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1
Introduction

The Dublin Institute of Technology (DIT) would like to express its appreciation to both the European University Association (EUA) and the National Qualifications Authority of Ireland (NQAI) for facilitating the review of the Institute’s quality assurance procedures.  In particular the Institute would like to extend its thanks to the team of international experts whose approach to the quality review was professional and constructive.  It was also comprehensive, thorough and insightful, while at the same time sensitive in their engagements with the different groupings across the Institute with whom they met.   

The Institute is pleased to accept the endorsement of its quality assurance procedures by such an eminent team of reviewers. 

The Institute found the review process and the self-evaluation that it entailed to be valuable at this stage in its development and in meeting the Institute’s statutory obligations under the Qualifications (Education & Training) Act, 1999.  

2
Background and context

2.1
The EUA Reviewers’ report in relation to the quality review of the Institute conducted in 2005 was received by the Institute on 6 February 2006.  The review was commissioned by the Institute in association with the NQAI, which has statutory obligations under section 39 of the Qualifications (Education & Training) Act, 1999 regarding the evaluation of the effectiveness of quality assurance procedures at the Institute.  The review was intended to ensure that the Institute and its stakeholders benefit from an evaluation by a team of international experts and that the Institute’s quality assurance procedures can be benchmarked against best practice internationally.  The review was undertaken in advance of the seven years timeframe required by legislation.

2.2
The quality review of the Institute took place around the same period as similar reviews being conducted in the Irish universities. 

2.3
The quality review of the Institute followed the EUA institutional review methodology guidelines which were customised to meet the specific NQAI and Institute legislative requirements.  As part of the EUA’s approach to such reviews two senior staff members of the Institute attended a seminar organised by the EUA in Brussels in early October 2004, in order to discuss the proposed objectives and methodology for the review and to plan the process.  The seminar provided a very helpful basis for the Institute’s self-evaluation and related processes which were carried out by an internal steering committee representative of the wider Institute community, staff and students. 

2.4
During the period between October 2004 and February 2005, the steering committee undertook the self-evaluation which incorporated internal and external consultation processes that contributed to the formulation of a self-evaluation report.  This was a very important and beneficial phase in the review in which there was extensive consultation and engagement with the Institute’s internal and external stakeholders.  This engagement took the form of meetings with each Faculty, on-line surveys of staff and students and meetings with focus groups on a range of topics relevant to the review.  

2.5
Both the self-evaluation and the wide-ranging consultation processes that it entailed have brought considerable added-value to the Institute over and above the more specific purpose of the review.  This in itself was extremely beneficial.  The Institute acknowledges the EUA Reviewers’ comment that the Institute’s self-evaluation process was a good model.  In addition to the Reviewers’ recommendations and the actions arising therefrom, the Institute has formulated a plan of other complementary actions arising from its self-evaluation; these will be referred to later in this response.  The combination of these actions will largely constitute the Institute’s path of progress in the further development of quality assurance in the immediate years ahead.
2.6
The self-evaluation which consisted of both a description and analysis was carried out with the objective of assessing the extent to which the Institute’s mission and goals are being met.  Specifically, the self-evaluation was intended to address four strategic questions:


    (
What is the Institute trying to do?

This question directed the steering committee to focus on the Institute’s mission and goals, its scope and profile, its positioning, academic priorities, and constraints and opportunities.


    (
How is the Institute trying to do it?

This question directed the steering committee to focus on the Institute’s activities – academic, academic-related, finance and management – in order to analyse its strengths and weaknesses in this regard. 


    (
How does the Institute know it works?

This question brought the steering committee to critically evaluate the Institute’s quality monitoring/management processes and procedures.


    (
How does the Institute change in order to improve?

Finally, this question guided the steering committee to review and evaluate strategic planning and management in the Institute and assess its capacity for change

2.7
The various consultation processes informed the drafting of the self-evaluation report.  At different stages the draft report was circulated widely within the Institute and was posted on the Institute’s staff intranet.  Comments were invited from across the Institute community and, where appropriate, these were included in the report.  The self-evaluation report together with a book of appendices and other Institute publications and reports were submitted to the EUA Reviewers in advance of the preliminary visit in March 2005.   

2.8
The EUA Reviewers first visit took place from 9 – 11 March 2005.  During this visit the review team met with the Institute’s President, senior management, the self-evaluation steering committee and with some of the Institute’s external stakeholders.  The Reviewers also met with the Chief Executive of the NQAI.  The Reviewers undertook site visits to a number of the faculties.  There were meetings with senior academic and administrative staff and students from the faculties of Business, Engineering, Science, and Tourism & Food.  The purpose of the preliminary visit was to enable the EUA Reviewers to gain a practical understanding of the Institute and its operations, including procedures for quality assurance, and the environment in which it functions and to tease out and clarify aspects of the self-evaluation report provided to it.   

2.9
At the end of the first visit and in accord with EUA review guidelines, the Reviewers requested additional documentation.  The date for the second and main visit of the team was scheduled for October 2005, and the additional documentation was submitted to the review team in advance of that date.

2.10
The purpose of the main visit of the EUA Reviewers was to reach an objective judgement of the strategic management of quality in the Institute.  The visit took place from 24–26 October 2005, during which the review team met with the President, senior management, the quality assurance committee, researchers, faculty administrators, learning and teaching staff, student union officers, library staff, student services staff, trade union representatives and the Partnership Committee.  There were site visits to the two faculties not visited during the preliminary visit; that is Applied Arts and Built Environment, where the team met senior staff and a representative group of students.  Finally, the Reviewers met staff of two schools that had undergone school reviews and they visited Grangegorman area of north inner city Dublin to view the proposed new campus location. 

2.11
The main visit concluded with an oral presentation of the findings of the EUA Reviewers by the team chair to the President and then to a large group of Institute staff.
2.12
The EUA Reviewers’ draft report was communicated to the Institute’s President by the EUA secretariat on 19 January 2006, with a view to correcting factual errors and the final report was sent officially to the Institute’s President (and the NQAI) on 6 February 2006.
3
General impressions

3.1
The Institute is pleased to note the review team’s impression of a dynamic, rapidly changing and successful Institute as it moves forward with a shared common identity, while building on strong academic and historic roots.  The full implementation of a centralised approach to timetable and teaching space allocation are viewed by the Institute as vital elements of its future operations.  Similarly, the modularisation project is another key element of a modern institution particularly in terms of the flexibility it affords students.  

3.2
The Institute would like to place on record its appreciation to all colleagues and students in the phasing-in of this and other projects in this period of change.  The Institute looks forward to its transfer to the Grangegorman campus where the potential of these various initiatives as well as a research-informed teaching and learning strategy based on quality enhancement principles can be more fully realised.  

3.3
The Institute is in the process of reviewing and updating the 2001 strategic plan with a view to formulating realistic and achievable action plans for the next three-year period and the responsibilities for these actions across the Institute.  This review will be conducted in the context of planning for Grangegorman and goals will be prioritised.  A key aspect will be the focus on quality enhancement in all of the Institute’s activities.  It would also be appropriate at this point for the Institute to address its positioning, especially in the context of changing demographics and competition from other Irish HE institutions.  Cognisance will be taken of the findings arising from the Institute’s self-evaluation as part of the EUA review and having regard to action plans arising from that process.
3.4
The Institute is also pleased to note the EUA Reviewers’ complimentary remarks regarding the vibrancy of student life within the Institute and places great importance on providing students with a happy, challenging and fruitful learning experience during their time with us.
3.5
The review team also drew attention to the enthusiastic staff, both academic and administrative, in the Institute and expressed support for the Institute’s commitment to providing staff development opportunities for all staff.  In this period of globalisation it emphasised the efforts to increase research capacity and initiatives to allow academic colleagues to develop their full potential in this area, but also to support colleagues in developing their key teaching skills.  

3.6
The Institute places considerable emphasis on and acknowledges the important contribution of staff and students to its various committees at different levels.  This participation is vital in terms of policy formulation and implementation and has had a positive impact on the healthy spirit of collegiality which is evident within the Institute.  The Deans/Directors together with a wide range of other colleagues have all played their parts in facilitating these networks and reforms.  

3.7
Similarly the Institute would wish to place on record its sincere thanks to various community linkages and the input of an extensive list of external stakeholders who have made a major contribution to the Institute’s ongoing development.  The continued support of all stakeholders is necessary to maintain the vibrancy of the Institute, particularly in the context of the planned transfer to the new campus at Grangegorman and the consolidation and expansion this will involve.  

4
Quality assurance and quality culture
4.1
The Institute acknowledges the encouraging comments of the EUA Reviewers in relation to the Institute’s quality assurance and quality enhancement procedures.  These procedures have evolved over several decades and were endorsed by a Higher Education Authority (HEA) review team in 1996 and more recently by an external consultant.  The Institute is recognised nationally as being a leader among Irish higher education institutions in developing and implementing quality assurance procedures.  The Institute’s Academic Council, with the assistance of its Academic Quality Assurance Committee, has overseen the development of procedures with a stronger focus on quality enhancement which is in keeping with European and international best practice.  

4.2
The Institute’s quality assurance and quality enhancement procedures accord with the general principles for good practice in quality assurance/quality improvement (Irish Higher Education Quality Network, 2005) and with the Standards and Guidelines for Quality Assurance in the European Higher Education Area (European Association for Quality Assurance in Higher Education, 2005).  Arising from the EUA reviewers’ recommendations and from the action plans arising from the Institute’s self-evaluation process a number of revisions to the Institute’s quality enhancement procedures are under way.  The Institute will discuss these with the Chief Executive of the NQAI in order to obtain the Authority’s approval for these changes.  
4.3
As mentioned above, the wide-ranging consultation processes that were undertaken by the Institute as part of the self-evaluation have brought considerable added-value in relation to the further development of quality enhancement and related processes over and above the more specific purpose of the review which in itself was extremely beneficial.
4.4
As acknowledged by the EUA Reviewers, participation by the student body and staff is viewed by the Institute as an essential component for the quality enhancement arrangements.  Two of the Institute’s senior staff are members of the Irish Higher Education Quality Network (IHEQN) and the difficulties identified by the review team in terms of achieving consistently effective student participation in programme/course committees and student feedback mechanisms are not unique to the Institute.  

4.5
The EUA Reviewers’ observations in relation to the annual monitoring forms contained in the Institute’s quality enhancement handbook and the various procedures in place regarding their use are noted.  While some of these procedures are subject to and based on national agreements, the Institute intends to initiate a review of the current procedures and processes that will involve consultation with stakeholders.  The matters raised by the review team in relation to student participation in programme committees are addressed in the recommendations section of this response.
4.6
The Institute is encouraged by the EUA Reviewers’ comments in relation to the developing systems of school, faculty and research reviews.  The Institute is pleased to report that a number of schools and faculties have recently signalled their intention to engage in these more strategic processes and others are expected to become involved in the period ahead.  Before the end of this academic year the Institute’s Academic Council is expected to approve a rolling plan and schedule for school and faculty taught programme and research reviews.  In agreeing with the Reviewers, the Institute views these faculty and school processes as extremely important in terms of their strategic value and the enhancement they bring to our quality procedures.  

4.7
The modularisation of programmes has brought new challenges as identified by the EUA Reviewers and these are under active consideration by the Institute.  Among these are opportunities for interdisciplinarity in terms of module offerings both within and outside the discipline while at the same time ensuring there are appropriate quality assurance arrangements in place in respect of these.  The Institute is also addressing the question of ‘service teaching’.
4.8
The Institute agrees with the reviewers that there is a need to supplement the existing quality processes with the introduction of arrangements that go beyond the simply mechanistic approach.  Whilst the type of dialogue referred to by the reviewers already takes place at several levels within the Institute, there is a need to place these on a more formal footing, especially in terms of addressing issues raised in the processes and by whom.  
4.9
The Institute accepts that the fullest involvement by its students in quality enhancement processes is vital and it is committed to facilitating this.  As mentioned above there are national agreements in place and indeed industrial relations matters involved in terms of student feedback and individual teachers.  The Institute will seek to address these in consultation with the various stakeholders (see also recommendations section of this response). 
4.10
The Performance Management Development System (PMDS), now being introduced, should help to alleviate staff concerns in relation to the Q6 form.  The planned introduction of electronic processes for submitting and analysing the forms through SPSS or other software should also help in this regard as well as achieving a higher rate of reply.
5
Research

5.1
During this past ten years the Institute has committed significant resources to the further development of research and related activities and the considerable progress that has been achieved in this regard is acknowledged by the EUA Reviewers.  The level of research and enterprise activity in the Institute has increased by around ten-fold during this period.  
5.2
The Institute welcomes the reference to the continued focus on high quality teaching.  This needs to be viewed in the context of the Institute’s mission to provide ‘courses for careers’ and ‘skills training’: that is, an emphasis on technology training and professional education.    

5.3
The heads of research both at faculty and central levels have contributed to the development of a research culture within the Institute.  In addition, the external reviews of research and scholarly activity have been valuable in developmental terms.  The implementation of the Institute’s research and scholarship strategy is also expected to make an important contribution in terms of further developing these activities over the next decade.      

5.4
The current bureaucratic stipulations alluded to by the EUA Reviewers in terms of teaching loads are largely outside the Institute’s control.  The Institute has sought to address matters with the Department of Education & Science and intends to engage in renewed discussions in this regard.

5.5
Some Irish HE institutions have demonstrated flexibility in terms of targeted recruitment of high profile researchers, and the Institute will consider how it might adopt such an approach.  The Institute will also have to consider a more flexible approach to progressing talented assistant lecturers to lecturer level by adopting a broader interpretation of progression criteria.    
6
Human resource management
6.1
The stipulations referred to above also place serious restrictions on the Institute’s autonomy in its staff recruitment and replacement policies.  

6.2
The Institute’s management places considerable importance in working on a partnership basis with colleagues and sees considerable benefits for all concerned when the PMDS is fully implemented. 

6.3
As mentioned above, the Institute has in recent years and will continue in the future to invest in staff training and development opportunities which it views as key elements of quality improvement.  It is also an important component of the Institute’s strategy in terms of improving and modernising teaching skills, and building up the numbers of Institute staff with higher degrees and with that an increase in research capacity.  The Institute will also continue to encourage and facilitate the development opportunities for non-academic staff.   

6.4
An important finding from the Institute’s self-evaluation was the support for changing the practice of permanent appointments at management levels.  This has also been identified by the EUA Reviewers as a matter for the Institute to address in order to bring it in line with best international practice.  The Institute will consider introducing a system of rotation of structured posts, while having regard to the rights and conditions of existing post-holders.  Another action point arising from the self-evaluation is the need to address the hierarchical structures in the Institute.  

6.5
The review of administrative staff functions and related matters will be addressed under the section of this report dealing with administration as well as under several headings in the recommendations sections of this response. 
7
Student involvement and services

7.1
The Institute wishes to acknowledge the key role played by students in a wide range of Institute activities.  It is clear from the comments of the EUA Reviewers that the Institute’s student body appreciates the consultative and collaborative approach adopted by the Institute in its engagements with students.  This is valuable in terms of policy formulation and implementation.  Matters in relation to student participation in programme committees are addressed in the recommendations section of this response.    
7.2
As already mentioned above in the section of this response dealing with quality assurance and quality culture the Institute intends to take steps to ensure greater transparency in the student feedback process.  The Institute is also committed to taking steps to ensure that there are more formal mechanisms in place to ensure that programme committees and students are provided with feedback in relation to the annual programme monitoring process.   
7.3
The Institute has now adopted a Student Charter and has appointed a Student Ombudsman.  These two important elements will provide the necessary structures and coordination to ensure that student concerns and grievances are satisfactorily addressed.
7.4
Although there is no substantive reference in the EUA Reviewers’ report to the needs of students (and staff) with disabilities, the Institute has an ongoing commitment to addressing these needs.  
8
Administrative structures

8.1
The Institute acknowledges that the administrative structure underpins and serves the academic mission of the Institute.  Just as the academic structure must be regularly reviewed and adapted to achieve the Institute’s mission in the most effective way possible so also must the administrative structure be regularly reviewed and adapted to ensure the decision-making and administrative processes are transparent, uncomplicated and effective.  

8.2
The Institute has established a sub-group of its Directorate, chaired by the Director of Human Resources, to review the administrative structure and to design a structure that would be appropriate for a single campus.  This review will have regard to the needs at central, faculty, school, departmental, programme and research centre levels.  The needs in a modularised programme structure will also have to be taken into account in this regard. 
8.3
Since its establishment in 1993 a key and continuing Institute campaign has been the development of a one-DIT ethos, culture and structure.  The quality assurance procedures and their implementation with cross-Institute involvement have been a vital strand of this campaign.  The planning for the single campus at Grangegorman has become another powerful force in the same campaign in more recent years.  Major advances have been achieved, although the distributed nature of the current campus, with faculties and schools located across the city, requires some distribution of the administrative support as well.

8.4
As recommended by the EUA Reviewers, there is scope for improving information and communication channels and the financial structures of the Institute also need closer attention.  The former recommendation was also a finding from the Institute’s self-evaluation process and will be addressed by the Director of Human Resources in conjunction with other relevant staff.  

8.5
While the Department of Education & Science can occasionally restrict the Institute’s commitment to taking entrepreneurial initiatives, the Institute itself needs to find ways of facilitating such initiatives and not inadvertently restricting them.

9
Internationalisation

9.1
The Institute has had a gradually increasing international orientation – international student exchanges and recruitment, staff mobility, research collaborations, international external examiners, and the establishment of an International Student Office.  Having regard to government policy, the Institute is committed to increasing this aspect of its work.  In the context of staff mobility, consideration will be given to permitting career breaks of less than a full year duration (for example one semester) and to greater accessibility to sabbaticals.
9.2
As alluded to by the EUA Reviewers, the Institute anticipates that modularisation and the full implementation of the Bologna process and the associated Diploma Supplement are likely to contribute to increased student mobility.  The Institute expects to build further on its links with European and North American partner institutions as well as those from further afield.    

9.3
The Institute places great value in adding an international dimension to its quality enhancement procedures through the appointment of international experts to external examiner appointments and members of validation and review panels.  It intends to continue with this approach.
10
Recommendations

As outlined at the beginning of this response the wide-ranging consultation process as an element of the self-evaluation undertaken by the steering committee brought considerable added-value over and above the more specific purpose of the EUA review and has led to the formulation of action plans in respect of these.  ‘Managers’ and ‘persons responsible’ for these action plans have been identified and timelines specified for them to be addressed.  In some instances there is a level of commonality with the EUA recommendations and staff within the Institute look forward to healthy and constructive debate of the issues in its further development.   

The Institute’s responses to the specific recommendations of the EUA Reviewers are set out hereunder.

In terms of quality assurance and enhancement:

    (
Use the standard Q5 Q6 Q7 forms in a more proactive way, in order to encourage full participation by both students and staff.


It is acknowledged that the use and utility of the annual programme reporting processes need improvement.  Industrial relations issues have prevented the Q6 (student questionnaire) from being made available to the programme committee or head of school.  Because it is submitted to and resides with the lecturer, this form is deprived of most of its value for quality assurance purposes, and indeed the confidence students have in it.  The Institute is committed to seeking a resolution of the IR issues.  This will be undertaken in collaboration between the Institute and the teaching staff representative body in order to build trust and confidence in the feedback processes (see also response to succeeding recommendation). 

Improving the Q6 process should also help to improve the value of the Q7 (lecturer’s review of student feedback and the individual lecturer’s feedback).  Electronic implementation of Q7s and their constructive use in PMDS will be a major enhancement.

Also in this context electronic implementation of the Q5 (annual monitoring) will enhance the speed of obtaining these annual reports at school and faculty levels.  There is need to continuously improve the analysis, response and feedback on these Q5s initially at school level and then at faculty level before the most pressing and intractable issues are brought to the Academic Quality Assurance Committee level and Directorate level for resources needed. 


Appropriate amendments will be made to the forms in order to create greater transparency and streamline the processes.  There is also a need for the formulation of quality enhancement procedures that go beyond the simply mechanistic approach.  

The planned implementation of school (and faculty) reviews will enhance the value of these annual report forms, because all such forms in the school will be reviewed in totality and in relation and comparison with each other.

    (
In line with international good practice, course committees, school leadership and deans/directors should receive the results of student evaluations of individual and collective teaching performance.

As outlined above and in terms of the importance of feedback to quality enhancement, the Institute is committed to addressing the matters referred to by the EUA review team.  
The Institute accepts that in line with international best practice, programme committees, school leadership and deans/directors should receive the results of student evaluations of teaching performance.  As well as engaging in discussions with the Institute’s more direct stakeholders as referred to above, the Institute intends to take a lead in engaging with colleagues in other institutions and awarding bodies and more specifically with the IHEQN in order to move forward with an exploration of a more meaningful feedback system, having regard to the approaches taken by other institutions. 
Furthermore, these reviews will be a necessary component in terms of the implementation of the PMDS. 

    (
The choice of reviewers should not originate in the unit under review.

Maintaining an objective distance between external reviewers and the internal staff in the school concerned is a highly desirable goal.  The Institute fully accepts this recommendation and is considering how best to implement it.  One proposal under consideration is the formulation of two databases, one of external examiners (where often more specialised experience is required) and one of external reviewers for validations and reviews (where more generalised experience may sometimes be more appropriate).  
Consideration will have to be given to the protocols, activities and conduct of the different review events in this regard.  Some Schools feel there will be a need for consultation with them in the formulation of the databases and related matters.   
    (
Recognise and support the central role of faculties in quality assurance and enhancement processes.

The Institute fully endorses the centrality of the lecturer, the programme team, the department, the school and the faculty in the operational activities of quality assurance and enhancement and in this regard has sought to formulate and inculcate its procedures to achieve such a devolved framework.  In this context the Institute is committed to ensuring that appropriately trained administrative support staff and structures are in place at faculty level to ensure that respective responsibilities for quality enhancement are addressed and realised.  
The Institute has initiated posts of head of learning development and head of research and these have made an important contribution to the strategic objectives of a learner-centred environment and the development of research and scholarship (see also response to succeeding recommendation).  It views the central structures as primarily supporting the activities of the faculties and schools and, secondarily, monitoring those procedures and activities.
The overall responsibility in terms of quality enhancement should be discharged by the Faculty Board.

    (
Continue the pilot project involving the heads of learning development at each faculty, and build these into the core operations and budget of the Institute.

As referred to above, steps have been taken to strengthen the offices of Directors/Deans by the appointment of heads of learning development and heads of research in each faculty.  The Institute is now considering how the functions being addressed through these posts can be embedded in its structures and provided with administrative support.  The provision of and strengthening of administrative support in schools to facilitate the quality assurance procedures, the exploitation of the modular system, and the continued development of research is vital.  
The Institute has commenced a process of reviewing organisational structures with a view to determining the most appropriate structure for the single campus at Grangegorman.  Further reference to this review is made in the succeeding section of this response as well as in the section dealing with human resources.  Among other things the review will seek to clarify the role and function of various posts.  Currently, the creation of permanent posts requires Department of Education & Science approval.

As will be referred to below under the administrative section of this response, appropriate interim arrangements will be necessary pending the transfer to Grangegorman.

In addition to the foregoing quality assurance and enhancement recommendations of the EUA reviewers, the Institute has formulated the following actions arising from its self evaluation.  The Academic Council to ensure its procedures makes provision for:
    (
formal mechanisms for faculty boards and schools to provide feedback to both programme committees and students on the outcome and actions to be taken in respect of the annual monitoring (Q5, Q6, Q7) processes;
    (
representation on faculty boards to include the chairpersons of all programme committees so as to enhance the collegiate nature of these boards; and,
    (
procedures for the selection of student representation on committees and, with DITSU, ensure appropriate training is provided.

In terms of administration:

· Create one DIT-wide administration.  This is already well under way, but more is possible in order to help ensure greater coherence across the Institute and also to benefit from economies of scale. 

As mentioned above the Institute has established a sub-group of its Directorate, chaired by the Director of Human Resources, to review the administrative structure and design a structure that would be appropriate for a single campus. Economies of scale that may ensue from this process could bring added benefits.  However, other economies of scale, at the academic, school and faculty levels, will be possible within the modularised system through widespread sharing of modules, and sharing of physical resources.  It is highly desirable that the ultimate consolidation of the administrative support should parallel and not lead this academic consolidation. 
Appropriate interim arrangements and schemes for academic and administrative management of the faculties during the transition to Grangegorman are being explored.  The Institute acknowledges the vital role that the highly experienced faculty administrators have to play in these reform and reengineering processes at the current phase, in the transition to the new campus at Grangegorman and in the consolidated campus there.  
The recent introduction of a plan to evaluate paper and electronic records management held across the Institute, with a view to developing an integrated policy and plan of action, including extensive training of senior office staff from all parts of the Institute, to lead to a unitary Institute records management system, will also enhance cohesion.

· At the same time it will be necessary to maintain a close relationship between the faculty administration and the staff and students in that faculty.  This could be done by establishing a “one stop shop” approach at each faculty and in similar entities. 

The administrative review already referred to is inter alia currently considering the most effective way of delivering services to students.  The Directorate sub-group will factor in the above recommendation in their deliberations, having regard to the anticipated requirements in the context of a move to a single campus, and the need to provide a satisfactory service in the interim.  It is important to retain the principles of effective decision making and implementation and this can best be achieved by ensuring that this service is delivered through staff who have an affinity with the students and the academic staff they are supporting.

It is acknowledged that the provision of stronger administrative support at school and faculty levels would release academic staff from considerable administrative activities and facilitate still more enhancement of teaching and learning activities, including research and other scholarship.

Balance is required between this recommendation and the previous one.

· Ensure that the administrative capacity is provided in order to support the strategic obligations of Deans/Directors and heads of schools.

There is a need for the equitable approach referred to above in the response to the first recommendation in this section.  The provision of higher grade and more highly and specifically trained administrative staff in the faculty director’s office, as well as at school level, to raise the level of administration overall in these areas is also envisaged.  Additional administrative support is needed in some faculties to assist in student work placement relating to taught programmes and research, and in the work of outreach to second level schools on behalf of the faculty. 
· Use existing experience within faculty administrations in the ongoing reform process and in planning the move to Grangegorman.

It is planned to use the expertise of faculty administrators when planning for Grangegorman.  The Administrative Review, which was initiated in 1998, was revisited in 2004 and is currently being examined by the Directorate sub-group.  The project plan envisages the direct involvement of key administrative staff in the design and implementation of the revised administrative structure.  The Institute’s Grangegorman planning team meets regularly and a Directorate sub-group has been established to ensure alignment with the mission and strategy of the Institute.  There is also a need for each faculty to ensure that their Grangegorman sub-groups which include staff and students meet regularly and report back.  
· Provide greater opportunities for administrative staff development, including in the operations of the quality enhancements process, as part of the overall strengthening of the administrative capacity at DIT.

Faculty administrators are members of key academic committees, including the Academic Quality Assurance Committee.  A scheme for management development in relation to administrative staff similar to that for academic staff will be formulated to facilitate administrative staff advancement which in turn will maximise overall participation by staff in the quality enhancement processes.  It is acknowledged that a broad campaign to reinforce the administrative capacity of the Institute and raise the skill, status and career prospects of administrative staff is necessary and desirable.  
· Consider the creation of a new vice-president or director of administration at central level, to bring all these various functions and entities together.

The creation of such a post at the highest level would help bring together the various strands and ensure that support is delivered at the highest standard in a consistent and professional manner. A review of the organisation structure has been initiated by the President.  A timeframe for completion of the review and its implementation is to be agreed.  In the meantime, monthly meetings of faculty administrators take place with senior staff from HR, Finance, IS, Academic Affairs and Buildings Office.  The meetings are chaired by the Director of Academic Affairs.  Monthly or bi-monthly meetings of the Human Resources Committee, all chaired by the President, also contribute to this process. 
In addition to the foregoing recommendations of the EUA Reviewers under the heading of administration, the Institute has formulated the following actions arising from its self evaluation.  The President, Directors of Academic Affairs and Human Resources to form working group(s) with other stakeholders to: 

(
review staff training and development provision to evaluate access and uptake to ensure there is equity of access and opportunity across the Institute; 

(
develop a programme for staff addressing topics such as collegiality, partnership and best practice; and,
(
continue to conduct annual staff and student surveys in relation to their attitudes, experiences and concerns (regular online surveys and qualitative methods).  The data should be analysed and correlated with findings from other Institute sources (risk assessment and DITSU surveys, for example) with a view to developing a knowledge base to be used to enable evidence-based practice.
Other action plans relate to effective utilisation of resources via improved planning, with the establishment by the President of a Planning & Development Office to:

(
co-ordinate and manage strategic and annual planning, and Institute planning cycles, having regard to the external environment;
(
embed the planning cycle in the risk assessment register;
(
address statutory activities, including Operational Programme and annual returns/reports; and,
(
implement an agreed resource allocation model which, among other things, will facilitate the allocation of funds to remedy identified deficiencies for programme-specific facilities.
In terms of teaching and learning:

· Pursue the energetic review of teaching programmes already started, making full use of the possibilities now available through the introduction of modularisation.

This is well under way across the Institute.  More than 70% of the Institute’s programmes were modularised for September 2005.  The remainder of the programmes will be modularised this year (2005/06) and a document setting out the possibilities for increasing student choice is under consideration by faculty boards.  This modularised system presents great opportunities for new programmes, for efficiencies and for new alignments and co-operations.  There is a view, for example, that a module in business and entrepreneurship should be included in all programmes.

Many faculty and many cross-faculty ‘synergy’ groups are exploring these possibilities and some new programmes have already emerged and been validated.  It is likely that many more will follow in the coming years.  

· Exploit new possibilities for students to choose their elective modules across all faculties.  Modules should in principle have a different length and structure to traditional courses.

This is fully agreed and a number of relevant actions are already underway as mentioned above.  
· Further develop interdisciplinarity across DIT through the possibilities offered by modularisation and by recently increased links at faculty level between teaching and research.

Interdisciplinarity is being sought in the proposals being considered by faculty boards and the various ‘synergy’ groups are particularly focused on teaching and research collaborations across the disciplines and faculties and with external institutions and bodies.  It is essential that this approach is developed across the Institute in order to reap the benefits of modularisation across all schools.  
In planning for modularisation phase II, consideration will be given to the duration and structure of modules/semesters.  This consideration might inter alia take into account the feasibility of commencing the first semester somewhat earlier than at present and completing examinations before Christmas.  This would also facilitate the second semester commencing and completing earlier to facilitate student feedback, rechecks and appeals processes, for example.   
· Use the modular system to cater for those subjects where previously it was necessary to operate on a “service teaching” model. 

A particular benefit of modularisation is the removal of the perceived ‘second class’ status of ‘service teaching’.  A new policy on “service teaching” is being drafted, based on the modularised system and aimed at providing a more equitable recognition and status to modules shared by other schools to the schools that provide such modules.
In addition to the foregoing enhancement of learning and teaching recommendations of the EUA Reviewers, the Institute has formulated the following actions arising from its self evaluation.  This can be facilitated by forming stakeholder groups to: 

    (
continue to enhance the accommodation and facilities available to staff and students and, in the interim, address current inadequacies in some areas, for example, ICT facilities in classrooms;  

    (
in the context of implementing the recently launched Learning, Teaching & Assessment Strategy, the Learning & Teaching Centre and Learning Technology Team, in conjunction with schools and faculties, should provide support to schools, particularly in relation to learning technologies; and,

    (
develop and sustain procedures for academic staff that embed the values, ethos and culture of the Institute in relation to teaching and research, quality enhancement and other academic and student matters.  Procedures should be reviewed to ensure they address the needs of part-time staff in this respect.

In terms of student involvement and services:

· Ensure that student representatives are elected in all classes.  The Students’ Union has a duty to help with this and should be encouraged further in its good efforts in this direction.

The Institute acknowledges the importance of class representatives and is willing to assist and facilitate, in collaboration with the Students’ Union, the election of such representatives (see response to succeeding recommendation).  This will also require the support of academic staff, heads of school and programme coordinators to facilitate not only the election of student representatives but also their active participation in the work of programme committees.  Much has already been achieved at local level by Programme Chairs and the Students’ Union.  Arising from a finding in the Institute’s self evaluation process there is an action on the Institute that will seek to recognise the voluntary work, commitment and contribution that students involved in union and other activities make to the Institute [recognition of community learning might facilitate this];

· Examine, as a matter of urgency, the issue of ensuring effective student participation in programme committees.
The Institute accepts its responsibilities in working with the student body in order to achieve the important goal of ensuring student participating in the work of these important committees. 

This will be discussed as a matter of urgency with the Students’ Union and appropriate programmes of staff and student training and development will be formulated to enable academic and administrative staff to facilitate such student participation.  The scheduling of meetings of programme committees well in advance will be a helpful measure in achieving the intended objectives. 
· Explore options regarding student representation in school and department level bodies.
This has begun in some faculties and will be the subject of further discussions with the Students’ Union.  A proposal will be brought to the Academic Council in the coming year.
· Consolidate the single DIT register of all students, with on-line self-service facilities for use by all students.
Considerable effort and resources have gone into this project in recent years  to enable on-line registration at as many levels and in as many programmes as possible.  It will continue to be given high priority.  It is clearly understood that this will be particularly important in facilitating students in selecting suitable alternative modules to construct in the modularised system of programmes.
· Complete the on-line availability for students of all DIT programme documents.
This process is actively under way at faculty/school level for availability on the Intranet.  
· Introduce a single sign on to all services and to the DIT portal.
This is a current project being funded through the IS Steering Committee.
· Introduce DIT-wide student electronic and swipe access to facilities.
This is being piloted in some areas and will be a high priority in the new campus at Grangegorman to allow 24-hour access to certain facilities.  The cost of doing this widely in the current buildings would be very high and so it is being implemented now in selected areas where it is particularly pressing.  There is an Institute committee actively considering this matter and its membership has been broadened to include student and academic staff representation.
· Develop more structured policies and arrangements across DIT to facilitate student work placements, using the modular system to assist with this. 
Considerable attention is being given to this by programme committees with a view to enhancing the industry and profession orientation of our programmes.  Placement administrators are being appointed in some faculties to manage and monitor the scheme, and so release to some extent the academic staff members who have traditionally organised it.  As a means of informing their considerations there is a need for such committees to evaluate the educational and vocational value of such placements, as well as resourcing matters.   
It is recognised that in previous periods of economic downturn many work placement schemes failed, and so it is essential that in such circumstances, the programmes have alternative provisions to ensure the best quality possible.  In some areas the HEA in conjunction with leading industrial companies is partially funding an internship scheme which will help to mainstream and underpin the idea of such student work placement in the Irish context.
In terms of human resources:

· Use all possibilities to create and implement career plans for individual staff members.
The Institute has commenced the roll-out of PMDS, a key element of which will be the elaboration of personal career development plans for each staff member facilitated by the head of their section or school.  Through a continuation of current training and development policies and with the addition of PMDS the issues identified here and relevant subsequent recommendations are being or will be addressed. 
· Together with the Department of Education & Science, create more flexible possibilities for recruitment and a quicker and more proactive replacement policy
There have been some positive changes in this regard in recent years and it is expected that further progress will be made when the Institute moves under the ambit of the HEA next year.  The development of a Resource Planning Model (which is currently underway) will contribute to this.  The Institute has increasingly moved to the recruitment process in advance of known retirements or resignations to facilitate the smooth transition in the service.  The desirable flexibilities will have to be negotiated with the Department to enable the Institute to move away from the procedures laid down heretofore by the Department, while maintaining transparent and equitable recruitment policies and procedures.
· Continue support for staff completing PhD and other post-graduate programmes, and other forms of staff development.
The Institute is strongly committed to this (see also response to succeeding recommendation).

· Include obligatory pedagogical courses for all teaching staff in new positions, and encourage all existing staff to participate in training and development opportunities to support identified areas of need.
The Institute has recently adopted a policy of requiring new Assistant Lecturers and Lecturers to complete the Postgraduate Certificate in Third Level Learning and Teaching, unless the staff member holds an equivalent qualification.  If this requirement does not meet all individual needs then appropriate alternatives may be considered.  
An extensive staff training programme has been offered for over ten years.  As well as taught modules on a wide range of academic topics, many staff members have been facilitated in undertaking undergraduate programmes and/or postgraduate research leading to MPhil or PhD degrees within DIT or another university.  With the implementation of PMDS, the staff development programme will be further tailored to fulfil the training and development requirements arising from personal development plans in all areas.  
· Review current administrative staff functions, in order to ensure that competences and functions are as well matched as possible
As mentioned earlier, a major review of administrative functions is currently underway (see responses to recommendations, under in terms of administration) with a view to achieving efficiencies and consolidations.  It will be necessary to ensure that the administrative structure and functions are appropriate to the academic structure.
· In line with international best practice, consider seriously the need for the periodic re-opening of all management positions across the Institute to a competitive application process
Currently, all management positions are subject to open competition when first filled.  The Institute has favoured and indeed proposed the rotation of all senior management posts – President (activated), Directors, Heads of School and Heads of Department (none of these activated) at the time of the implementation of the faculty structures in 2001.  It intends to discuss an implementation plan with the Department of Education & Science and the relevant trade unions, through national negotiations for a new pay agreement, in the first instance.
· Ensure enhanced practical powers regarding financial issues in order to facilitate the realisation of institutional policies.
The Institute has devolved budgetary responsibility in recent years to each school and other units and has increased the transparency of budgets by initiating new local inclusive meetings, such as school and team forums, at which budgets can be discussed.

In addition to the foregoing human resources recommendations of the EUA Reviewers, the Institute has formulated the following actions arising from its self evaluation, in order to develop Institute structures that foster a culture of initiative and empowerment of colleagues.
Following on from the review of the mission, strategic plan and positioning referred to above, the President and Directorate will review present arrangements with a view to making recommendations in relation to:

(
reviewing the membership, functioning and representation on Academic Council, faculty boards and faculty executives to ensure greater staff representation and involvement in decision-making;

    (
reducing the levels of bureaucracy within the Institute.  

(
developing a “customer-focused” charter when dealing with staff and the general public; and, 
    (
establishing an inclusive staff social club.

In terms of research:

· Monitor carefully the drive towards research. This should be done in order not to cut off application-oriented education and likewise not to alienate academics if they do not have the possibilities to fit into a research-led environment within their faculty. DIT will continue to need high quality teaching and scholarly activity
The Research Policy adopted in 2005 foresees a marked increase in research activity over the period until 2010.  New “mainly research” posts are envisaged but not all staff will be compelled to become research active.

This will require a concerted quality enhancement drive in the development and support of experienced teams of supervisors, in the provision and improvement of physical facilities, in the incorporation of research outcomes and approaches in taught programmes and generally in the mainstreaming of research into the teaching mission of the schools and faculties across the Institute.  The Institute will also need to consider enhancing procedures to facilitate staff engaging in research, including bringing together experienced researchers and staff beginning to engage in research.  It will also require the promotion of networking opportunities to encourage multi-disciplinary research, more links with industry, more inter-institutional collaborations and an enhanced international outlook.
In addition to the foregoing research recommendations of the EUA Reviewers, the Institute has formulated the following actions to strengthen and sustain research arising from its self evaluation.  In this regard Directors will: 

(
support and encourage staff to publish papers in peer-reviewed journals;
(
collate and disseminate peer reviewed published papers and conference presentations by staff on an annual basis (through means of research cafes & journal clubs and the Institute’s online resource); and,
(
more widely disseminate information to academic staff in relation to research funding opportunities, funding bodies and their regulations.
In terms of internationalisation:

· Encourage students to be aware that international exchanges are a precondition in the globalised world.  A much more active internationalisation policy concerning outgoing students is therefore necessary
A draft strategy on internationalisation is under consideration by the Directorate.  As well as reviewing the current situation in the Institute and the external context in Ireland and internationally, this will elaborate a philosophy, a policy and a strategy for this key area.  The suggestions and recommendations in the report of the EUA Reviewers will be incorporated into the internationalisation strategy.
The Institute considers that globalisation and internationalisation objectives require a four-pronged response.  The imperative for the Institute and its students to have a deeply committed international perspective in this age of a globalised economy must be expounded and must inform and underlie all of the Institute’s programmes and activities.  Then, and in addition to actively encouraging and facilitating student exchange both from and into the Institute, there must also be a more proactive approach to facilitating staff exchange.  There is also a need to ensure that curriculum content and the adequacy of resources at the local level are in place to fully engage with these objectives.   
There will need to be consideration within the Institute as to whether Schools, as budget holders and discipline centres, be allowed greater autonomy to develop international partnerships and recruit international students.  
· Develop a DIT policy regarding the recognition of foreign awards, qualifications and credits, and use this to pursue DIT’s own internationalisation strategies.
The Institute is participating in the efforts being led by the NQAI to develop Ireland’s recognition of foreign awards and also participates in the national Bologna Committee chaired by the Department of Education & Science.  These efforts are helping to underpin the Institute’s efforts to develop its internationalisation strategy.  The commitment of the Institute to the European Credit Transfer System (ECTS) will also help in this regard.  However, work will also have to be undertaken to enhance the recognition of the Institute’s degrees and programmes on the world stage.   
The recognition of international awards must take account of the knowledge and expertise of individual schools in their own discipline areas.  For example, NARIC is not constructed to take account of the international standing of many European and North American institutions. 

