories
impact on the roles that lecturers are expected to perform as well as the cornpetences that
they need to acquire. Consequently, these categories also impact on the INSET
programmes for academic staff. For example, Brown (2000:165 ) notes that the death
throes of apartheid saw an increasingly repressive government imposing states of
emergency while simultaneously and reluctantly conceding access to tertiary education.
The structures of apartheid are currently being dismantled and all universities have opened
their doors to all ethnic groups. However, the quality of INSET programmes in the

Historically Black Universities still lags behind (Whisp'r 2000:1).
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element in the subsystem is given a unique and consistent role to play.”

The academic career and INSET of lecturers, therefore, should be understood within

this wider context.

The government also acknowledges the fact that the Higher Education system mirrors
the defects and disparities of the apartheid past, as well as the pressures and
uncertainties of the national transition to a democratic order (African National congress,

1995:127). Writing about the subjugation of the Higher Education system to apartheid,

Welsh (1994:4) concludes that:

“ ... the ‘new" South Africa has had a traumatic birth and it will bear the scars

of this painful past genesis for a long time.”

The legacy of apartheid poses certain challenges for universities. University lecturers
are pivotal in dealing with most of these challenges. Whether the lecturers have the
required knowledge, skills and competences to perform tasks intended to meet the

challenges is a crucial aspect of this study.

The South African universities are facing the challenges akin to all Higher Education
institutions around the world. They are expected to respond to the global and
technological changes. There has also been a rapid growth in student numbers,

especially during the first half of the 1990s {Hartshorne, 1999:106). Whilst the student
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experiences brought from diverse ethnic and cultural backgrounds and that these
experiences can impact positively on their practices beyond the university environment.
Historically, most of these universities never had these experiences and opportunities.
For example, Starfield (1996:155) found that many lecturers are under-prepared to
cope with a student body diverse in its race, gender and class composition. He also
found that the Black university students whom he surveyed frequently commented on
the mismatch between their expectation of success and tf:e lecturers’ assessment of
their performance. Hudson and Weir (1999:6) also report that apart from leadership
and management, teaching and learning strategies, research skills, curriculum
planning, teaching and learning technology, teaching for diversity were also identified
during the needs analysis conducted among lecturers in the Free State tertiary

institutions. The value of INSET programmes in this regard, therefore, is indisputabie.

It is against the background of the challenges mentioned above that the current
government’s goals for a new education and training system are worth quoting because
they have particular implications for INSET of university lecturers. The African National

Congress {1995:3) espouses the view that:
“ The right to education and training should be enshrined in a Bill of Rights;
all individuals should have access to lifelong education and training

irrespective of race, class, gender, creed or age.”

The NCHE which was established by residential prociamatien in 1995 to change all the
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facets of the Higher Education system emphasises the intellectual development of
individuals in keeping with the needs of the new South Arica (NCHE, 1996:1). The
development of human potential is perceived by government as a tool which can empower
every person to contribute to society. Therefore, changing the Higher Education system
in such a way that the legacies of apartheid are eliminated and that it signiﬁcént!y
contributes to the national reconstruction and development requires appropriate INSET
activities for university lecturers. In terms of the ANC’s framework for education and
training document, this will involve a major national commitment as well as:

“ ... a massive, sustained national effort requiring our best intellectuals,
professional experience and imagination, unflagging discipline, capacity for
negotiation, partnership and cooperation, and willingness to tearn both from
our mistakes and from the success of others, whether in our region or
internationally.”

{(African National Congress, 1995:5).

INSET programmes for university lecturers in South Africa can be modelled around what
is known in other countries. However, the nature of the political, economic, social and
educational systems in each country, as Hofmeyr (1991:39) rightly contends, vitally affects

the way in which these programmes are planned and provided.

According to the Education White Paper 3, universities have a limited capacity to meet the

demands of the new dispensation. The White Paper states that universities are, inter alia,
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INSET efforts at UWC aim at adapting the institution and its lecturers to their perceived
circumstances and responsibilities. The university encourages departments and faculties
to assume responsibility for the professional development of lecturers. The readiness of
- lecturers to respond to INSET initiatives has facilitated the task of transforming the
institution. Management regards INSET programmes as a vehicle for the process of
transformation. Emphasisis laid onresearch-based INSET which seeks to enable lecturers

to reflect on the teaching-learning encounter and use these experiences to inform their

practice.

INSET activities fo increase the effectiveness of lecturers at UNIN are still in early planning
stages. The main university campus has yet to establish organisational structures within
which INSET activitiés can be conducted. Whereas the UNIN is committed to providing
opportunities for development, it does not yet seem to have found a way of doing this while
ensuring quality education . The low staff morale exacerbates the situation at UNIN

(Nhlapo, 2000:12). The lack of commitment poses considerable challenges for any INSET

initiatives.

Many other South African universities are involved in various INSET activities which are
directed atlecturers. Such activities include seminars, workshops, action research, making
time available for lecturers by granting them study leave for the purpose of upgrading their
professional or academic qualifications, For example, the Australia-South "Africa
Institutional Links Staff Development Programme (LINKS) is a collaborative INSET project

whose aim is the professional development of lecturers working in tertiary education
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development activities for the benefit of lecturers.

The following are the specific objectives of the centre:

o To train lecturers so that they can participate effectively in rendering academic

support to students.

o To undertake research into the learning styles of students, the teaching process and

curriculum development.

The training of lecturers is through workshops at the beginning of each academic year and
lunch-hour seminars organised once a month during the year. Some workshop and
seminar topics include:

o Teaching and learning in Higher Education.

. Continuous information on SAQA, NQF and OBE.

. Basic learning skills.

. Selection of teaching methods.

. Learning styles.

. Assessment and learning.

. Stress management strategies.

. Team building and development of interpersonal relationship skills.
. Academic leadership.

o Problem-solving.

. Research techniques.

. Postgraduate supervision.

. Staff selection.
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. Presentations at conferences.
4.6 CONCLUSION

In consonance with the principles of systems theory enunciated in Chapter Two, the
historical, social, economic, cultural and technological forces of change considerably
impact on the roles of university lecturers in South Africa. Q\fving to the fact that changes
affect the competences which lecturers require to optimally fulfil their teaching, research
and community-service roles, serious demands are made on the provision of relevant
INSET programmes. Given the historical background of the South African education

system, the provision of relevant INSET programmes becomes a formidable challenge.

It is clear from the review of literature that since 1948, the system of Higher Education in
South Africa has expanded prodigiously and that in the 1860s the role of lecturers became
afocal point. Yet, currently, the INSET of lecturers seems to remain a peripheral discipline.
Few formative evaluative investigations regarding INSET of university lecturers are
available. This affects the development of the theoretical framework of INSET in general
and the scope of this study in particular. Further, it also affects the practice of INSET for
lecturers — a critical facet of the South African Higher Education system (Schaffer,
1991:145-146). Thus, this research is deemed to be signiﬁcant in addressing this most

critical aspect of university role-function.

It is obvious that the Higher Education system in South Africa has been shaped by
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apartheid and underdevelopment (McGregor and McGregor, 1992:18-19; see also, Harker,
1994:19; Kotecha, 1999:8; Morphet and Millar, 1981:30-31; Bunting, 1994:6). The
inequalities of wealth and power are reflected in similar inequalities in all aspects of
education, including INSET of university lecturers. It is against this background that INSET
is generally believed to be having the potential of opening up the channels for mobility,

overcoming the legacy of inequalities and producing an effective system of Higher

Education.
Welsh and Savage (1977:143) conclude that:

... universities are remarkably resilient institutions. They have survived in
societies whbse histories have been marked by war, revolution, and lengthy
periods of oppression. Indeed, it is difficult to cite a single instance of a
university which has, so to speak, been extinguished by vicissitudes of one
kind or another. They endure; and the spirit of free inquiry has a remarkable

capacity to reassert itself even in the most constrained situations.”

This is true of the South African universities as well. Although colonialism and apartheid
have bedevilled universities since the opening decades of the 20" century, the challenges

are now being squarely faced and addressed.

The success of initiatives to deal with problems impacting on Higher Education and INSET

is evident in the number of books and other publications, conference papers, the calibre
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of INSET programmes and the apparent efforts by the post-apartheid governmentto make
continuing education and training accessible to all individuals. Further, teaching, research
and community-service are generally regarded as the key aspects of the academic
profession despite the fact that it is not possible, as observed by FRD (1995:36), to draw -

conclusions about their mutual fertilisation from correlation studies of individual lecturers,

It is worth noting that university lecturers in South Africa havg; generally been found to be
keen to continually upgrade their knowledge and skills so that there could be an
improvement in their teaching, research and community-service performance. In addition,
INSET of lecturers is presently among the major initiatives launched by the government to

redress the past developmental inequalities found within the Higher Education sector.

Kotecha (1999:8) states that in the series of workshops and seminars held by the South
African Universities Vice-Chancellors’ Association (SAUCA) since mid-1998, the voice of
the historically disadvantaged universities has been fully heard. In the final analysis, it
appears thatthe appropriate assessment of the teaching, research and community-service
needs of lecturers as well as relevant INSET programmes can go a long way in

reconstructing and developing South Africa.

This chapter has paid special attention to INSET literature which concerns the theory and
practice of INSET for lecturers in South African universities. In the chapter that follows, the
report of an empirical investigation regarding INSET of lecturers in selected South African

universities is presented.
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Seven clusters of univefsity campuses were identified according to the nine provinces
of the Republic of South Africa. It should be noted there are no universities in the
Mpumalanga and Northern Cape provinces. University campuses in each province were
listed in a strict alphabetic order. A systematic sampling procedure was used to select
university campuses which were included in the study. The first two universities |,
according to the alphabetic order, were selected for investigation from five provinces.

These provinces are the Free State, Eastern Cape, Western Cape, Kwazulu-Natal and

Northern Province.

In the other two provinces in which universities are operative, namely, Gauteng and
North West, a slightly different approach was used. The following reasons necessitated
the use of a different procedure:

o whereas the average number of university campuses in all provinces, excluding
Gauteng and North West is five, Gauteng alone has ten campuses. In order to
increase the representativeness of the campuses and consequent
generalizability of the results in the Gauteng Province, every third university in
the Gauteng Province list was selected. Therefore, three university campuses
were purposefully selected from the Gauteng Province forinclusion in this study.

. There are only two university campuses in the North West Province. Both these
two campuses were also purposefully included in the study. This procedure

enhances the generalizability of results in this province too.

In total, 15 public university campuses were selected for this research. Private

university campuses were excluded.
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deemed suitable for analysis and were sent to the research consultants for processing.
The data collected was coded, processed by computer and analysed using the software

package for data analysis called the Statistical Analysis System ({ SAS ).

5.3.2 THE INTERVIEWS

53.21 INTRODUCTION

Interviews are generally used to complement questionnaires. Bagwandeen (1991:81)
contends that the interview is an oral questionnaire and that the interviewee provides
the required information verbally in a face-to-face relationship rather than writing the
response. According to Behr (1980:67), interviews should be used in the initial stages
of the project in an attempt {o get clarity on the problems involved, or as the major

source of information to augment other findings.

Isaac and Michael (1893:138; see also, Ural and Sekete,1997:48) mention that

interviews have the following advantages:

o They permit greater depth.
. They permit probing in order to obtain more complete data.
. They make it possible to determine and maintain sound relations with the

respondents or atleast determine when the relations have not been established. -

. They supply devices for ensuring the effectiveness of the interaction between

the interviewees and the interviewers.









343
Among others, the interview schedule comprised the following three broad questions

covering the INSET needs of lecturers:

. How would you like to be assisted with your teaching functions?
. How would you like to be assisted with your research functions?
. How would you like to be assisted with your community-service functions?

The gquestions in the interview schedule follow the phenomenongraphic research

approach put forth by Marton (1981:180). He states that the phenomenongraphic

studies aim at;

“ ... the finding and systematizing of forms of thoughts in terms of which

people interpret significant aspects of reality.”

In a similar vein, this study focussed on university lecturers’ perceptions of their INSET

needs with regard to teaching, research and community-service.

5.3.2.2.2 INTERVIEWS CONDUCTED AT CURTIN UNIVERSITY OF

TECHNOLOGY IN WESTERN AUSTRALIA

During my study visitin Western Australia, structured, unstructured and semi-structured
interviews used were with various people responsible for academic activities. The

nature of the interviews mainly depended on particular circumstances.

Unstructured interviews were held with lecturers holding teaching positions in different

disciplines and at various levels . This was mainly done during tea breaks and lunch
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5.3.3 PARTICIPANT OBSERVATION

In participant observation studies, researchers actively participate in situations or
settings they are observing (Huysamen, 1994:169; see also, Fraenkel and Wallen,
1980:369). The present study is also informed by the researcher’s participation in
various INSET activities intended to improve the teaching, research and community-

service roles of academics.

The researcher organised and attended INSET activities for lecturers in his capacity as
head of academic division at UNIQWA. Further, he also attended several INSET
sessions in South Africa, USA and Western Australia. The background of organising
and actively par’ticipéting in INSET workshops and seminars for school teachers,
executive management personnel of schools, non-governmental organisations and the
officials of the Department of Education at local, regional and national levels stood the
researcher in good stead to use this method to attain the objectives of this research in
South Africa and Western Australia. The flexibility of this method enabled the

researcher to follow-up a host of clues that were noticed during the observations.

5.3.4 CONCLUSION

In this investigation, a variety of methods were used to gather data. Review of
documents, questionnaires, structured and unstructured interviews as well as
participant observation helped the researcher to have a better understanding of INSET

of university lecturers. The use of the multi-method approach also provided information
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that enabled the researcher to make sense of INSET from the perspective of the

participants, namely, university lecturers.

The following are some of the other benefits of the multi-method approach in this study: |

. The quantitative and the qualitative data were obtained. Regarding the
qualitative data obtained from interviews, documentation and participant
observation, the questionnaire was constructed and validated based on the
quantitative measures. The results of the questionnaire were further
complemented by selective interviews to allow in-depth analysis of INSET needs
of university lecturers.

. By administering questionnaires and interviews to lecturers working at different
institutions and geographical settings, time and space triangulation was

achieved {(Ural and Sekete, 1977:38).
o The fact that the researcher was able to probe and clarify the perceptions and

experiences of lecturers greatly increased the validity of the study.

Inthe final analysis, the researcher aimed at obtaining a comprehensive view of INSET.
To this end, literature is almost conclusive that the multi-method approach is vital when
the researcher wants a holistic view on a particular subject {Kerlinger, 1983:138-139;

see also, Cohen and Manion, 1995:260).
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TABLE 6.4 MODE OF STUDYING

MODE FREQUENCY PERCENTAGE CUMULATIVE CUMULATIVE
FREQLIENCY PERCENTAGE
Full-time 8 9,52 8 9,52
Part-time 71 84, 52 79 94, 05
Distance 5 5, 95 84 100
Education
Frequency missing = 148

The investigation aimed at exploring the perspectives of university lecturers irrespective of
their academic status. This approach is justified by the fact that INSET is necessary for all
lecturers at all levels of the educational ladder. Consequently, no attempt was made to

report most findings according to rank or status.

6.2.2 RESPONSES ACCORDING TO GENDER

More male respondents than females participated in the survey. 164 (70, 69%) were men
whereas only 68 (29, 31%) were female. Figure 6.1 represents data on the gender of

respondents.
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These findings correspond closely with those of Botha (1996 228). There is no doubt
that most lecturers are willing to change their professional practices if they could obtain
appropriate assistance. Tables 6.9 and 6. 10 below indicate the commitment of lecturers
to improving their qualifications and their participation in independent professional

reading respectively.

TABLE 6.9 THE RESPONDENTS’ COMMITMENT TO THE
ADVANCEMENT OF THEIR EDUCATION

RATING FREQUENCY PERCENTAGE
Low 1 0, 43
' Moderate 66 28, 69
High 163 70, 89
Freguency Missing= 2
TABLE 6.10 THE LECTURERS’ PARTICIPATION IN INDEPENDENT
PROFESSIONAL READING
irRATING FREQUENCY PERCENTAGE
Low §] 2,62
Moderate 112 48,9
High 111 48,47
Frequency Missing = 3

This section was aimed at determining the INSET needs of lecturers in terms of units of
knowledge, content, skills, attitudes, behaviour patterns and so forth. In line with the
objectives of the study, the teaching, research and community-service needs of the

lecturers were analysed.
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oriented towards empowering lecturers with strategies of invoiving students in
the planning of programmes. Henry and Katz (1988: 163; see also, Fourie and
van der Westhuizen and Holtzhausen,1999: 33; Scriven,1993:10) state that it
may not even cross the minds of lecturers that students might be included.
They further point out that students themselves have shown a certain lassitude
and that their enthusiasm needs to be rekindled. Therefore, INSET
programmes should be directed towards empowering lecturers with strategies
and techniques of involving students in the planning of programmes. Once
more, theories of adult learning are important in this respect. Having a good
grasp of andragogical principles such as self-directed learning and recognition
of prior knowledge and experiences of aduit-learners would go a long way

towards improving student achievement.

6.4.2.4 TREATING STUDENTS IN TERMS OF THEIR UNIQUENESS

Table 6.13 reflects the ratings which lecturers have awarded themselves in respect of

treating students in terms of their uniqueness:

TABLE 6. 13 RATING SCALE OF TREATING STUDENTS IN TERMS OF THEIR

UNIQUENESS

1 2 3 4

5

Competences of f{reating students as unique | 1,77% | 1, 77% | 35, 84% | 26, 11%
individuals

34, 51%

Frequency missing=6
KEY 1 Indicates the lowest rating

5 Indicates the highest rating
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Mofokeng et al. (1998:10) also found that the overwhelming evidence submitted to the
commission inquiring about the high failure rate of university students implicated
lecturers as carrying the major responsibility in one of the departments. Consequently,
the commission recommended, infer alia, that it should be mandatory for the implicated
academic staff to attend the workshops on teaching methodology. Ganbo (1996:144)
also found that in considering this issue with regard o African universities, the
International Association of Pedagogy at university level mentioned the influence of the

lack of teaching skills of academics.

Considering the professional qualifications of lecturers in South Africa, there is no doubt
that INSET units need to identify and collaborate with sources which will provide them
with a clearer picture of the lecturers’ needs. These sources might include lecturers
themselves and the inventory of skills required by lecturers to improve student
achievement. In these endeavours, INSET units, however, should be cautious of the
fact that learning can happen or fail to happen independently of lecturers. As Silcock
(1993: 18) states, internal variables such as interest, purpose, attitude and attention to
assigned tasks should be taken into consideration when INSET strategies to improve
students’ pass rates are developed. The bottom-line consideration by INSET organisers
should be the fact that a failing student costs the parents, guardians, sponsors and the

government dearly.

6.4.2.5 TEACHING AND LEARNING TECHNIQUES

The respondents were requested to indicate the statements appearing on the

questionnaire which best describes the level of guidance they need in their teaching

tasks using the following scale:
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and learning techniques is the use of multiple (integrated) teaching/training methods and
techniques. It emerges from the analysis of the responses that the majority of lecturers

need to be assisted in the use of multiple teaching or training methods and techniques.
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a dissertation or thesis.

TABLE 6.18 THE LEVELS OF THE RESPONDENTS= NEED FOR GUIDANCE
CONCERNING THE WRITING OF A DISSERTATION OR THESIS

LEVEL OF NEED FOR GUIDANCE | PERCENTAGE
High Need - 131,00
Some Need 11,79
No Need 57, 21

The majority of lecturers did not feel any need for being guided on writing a dissertation
or thesis. However, about a third of them felt a high need for support in this regard.
Upon closer examination of the results, it was found that about 75% of those who
expressed a need for guidance in connection with writing a thesis and writing for
research publications were lecturers with a Master's degree. This is understandable
given the fact that most university policies demand a submission of a research article for
publication as a prerequisite for admission to a doctoral degree. Radloff (1999:1-2) also
confirms this view when she emphatically argues that at doctoral level, the research
process is not complete until the research is published and available for scrutiny and
comment by a wider audience. She further stresses that publishing one=s work is
especially important if one is considering an academic career or is already working in an
academic setting where publications are critical for professional recognition and career
advancement. In this regard, the importance of lNSET(on writing skills can, therefore,

not be over-emphasised.

6.4.3.5 SUMMARY OF THE RESEARCH NEEDS EMERGING FROM

THE OPEN-ENDED QUESTIONS AND INTERVIEWS

The responses by lecturers and Heads of Departments or Schools are reported
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It is obvious that a clear INSET framework for heads of departments and other senior
academics regarding how they should enhance the capacity of lecturers to perform their
academic tasks more effectively and efficiently id required. The framework could include
INSET aspects such as time allocation for course attendance and research, reducing
workloads for lecturers to enable them to meet the requirements of the accreditation
systems, the provision of the resources and support for INSET and the creation of
environment in which lecturers can share ideas within and across disciplines. Of utmost
importance is for universities to find ways of retaining senior academics for mentorship
reasons. Ade Ajayi; ef al. (1996:152) point out that African universities continue to be
robbed of senior academics who would otherwise assist in providing leadership and
appropriate guidance to younger lecturers. The bottom-line consideration should be the
fact that even when both senior and junior academics are widely different in terms of
experience, academic discipline and professional background, they all share the
commonality of being adult-learners who are struggling to understand and succeed in

the academic terrain (Pierce, 1998:17).

University management personnel have to periodically reassess how lecturers use time
allo;ated for INSET activities. For example, an evaluation of sabbatica! leave could give
a clue to authorities as to whether they actually benefit the universities. This study has
revealed that most universities can hardly afford to regard sabbatical leave as an
individual lecturer=s prerogative or right. As Platter (1995:26) points out, such leave
must be the result of a joint decision based on the strategic requirements of the

university and paid time away from assigned work must be an investment for the benefit

of lecturers and the university.
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Literature suggests that the most effective INSET activities are those that take place
within the institutions themselves. Since most lecturers have expressed willingness
and commitment to promote the advancement of education, it would make sense
that appropriate INSET infrastructure be developed in each institution of higher
learning. This would entail paying special attention to matters such as funding, the
establishment of INSET units or centres, staffing, release-time for professional
development and opportunities for attendance at conferences, seminars and
workshops. To this end, universities should encourage their faculties and
departments or schools to be actively involved in the creation of an environment

which is conducive to implementation of INSET for university lecturers.

Finally, it is clear from the literature research and the empirical investigation that
regular evaluation of INSET programmes enhances the quality of these
programmes. Evaluation has the potential value to all the stakeholders, especially
university authorities who have to justify the cost and consultants as well as lecturers
who hope to benefit from it. Obviously, evaluation in all its ramifications shouid

accommodate the inputs of lecturers at all times.

7.4 FUTURE RESEARCH

The gaps identified in the fiterature studies and the empirical investigation highlight
areas which merit further research. Further research in these areas has the
potential of expanding the current theoretical knowledge of INSET for university

lecturers.
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APPENDIX 4

GLOSSARY OF TERMS USED IN THE QUESTIONNAIRE

Release time
Job-related

Consulgant
INSET

Lecturer

Award-bearing course:

Management team

Community-service :

The time during which a lecturer is deemed to be on duty and on full
pay.

Relevant to but not necessarily involved with your role function.

Person with expertise in a specified body of knbwledge outside of

your institution generally.

In-service Education and Training-activities that include courses and
programmes for continuing education and professional development
of lecturers.

Tutors / junior lecturers / senior lecturers / associate professors /
professors / teaching heads of departments or schools / teaching vice

or deputy deans and deans.

A course or programme of studies which results in a formal

certificated qualification. e.g. certificate, diploma or degree.

those personnel involved in administration. E.g. head of department
or school, executive director, registrar, head of staff development
unit, rector.

Programmes linked to higher education which involve participants in
activities designed to deliver social benefit to a particular com S
and which teach the participants to work jointly towar. ® the
achievement of the common goal. Participation in community-service
usually involves a degree of personal sacrifice in terms of time,

remuneration and convenience.



QUESTIONNA!RE FOR CURTIN UN!VERSIW OF TECHNOLOGY ACADEM!CS

The context in which Profess:ona! Development Programmes (PDPS) ina deve op ing coumry

{South Africa) has been outlined for you in this seminar. The aim of the presentation was to:

= Qutline the‘current provision and delivery systems of PDP for academics in South
Africa.

. Provide information on the management or supervision of Professional Development

| courses and related activities in South African universities. '

Given'the background conceming:the provision of PDPs in the developing country as well as

tapping from your expertise and _e}kperience as an academic in the developed éountry, what

would you regard as the prionty ne‘eds of South African academics if they were to perform their

tasks more effectively énd efficiently in the following categ:caries? V

Teaching tasks

D R N L N T T O T T T LT
...............................................................................................................................................
................................................................................................................................................

...............................................................................................................................................
................................................................................................................................................
...............................................................................................................................................

................................................................

Please note that this questionnaire is completely ancnymous and that all responses will be

treated with utmost confidentiality. Thank you for your time and co-operation.

Sinceziy yours :
f

LE Mofokeng
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INTERVIEW SCHEDULE FOR UNIVERSITY LECTURERS IN SOUTH AFRICA |

I am investigating the In-Service education and Traizﬁng {INSET) of university lecturers in
South Africa. This reséarch forms part of study for Ph.D degree at the university of Pretoria.
I would like to have your honest views about INSET and commit myself to treating the
information Which you will provide with utmost confidentiality. Could you please respond to

*

the following questions:

[—y

. How is INSET provided in your university, that is, is it formal or informal or both?

[N

. How would you like to be assisted with your teaching functions?

L

. How would you like to be assisted with your research functions?

I

. How would you like to be assisted with your community-service functions?

LA

. In general, what would you like the university management to do in order to facilitate
your professional development? |
6. Analysing the current design, planning, implementation and evaluation of INSET activities

in your university, which things would you like to be done differently in future?

7. Would you like to comment on anything regarding your own professional development?
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From: MrL E Letsie <letsie@uniqwa.ac.za>

To: murray@muresk.curtin.edu.au <murray@muresk.curtin.edu.au> -
Date: 29 June 2000 10:55

Subject: STUDY VISIT

Telephone : (058 ) 3038314 P.O. Box 5102

Fax :(058) 7130156 THERONVILLE

BETHLEHEM k

FREE STATE PROVINCE

9702

SOUTH AFRICA

18 June 2000

Prof. Murray Mc Gregor

Director Muresk Institute of Agriculture

Professor of Agribusiness

Northam 6401

Western Australia

Fax ( 08 ) 86501500

Mobile

Dear sir,

REQUEST FOR SUPPORT DURING STUDY VISIT IN AUSTRALIA

I'am a lecturer at the University of the North { Qwa-Qwa Campus ) employed in the‘Schoot
of Educational Management and Leadership. Our university is situated in the North Eastern
part of the Free State province, South Africa. Our Campus Principal, Professor O.0.
Dipeolu provided me with your particutars and assured me that you could assist me.

| would like to visit Australia at any time which will be convenient for you in July 2006 for a
period of a week. Currently there is an increasing awareness for improved In-service

Education and Training ( INSET ) of university lecturers in South Africa. The rapid and
continuing change which is taking place as a consequence of innovations from outside our

02/01/24
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university system and the demands imposed by national interests as well as those
emanating from educational research and development have particular challenges for -
academic staff. As a result of these changes, university lecturers are faced with the
challenge of renewing, expanding and consolidating their professional knowledge and skills.

As part of my studies for Ph D degree with the University of Preteria, | am investigating
INSET needs of South African university lecturers, Australia is one of the developed
countries which have been selected for inclusion in this study as it is hoped that the
programmes that are offered there can significantly enhance the quality of my research.
When in Australia, | would like to

-« study the current provision and delivery systems of professional development
for academics

» have an idea of the professional needs of academics with regard to teaching,
research and community-outreach activities. :

« investigate the management or supervision of professional development
courses or related activities.

The above information will enable me to make appropriate recommendations for the future
design and planning of professional development courses and related activities for both
academics and personnel charged with the management or supervisory responsibility these
activities. ‘

| have never had an opportunity to visit Australia before. Consequently, | do not have any
contacts except you and a few others that our principal has mentioned to me. Being fully
thoughtful of your tight schedule, | appeal to you to assist me with the following
arrangements :

« organizing and coordinating a one week programme which can assist me to
attain the above objectives,

s arranging transport and accommodation facilities for me during my stay in
Australia.

If it is possible, | would also like, within this one week, spend a day or two at Griffith
University. If it fits your schedule, | would liaise with professor George E. Kearney of the
School of Human sciences to make the necessary arrangements. .

I have been granted a research grant of about R 20 000, 00 { Twenty thousand rand ) by
our University Research Grant Senate Committee ).

I hope to hear from you very soon so that | can make the necessary traveling
arrangements.

| thank you for your time and support

Sincerely yours

Lenka Mofokeng ( Mr )
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From: Jennifer Weir <j.weir@info.curtin.edu.au>

To: Letsie@uniqwa.ac.za <Letsie@uniqwa.ac.za>
Date: Monday, July 24, 2000 10:13 AM

Subject: Visit to Australia

Dear Mr Mofokeng

Dr Will Christensen is very supportive of your visit and asked me to
respond to your fax.

| have had a meeting with my colleague A/Prof Alex Radloff to discuss how
we could assist you. We feel that your time frame does not really allow a
visit to Queensland. Itis a full days trip away from Perth. The second

issue is that air travel between Australian cities is very expensive given
how huge our country is. We note that you have R15,000 to support your
trin. R15,000 is about $3,700 Australian dollars. Once Rand is converted to
dollars things become quite expensive. | am not surc if you know Prof
Bojuwoye from your institution. He undertook a similar trip last year and

can give you an idea of what is involved in travelling to Queensland, as

well as general costs in Australia.

We suggest a program in Western Australia along the following lines:

(3 days)

Curtin (Centre for Educational Advancement ) - Meetings with Alex Radloff,
Barbara de la Harpe , Tina Kulski , Beb Fox , & Des Thornton to provide
general information about their various areas in professsional development.
In addition you would have access to relevant Uni policy relating to
Professional development. You could also attend any professional
development workshops that are on offer during the time you are here.

Curtin (Office of Teaching and Learning ) - Meetings with Library and
Information Staff, Anne Butorac (especially regarding accreditation issues)
and Jennifer Weir co-ordinator of the Africa Teaching and Research Group

Curtin (Vice-Chancellory) - Barbara Groombridge (Leadership program) and
Colleen Liston, (Director, Quality Office)

Learning Effectiveness Alliance Program project co-ordinators eg. Rob
Baker, lan Lee, and Linda Portsmouth

Office of Research & Development

1 day
Outside visits (University of Western Australia, Murdoch & Edith Cowan
University) Visits to their respective staff development units.

1 day

7/24/00
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From: MrLE Letsie <letsie@uniqwa.ac.za>
To: Will Christensen <W.Christensen@curtin.edu.au>
Date: 15 August 2000 12:13

Subject: Re: Visiting fellowhip, Centre for Educational Advancement, Curtin University of
Technology

Dear prof. Christensen,

Thénk ycu for all the plans that you have already put in place for my visit.
[ am confirming the following:

1. | will depart from South Africa on the 18 August ( Saturday ) at

18h15 and arrive in Perth on 20 August { Sunday ) at 10h10.

2. lwill depart from Perth for South africa on 03 September (Sunday)

3. Please book me at Windsor Lodge where | will do my own cooking.

| apologise for the delay in confirming the dates and times. Since | have
already purchased the air ticket, | am now looking forward to meeting you.

Once more, thank you so much for your incredible support.
Lenka Mofokeng

————— Original Message-----

From: Will Christensen <W. Christensen@curtin.edu.au>

To: Letsie@uniqwa.ac.za <Letsie@uniqwa.ac.za>

Cc: Bev Priest <rpriestb@cc.curtin.edu.au>

Date: Thursday, August 10, 2000 5:24 AM

Subject: Visiting fellowhip, Centre for Educational Advancement, Curtin
University of Technology

>Dear Mr Mofokeng, | am pleased to invite you to Curtin for a two week
period ;

>in connection with your planned project. The Centre for Educational
>Advancement will be delighted to have you associated with us as an visiting
>fellow. We will provide you with an office, telephone, computer facilities
>and library access during this period, and will assist with your travel to
>and from the campus. | will ask my secretary to write to you directly with
>estimated accommodation costs at a place readily accessibie to the campus.
>

>My staff are looking forward to your visit and have put together a
>provisional itinerary to help ensure that you derive maximum benefit from
>the short time you will spend with us.

>

>All best wishes
ped

>Will Christensen

02/01/24
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development have particular challenges for academic staff. As a result of these changes, university

lecturers are faced with the challenge of renewing, expanding and consolidating their professional
knowledge and skills.

»

As part of my studies for a Ph D degree with the University of Pretoria, I am investigating INSET

needs of South African university lecturers. Australia is one of the developed countries which have

been selected for inclusion in this study as it is hoped that the programmes that are offered there can

significantly enhénce the quality of my research. When in Australia, I would like to

. study the current provisiori: and delivery systems of formal, non-formal and informal
professional development for academics

. have an idea of the professional needs of academics with regard to teachiglg, research and
community-outreach activities.

. investigate the management or supervision of professional development courses or related

activities.

. know how quality of professional development programmes is assured.

The above information will enable me to make appropriate recommendations for the future design
and planning of professional development courses and related activities for both academics and the

personnel charged with the responsibility of managing or supervising these activities.

I have never had an opportunity to visit Australia before. Consequently, I do not have any contacts
except you and a few others that our principal has mentioned to me. Being fully thoughtful of your

tight schedule, T appeal to you to assist me with the following arrangements :

. organizing and coordinating a two- week programme which can assist me to attain the above
objectives,
e arranging transport and accommodation facilities for me during my stay in Australia.

If it is possible, I would also like, within these two weeks to spend a day or two at Griffith
Univ;:rsity. If it fits your schedule, I would liaise with professor George E. Kearney of the School

of Human sciences to make the necessary arrangements.
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