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Abstract 

This study explores organisationally driven international education partnerships between 

international pathway providers (IPPs) and Russell Group (RG) universities and, using a thematic 

analysis, identifies (1) what types of unintended consequences exist, (2) what causes them, (3) 

who they affect (4) and whether middle managers contribute to the shaping and/or reshaping 

of the original strategy and goals. Eleven Russell Group universities are included in this study.  

Our research created a comprehensive taxonomy of the unintended consequences of 

developing and implementing partnerships with IPPs; as a result, we found that most areas of 

the university are affected by the development of the IPPs and that a holistic university approach 

may therefore be necessary when developing and implementing such partnerships. This study 

also found two broad factors responsible for generating unintended consequences in 

partnerships between research-intensive universities (RIUs) and IPPs, both of which are linked 

to decision-making and communication processes. We investigated our research questions by 

focusing on middle managers tasked with developing and implementing the partnerships 

studied and, in so doing, increased the understanding of the impact of their actions. One of the 

primary findings of the study was the possible misinterpretation of the intended strategy, 

including by middle managers in charge of sense-giving, leading to unmet ‘expectations’ despite 

the realisation of the original strategy. Lastly, the findings contribute to enabling higher 

education institutions and, in particular, research-intensive universities to be better prepared 

and mindful of the possible consequences of developing and implementing IPPs. 

 

Interest Area/Key words: 

partnerships in higher education, middle manager, strategy as practice, international student 

recruitment, internationalisation, unintended consequences, Russell Group, international 

pathway providers  
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1  CHAPTER 1: INTRODUCTION 

‘People know what they do; frequently they know why they do what they do; but what they don’t 

know is what what they do does’. Foucault, Madness and Civilisation, 1965 

Over the past three decades, UK higher education (HE) has had to adapt to a more 

globalised and marketised system (Brooks et al., 2021; Lucas, 2019). This study focuses on 

research-intensive universities (RIUs). Although they are often considered as residing in a 

different category, one that is more resilient to change (Morphew et al., 2018), RIUs have also 

had to adapt to this environment in their recent past and are now behaving more aggressively, 

moving away from what could be seen as their traditional characteristics. Under increasing 

market pressure, most RIUs are now pursuing strategies aimed at global brand positioning, 

profile raising and revenue generation (Hazelkorn, 2015a). The latter is usually achieved by 

attracting large numbers of international students who pay premium fees.   

This more competitive behaviour may be seen as a deviation from the model of RIUs as 

commonly understood and described by the Russell Group, the organisation that represents the 

24 self-selected research-intensive universities of the UK. The Russell Group (RG) describes its 

members as universities that ‘maintain the very best research, an outstanding teaching and 

learning experience and unrivalled links with local and national business and the public sector’1.  

However, the existence of the RG itself is evidence that brand positioning is of very high 

importance to those higher education institutions (HEIs) and that, in a very competitive 

environment, they wish to differentiate themselves from the rest of UK HEIs (Furley et al., 2014; 

Kethuda, 2021). For this reason, the study is centred around RG universities, although we 

acknowledge that several RIUs are not members of the group. 

International cooperation in HE is not new. It responds to strategic demands to 

collaborate in research, internationalise the curriculum and provide students with relevant 

global opportunities to enrich their experience, and it is typically a central component of 

universities’ strategies (Bista, 2018; Caniglia et al., 2018). However, in an increasingly 

competitive environment and coinciding with the deregulation of student numbers, we have 

started to see, over the last ten to fifteen years in particular, RUIs beginning to adopt strategies 

that would have only been found in less selective universities in the past. One of those, which is 

the subject of this study, is developing partnerships with IPPs, which are aimed at rapidly 

 

1 https://russellgroup.ac.uk/about/our-universities/ - Accessed 10th May 2021 



 14 

growing HEIs’ overseas student population. IPPs offer a robust addition to universities’ own 

recruitment infrastructure, bringing in talented students from places that universities might not 

ordinarily be able to reach (Agosti and Bernat, 2018).  

An international pathway program is a pre-university course, usually of one-year in 

length, that prepares students for their entry into a full degree programme at a university. They 

help international students develop their English fluency while completing selected credit-

bearing academic classes. International students who enrol in such programmes usually do so 

because the overseas educational system they have come from would not allow them to 

progress directly into undergraduate programmes in countries such as the UK, USA, Canada, 

Australia or New Zealand (McCartney and Metcalfe, 2018a and 2018b; Zaba, 2020). They last 

about a year and generally offer ‘conditional acceptance’ to the university they are affiliated 

with, subject to the student meeting previously agreed upon entry requirements (Agosti and 

Bernat, 2018).  

Since the early 2000s, the global HE sector has seen the proliferation of study 

programmes that offer non-traditional student pathways to access university education (Agosti 

and Bernat, 2018; McCartney and Metcalfe, 2018a and 2018b). These programmes increase 

participation within a local context or attract more international fee-paying students. This study 

focuses on the latter. It is linked to the topic of marketisation of HE and the push to attract larger 

numbers of international students on university campuses. Partnerships with IPPs are now often 

seen as a must-have in UK universities and are considered a way to rapidly expand the 

international student population. For those reasons, they are sometimes described by those 

philosophically opposed to the idea of such mechanisms as ‘pathways to profit’ (Times Higher 

Education, 2014).  

Thousands of international students are enrolled in study centres operated by IPPs, with 

the majority established on university campuses to ensure a smooth transition (Agosti and 

Bernat, 2018). At the time of data collection, 11 out of the 24 RG universities were involved in 

such partnerships in the UK, with many having been set up in the last ten years. Since then, an 

additional three RG universities have joined their ranks. However, this rapid shift has not been 

without unintended consequences (Cunnington, 2019). Using this very specific context, we 

explore the role of ‘middle managers’ in developing and implementing partnerships with IPPs 

within the RG.  

Building on the work of Floyd and Wooldridge (2017), which recommended that future 

research on middle management strategy process should focus on more homogeneous samples 
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(both in terms of the type of middle manager and the type of industry studied) within more 

specific contexts, we focused on three types of middle managers within HEIs that identify as 

having commonalities (the RG) within a specific context (the development and implementation 

of partnerships with IPPs) in a specific country (the UK). This approach will help develop a more 

nuanced view of the nature of middle management work and, crucially, a more accurate 

understanding of how middle managers contribute to strategy-making. 

Therefore, this study contributes to the research on middle management strategy 

processes. By focusing on specific types of middle managers, we aim to ascertain how likely they 

are to influence strategic outcomes, going beyond a broad acknowledgement that has been 

found in previous studies and towards a more defined theory connecting specific managerial 

functions to particular forms of influence within a specific context. In addition, from an empirical 

perspective, we also identified a clear gap in the literature. This relates to the unintended 

consequences of partnerships between IPPs and RG universities within the UK as identified by 

the middle managers involved in their development and implementation. The typology of 

unintended consequences produced within this study will be of interest to practitioners taking 

part in those specific activities within universities (particularly the RG) in the UK. 

 It is important to note that this thesis has been conducted by a practitioner-researcher. 

Although the research was not carried out from within the researcher’s own organisation, it can 

still be considered as 'insider research' since it has been conducted within a specific sector (the 

Russell Group) to which the researcher has close professional ties. By nature, this provides a 

strong basis to the study, given that the researcher has prior experience and understanding of 

the ecosystem, established networks, a closeness to issues and trusted contact in place that are 

needed for openness in responses. The researcher was acutely aware throughout the study of 

the fact that her position could lead to the production of a biased report of limited use (van 

Heugten 2004) if mitigating actions were not put in place.   

While possible concerns need to be acknowledged and will be addressed in chapter 5, we agree 

with Dodd and Epstein (2012) that the advantages of practitioner research make it worth 

pursuing. In the case of this study, the findings that were gathered would not have been possible 

to obtain by an independent researcher that does not have existing connections within the 

universities studied. We believe that such an approach may present the only opportunity to 

study important initiatives such as IPPs, so that lessons from them, whether good or bad, are 

captured. 
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1.1 General aims and research agenda 

This study will focus on RIUs only, as defined by the RG. It will aim to improve the 

understanding of the impact of the actions carried out by the middle managers tasked with 

developing and implementing the partnerships studied. It will additionally focus on building an 

overview of current developments in IPP partnerships at RG universities.  

The substantive aims of the study are listed below:  

 - To identify the types of unintended (i.e., unanticipated, whether direct or indirect, desirable 

or undesirable) consequences and to assess their impact on stakeholders at the individual and 

organisational level. 

- To understand the causes of these unintended consequences, informed by a strategy-as-

practice approach, and to focus on actions taken by the middle managers charged with the 

delivery of IPP partnerships.  

- To understand the level of diversion (if any) between intended and realised organisational 

strategies related to the development of IPP partnerships. 

- To bring these three aims together to appreciate the impact of the middle manager on the 

strategic developments and outcomes of international education partnerships at RG 

universities. 

Documenting unanticipated consequences, both negative and positive ones, will allow 

us to create a taxonomy to improve understanding of the development and implementation of 

IPP partnerships in UK RIUs. We acknowledge the fundamental difficulty in unambiguously 

classifying unintended consequences but believe that attempting to do so will contribute to 

assisting implementers and stakeholders of IPP partnerships. In particular, we anticipate that 

this may lead to the development of a set of pointers allowing managers to identify and mitigate 

unwanted consequences as they arise and better understand how to systematically benefit from 

those unintended positive consequences.  

Our research aims to improve the understanding of the role played by middle managers 

in influencing strategic outcomes. It will also allow us to identify, anticipate, benefit from, 

mitigate and possibly avoid unintended consequences within a specific context (IPP partnerships 

in RIUs) from an empirical perspective to benefit HE practitioners. In the HE sector, the 

implementation of such partnerships is often considered art rather than a science.  Research 

supporting the ongoing identification of unintended consequences of IPP partnerships in RIUs 
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and the contexts in which they are most likely to materialise is required. This will lead us to 

greater understanding of the innate risks and benefits to developing such partnerships in an RIU 

setting. It will also enable us to consider ways to anticipate those risks more accurately and the 

mitigating actions that managers may put in place to increase the likelihood of success.  

Ascertaining the intended aims of each of the partnerships studied will be of the utmost 

importance. This will be done, as further described in chapter 5 using information collected 

during interviews and documentary analysis. Top-level managers’ intended strategies, as 

described by middle managers,  will be clearly mapped to assure that unintended consequences 

can be subsequently compared to the original objectives of the partnerships.  The study will 

identify a list of common factors leading to unintended consequences, along with the type of 

unintended consequences that exist and how they affect stakeholders at various levels. This 

approach will help determine whether unintended consequences are contributing factors to 

whether or not IPP partnerships at RIUs have a successful outcome and how middle managers 

can influence and prevent them.  Additionally, it is possible that a more insightful model could 

be developed. Determining and disseminating best practices in optimal operational strategy 

design and implementation will also be an important component of this study. This will enable 

RIUs to be better prepared and mindful of the possible consequences of developing and 

implementing IPP partnerships. 

 

1.2 Research questions 

Although the literature associated with unintended consequences of purposive social 

action and the literature related to IPPs is fairly extensive, the link between the two has not yet 

been explored. This allows us to investigate the relationship between the two concepts and 

explore new ideas. Research questions were generated as part of the critical evaluation of the 

theories used to build the theoretical framework and the literature related to the core concepts 

supporting this study. These are closely linked with the aims of the study outlined above.  

The central research question is ‘How do the roles and decisions of middle managers 

leading the development and implementation of IPP partnerships in UK RIUs impact the strategy 

development process?’ 

Research Question 1  

What are the types of unintended consequences of developing and implementing IPP 

partnerships in UK RIUs, as described by middle managers? 



 18 

Research Question 2 

What factors, as perceived by middle managers, produce unintended consequences when 

developing and implementing IPP partnerships in UK RIUs and whom do they impact?  

Research Question 3  

Do the unintended consequences of developing and implementing IPP partnerships in UK RIUs, 

as perceived by the middle managers, lead to organisational changes or adaptations?  

Research Question 4  

Can any level of deviation existing between the intended and realised strategies supporting the 

development and implementation of IPP partnerships in UK RIUs be attributed to the actions of 

middle managers?  

The research questions are related to the current literature; they emanate from the 

central research question and were used to develop the interview guide (see appendix 1) and 

collect the data. The research questions were also central to the development of the theoretical 

framework supporting this study, which will be discussed in more detail in Chapter 4. 

 

1.3 Contribution and originality 

This study’s originality lies in a number of key areas. First, it addresses a gap in the literature in 

being the first study to investigate IPPs from a management (as opposed to academic) 

perspective, most particularly using middle managers’ view to identify unintended 

consequences of IPPs within the Russell Group environment. The comprehensive taxonomy of 

unintended consequences will contribute to enabling practitioners to better tailor their future 

approach to IPP development and implementation. 

 

Second, the study creates a new theoretical framework that interweaves Merton’s theory of 

unintended consequences (1936) with elements of Strategy as Practice, in particular the 

concepts of intended and realised strategies and the roles of middle managers in the strategy 

process (Figure 3).  Underpinning the framework are several key concepts taken from the 

literature in the areas of organisational culture, internationalisation strategy and international 

partnerships in HEIs. This is a complex but flexible framework that could be used to study 

different topics within studies focusing on international higher education. With minimal 

adaptations, the framework lends itself to be used for topics that are not specifically related to 
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internationalisation or to the Russell Group, but aims to identify unintended consequences of a 

specific strategic initiative within a group of universities. 

 

Third, the study also contributes to deepening the field of middle managers related research by 

adapting  the model developed  by Floyd and Woodbridge (2017). Using Floyd and Woolridge’s 

(2017) type of middle management strategic role and incorporating Bulgerman’s (1983) middle 

manager’s model of strategic behaviours, we developed a way to portray each category of 

middle managers in a more precise way. 

 

1.4 Thesis overview 

Following this introductory chapter, we will now outline the thesis’ structure. It comprises 

eight chapters starting with the current chapter, which introduces the aims and research agenda 

of the study and overviews its structure. Chapter 2 explores the context of the investigation. 

Afterward, Chapter 3 overviews the following key concepts in the relevant literature for this 

study: the organisational culture of HEIs; globalisation and institutionalisation of 

internationalisation in HEIs; and international education partnerships in HEIs.  Next, Chapter 4 

presents the theoretical framework used in the study and the theories that informed its 

development. Chapter 5 then discusses the overall methodology. The findings of the 

investigation are presented in Chapter 6, followed by an interpretation of the results and a 

discussion of their implications in Chapter 7. Finally, Chapter 8 evaluates whether the study 

achieved its aims through the theoretical framework. The application of the findings to a 

broader context is examined, and possible directions for future research, alongside 

recommendations are proposed. 
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2 CHAPTER 2: CONTEXT – RECENT TRENDS IN HIGHER EDUCATION IN THE UK 

UK RIUs have been subject to significant changes over the past few years and have had to 

adapt to challenges and opportunities associated with the globalisation and marketisation of 

the HE sector (Torres, 2015). Adapting to this new environment has changed the character of 

the primary aims of a modern RIU. Such changes have encouraged the development of activities 

that are less research-oriented, aimed at generating revenue from non-research sources and 

generally could be considered as bringing the tools of teaching-oriented universities (less 

prestigious and sometimes described in the sector as ‘recruiting’ HEIs as opposed to ‘selective’ 

ones) into world class (a term that has been contested [Shattock, 2017; Hazelkorn, 2011 and 

2015a]) research-focused universities (Healey, 2015). 

Pursuing strategies that are more centred around market positioning and revenue 

generation, UK RIUs are now actively engaged in multiple and extensive trans-national 

education projects and partnerships. Although an increasing number of academic staff are now 

on a teaching-only contract, many are still highly research-oriented and focused on delivering 

excellence in research and innovation.  

Three related recent trends in HE provide important background context for this study: the 

marketisation of the HE sector; the importance of international brand recognition in global 

rankings for the purpose of reputation building and revenue generation; and the RG as a mission 

group representing UK RIUs. These factors, explored below, were chosen because they have 

contributed to creating an environment to which RIUs have to adapt by changing behaviours 

and strategies that may not have always been associated with world-class HEIs in the past. One 

of these new strategies is the development of international education partnerships, particularly 

those aimed at recruiting large numbers of international, fee-paying students. 

 

2.1 Marketisation of UK higher education 

In recent years, the UK Government has published a number of key policy papers leading 

to drastic changes in HE. These include the Green Paper ‘Fulfilling our potential: teaching 

excellence, social mobility and student choice’ (BIS, 2015), the White Paper ‘Success as a 

knowledge economy: teaching excellence, social mobility and student choice’ (BIS, 2016a) and 

the Higher Education and Research Bill (BIS, 2016b). All appear to propose a new student ideal 

that presupposes a transactional model of student engagement, forming part of a long-term 

shift towards neoliberal political economy that institutionalises market-oriented policies in HE 

(Brown et al., 2013; Pickford, 2016). Previous policies that have enabled these recent ones 
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include the Jarratt Report (1985), the Dearing Report (1997), the Future of Universities in a 

Knowledge Economy (BIS, 2009), the Browne Review (2010) and Students at the Heart of the 

System (BIS, 2011). 

Roger Brown et al. (2013, p. 2–3) stated that the following basic features define a 

marketized HE sector: (a) universities are autonomous entities from a legal perspective, they are 

free to set their own mission and priorities and staff are directly employed by the HEIs 

themselves; (b) new providers scan freely enter the market as entry barriers are minimal; (c) 

students have a genuine choice about what, where and how to study, leading to competition 

between the HEIs; (d) Tuition fees,  funded by students, forms the majority of HEIs’ revenues; 

(e) competition between HEIs exists on a number of levels including quality and  price; and (f) 

consumer information and support are primary indicators in quality assurance and less 

importance is given to quality enhancement. Similar features are also set out in Jongbloed’s 

(2003) eight conditions for a free market.  

As Brown and Carasso noted (p. 23), few HE systems operate as pure markets. However, 

the above features appear to match the current HE environment in the UK, where HEIs are 

increasingly competing for students, staff and resources and where students are often viewed 

as customers. The only element that is not yet present is competitive prices for UK students, as 

the majority of universities have chosen to set their fees at the highest possible level, but the 

climate is changing rapidly, and one can only assume that this will become a reality fairly soon. 

Price competition, however, already exists in the deregulated overseas fee environment, where 

universities charge high tuition fees in order to generate additional revenues (Van Damme, 

2017). Notably, in the overseas student market, it is not unusual for the most expensive 

universities to attract more students than those offering cheaper courses (Norton and 

Cherastidtham, 2015). 

Many scholars have argued that marketisation and HE cannot happily co-exist for many reasons, 

primarily because education is about quality and cannot be assigned a market value (Arum and 

Roska, 2011; Barnett, 2011; Bendixen and Jacobsen, 2017; Molesworth et al., 2009;). Within the 

context of marketisation of higher education, the quality of education that students receive 

from a university has emerged as a priority for HEIs (Altbach 2010; Harvey and Knight 1996). This 

has resulted in universities striving to demonstrate that their academic programs are of high 

quality and working to improve the quality of teaching and learning (Ewell 2010). However, 

defining “quality” can be somewhat difficult. Harvey and Green (1993) identified five main 

definitions or conceptions of quality: (1) exceptional, (2) consistency, (3) value for money, (4) 

fitness for purpose, and (5) transformation.  
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Biggs (2001), on the other hand discussed two main approaches to quality assurance: 

retrospective - looking ‘‘back to what has already been done’’ (p. 222) - and prospective -  

‘‘concerned with assuring that teaching and learning does now, and in future will continue, to 

fit the purpose of the institution. It also encourages continuing upgrading and improvement of 

teaching through quality enhancement’’ (p. 222). In this study, we acknowledge these various 

concepts of quality and will consider them as an essential element to take into account when 

assessing IPPs. We also generally agree  with those who see the marketisation of HE process as 

a permanent phenomenon that reflects the need for HEIs to achieve a competitive advantage 

in a given market (Hall, 2015; Jongbloed, 2003). This view is taken because the resource 

dependencies of UK universities have changed dramatically over the past few decades, and, with 

a significant decrease in public funding, universities are now dependent on tuition fee income, 

especially those of high fee-paying international students, for their financial sustainability. The 

current pandemic has thrown this issue into sharp relief (London Economics, 2020).  

 

2.2 Brand recognition, global rankings, reputation and revenue  

Higher education strategies and priorities, at institutional, national and international 

policy levels, are increasingly influence by prestige culture (Ordorika and Lloyd, 2015) where 

international league tables and market competition dominate. The notion of ‘excellence’ frames 

both sector-wide and organisational practices (Stevenson et al., 2017). Rankings have played a 

transformative role in the HE landscape (Hazelkorn, 2015b), profoundly reshaping the sector, 

driven by economic imperatives to develop ‘global, entrepreneurial, corporate, commercialised 

universities’ (Stevenson et al., 2014), which are otherwise described as ‘ideal’ universities (Elken 

et al., 2016). While this phenomenon has been noticed globally, it has been felt severely in the 

UK.  

In the last 15 years, global rankings, a controversial indicator of quality and academic 

prestige, have introduced a new dimension to the internationalisation of HE. Prestige and its 

pursuit have value, leading to greater capture of resources for HEIs (Kehm, 2019). It can be 

argued that status, in HE, has become a ‘positional good’ (Bourdieu, 1975). Hazelkorn (2008) 

revealed that 63% of university vice-chancellors and presidents who were surveyed have taken 

strategic, organisational, managerial or academic actions as a result of rankings. Locke (2014) 

and Bekhradnia (2016), too, have identified that rankings are now commonly used for decision-

making purposes. Under neo-liberal influences, a new managerial culture is increasingly 

reinforced in UK HEIs (Badat, 2010). 
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Universities are increasingly relying on internationalisation to grow their global 

reputation and generate substantial revenues. For this reason, what used to be seen as an add-

on or a hobby of a small proportion of academic staff, now requires a strategic approach (Neale 

et al., 2018). Partnerships with IPPs have become central to student number growth and income 

generation (Agosti and Bernat, 2018). However, in the case of RIUs, such overtly commercial 

partnerships must be delicately balanced with the need to maintain a positive corporate 

reputation in key global markets.  

A number of publications have attempted to establish a definition of corporate reputation 

(Barnett et al., 2006; Brown et al., 2006; Pires and Trez, 2018). Barnett et al. (2006) pointed out 

that general opinion and assessment was central to corporate reputation. Common judgements, 

which are usually evaluative (i.e., good vs bad) are decisive factors in determining reputation. 

What stakeholders think of an organisation is therefore central to corporate reputation. 

Corporate reputation is source of competitive advantage, as it is time-consuming for new 

market entrants to match a well- established reputation (Ravasi et al., 2018). This definition can 

also be applied within an HE context, especially if, following neo-liberal ideology, HEI can be 

managed as businesses. Reputation and global rankings are therefore a key element of the 

‘scramble for students’ (Matsumoto and Ono, 2008) experienced by most HEIs actively involved 

in what is increasingly seen as the mediatisation of rankings and HE in general (Stack 2016), a 

phenomenon that all universities including RIUs must adapt to.   

 

2.3 The Russell Group as an organisational field 

McCormack et al. (2014, p. 5) described the UK HE system as comprising 158 degree-

granting universities. Most of these universities are not-for-profit, some of which are research-

oriented, and others focus primarily on teaching. Traditionally, UK universities were divided into 

research-focused universities and ‘polytechnics’, which are less research-oriented and offer 

more vocationally oriented programmes. In 1992, this system was formally unified (Raffe and 

Coxford, 2016). The polytechnics became universities, and specialist institutions remained as 

colleges of HE. New funding councils for England, Scotland and Wales were created, forming a 

new ‘administrative system’ of HE (Rees and Istance, 1997) and unified systems in three of the 

UK’s countries - England, Scotland and Wales - replacing the former binary system. 

However, the system that was set up in 1992 is not truly unified (Scott, 1995), and an 

informal status hierarchy remains. This hierarchy was subsequently created when the RG – a 

membership organisation of large RIUs – representing the higher stratum, was formed (Fell et 
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al., 2015). The RG is comprised of self-selected RIUs (representing around 15% of the sector, but 

accounting for the majority of all research income [Russell Group, 2017]) and distinguishes itself 

from other groups (Aghion et al., 2010; McCormack et al., 2014), sometimes controversially.  

The RG was formed in 1994 and, at the time, comprised 13 English and two Scottish 

universities. Since then, other universities have been invited to join the group, and there are 

now 24 member universities across the United Kingdom (Russell Group 2017), which is fairly 

large compared to similar groups in other countries (e.g., Australia’s Group of 8 or Germany’s 

U15). While the RG has no official status, it is able to exercise influence at governmental level 

and contribute to policy debates. Being an RG member is seen as an indicator of the 

organisation’s status. Within the RG itself, there is a subgroup known as the ‘Golden Triangle’ 

including Oxford and Cambridge, and the large London universities (Raffe and Coxford, 2016) 

are further ahead of the others (due to their larger financial endowments, their ability to attract 

significant research funding and large numbers of international staff and students), 

demonstrating a disparity in research intensity within the group.  

The RG can be described as a ‘mission’ group (Filippakou and Tapper, 2015). The self-

proclaimed group of ‘leading’ HEIs is often challenged (Fazackerley, 2013). Sir David Watson, 

professor of higher education at the University of Oxford, argued that the RG ‘represents neither 

the sector as a whole [nor], in many cases, the best of the sector’ (Morgan, 2014). It has however 

been successful at promoting its members as one of the ‘24 leading UK universities which are 

committed to maintaining the very best research, an outstanding teaching and learning 

experience and unrivalled links with business and the public sector’ (Russell Group, 2017). 

The key characteristics of the universities in the RG are described as follows in the group’s 
profile:  

‘Lead in pioneering, excellent research and innovation; Are responsible for ground-
breaking inventions and discoveries; Produce excellent research on a grand scale, across a broad 
range of disciplines, generating huge impact through critical mass and quality; Compete on an 
international stage to attract the brightest minds from around the world to study, research and 
teach; Provide an outstanding student experience for both undergraduates and postgraduates, 
where teaching is enhanced by world-class research and facilities; Produce the most 
distinguished contributors to society; Work with major multinationals as well as SMEs and start-
up companies to drive cutting-edge innovation; Play a key role in their local communities; Provide 
the vast majority of medical research and education’ (Russell Group, 2017, p. 3).  

Sauntson and Morrish (2010) demonstrated in their study of the RG mission statement 

that, compared to other universities, RG statements presuppose confidence in their quality and 

impact on all aspects of university activities. This confidence is supported by comparative facts 

and figures widely disseminated by the RG and its member organisations such as the wide 

difference in average annual income (£688 million for RG universities compared to £132 million 
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for other universities), economic output (with RG universities responsible for 44% of the sector 

output when the RG comprises 15% of universities in the UK) and research output (with RG 

universities responsible for three quarters of international citations and the most cited papers 

produced in the UK (Russell Group, 2017). 

Therefore, it appears that the RG has successfully conveyed a message that its members 

want to disseminate, with the concepts of excellence in research and innovation at its core. A 

shift from a ‘pyramid of prestige’ (Halsey, 1961) to a more formally defined hierarchy (Filippakou 

and Tapper, 2015), with top performing RIUs at its top, appears to now be solidified and here to 

stay.  

As described by DiMaggio and Powell (1983), an organisational field is a set of 

organisational sharing systems of common meanings. Actors within these systems interacts and 

consort more regularly with each other than with actors from outside their field. By doing so, 

they create a recognised area of institutional life. This definition applies to the RG, as described 

above. 

Therefore, this study focuses on a specific (although self-defined) organisational field as 

a complete set of connected actors, that is, ‘a community of organisations that partakes of a 

common meaning system and whose participants interact more frequently and fatefully with 

one another than with actors outside of the field’ (Scott, 1994, p. 207–208). As highlighted by 

DiMaggio and Powell (1983), organisational fields have common or similar institutional 

structures within which social actors respond to their environment and also interact frequently 

with each other. This attitude can lead to structural isomorphism. RG universities are therefore 

treated within this study as a specific organisational field facing common changes in their 

external environment. Within this field, we examine how middle managers, as social actors, 

operate to influence (or not) the strategy development and implementation. 

The next chapter presents the literature review and outlines the gap identified within the 

literature. 
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3 CHAPTER 3: LITERATURE REVIEW  

Large and complex education-focused partnerships enable many of the international 

strategies of modern HEIs; they provide visibility and brand association and may lead to revenue 

generation. Focusing on the implementation of partnerships between IPPs and RG universities, 

this study’s interest lies in understanding the outcomes related to delivery of these partnerships, 

most specifically the various unintended effects (negative or positive). While there has been 

much research on international partnerships in HE and internationalisation of HE in general, few 

researchers have focused on partnerships with IPPs, taking organisational culture and the 

specific role played by middle managers into consideration. This clear gap in the literature will 

be explored in this chapter and in chapter 4 where the theoretical framework of the study is 

outlined. Consequently, this study requires an exposition of three key, inter-related, areas of 

literature: organisational culture in HEIs, institutionalisation of internationalisation in HEIs and 

international partnerships in HEIs (specifically, with IPPs).  

 

3.1 Organisational culture in higher education institutions 

3.1.1 Higher education institutions as organisations…or not!  

  ‘About eighty-five institutions in the western world established by 1520 still exist in 
recognisable forms, with similar functions and unbroken histories, including the Catholic church, 
the parliaments of the Isle of Man, of Iceland and of Great Britain, several Swiss cantons, and 
seventy universities. Kings that rule, feudal lords with vassals, guilds with monopolies are gone. 
These seventy universities, however, are still in the same locations with some of the same 
buildings, with professors and students doing much the same things, and with governance 
carried on in much the same ways’. Clark Kerr (1983, p. 152) 

Considering the history of universities, many have argued that universities are specific 

organisations, impossible to compare with anything else. Experts in this area of research have 

attempted to define universities as organisations from the perspective of the decision-making 

process. Four main concepts were developed, primarily in the 60s and 70s, to explain the 

specificities of universities as organisations. Goodman (1962) and Millett (1962) were pioneers 

in developing what is now considered one of the first theoretical models for explaining the 

uniqueness of the university decision-making process: the ‘collegial model’. In this model, 

decisions are made through consensus by peers who have shared values and responsibilities. 

This model was later criticised for the way decision-making process itself was described and the 

fact that shared academic values would make it is difficult to reach a compromise between all 

stakeholders involved (Clark, 2001). 
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Therefore, other alternatives were developed to address the limits of the collegial 

model, which included the idea that universities are bureaucratic and rational (Blau, 1973), with 

defined structures, processes and lines of authority, as discussed in the Weberian theory of 

bureaucracy (Weber, 1968). This was later adapted by Mintzberg (1979) to define universities 

as ‘professional bureaucracies’. The third model, the political model developed by Baldridge 

(1971), argues that each actor exercises individual choice in decision-making process with the 

aim to control various resources. Therefore, conflicts are a central characteristic of the university 

life and bargaining and negotiation between several stakeholders (Baldridge, 1971; Manning, 

2017) becomes the de facto decision making process. This position is different from both 

collegial and bureaucratic models, where such tensions are unimportant.    

Cohen, March and Olsen (1972) developed two interlinked concepts: the ‘organised 

anarchy’ in which universities are seen as large, stable organisation with very independent 

components; and the ‘garbage can’ decision-making model, which is established on the chance 

encounter between problems, solutions, and more or less involved actors – the latter being 

more or less available depending on their resources and temporal availabilities. Finally, Brunsson 

and K. Sahlin-Andersson (2000) have argued that recent pushes to reform universities are 

attempts to ‘construct’ organisations via the building of hierarchies and the implementation of 

centralised organisational policies and strategies. However, such pressures from the external 

environment have a limited impact on effectively transforming universities (Bauer et al., 1999; 

Baker-Shelley et al., 2017; de Boer 2001, 2002; Mignot-Gérard and Musselin, 1999, 2000, and 

2002;). 

All of the above models have been extensively criticised, leading us to agree with the 

critics of those theories that they are all out of touch with reality and show a utopian or simplistic 

view of how universities work as organisations. Regardless of the model used, it is possible to 

identify several key characteristics of universities as organisations, which are important to take 

into account as they play an important role in the way strategic change can be implemented and 

managed. Universities are characterised by the fact that they serve a number of purposes; 

therefore, goal ambiguity is a common trait of these organisations. Unlike other organisations, 

they lack a single, clearly definable production function, and more and more, have to be 

managed as hybrid organisations, comprising both public and private elements (Kleimann, 

2019). 

As demonstrated by Miller et al. (2014), universities are accountable to numerous 

stakeholders to varying degrees. Individual stakeholders have their own objectives, interests 

and concerns, which are often conflicting (Foster and Jonker, 2005), thereby leading to a 
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divergence in strategic decisions. These stakeholders do not just exercise external pressure but 

are also intrinsically linked with the work of the universities. The benefits of co-creation with 

multiple stakeholders as a means of sustainable competitive advantage has been documented 

in the literature (Prahalad and Ramaswamy, 2004). In the majority of cases, the commitment of 

academic staff to their discipline and profession is higher than their commitment to the 

university (Altbach, 2008).  Academic staff’s allegiance to their discipline resembles an ideal 

model of professionalism (Friedson, 1994) with specialised worker in control of their own work, 

as opposed to being controlled by customer demands in the free-market model or by a manager 

in a bureaucracy.  This specificity is important to take into account when considering 

organisational culture in HE. 

3.1.2 Organisational culture 

The concept of culture has been used to help define and understand the 

internationalisation of HEIs in response to globalisation (Beerkens, 2003; Young et al., 2017). 

The culture of an organisation impacts how it operates and includes the underlying assumptions, 

values and philosophies that influence the way activities processes and policies are defined and 

generally can explain why certain things the way are they are within an organisation (Johnson, 

2015; Jones et al., 1991). It is therefore important to understand this concept in order to identify 

how international strategies are developed, implemented and evaluated as we can safely 

assume that the culture of an organisation impacts the way strategies are developed and 

delivered.  

Johnson (2008 and 2015) developed the ‘cultural web’, an analytical tool that is often used 

to understand the relationships between strategy and organisational culture. The ‘cultural web’ 

helps identify how existing strategies are embedded and taken for granted within assumptions 

and beliefs about the organisation, held in a central paradigm and connected with a variety of 

tangible and intangible aspects of the organisation that include the following: ‘myths’, ‘symbols’, 

‘power structures’, ‘organisational structures’, ‘control systems’ and ‘routines and rituals’ 

(Johnson, 2008 and 2015). In the case of our study, the central paradigm of RG universities is 

that they are world class and research-oriented and that we could therefore find traces of this 

paradigm within all aspects mentioned above. 

Davies (2001) argued that until recently, HEIs tended have been characterised as having a 

low corporate identity and tended be non-interventionist in most areas. Collegiate or 

bureaucratic cultures were the most dominant ones. However, especially in the UK, a number 

of factors, mostly linked to the reduction in public funding as well as other external pressures 
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(Duderstadt, 2000; Scott, 1998), have destabilised these dominant cultures and led to the 

emergence of a more entrepreneurial and corporate approach in which university-level strategic 

thinking is more common. Each culture will have different styles, characteristics and methods of 

working. 

When identifying how universities develop, implement and monitor international 

strategies, this study takes the view that different cultures can co-exist as described by McNay 

(1995). McNay developed a useful model that identifies the four different types of university 

cultures according to the type of operational controls and the organisation’s preferences in 

terms of policy and strategy. The cultural types, which may co-exist in all organisations, are 

described as follows: (1) Enterprise – this first cultural types had tight policy and loose 

operational control. Here, the the marketplace is of high importance, external opportunities are 

pursued systematically and relationships with clients are prioritised (2) Corporate – This cultural 

type has tight policy and tight operational control. Here senior management is dominant. (3) 

Collegiate – This cultural type has loose policy and loose operational control. Here individual 

freedom is of the highest importance and decision making is decentralised. (4) Bureaucratic – 

This cultural type has tight operational control and loose policy. Here law, order, regulations and 

precedent are of the highest importance. 

As observed by Kolsaker (2008), academic freedom is still, at least in European universities 

(Karran et al., 2017), of the utmost importance, and academic staff are difficult to manage as 

they ‘come and go as they please, have a relatively free hand in course design, and disappear to 

do “real work” (research) for days on end’ (Kolsaker, 2008, p. 516). The high levels of 

professionalism that can be encountered in universities is, more often than not, multifaceted 

and ‘the cultures of academic men, like other subcultures, are often subtle and complex. Faculty 

cultures have many segments and only a few aspects can be caught in one net, no matter how 

fine the webbing of the net nor how large its size’ (Clark, 1963, p. 40). 

Bergquist (1992) outlined four clashing cultures in universities: ‘collegial’, ‘managerial’, 

‘developmental’ and ‘negotiating’ culture. In scrutinising the matter culture and change, 

Bergquist remarked that the four cultures can be present in conflict with each other in 

universities and are particularly noticed in three domains: structure, process and attitude. We 

agree with Bergquist, for organisational change to successfully persist, it must affect each of the 

three domains and be coupled with structural change. 

Finally, universities, fragmented in nature due to the factors listed above, are often 

described as forming loosely coupled social systems (Weick, 1976), in which universities 
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demonstrate low levels of internal integration. As loosely coupled systems, HEIs can undergo 

small adjustments easily and react rapidly to their environments; however, change on a larger 

scale is difficult. Maximising current and future opportunities required agility and adaptability 

that HEIs, used to stability, find a difficult trade—off to accept. Clark (1983) also described HE as 

a loosely coupled system with ambiguous goals that are only ‘softly focused’. We consider the 

fact that the ‘fundamental adaptive mechanism of universities is the capacity to add and 

subtract some fields of knowledge and related units without disturbing all of the others’ (p. 104) 

to be both a positive and a negative point when it comes to implementation of change across 

an organisation, especially in the case of the development and implementation of IPPs. 

Clark (2001) described the entrepreneurial university as one that has a “diversified funding 

base” (p.12) and a “strengthened steering core” (p.14). It also has a capacity for change in what 

is seen as a “reinvention of university collegiality” (p.16) with entrepreneurship being embedded 

in all parts of the university life and collegiality being a means to achieving greater success rather 

than an end to itself. However, what may be in the long term a natural and inevitable evolution 

of the more traditional university where collegiality and bureaucracy dominate (Etzkowitz, 

2004), usually starts in senior management and is accompanied by a significant process of 

organisational changes in the different parts of the university, often hindered by serious 

obstacles (Rinne & Koivula, 2005). 

A clash of values is often described, causing resistance in academic and professional services 

staff (Mkrtychyan, 2014]. Higgs and Rowland (2005) have demonstrated that 70% of change 

initiatives fail and that the key cause of this failure is leadership behaviour combined with 

recipients' resistance to change.  Resistance to change can occur due to personal characteristics 

(Oreg, 2006), lack of motivation, uncertainties, and increased anxiety about the change itself 

(Vos and Rupert, 2018).  

Moreover, Higgs and Rowland (2005) have identified that leadership behaviour of those acting 

as change agents can have a significant impact on the effective realisation of the change. They 

found change agents utilise three different types of of behaviours to influence their recipients 

(sometimes simultaneously)  (Higgs & Rowland, 2011):  (1) a shaping behaviour which involves 

personal involvement in controlling what gets done and holding others accountable for the 

delivery of tasks; (2)a framing behaviour which requires embedding the change through various 

steps of a journey and  challenging others to deliver the change; (3)  a creating behaviour that 

focuses on creating individual and organisational capabilities to induce the change.  

Change agents’ influencing skills appears to be an important part of managing change 

successfully. It is all the more importance when, as it is the case in this study, considering the 
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role of middle managers, who often need to influence change recipients but also top level 

managers in strategy development and implementation. Kipnis and Schimdt (1982) have 

developed profiles  of the strategies that people use to influence their managers at work, called 

the Profile of Organisational Influence Strategies. Their classification of 6 dimensions of upward 

influence include: a) friendliness – creating a favourable impression, sometimes using flattery, 

b) reason – using facts and data, c) bargain -  exchanging benefits or favours, d) coalitions – 

mobilising others and applying social pressure, e) assertiveness – demanding or forceful 

requests,  and f) higher authority – bypassing their direct manager. 

Universities are increasingly transitioning from a collegiate culture and beginning to accept 

alternative cultures, in particular enterprise or corporate ones (Marginson and Considine, 2000). 

Nevertheless, for many, mostly academic and professional service staff, the new culture is 

diametrically opposite to traditional academic values (Donahue, 2018; Giroux, 2002). Culture 

plays a significant role in how universities respond to their external environment, especially 

internationally, and bureaucratic or collegial culture, where dominant, appear to be the ones 

experiencing the greatest difficulties to adapt (Carlson, 2017; Davies, 2001).  

 

3.2  Globalisation and institutionalisation of internationalisation in HEIs 

Globalisation is a process with far-reaching impact on all types of activities, including HE. 

Globalisation is a complex concept, however in its simplest form, it refers to the ‘reforms and 

structures that transcend national borders’ (Astiz et al., 2002). Within HE, the process of 

globalisation has the potential to impact national education policies and local instructional 

strategies in a wide manner. 

3.2.1 Internationalisation of higher education 

In HE circles, colleagues and other stakeholders refer to what Neave (1997) calls the 

‘inaccurate myth’ of the international nature of university. Altbach (1998), for example, often 

refers to the university as the one organisation that has always been global, ‘with its roots in 

Medieval Europe, the modern university is at the centre of an international knowledge system 

that encompasses technology, communication and cultures’ (p. 347). 

Kerr et al. (1994) stated, possibly more accurately, ‘Universities are, by nature of their 

commitment to advancing universal knowledge, essentially international institutions, but they 

have been living, increasingly, in a world of nation states that have designs on them’ (p. 6). It is 

useful to reflect on the original roots of the university when studying the internationalisation of 
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HE in today's world; however, we also need to recognise that the definition of the term 

internationalisation itself has changed over the centuries. The initial ‘academic pilgrimage’ 

(Ruegg and de Ridder-Symoens, 1992, p. 280) of students and professors that was a fairly 

common occurrence in the Middle Ages came to a stop when universities started to develop and 

grow in numbers in the 18th and 19th centuries (de Ridder-Symoens, 2016). Universities started 

to play a more national role, mostly attracting students and academic staff from their immediate 

region. 

With the emergence of the nation state, universities slowly became national symbols, and 

internationalisation was translated into the exportation of HE systems, mostly by European 

colonising powers (Bonaccorsi and Daraio, 2007; Neave, 2009; Roberts et al., 1996) but also by 

the development of universities built on the European model around the world (Altbach, 1989 

and 2015). During that period, international student mobility never truly came to a halt but was 

related to the ‘cultural and intellectual advantage of educational travel’ (Ruegg and de Ridder-

Symoens, 1996). Clark and Neave (1992) described international academic mobility in the 20th 

century up until the 1970s as ‘overwhelmingly volunteerist, unorganised and individual’ (p. 15). 

Recently, however, a major shift in the internationalisation of HE has taken place, especially in 

the UK.  

In the 1980s, HE in the UK witnessed a move ‘from aid to trade’ (Coleman, 2003, p. 355) 

and the introduction of tuition fees for foreign students in 1983 with the Education Fees and 

Awards Act (Great Britain, 1983). Since then, HE in the UK has undergone a dramatic 

transformation, which has been strengthened to some extent by the introduction of global 

rankings in the mid-2000s and the increased competitiveness of the HE global markets 

(Hazelkorn, 2015a). More recently, the UK’s new international education strategy (Department 

for Education, 2019) and its recent update (Department for Education, 2021) continue to 

encourage this transformation by aiming to increase revenue generated through HE exports to 

£35 billions per annum by 2030, targeting high strategic regions such as China, South East Asia 

and the Middle East, which (un)coincidently are also key markets for IPPs.  

3.2.2 Organisational factors 

The way organisations respond to international opportunities is linked to their dominating 

cultures, and staff are therefore vital to the success of the internationalisation of HE (Santhi, 

2010). As universities start to institutionalise their international strategies, new positions and 

portfolios are created to cater for internationalisation efforts, such as Deputy or Pro-Vice 

Chancellors, Deputy Rectors or Directors for Internationalisation (Soliman et al., 2019; Taylor, 
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2010), who are responsible for the internationalisation efforts of the university (including 

development of a strategy and its implementation). Santhi (2010) suggested that there are ten 

success factors for the internationalisation of HEIs: organisational policy and structure, 

governmental policy, leadership and governance, administrative support, financial support, 

knowledge, human resource and recognition, technology integration, internationalisation ethos 

and innovativeness.  

Santhi and others (Bedenlier, 2017; Childress, 2010; Dewey and Duff, 2009; Knight, 1995;) 

have also suggested that internationalisation efforts within HEIs are most productive when 

faculty members drive activities. However, there are many dimensions of the 

internationalisation of HEIs, and other parts of the universities also play a key role (De Wit, 2002; 

Elkin et al., 2005; Knight, 2008 and 2015; McRaven and Sommers, 2017; Middlehurst, 1997; 

Taylor, 2010;). Consequently, all participants from top management and academic staff to 

professional services need to cooperate in the pursuit of internationalisation within specific 

universities (Taylor, 2010).  

Jane Knight (1995) identified the commitment and support of top-level management (such 

as the Vice Chancellor himself but also the Pro-Vice Chancellors and other key senior managers 

such as Registrars or COOs) and academic staff as essential factors required to facilitate the 

internationalisation process. The existence of an international office as well as adequate funding 

and support are also important factors. For Knight, policy statements and communication are 

second in importance to the people involved in both the leadership and implementation of 

internationalisation activities.  

Childress (2010) also explored the roles and attitudes of faculty towards 

internationalisation. She outlined different types of faculty engagement (‘champions’, 

‘advocates’, ‘latent champions and advocates’, ‘uninterested’, ‘sceptics’ and ‘opponents’). She 

also discussed the types of strategic incentives that can help facilitate change. Childress 

integrated these in a model called the ‘Five I’s of Faculty Engagement in Internationalisation’ (p. 

153) comprising five key elements: ‘intentionality’, ‘investments’, ‘infrastructure’, ‘institutional 

networks’ and ‘individual support’. Without these critical components, it is effectively 

impossible for an HE university to effectively facilitate the development and implementation of 

internationalisation strategies. 

A number of models aimed at identifying organisational responses to the 

internationalisation of HEIS were developed in the 1990s. Hans de Wit edited what has now 

become a key reference for many studies in which he compared HEIs internationalisation 
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strategies in Australia, Canada, Europe and the US (de Wit, 1995). Five models were chosen that 

demonstrate a range of possible strategies: (1) Clark and Neave’s two paradigmatic models for 

managing international cooperation (Clark and Neave, 1992, pp. 166–169), one ‘leadership 

driven’ and one ‘base unit driven’. In so doing, they implicitly created a distinction between a 

centralised and decentralised approach. (2) Davies’ model (Davies, 1992) which included a 

matrix according to which an HEIs develop four types of strategies: central-systematic strategy 

(comprehensive in nature, with an explicit international mission and specific policies and 

procedures); an ad hoc-central strategy (where activities have an ad hoc character); systematic-

marginal strategy (where activities are limited but well-organised); an hoc-marginal strategy 

(where activities are limited and decision-making unclear). (3) Van Dijk and Meijer’s model (Van 

Dijk and Meijer,1994), in which three dimensions are outlined: policy (marginal or priority), 

support (one-sided or interactive) and implementation (ad hoc or systematic). (4) Rudzki‘s 

model. (Rudzki, 1995) identifies four key dimensions of internationalisation: student mobility, 

staff development, curriculum innovation and organisational change. Rudzki also outlines that 

internationalisation can be either reactive and proactive. (5) Knight’s model (Knight, 1994) 

paints a picture of internationalisation as a continuous cycle rather than a linear or static 

process, in which HEIs moves through six steps at their own pace, and rarely follows the steps 

in a pre-determined sequence to the steps, with a two-way flow that occurring between 

different steps.  

These five different models of internationalisation are useful guides that can help, from a 

conceptual perspective, understand how internationalisation strategies are developed, 

implemented and evaluated. These models are still widely used today.  

Numerous HE practitioners and researchers (Adserias et al., 2017; Bensimon, 1993; 

Birnbaum, 1988; Duderstadt, 2000; Eckel, Green, Hill, & Mallon, 1999;) have examined the 

connections between leadership in HE and successful organisational change. Change leadership 

and management must be adapted to the distinctive context of HE systems to ensure its success. 

Denis, Lamothe and Langley (2001) remarked that loose coupling can be conducive to efficient 

local incremental adaptation, however it does not facilitate larger scale change. They indicated 

that three types of ‘coupling’ are required to happen concurrently for change is to be successful. 

These ‘couplings’ need to take place within the top-level management team, additionally they 

are also required between the top-level management team and internal organisational 

stakeholders, finally they are needed between the top-level management team and the external 

stakeholders of the organisation. 
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Similarly, Eckel et al. (1999) argued that change in HE is needs to account for the autonomy 

and independence between units and the devolved decision-making. They recommend that 

suggesting large-scale change be supported by change teams charged with strategic purpose, a 

strong engagement with the campus community; by assuring that time and resources are 

dedicated and aligned with the change effort. Finally, Weick (1982) suggested that 

organisational change should be ‘centralised when sub-units’ adjustments can have 

discontinuous, long-term effects at considerable expense and decentralised when adjustments 

have continuous, abbreviated, inexpensive effects’ (p. 390). 

This study focuses on the importance of professional and academic staff involvement in the 

delivery of international strategic activities (i.e., partnerships with IPPs). We assume that 

internationalisation is already Institutionalised at a variety of levels, possibly following one of 

the models described above, and will therefore focus on the role of middle managers. Their key 

characteristics, as based on the notion of strategy as practice, may have a direct impact on 

change processes related to the development of partnerships between IPPs and RIUs, ensuring 

the delivery of the intended outcomes and producing unintended effects.  

The loose coupling and high professionalism found in universities would appear to limit the 

effectiveness of formal structures as a means to reinforce coordination and cooperation. The 

goal ambiguity, multiple stakeholders and cultures also means leadership practice and the 

management of change within universities cannot be carried out in a straightforward manner. 

In these respects, the theory of strategy as practice is therefore well-suited to the 

organisational context and culture often found in HEI. 

 

3.3 International partnerships in higher education institutions 

International linkages and collaborations have become a key focus of HE policy in most 

countries over the last few decades and have often been considered as an instrument for 

enhancing national economic competitiveness (Nowotny, 2001; Yoon et al., 2020). Indeed, there 

has been a surge in collaborations across fields in HEIs (Altbach et al., 2009; Bozeman et al., 

2013; Deem et al., 2008; Yarmoshuk et al., 2020; Wuchty et al., 2007), and some have argued 

that universities that do not form international collaborations risk losing their competitive 

advantage  (Adams, 2013; Keisler, 2020). It is therefore understandable that many universities 

in the UK and elsewhere are actively engaged in developing international partnerships. 
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However, it is important that they are seen with the right type of partner, one that can enhance 

their reputation or confirm their standing.  

Partnerships are varied in type and complex in nature. This study focuses on partnerships 

between RIUs and IPPs, predominantly aimed at attracting international fee-paying students. 

However, it is important to understand the broader literature on partnerships in HE to enable 

us to identify gaps in the literature. 

3.3.1 Partnerships as inter-organisational relations 

The study of inter-organisational relations is a subset of organisation studies. Partnerships 

between organisations are referred to as inter-organisational relations. Examples of Inter-

organisational relations include networks, strategic alliances, partnerships, franchises, and joint 

ventures (Ojanen, 2018; Parmigiani and Rivera-Santos, 2011; Ring and Van de Ven, 1994). Many 

have studied the reasons and motivations for organisations and firms to enter inter-

organisational cooperations, generally agreeing that they do so in order or adapt to or influence 

their environment (Ojanen, 2018; Podolny and Page, 1998;). Reasons for seeking partnerships 

are various and include, for example, the wish to minimise costs or risks (Dooley and O’Sullivan, 

2016) as well resource dependency (Gazley, 2017), accessing new knowledge (Kapucu and 

Demiroz, 2017), expanding customers and suppliers’ bases (Barringer and Harrison, 2000) and 

maximising profits, value creation and larger achievements (Kishna et al., 2017; van Fenema and 

Loebbecke, 2014).  

Brass et al. (2004) established that inter-organisational collaborations are more likely if 

partners have a comparable status. Linkages with organisations of unequal status can easily 

damage the reputation of the higher status party even if they benefit the lower status 

organisation and act as a power source. A lack of prestige is therefore a constraint on alliance 

entry (Stuart, 1998). Associating with well-known organisations can bring significant advantages 

in terms of brand or product recognition (Podolny and Stuart, 1995; Stuart et al., 1999) as well 

as legitimacy (Baum and Oliver, 1991, 1992; Barringer and Harrison, 2000; Kim and Celis, 2016), 

acting as an ‘endorsement’ of status from high-status organisations to its partner (Stuart et al., 

1999). 

The above description of partnerships as inter-organisational relations aligns well with 

what can be observed currently in the international HE context. When presuming - as we do in 

this study    - that engaging in global partnerships is a strategic behaviour of HEIs to gain financial 

benefits – understanding this is not true in all cases and that some international partnerships do 

not seek financial benefits – and raise their profile globally, the reasons for partnering and the 
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types of partnership that we will describe below are not dissimilar to those formed by global 

companies or firms in the process of internationalising and seeking entry to new markets.  

3.3.2 International partnerships in higher education institutions 

Literature on international partnerships between HEIs has flourished over the past two 

decades. In the wake of the 1995 General Agreement on Trade-in Services (GATS) and as private 

and ‘for-profit’ provisions became more widespread in order to meet the expansion in demand 

for higher education globally, a number of authors have defined or classified international 

partnerships between HEIs to capture the difference between the new market-oriented 

imperative for HEI internationalisation as opposed to internationalisation at home (Altbach and 

Knight, 2007; Beerkens, 2002; Healey, 2008; Knight, 2004; Henderson et al., 2017). Operating in 

a highly competitive environment, HEIs evolve concurrently in the global, national and local (or 

‘glonacal’) realms (Marginson, 2004).  

Some scholars have attempted to ‘stock take’ (Naidoo, 2009) the new forms of cross-border 

education (Naidoo and Jamieson, 2005; McBurnie and Ziguras, 2006), while others have focused 

on specific providers or countries (Healey, 2008 and 2015; Miller-Idriss and Hannauer, 2011; 

Sidhu, Ho, & Yeoh, 2011). However, the proliferation of studies related to international 

collaboration has not led a commonly agreed upon definition of international partnerships in 

HEIs. Thus, the concept of ‘international partnership’ in HE is difficult to define (Butterfield et 

al., 2016; Wilkins et al., 2017), and many use ‘confuse and imprecise’ terminology (Lang, 2002) 

when discussing it.  

Some define partnerships as ‘cooperative agreements’ through which HEIs seek the help 

or support of another organisation for a variety of purposes, such as sharing resources or 

knowledge or coordinating activities, when both share a common goal (Kinser and Green, 2009). 

Others, such as Maher et al. (2003), view partnerships through the lens of culture and stress the 

importance of strategically identifying the right type of partner taking into account ‘the history, 

organisational cultures and structures’ (p. 115). 

Generally speaking, partnerships include the following activities: collaborative research, 

exchange of students and staff, collaborative teaching and curriculum development, joint 

conferences and workshops and community development. It is possible, however, to first 

differentiate between a formal and informal partnership. At the individual level, international 

partnerships or collaborations among academics are extremely common, especially in research. 

International research collaborations have been linked with positively influencing research 
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quality and impact, as first demonstrated by Reagans and Zuckerman (2001), with others (such 

as Bozeman et al., 2013; Grauwin et al., 2012; Djukanović et al., 2017) also supporting this view. 

Partnerships differ in terms of the breadth and scale of the cooperation. Samoff and Carrol 

(2004) identified university-level partnerships, department-faculty partnerships, multiple-inter-

university partnerships and partnerships among individual academic staff. The first three 

categories are based on institutional agreements, whereas the last category involves informal 

collaborations between individual scholars. Informal partnerships involving individual scholars 

may evolve into institutional partnerships (Baskerville et al., 2011; Samoff and Carrol, 2004). 

Large formal international partnerships supported by governments can sometimes be seen by 

HEIs as ‘obligatory’ (Madhani, 2017). This is often the case in North-South partnerships, where 

partners are invited to participated once the objectives of projects or programmes have already 

been agreed upon by the respective governmental agencies.  

These types of partnerships, often described as capacity building, have been studied 

extensively (Amare et al., 2017; Barrett et al., 2011; Maher et al., 2003; Obamba and Mwema, 

2009;). Maher et al. (2003) pointed out that these partnerships are a ‘negotiated space’ that 

require ‘continual negotiation of the meaning and practice of collaboration among partners’ (p. 

108). Partners need to develop ‘ethical frameworks’ for collaboration in order for partners to 

benefit from the relationship (Helms, 2017, p. 33). Within this context, Sutton (2016) described 

these partnerships as providing mutual but asymmetrical benefits and proposed a three-

dimensional model of benefits (individual, for example, funding; institutional, for example, 

creation of new knowledge via collaborative research; and systemic). 

Many partnerships models have been proposed, some focusing on the cycles and stages of 

partnership development (Eddy, 2010). Others from the point of view of organisational change 

(Amey et al., 2007) depict partnerships as a developmental process with strong interaction 

between context, motivations and outcomes (Eddy, 2010). Twinning, as a ‘flexible platform’ 

through which long-standing relationships can be built (Jensen et al., 2007, p. 382), describes a 

model in which HEIs have the ability to strategically pool or access their resources (Beerkens, 

2010), allowing them to adapt and grow together (Jensen et al., 2007).  

Knight (2004) also pointed to a growing global tendency towards the pursuit and 

development of strategic alliances and consortia that are more market-oriented mechanisms, 

which partner universities use to obtain more resources for ‘objectives such as international 

benchmarks, joint research and scholarly activities, increased number of mobility programmes 
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for students and faculty, collaborative bids on large-scale development projects, and 

development of web-based courses and curriculum materials’ (Knight, 1999, p. 216).  

Some studies have further differentiated partnerships according to the intensity of the level 

of collaboration and effort involved in their delivery (Amey et al., 2007; de Wit 2002 and 2011; 

Shams, 2017), that is, low or high intensity. Another possible way to categorise international 

partnership is to define them as instructional and non-instructional (Sakamoto and Chapman, 

2011). The former includes student exchanges, joint degree programmes, trans-national 

education and distance learning; the latter includes activities such as joint research, capacity 

building programmes for faculties and university management, joint infrastructure initiatives, 

and accreditation. Using the last two definitions, this study will focus on high intensity 

instructional partnerships, requiring significant transformation and adaptation of practices in 

both partners to ensure their success (Lane, 2011). 

3.3.3 University international pathway programmes and international pathway providers 

Over the past two decades, the global HE sector has seen the proliferation of study 

programmes that offer non-traditional students’ pathways to access university education 

(Agosti and Bernat, 2018). These programmes are often intended to broaden participation 

within a local context or for the purpose of attracting more international fee-paying students. 

This study focuses on the latter and is linked to the marketisation of HE and the imperative to 

attract larger numbers of international students on university campuses (explored above in the 

previous chapter). International pathways are often seen as a must-have by top-level managers 

at UK universities and are considered a method for rapidly expanding the international student 

population2. Some have expressed concerns and even outright opposition to privately provided 

international pathway programmes (University and College Union, 2012). Although usually 

unsubstantiated, these negative views are often embedded in the academic departments of 

universities where staff question the academic quality and professionalism of IPPs (Manning, in 

Agosti and Bernat, 2018). 

Thousands of international students are enrolled in study centres operated by IPPs, with 

the majority established on university campuses to ensure a smooth transition (Agosti and 

Bernat, 2018). Very little, however, has been written on the subject so far, especially with 

 

2 https://thepienews.com/analysis/pipeline-to-progress-how-the-pathway-market-is-a-defining-trend-in-international-

education/ 
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regards to international pathways operated by private providers. Agosti and Bernat (2018) 

recently published a book dedicated to tracing the ‘factors that caused the emergence of 

university pathway programmes at a national and global scale’ (p. 3). However, the majority of 

the book examines national level pathways, focusing on widening participation in HE with only 

two chapters on international pathways. Of the two, one, authored by Manning (Manning, in 

Agosti and Bernat, 2018) provides a broad description of the existing ‘provision of international 

pathway programmes as a means for international students to gain access to higher education’ 

(p. 245) in the UK. The other focuses on a case study of the first Canadian partnership between 

a university and an IPP (Rahilly and Hudson, in Agosti and Bernatt, 2018), the partnership 

between Simon Fraser University and Navitas. 

An academic journal – InForm – is dedicated to international foundation pathways and was 

created in 2008. It is produced by the International Foundation Programme at the University of 

Reading with contributors from all types of international foundation providers. However, the 

majority of the articles published in InForm focus on teaching and learning practices and 

research; as a result, while they were useful for informing the context of this study, they were 

not applicable to our research questions.  

Only a handful of other publications can be found on the subject of university international 

pathways and partnerships with IPPs. Manning (2013 and 2014) is one of the few authors who 

has written on the subject; however, his focus has been mostly on assessment and academic 

programme structures of international foundation programmes and does not specifically focus 

on IPPs.  

Manning (in Agosti and Bernat, 2018) highlighted that ‘linkages and connections of 

pathway programmes with the host HEIs’ (p. 248) are essential to the success of any 

partnerships whether internal (if the pathway programme is delivered in-house) or with external 

private providers. These essential linkages are required because of the nature of universities as 

loosely coupled organisations (Weick, 1976), as described above in section 3.1. Manning 

identified the essential linkages necessary for the successful implementation of such 

partnerships, which include the following: recruitment and admissions (for initial entry and 

progression into university programmes), curriculum development, pathway staff recruitment 

and training, facilities access, student support/welfare and general experience. He also stressed 

that International Pathway Programmes need tailoring in the areas of subject specialism and 

language skills and that a ‘one size fits all’ approach is not appropriate (Manning, 2013). 



 41 

Rahilly and Hudson (in Agosti and Bernat, 2018) argued that the success of the Simon Fraser 

University-Navitas partnership has resulted in significant changes in the university and that 

careful change management is essential in realising the intended strategy of the university. 

They, too, stress that in order to achieve the organisational recruitment goals, ‘curricular and 

instructional integration’ (p. 271) was necessary as well as ‘transition and practical support’ (p. 

274), ‘social and academic integration’ (p. 275) and alignment for ‘policies and practices’ (p. 278) 

between the Navitas Centre and the university. Above all, they emphasised the importance of 

stakeholder engagement (academics and professional services staff) in the implementation 

process as ‘failing that support, the implementation of the agreement would be very difficult’ 

(p. 279). Finally, the importance of senior leadership is identified as the key to success; in the 

case of this specific partnership, ‘active, engaged and thoughtful leadership’ was provided by 

the provost. 

Based on the literature review, our study contributes to the field by progressing middle 

management strategy process research. By focusing on specific types of middle managers, we 

aim to ascertain how likely they are to influence strategic outcomes, going beyond the broad 

acknowledgement that has been found in previous studies and towards a more defined theory 

that connects specific managerial functions to specific forms of influence, within a specific 

context. In addition, from an empirical perspective, we have also identified a clear gap in the 

literature. This gap relates to the unintended consequences of partnerships between IPPs and 

RIUs within the UK from the perspective of the middle managers involved in their development 

and implementation. The typology of unintended consequences produced within this study will 

be of interest to practitioners involved in these specific activities within universities (particularly 

the RG) in the UK. 

Within a specific HE organisational culture, our theoretical framework combines the notion 

of strategy as practice, placing middle managers at the centre of strategy delivery, and the 

concept of the organisational effects of purposive social actions to help us develop a typology 

of those unintended effects and understand whether these influence the realisation of the 

organisational strategy (negatively or positively) and lead to other (again positive or negatives) 

consequences for the universities involved. 

The next chapter will present the theoretical framework used in this study and will explore 

the two key theories that informed its development. 
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4 CHAPTER 4: THEORETICAL FRAMEWORK 

This study examines the unintended consequences of IPPs in RIUs as perceived from the 

middle manager’s point of view. The theoretical framework of this study was informed by two 

theories: Merton’s well-established theory of unintended consequences of purposive social 

actions (Merton, 1936) and the more recent theory of strategy as practice (Jarzabkowski, 2005; 

Johnson, 2007; Whittington, 2006, 2017(b)). Using these theories, a theoretical framework was 

developed to analyse and create a typology of unintended consequences linked to the 

introduction and development of IPPs in RIUs. The framework also helped to ascertain the ability 

of middle managers to influence strategic developments and outcomes within the context of 

planned organisational change. 

 

4.1 Unintended and unanticipated consequences of purposive social action 

4.1.1 Merton’s definitions – unintended consequences and purposive social action (1936) 

The thought that actions can produce results other than those initially planned is not new, 

and American sociologist Robert K. Merton (1936) is widely recognised as having popularised 

the concept of unanticipated consequences, applying a systematic analysis to this topic. In his 

seminal 1936 paper, ‘Unanticipated Consequences of Purposive Action’, Merton listed the 

possible causes of unanticipated consequences, which in turn have been studied and developed 

by other scholars over the years. 

First, when defining purposive social action, Merton emphasised that the term was 

‘concerned with “conduct” as distinct from “behaviour”. That is, with action that involves 

motives and consequently a choice between various alternatives’ (Merton, 1936, p. 896). 

Merton also stated that ‘no blanket statement categorically affirming or denying the practical 

feasibility of all social planning is warranted’ (Merton, 1936, p. 904). In his view, social action is 

driven by ‘opinion and estimate’ (Merton, 1936, p. 900). Ignorance or lack of foreknowledge can 

therefore influence actions and lead to unanticipated consequences (Burlyuk, 2017). However, 

in a context where information is now more readily available than it might have been in 1936, 

one may argue that ignorance should be less of a key factor in the generation of unintended 

consequences. What has not changed, however, is the possibility that individuals opt for 

ignorance as a deliberate choice.  



 43 

In his interpretation of Merton’s theory, Giddens (1984, p. 5) also suggested that social 

actors apply ‘reflexive monitoring of action’ by observing what others do within the social 

structure they operate to help them in making decisions and act. For Moore and Tumin (1949, 

p. 788), however, ignorance can be a deliberate choice as it ‘performs specifiable functions in 

social structure and action’. Thus, Moore and Tumin (1949) linked two of the types of 

unanticipated consequences identified by Merton: ignorance and values (see point 4 below). 

When social agents decide to ignore information when making decisions, they reinforce 

traditional social values while maintaining social order. 

Second, error can be a factor affecting purposive social action, which can be caused by false 

assumptions, situations incorrectly interpreted, or mistakes being made when executing an 

action (Solinas-Saunders, 2015). Merton (1936) indicated that error can also occur when 

decisions are influenced by habit (assuming that actions that have produced desired outcomes 

in the past will do so again). Elster (1990) is one of the many authors who have built on this 

theory and has identified an additional mechanism contributing to unintended consequences: 

the tendency for people to act on wrong assumptions about what other people will do. This 

concept was developed further by Vaughan (1999) in the idea of the sociology of mistake. 

Third, acquiring sufficient knowledge can be time and energy consuming, which social 

actors may not have. The imperative for immediate results or the ‘imperious immediacy of 

interest’ (Merton, 1936, p. 901) causes decision-makers to develop and implement policies 

whilst having obtained only partial knowledge of an issue. This phenomenon is still relevant 

today. Overriding of long-term interest by immediate interest has also been called ‘myopia’ 

(McAulay, 2007), or ‘blind spots’ (Lodge, 2019), referring to social actors longing for beneficial 

outcomes of an action so much that they are blind to any unwanted consequences. 

Fourth, basic values can legitimate or prohibit action. To illustrate this, Merton used the 

example of the Protestant ethic of hard work and austerity, which ‘paradoxically leads to its own 

decline through the accumulation of wealth and possessions’ (Merton, 1936, p. 903); Merton 

pointed out that social agents’ rationality is influenced by the way they decode reality in the 

context of a social system (Merton, 1936). Supporting this idea, Moore and Tumin (1949) also 

showed that society, and social agents within it, ascribe high importance to ‘ultimate values’ 

shaping social action. Rationality can therefore be unexpected and is not synonymous with 

objectivity. As Giddens (1984) demonstrated, rationality is a subjective concept moulded by 

individuals’ actions within the framework that is their existing social structure.  
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Finally, Merton introduced the idea of ‘self-defeating prediction’, referring to instances 

when the prediction of future developments or consequences manifests itself as being 

inaccurate or false because the prediction influences social actors’ actions and changes the 

course of history. Merton later developed the concept further, which he coined the ‘the self-

fulfilling prophecy’ (Merton, 1948). 

Written 65 years ago, Merton's (1936) article, ‘The Unanticipated Consequences of 

Purposive Social Action’, continues to be highly relevant today. The five factors limiting an 

actor’s possibility to anticipate both direct and indirect consequences and leading to the actual 

effects of behaviour deviating from intended ones are still widely used and sometimes ‘taken 

for granted’ (Sveiby, 2009). The next section explores the concept of unintended consequences 

as developed before and after Merton.  

4.1.2 Unintended consequences: A concept taken for granted (Sveiby, 2009) in the social 

sciences? 

The concept of unintended consequences has been used in research in a wide variety of 

subjects, including the unintended effects of social policy (Andersen and Serritzlew, 2007; Legge 

Jr., 1983), economic policy (Holzer and Millo, 2005; Glinavos, 2008), gender bias policies (Caleo 

and Heilman, 2019), performance management (Franco-Santos and Otley, 2018) and new 

legislation (Bulyuk, 2017; Chouvy, 2013; Dexter, 1981; Glinavos, 2008; Iyengar, 2008; Rose et al., 

2001). It has also been used in the area of marketing and advertising (Calfee, 1987; Fry and 

Polonsky, 2004). The introduction of new IT systems has also been studied under the theory of 

unintended consequences (Binbasioglu and Winston, 2004; Bloomrosen, 2011; Bockerman et 

al., 2019; Harrison et al., 2007). Moreover, scholars have recognised that planned organisational 

change often produces unintended consequences (Cameron, 2005; Carey et al., 2018; Fairhurst 

et al., 2002; Gilmore et al., 1997; Jian, 2007; McNamara et al., 2002; Vaughan, 1999; White and 

Ramsey, 1978). Research has been conducted on particular types of unintended consequences, 

such as resistance (Harris and Ogbonna, 2002), and on their impacts, such as environmental 

disturbances (McKinley & Scherer, 2000).  

At the organisational level, the literature comprises numerous examples showing that 

rational choices can lead to unintended consequences. This is found within the Carnegie School 

(March and Simon, 1958; March and Olsen, 1979), studies of informal organisation (Bosk, 1979), 

studies focusing on work as an error-ridden activity (Paget, 1988) and the literature on risk, 

accidents and disaster (Turner and Pidgeon, 1997). The theory of unintended consequences has 
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also been applied in HE contexts with regards to organisational changes related to learning and 

teaching innovation (Nworie and Haughton, 2008; Zucker and Hicks, 2019). 

The fact that actions often result in unintended consequences is not a novel idea. Merton 

himself admitted that ‘virtually every substantial contributor to the long history of social 

thought’ has dealt with the matter’ (Merton, 1936, p. 894). Philosophers (Sartre, 1960) as well 

as sociologists (Weber, 1905) have often referred to the concept of unintended consequences. 

Nevertheless, while the notion of unintended consequences may appear self-evident to some, 

one should not fail to take note of its varied and unexpected implications.  

Before Merton (1936), a number of studies emphasised the existence and importance of 

unintended consequences of social action. One of the most influential studies in the field is Max 

Weber’s (1905) study of how Calvinism encouraged the growth of capitalism. Similarly, an 

emphasis on the unanticipated consequences of purposive social actions can also be found in 

the theory of diffusion (Park et al., 1925), which focuses on the propagation of cultural attributes 

and patterns from one society to another (Dexter, 1981). Finally, the concept of unintended 

consequences of social change has developed from the study of innovation and inventions. 

Ogburn (1922) has shown how inventions lead to results that may be different from those that 

were intended or designed. Rogers (1995) developed this idea further through the theory of 

diffusion of innovation, in which he emphasised the need to understand the unanticipated 

consequences of the diffusion of innovations. He provides a number of examples of the 

unintended negative consequences of technological diffusion. For example, in agricultural 

innovation in the American Midwest, when adopting automatic tomato pickers has led to harder 

tomatoes (disliked by consumers) becoming more common and the loss jobs causing the 

disappearance of thousands of small farms. 

Finally, in his interpretation of Merton’s theory, Giddens defined ‘unintended 

consequences’ as the outcomes that would otherwise not have happened should a social actor 

had acted in a different way and are not what the actor expected to occur (Giddens, 1979, 1984). 

He assumes that social actors are knowledgeable human agents and that they routinely monitor 

their actions and environment. This assumption can therefore indicate that social agents have 

their own practical consciousness (Giddens, 1984).  

We have demonstrated that the concept of unintended consequences has been used 

extensively. Therefore, in order to create our research framework, it is necessary to further 

define how we have understood this theory and used it in our study. 
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4.1.3 Definitions and typology 

We propose the use of the theory of unintended consequences as part of the theoretical 

framework for this study. The development of a typology of unintended consequences is a 

natural pre-requisite for our study and analysis. Clarification of terminology is required as the 

concept of unintended consequences has been used in a variety of contexts and in ways that 

sometimes differ from one author to another (Bloomrosen, 2010). It is not straightforward to 

cluster unintended consequences in a single taxonomy because they are derived from 

something unknown or hidden. We will follow the attributes outlined by Rogers (1982, 1995) in 

his diffusion of innovations theory and differentiate between the unintended consequences of 

social actions based on the following characteristics: anticipated vs unanticipated, desirable vs 

undesirable and direct vs indirect. 

The terminology used can also at times be confusing, and we have found the following four 

expressions used in different circumstances: unintended consequences, unanticipated 

consequences, unintended but anticipated consequences, and unintended and unanticipated 

consequences. We will attempt to differentiate and clarify the meaning of these terms.  

First, the terms ‘unintended consequences’ and ‘unanticipated consequences’, although 

often used interchangeably, are not synonymous (Ash et al., 2004). ‘Unintended’ insinuates a 

lack of purposeful action, on the other hand, ‘unanticipated’ signals the inability to predict 

outcomes and consequences (Bloomrosen, 2010; Helm, 1971). Many authors, however, have 

used the term interchangeably. Merton, in his later work (Merton, 1968), used the term 

anticipated as the opposite of unintended. Like Baert (1991), we prefer to differentiate between 

the two phrases since an unintended consequence can be anticipated. More recently, De Zwart 

(2015) pointed out the distinction between ‘unintended’ and ‘unanticipated’. He explained how 

the two expressions became conflated and why it is necessary to treat them separately, 

stressing that ‘unintended but anticipated’ consequences should be treated as a separate 

category to enable policy makers and change managers to document the consequences of their 

actions. Unintended and unanticipated consequences have been well documented in the 

literature with widely recognised theories such as the Adam Smith’s (1759) ‘invisible hand’ or 

Edward Lorenz’s (2000) ‘butterfly effect’. 

De Zwart (2015) showed that the term ‘unintended’ consequences is used far more often 

nowadays than the term ‘unanticipated’ consequences and argues that the terms should be 

differentiated, especially as ‘unintended but anticipated’ consequences constitute a distinct set 

of consequences that are known to policy makers/change managers and therefore can be 
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considered as intentional actions (i.e. a risk that someone decides to take or collateral damage). 

We agree that truly unanticipated consequences can only be unintended, but unintended 

consequences can either be anticipated or not. In this study, we will focus on consequences that 

are both unintended and unanticipated. 

Second, unintended consequences can either be perceived as desirable or undesirable 

(Rogers, 1982). Unintended outcomes of an action can be viewed as positive, negative, mixed, 

neutral or possibly even perverse, that is, contradicting the initial goal of the action (Helm, 

1971). Many unintended consequences do not fall neatly into a specific category (Daase and 

Friesendorf, 2010). Unanticipated beneficial consequences are often considered a ‘happy 

surprise’ (Bloomrosen, 2010). However, past research has focused primarily on adverse 

consequences, which is often what is referred to and understood by ‘unintended consequences’ 

(Bryant, 2017; Chouvy, 2012; MacKay, 2013; Sveiby, 2009; Shrubsole et al., 2014; Solinas-

Saunders, 2015; Tan, 2017). In any case, positive and negative consequences can have an impact 

of varied scale, in the short term or in the long term, and by various types of stakeholders. 

Typologies, as they are refined when analysing the unintended consequences of actions, can 

therefore become complex as new layers are added (Chouvy, 2012; Nescolarde-Selva et al., 

2019). 

Finally, unintended consequences can either be direct or indirect (Rogers, 1982). Merton 

defined the ‘consequences of purposive action’ as both; consequences specifically and directly 

result result from the action, and consequences of ‘the interplay between the action and the 

objective situation’ are indirect but causally related. Oftentimes, truly unintended consequences 

(i.e., unanticipated) are the result of a chain of events (Bloomrosen, 2010; Helm, 1971; Vyse, 

2017). 

This study focuses on the unintended and unanticipated consequences, including both 

direct and indirect, desirable and undesirable consequences. We will also follow a framework, 

detailed below (see Figure 3), that includes stakeholder groups affected by the outcome of the 

actions. One key element that we wish to clarify from the outset is that ‘unintended 

consequences need to be distinguished from a failure to achieve the intended consequences’ 

(Aoi et al., 2007, p. 6). Thus, for each case study, we ensured that the initial goals and intentions 

were documented and understood before focusing on the unintended consequences of actions 

taken.  

Using the theory of strategy as practice to complement the theory of 

unintended/unanticipated consequences will allow us to build a more complete theoretical 
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framework for analysis of unintended consequences of partnerships between Russell Group 

Universities and International Pathways Providers. In particular, the concepts of intended and 

realised strategies enable us to avoid the pitfall outlined above – differentiating between 

unintended consequences and the failure to achieve the intended consequences - and to 

understand the initial goals of the partnerships. as well as the role of middle managers in 

translating and implementing those goals. Additionally, the role played by middle managers in 

the theory of Strategy as Practice will also strengthen the framework and add a practice-based 

dimension to the analysis. 

 

4.2 Strategy as practice 

The theory of strategy as practice has emerged over the past 15 years; moving away from 

the traditional view of strategy as a property of organisations, it argues instead that strategy is 

something that people do (Jarzabkowski, 2005; Johnson, 2007; Whittington, 2006 and 2017(b)) 

and should therefore be studied with an emphasis on the role of middle managers and concepts 

such as sense-making and sense-giving. Strategy as practice shows, through the lens of theories 

of social practice, that strategy development and change can be considered an emergent and 

intended process, often producing unintended outcomes, but in all cases, it is an ongoing 

process (Johnson et al., 2003). 

We recognised that strategy as practice, as a framework for investigation, has been subject 

to criticisms related to its ’micro-myopia’' (Vaara & Whittington, 2012), that is, its tendency to 

be concerned solely with the observed actions of managers. This study addresses this limitation 

by using the complementary theoretical concept of ‘unanticipated consequences’ as first 

developed by Merton (1936) as well as by focusing on one specific type of activity (IPPs) within 

a specific organisational culture (HE and, in particular, UK RIUs). 

4.2.1 Praxis, practice and practitioners: strategy as something that people ‘do’ 

Whittington (2006) outlined ‘strategy as practice’ as the reciprocal relationship between 

the three crucial elements of praxis, practices and practitioners (Figure 1). Whittington (2006) 

described the three elements as follows: 

- strategy ‘practitioners’: the actors doing the strategy work, recognising that each interpret 

and engage with their work in a unique way depending on their knowledge and experience 

(Balogun and Johnson, 2004).  
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- strategic ‘practices’: ‘routinised types of behaviour’ (Reckwitz, 2002, p. 249), such as 

procedures and techniques (Jarzabkowski and Spee, 2009; Mueller, 2017), but also more 

informal mechanisms such as the types of discourse and rhetoric used in strategy work 

(Sillince et al., 2012). 

- strategy ‘praxis’: the present concrete and specific activities as informed and guided by 

practices.  

 

 

 

 

 

 

 

 

 

 

 

  

 

 

Source: Whittington, 2006 

Strategy as practice encourages researchers to adopt an activity-based view, 

emphasising strategy through a study of observable micro-activities (Johnson et al., 2003, p. 1). 

Thus, within strategy as practice, it is possible to define all strategic activity as based on ‘regular, 

socially defined modes of acting that arise from the plural social institutions to which [actors] 

belong’ (Jarzabkowski et al., 2007, p. 6). Such an approach makes it possible to cut across 

multiple levels of analysis (Johnson, 2007; Whittington, 2006) and connect individual activities 

(micro-level) to the organisation (meso-level)  and organisational field (macro-level).  

Strategy as practice is a theoretically pluralistic or ‘promiscuous’ field (Carter et al., 2008), 

drawing upon a wide range of perspectives, such as structuration theory (Whittington, 2010), 

activity theory (Jarzabkowski, 2003), Bourdieuism (Gomez, 2010; Whittington, 2017a), 

Practitioners 

Practices Praxis 

Macro Micro 

Figure 1: Reciprocal relationships in strategy as practice 
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Foucauldian practice theory (McCabe, 2010), social constructivism such as sense-making 

(Rouleau, 2005), discourse (Mantere and Vaara, 2008) and ritual theory (Johnson et al., 2010). 

We will explore some of these perspectives below to examine the influence of middle managers 

on strategic outcomes. 

4.2.2 The role of the boundary-spanning middle manager 

4.2.2.1 Definition 

During the past two to three decades, studies focusing on the role of middle managers 

in strategy development and implementation have consistently defined middle managers in 

large organisation as a set of individuals spanning those hierarchically located below the top 

managers to those acting as the first-level supervision (Floyd & Wooldridge, 1992; Huy, 2001; 

Floyd and Lane, 2000; Wooldridge et al., 2008). Boundary-spanning activities have been defined 

in a variety of ways. Some refer to the actual activities, which may include filtering, transacting, 

buffering, representing and protecting (Adams, 1976). Others have categorised these actions 

and segmented them into specific areas such as external representation, internal influence and 

service delivery (Bettencourt & Brown, 2003). Boundary-spanning activities have also been 

defined as focusing on representation and coordination as well as gathering information 

(Marrone, 2010). Discussing the issue from the perspective of information communication, 

Tushman and Scanlan (1981) identified two specific functions of the boundary-spanning 

activities. The first is passing on information in order to represent the organisation to external 

stakeholders. The second involves gathering intelligence from the external environment and 

disseminating it within the organisation.  

This study takes a more focused approach, as recommended by Floyd and Wooldrige 

(2017). Numerous studies have demonstrated that middle managers are not simply passive 

'messengers'. They can do more than act on behalf of senior managers to disseminate the 

corporate mission and strategy within the organisation; instead, they take an active role in 

making organisational change possible (for example, Balogun, 2003; Balogun and Johnson, 2004; 

Bower, 1972; Fryer et al., 2017; Rouleau, 2005; Rouleau and Balogun, 2008; Westley, 1990). 

Their role is often critical to championing new initiatives as well as influencing top-level 

managers’ strategic thinking and guaranteeing effective implementation of strategies. However, 

Floyd and Wooldridge (2017), have argued that these previous studies have over-estimated the 

importance of middle managers to the strategy-making process; moreover, these studies did 

not demonstrate any differences between various managerial positions and contexts and, as a 

result, may have overstated the occurrence of this phenomenon. This is because generalisations 
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are made from a subset of middle managers – those located just below upper management – 

and other middle managers’ strategic influence is less frequent (Wooldridge and Floyd, 1990).  

For this reason, Floyd and Wooldridge have recently categorised middle management 

positions by taking into account managers’ external boundary-spanning responsibility and their 

position within the hierarchy as key factors in they ability to influence strategy. Their 

classification adds nuance and detail to the definition of middle management, and it also draws 

clearer connections to strategic influence. They differentiate between the different types of 

middle management according to their position in the organisational hierarchy and also 

determine whether their roles require them to externally and/or internally span boundaries. 

Table 1 below is the result of their analysis which identifies five classes of middle managers.  

Table 1: Five classes of middle management positions 

Source: (Floyd and Woolridge, 2017) 

 External boundary-

spanning 

responsibilities 

Internal boundary-

spanning responsibilities 

Bounded job 

responsibilities 

Middle 

managers 

reporting 

directly to upper 

management 

Senior relationship 

managers 

Senior team leaders  

Middle 

managers 

reporting at 

least one level 

below upper 

management 

Assessment and 

improvement 

managers 

Internal services and 

assurance managers 

Unit managers 

As further explained in the methodology chapter, the majority of participants in this 

study are either senior relationship managers, assessment and improvement managers or a 

manager working directly for either one of the aforementioned roles with specific responsibility 

for the management of the partnership between the university and the IPP; we have called this 

latter category of individuals ‘functional specialists’. 
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4.2.2.2 Ability to influence strategic developments and outcomes 

During a time of change, middle managers play an important role in motivating staff 

affected by the change while making sure that day-to-day operations are delivered efficiently 

(Cheng and Petrovic-Lazarevic, 2005; Gjerde and Alvesson, 2019). In their leadership role, 

middle managers are expected to explain the causes of the strategic change and promote its 

benefits (Balogun and Rouleau, 2017; Johns and Teare, 1995). Balogun (2003) developed a 

framework outlining the four interrelated roles of middle managers as change intermediaries: 

(1) continuous and gradual sense-making – understanding the impact of the change on their role 

and that of others- leading to personal change; (2) Sense-giving (Gioia and Chittipeddi, 1991) to 

others – guiding them to make sense of things; (3) Maintain a business as usual activities in the 

middle of all the changes, which means constant juggling of  priorities; and (4) Implementing the 

changes needed.  

Balogun (2003) observed that the latter two roles fit well with the traditional 

management and coordination role that is usually attributed to middle managers. However, the 

first two roles are rarely noticed, even though they involve ‘interpretation of the change intent 

into tangible actions for both themselves and their teams’ (p. 78), an important aspect of the 

middle manager's role. Balogun also argued that 'interpretation that occurs as part of 

undertaking personal change is, in fact, the key task for middle managers, since it informs all the 

other roles' (p. 79). Those managers can be considered boundary-spanning (Rouleau, Balogun 

and Floyd, 2015; Prysor and Henley, 2017; Williams, 2019) and, as such, play an important role 

in ensuring continuity and success in strategy delivery.  

Mantere (2008) identified particular enablers of middle management agency, but also 

finds that, for it to take place efficiently, actions by upper management are required via, for 

example, discourses to promote participation in strategy work by middle managers (Mantere 

and Vaara, 2008, Anas et al., 2019). In their daily activities, middle managers have to meet 

conflicting demands and respond to contradictory logics (Bryant and Stensaker, 2011; Lüscher 

and Lewis, 2008). In response to these managerial paradoxes, they develop specific narratives, 

strategies and tactics to guide and fuel their activities (Balogun et al., 2005). In the context of 

our study, our expectation is that the actions of the middle managers, and the paradoxes they 

face, may lead to consequences that were not anticipated and deviate from the primary 

objectives of the partnerships. 

While middle management’s strategic influence has also been described in a variety of 

ways, this study will employ the definition of Burgelman (1983). He portrayed middle managers’ 
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strategic behaviours as either induced (i.e., aligned with upper management and supporting the 

firm’s deliberate strategy) or autonomous. This latest behaviour is similar to what Mintzberg 

(1979) refers to as an emergent strategy. Similarly, Floyd and Wooldridge (1992) have outlined 

four middle management strategic roles, classified by their type of influence (upward or 

downward) and the impact they have on strategy (integrative, in support of the company’s 

deliberate strategy; or divergent, encouraging the company in new strategic directions).  

4.2.3 Middle managers and the importance of sense-making and sense-giving  

In times of change, middle managers are expected to guide their teams through the 

change by helping them make sense of of what is happening and adapt as rapidly as possible to 

avoid any disruption to the organisation (Bencherki et al., 2019). In order to do this, they need 

to make sense of what is happening for them initially (Morikuni et al., 2019). Many authors have 

recognised the importance that sense-making plays in middle managers implementing change 

(Loukopoulos and Garreau, 2018; Neumann et al., 2019;). Gioia and Chittipeddi (1991) define 

strategic sense-making as the way managers understand, clarify, create and disseminate sense 

of the information they have obtained about the strategic change. Floyd and Wooldridge (1992) 

discuss middle managers ‘synthesizing information’. Nonaka (1988 and 1994) stressed that 

middle manager’s ability to ‘combine macro and micro information and unify individual visions’. 

Once middle managers have made sense of the new situation, their role is to help others 

make sense of the changes that are happening and to answer questions such as ‘what should 

we do next?’ or ‘what does this mean in practice?’ (Steinberg, 2018). Sense-making turns 

confusion and disorder into understandable words that helps others to move on and look 

forward to the new state of play (Holt, 2009). Within the context of this study, partnerships with 

IPPs are highly disruptive to a specific group of staff or department. Middle managers have 

therefore an important role to play in sense-giving (Engle et al., 2017). Pfeffer (1981) argued 

that providing explanations is one of their key stakes, in doing so, they help rationalise and 

legitimise the activities undertaken by the organisation.  This view is supported by findings from 

several studies outlining that organisational change carried out using effective explanation is 

linked positively to perception of fairness (Brandis et al., 2016; Brockner et al., 1990; 

Greenhalgh, 1983; Shaw and Barrett-Power, 1997).  

As Cameron and Green (2004) showed, the role of middle managers is to convey the 

reasons of change to others in an understandable manner and turn the objectives of the change 

into reality. Middle managers are key to sense-giving when it comes to raising awareness of the 

change amongst their staff, as well as shape their perceptions, behaviours and beliefs as well as 
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reinforce their commitment to their organisation’s objectives. In doing so, they help avoiding 

resistance to change (Awamleh and Gardner, 1999; Bass, 1985; Heyden et al., 2017). They also 

are critical to effective communication and reduction of uncertainty within their wider network 

as part of their daily activities. 

Middle managers, through their daily practice and the exercise of knowledgeable 

performance, play a central role in developing and implementing strategies as well as enacting 

change (Rouleau, 2005). Rouleau (2005) showed that middle managers play a crucial role in 

translating an organisation’s new strategy into something meaningful to those they work with 

on a day-to-day basis, and through efficient dissemination, they support the embedding of new 

concepts and directions. Similarly, Floyd and Wooldridge (1997) and Balogun (2003) 

demonstrated how middle managers use their knowledge of who to talk to and how in order to 

synthesise information accordingly.  

The importance of the role of middle managers in sense-making and sense-giving is 

undeniable. Two key elements are needed, however, to ensure that they can perform their role 

fully and effectively. First, they require accurate and up-to-date information. Second, they need 

to be seen as credible messengers with the necessary legitimacy within their networks. Lack of 

information and/or credibility makes sense-making and sense-giving uneasy for middle 

managers and dismisses their ability to act as change intermediaries (Shreeve-Fawkes, 2016). 

Sense-making and sense-making are is all the more important when they operate in a university, 

considering the specificities of these types of organisations described in the literature review 

(Degn, 2015). 

Considering the importance of sense-making and sense-giving played by middle 

managers, it is easily conceivable that strategies may produce unintended outcomes as well as 

realise the originally intended ones. Because of their pivotal roles in strategy development and 

implementation, their ‘purposive social action’ (Merton, 1936) can have a significant impact. 

4.2.4 Intended strategies and unintended outcomes 

It is generally agreed that strategic change is an emergent process (Balogun, 2006; 

Balogun and Johnson, 2005; Mintzberg, 2000; Mirabeau and Maguire, 2014), and that the 

business of developing strategy (Mantere, 2008; Benneworth et al., 2017) resides beyond the 

senior management team. Centralised strategy guides the action of middle management and, 

in return, the actions of middle management alter the strategic process leading to the 

construction of a consensus with integrated goals (Friesl and Kwon, 2017; Jarzabkowski and 
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Balogun, 2007). Activities related to strategy delivery are distributed across the organisation and 

take place at different levels (Floyd and Lane, 2000; Lechner and Floyd, 2012; Mantere, 2005).  

The delivery agents often act fairly autonomously and, depending on how they make 

sense of the strategy, can contest or counteract existing strategies, thereby leading to the 

emergences of new strategic developments (Howard-Grenville, 2007; Koppmann et al., 2017; 

Lechner and Floyd, 2012;). This leads to a realised strategy with both intended and unintended 

outcomes (Balogun and Johnson, 2005). Figure 2 below illustrates this process. 

 

Figure 2: A model of intended, emergent and realised strategies 

Source: (Balogun and Johnson, 2005) 

Balogun and Johnson (2006) have demonstrated the key importance of the actors in 

charge of translating strategic plans into activities and challenged the idea that strategic change 

can be managed top-down. They argued that any strategic change is dependent on the way the 

recipient/agent of change makes sense of the strategy and can lead to the need for senior 

management to edit plans. Therefore, strategic change is ‘not only dynamic, emergent and non- 

linear but also frustrating and daunting’ (Balogun, 2006, p. 30). 

Sense-making is key to understanding the unintended outcomes of top-down strategies 

and the interpretative processes affecting individual change agents and recipients (or 

participants, in general). Since change recipients and agents are situated within a wider 

organisational culture, with its own shared assumptions, belief and rituals, any major changes 

require a shift in shared beliefs within the organisation and, at the individual level, requires 
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memory models that individuals have about the organisation to shift too. These assumptions 

are related to how the organisation behaves internally or externally (Ala-Laurinaho et al., 2017). 

In the context of this study, it may be that within RG universities, the primacy of the 

belief that research is the most important activity for academics contradicts the organisational 

strategic objectives related to the development of partnerships with IPPs. This situation was 

documented, for example, by Watson et al. (2016) with the case of academic ‘buy-in’ for third 

stream activities, showing a marked difference in participation between RG and non-RG 

academics.  

 

4.3 Summary of theoretical framework 

Our theoretical framework (summarised below in Figure 3) was informed both by the 

theory of strategy as practice and Merton’s theory of unanticipated consequences of purposive 

social action (1936). By combining both theories, we aimed to create a taxonomy that would 

improve the understanding of unintended consequences in the development and 

implementation of partnerships between IPPs and UK RIUs. The two theories complement and 

intersect with each other is a seamless manner with the framework overall shaping our analysis 

and interpretation of the data.  

Following the strategy as practice approach, we examined the roles and actions of middle 

managers (Floyd and Woolridge, 2017)in charge of leading the partnerships’ development.This 

allowed us to identify unintended consequences of various types, as found in Merton’s theory 

(1936). We focused on the perceptions of middle managers of the causes or limiting factors that 

influence their actions and lead to unintended consequences as they exercise sense-giving and 

sense-making, a central concept in strategy as practice (Rouleau, 2005). Additionally, we 

identified and classified the types of unintended consequences the stakeholders they affect, 

again utilising the theory of unintended consequences (Merton, 1936). Finally, this theoretical 

framework allowed us to determine how unintended consequences influence the realisation of 

the intended strategies and their original goals and contribute to the delivery of a ‘realised 

strategy’ (Balogun and Johnson, 2005). 

The theoretical framework is comprised of five stages, with stages 1, 2 and 5 based on 

the strategy as practice theory and stages 3 and 4 on Merton’s theory of unintended 

consequences of purposive social actions (1936). Each of the stages are described below. 
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Figure 3: Theoretical Framework: Intended and unintended consequences of strategy 

implementation. 
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Stage 1 ensures, for contextual purposes, that the intended strategy and rationale behind 

the partnerships are clearly understood and appreciated, thereby helping to identify the true 

unintended consequences and not just the failures to achieve the intended strategy.  

Information collected in this initial stage to compare and identify any strategic deviations and 

the organisational impact of middle managers’ actions (Balogun and Johnson, 2005) is used later 

on in Stage 5. 

Stage 2 focuses on the influence of the middle managers on strategic outcomes. The 

important elements of strategy as practice utilised are (1) the definition of the middle managers 

and (2) the importance of sense-making and sense-giving for middle managers as described 

above in 4.2.3. 

Stage 3 identifies the factors leading to unintended consequences involved in the 

development and implementation of partnerships with IPPs from the perspective of the 

managers. Understanding what generates unintended consequences is important, especially as 

the study is cross-sectional and allows us to pay particular attention to the specificities found in 

a certain type of HEIs. 

Stage 4 synthesises and categorises these unintended consequences. As described in 

4.1.3, we highlight the consequences that are both unintended and unanticipated, which are 

both desirable or undesirable, as well as direct or indirect. Adopting this approach also allows 

us to identify which stakeholders are affected by the unintended consequences. 

Finally, Stage 5 allows us to identify whether the intended strategy has been realised, if 

any deviation or emergent strategies have surfaced as a result of the actions of the middle 

managers’ actions, as well as reacting to unintended consequences (whether these are 

generated by the middle managers them or others). 

The next section describes the methodology as well as the study and research methods. 
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5 CHAPTER 5: METHODOLOGY AND RESEARCH METHODS 

5.1 Introduction 

This chapter describes and justifies the research design, methodology as well as the 

method choices which I3 used to answer the main research questions (Easterby-Smith et al., 

2008). In the following sections, I describe how I followed a qualitative narrative methodology 

(Connelly and Clandinin, 2000) and thematic analysis method (Braun and Clarke, 2006) to study 

an organisational field from a cross-sectional perspective. This approach allowed me to study 

the causes and impacts of unintended consequences of partnerships between RG universities 

and IPPs through the lens of the middle managers involved in the development and 

implementation of the partnerships. Twenty-five managers from the 11 RG universities that 

currently partner with IPPs and four managers of the IPPs included in this study were 

interviewed.  

Data was collected using semi-structured interviews to allow for the most comprehensive 

analysis of the formal structures and roles involved in the partnership as well as their unintended 

consequences (Kallio et al., 2016). After obtaining permission of the participants, I systematically 

recorded each interview, I then transcribed them, analysed them line-by-line and coded them 

using a thematic analysis method (Braun and Clarke, 2006).  

This chapter is organised as follows: I will first outline the research approach and explain 

the reasons for taking such an approach. This section will also address the philosophical 

underpinnings of the study and its methodology. Second, I will discuss the research design used 

in this study and detail its inherent challenges and issues. Third, I will describe the research 

methods and techniques used including the data collection, ethical considerations and data 

analysis. Finally, I will provide an outline of the research process.  

 

5.2 Research approach 

5.2.1 Context: a practitioner-researcher 

 

3 The first person is used in this chapter to indicate the active participation of the author as researcher in the study that is being 

described.  

-  
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As well as being a research student, I am also the International Director at the University 

of Bristol (UK). I have worked in HE in the UK, holding a number of positions within international 

offices for the past 15 years, and have established a strong network of contacts, especially within 

the RG. My professional experience has enabled me to research a ‘real-world’ situation within a 

context that I know well, but which, although similar on the surface, differs greatly from one 

university to another (Sinnott, 1989). The HE sector has often been characterised as inherently 

fluid, ill-defined, lacking clarity, rapidly changing and lacking transparency (Weick, 1976; 

Musselin 2007; Stensaker, 2015; Weick, 1976). Thus, this study involves me, as a practitioner-

researcher, investigating a real-world issue with the view to produce research outcomes that 

can progress research in the area of HE management as well as lead to improved practice. 

Taking into account this context, I used a problem-based methodology to conduct the 

research that propose solutions from the perspective of a practitioner (Robinson, 1993). I 

considered how reality will be defined within the context of the investigation and the research 

design as well as strategies that would most likely ensure that useful and relevant information 

would be gathered. I adopted an interpretivist (Myers, 2008) and social constructivist position, 

underpinned by a ‘weak’ subjectivist ontology (Burrell and Morgan, 1979) as described in 5.2.2.1 

below. This approach enabled me to acknowledge that individuals play a key role in actively 

creating reality through social interaction. Using a narrative inquiry, I reconstructed the 

participants’ experience in relationship to both others and their social milieu (Clandinin and 

Connelly, 2000). I will further explain the essential role of social interactions within this study 

later in this chapter. 

A qualitative thematic analysis (Braun and Clarke, 2006) approach was chosen as it 

provided me with the greatest possibility to explore the contextual aspects of the environment 

and its participants in their greatest depth and to identify emerging themes in the most 

comprehensive way. Using a thematic analysis for the data collected enabled me to move from 

specific observations and measures and to detect patterns and regularities, to formulate 

thematic maps, and, finally, to develop some general conclusions or recommendations. I accept 

that this framework may not allow for clear patterns to emerge as it would if I had chosen to 

frame this study within the principles of positivism. However, this approach allows for critical 

inquiry, flexibility in data collection and the possibility of developing culturally and historically 

situated interpretations. Discussion regarding each of these decisions is provided in the sections 

below.  

5.2.2 Philosophical position and methodology 
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I acknowledge that a clear philosophical position is an essential part of research design. 

Kaplan (1964, p. 18) defined the term ‘methodology’ as ‘the study – the description, the 

explanation, and the justification – of methods and not the methods themselves’. Different 

research methodologies are commonly used in qualitative research in the social sciences and 

include, among others, the following: case studies, phenomenological or grounded theory 

approaches, as well as narrative, testimonials or biographical methodologies (Carter and Little, 

2007). Research questions and the epistemological positions play a central role in choosing the 

most appropriate research methodology. Therefore, I considered the various approaches 

available to me once I had identified my research questions with the aim to develop a clear 

framework in which to conduct my study. Below, I will explain why I have chosen to follow social 

constructivism as an epistemological position combined with a fully qualitative interpretist 

thematic analysis. 

5.2.2.1 Social constructivism and the interpretist approach 

This study followed an interpretist approach and took a social constructionist 

epistemological position. In so doing, I have followed principles such as those developed by 

Berger and Luckman (1966) and Shotter (1993) and focused on the ways that individuals develop 

an understanding of the world through sharing their experiences with others using 

communication and language (Easterby-Smith et al., 2008). Social constructivism is frequently 

contrasted with positivism in the way they describe how the world exists; the former views 

reality as socially constructed, and the latter exists externally and, as a result, is measurable 

using objective methods. In social constructivism, reality can only be given meaning by people 

(Easterby-Smith et al., 2008); it is a construction of shared meanings and interpretations (Berger 

and Luckman, 1966). 

My interest lies in the way social constructionism views roles, identity and power and 

how it centres human agency (Andrews, 2012). This perspective aligns well with the focus of my 

study on the influence of middle managers on decision-making and how individuals actively 

interpret organisational structures and social situations. In turn, an individual’s role, identity and 

power dynamics are moulded by their interactions with others and influence the way they 

behave according to the context within which they evolve. Shared meanings can be described 

through systematic research and analysis, and it is therefore possible to elucidate why people 

behave in a certain way or choose one action over another (Burr, 2015).  

Thus, I encouraged participants in this study to clearly articulate how they understood 

and saw their relations to their colleagues and stakeholder on a daily basis and how this affected 
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their role, identity and power dynamics. I made a point of identifying the meaning that those 

experiences held for them and how these influenced their actions. I then analysed their 

interpretation of these experiences. Following Fineman (1993), I embraced the fact that 

‘interpretation is a cornerstone to social constructionist thought’ (p. 11). This approach allowed 

me to compare – in particular, when more than one participant was from the same universities, 

but also when participants from different HEIs worked with the same partner – and consider 

alternative explanations of how unintended consequences are brought about.  

For the above reasons, I have chosen not to follow a realist approach. Realism 

acknowledges the fact that both ‘real’ and ‘thought’ objects exist. Real objects can be described 

as facts (Sayer, 1992, p. 47) that exist regardless of whether they are known by anyone. These 

real objects are then given meaning by thought objects. Thought objects are characterised as an 

individual’s understanding of the world surrounding them and how they communicate this to 

others. Consequently, in this study, both the existence of a partnership and the role played by 

middle managers in their development and delivery are objects set within a context that varies 

from an HEI to another, despite them being similar on the surface and being part of a single 

network, the RG.  

Thus, using social constructivism and an interpretivist approach, we are able to 

understand whether the context either enables or limits the ability of middle managers to 

influence decision-making and the development of unintended consequences. Interpretivism is 

often used to describe a socially created world (Blaikie, 2007) and enables the researcher to 

become an active creator of the research. Due to the chosen approach and the fact that I am a 

practitioner-researcher, I am of the opinion that the participants and I co-created knowledge 

when discussing and reflecting on their experiences. I am intertwined with the process, and it 

would be difficult to extricate myself from it. I had to make a conscious effort to minimise any 

impact of this situation, especially any possible biases, as my experiences, views, and values 

inevitably bring some subjectivity to the research process (Cunliffe, 2002; Easterby-Smith and 

Malina, 1999). It was essential to remain reflexive and transparent about my own subjectivity 

throughout my research.  

Considering my epistemological position described above, the following sections explain 

why I used a qualitative thematic analysis method to answer my research questions. 

5.2.2.2 Qualitative approach 

I developed a framework for conducting the study after identifying the research 

questions. A qualitative approach was the most natural way forward, considering my 
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professional knowledge and the assumptions made regarding how and what I would learn 

during this project (Creswell et al., 2003). Because social constructivism believes that 

knowledge, and reality, is constructed by an individual’s practices, interactions between them 

and how this is experienced within a specific social context (Crotty, 1998), my research primarily 

aimed to gather views from participants (Creswell et al., 2003). This perspective called for a 

qualitative research methodology. Central to qualitative research, as opposed to quantitative 

research, is the emphasis on ‘the interpretation of observation in accordance with the subjects’ 

own understandings’ (Bryman et al., 2012, p. 135).  

Qualitative research focuses on context and, when used in a project which centres on 

organisations, helps present an accurate picture of what the organisation is like. A qualitative 

approach can also allow for a better understanding of how events unfold over time and the 

process that has led to these events (Bryman et al., 2012). I believe understanding such a process 

within my study and focusing on both a bottom-up inductive and a theoretically framed 

deductive analysis (Creswell et al., 2007; Jupp, 2006) is key to answering my research questions. 

For these reasons, I chose qualitative methodologies and methods.  

Creswell et al. (2007) has suggested that five qualitative approaches are available to 

choose from: narrative research, phenomenology, grounded theory, ethnography and case 

study. In this particular research project, my primary interest was to discover and understand 

the causes and impact of unintended consequences through the lens of the managers 

responsible for developing and delivering partnerships between RG universities and IPPs. 

Analysing the nature and scope of the partnership was paramount to gaining an understanding 

of the aims and motivations of those managers and how these could affect development 

partnerships development and implementation.  

First, I excluded the possibility of carrying out a phenomenological study since this would 

focus on describing the meaning and experience of a specific phenomenon or concept of a 

number of individuals (Van Manen, 2016). A phenomenological approach homes in on a single 

concept and centres around lived experience. Data is collected from individuals who have 

experienced the phenomenon and from this, a develops a synthesis outlining the core elements 

of the experience for all of the individuals involved is created. As my study focused on the role 

that middle managers play in the development and implementation of a specific type of 

partnership, the ‘lived experienced’ aspect of phenomenology could be an interesting approach, 

especially the opportunity to focus on ‘what’ they experienced and ‘how’ they experienced it 

(Moustakas, 1994). Although this would allow me to initially distil individual experiences, I found 
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that the approach would not provide the level of details required to answer my research 

questions.  

Second, ethnography is a ‘research process based on fieldwork using a variety of (mainly 

qualitative) research techniques but including engagement in the lives of those being studied 

over an extended period of time’ (Davies, 2000, p. 4–5). It is generally recognised that the design 

of an ethnographic study would involve focusing on an ‘entire culture-sharing group’ (Harris, 

1968) and would require extensive fieldwork to be carried out (Wolcott, 2008). For these 

reasons, I decided that an ethnographic approach would not be appropriate for my study. 

Although I could gain access to participants, I would not have been able to spend extensive time 

with them. Additionally, although they share many similarities, RG universities cannot be 

described as a ‘culture-sharing group’. 

Third, the case study is a useful mechanism to support the empirical investigation of a 

contemporary phenomenon within its real-life context (Yin, 1994). It is a comprehensive method 

for planning, gathering and analysing data. According to Yin (2017), case study methods are best 

for answering ‘why’ and ‘how’ types of questions, as this leads to gaining an in-depth 

understanding of particular phenomena and the contexts in which these occur. While this 

approach could have been taken in this study, it would have meant that only a small number of 

universities could have been included in the study. However, I favoured ensuring the 

participation of all universities involved in a specific type of partnerships (those currently 

working with IPPs) within a specific network of universities (the RG), which meant that the case 

study approach would not have been a realistic one for a DBA thesis. 

Finally, a grounded theory methodology allows researchers to investigate the contextual 

characteristics of the environment and its participants in the greatest possible depth and 

comprehensively identify emerging themes. Grounded theory permits to study basic social 

processes and to gain an understanding of the complexity and varied interactions that produces 

variation in that process (Heath and Cowley, 2004). Using a grounded theory approach, theory 

evolves during actual research through looking at the same event or process in different settings 

or situations (Easterby-Smith et al., 2008). While this approach was an appealing one, in terms 

of identifying patterns and themes, the main aim of grounded theory is to test hypotheses and 

develop new theories; it also pre-supposes no pre-existing theories and is mainly an inductive 

process. Since my study is placed within a theoretical framework, and is therefore both 

deductive and inductive, grounded theory was found to be unsuitable.  
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Therefore, I opted for a narrative approach set within a context of a study of an 

organisational field (the RG of universities). I chose this approach because I have extensive 

contextual knowledge and believe that a narrative approach would expose distinctive paradigms 

of understanding or experience in the organisational field that may not be easily grasped, for 

example, in a case study design. Moreover, a study of a specific organisational field would allow 

for greater reliability of the findings and provide me with an opportunity for generalisation.  

5.2.2.3 Narrative methodology and sense-making 

This study focused on the role that middle managers play in sense-making and sense-

giving within their organisations’ stable frames enabling the management of uncertainty (Weick, 

1995). For this reason, I found that my research questions would be most effectively answered 

using narrative research, as it is an interpretive approach that involves a storytelling 

methodology, focusing on how individuals or groups make sense of events and actions in their 

lives (Clandinin and Connelly, 2000). In its simplest form, narrative research refers to a discursive 

representation of a chronology of events that an individual goes through (Johnston, 2002; 

Toolan, 2012). Our experiences are edited and made meaningful by our narratives, what Ricoeur 

(1984) calls ‘emplotment’.  

Bruner (1987, 1991) and Lyotard (1984) have argued that there are two kinds of sense-

making modes, which stand in opposition to one another: the first is a logico-scientific mode, 

and the second is a narrative mode of ordering experience and making sense. Narrative research 

centres around the unique features of what occurred and the participation of individuals in 

generating these specific events. A narrative methodology approach views the individual within 

their social environments as deliberately giving meaning to objects, others and themselves. If 

narrative is elevated into ‘the primary form by which human experience is made meaningful’ 

(Polkinghorne, 1988, p. 1), then one could argue that the stories we tell are such because they 

reflect how we have experienced them, which makes us who we are (McAdams, 2008; Randall, 

2018). 

Narrative inquiry was first used by Connelly and Clandinin (2000) as a methodology to 

describe the personal stories of teachers. This methodology enables researchers to look for ways 

to understand and then present real-life experiences through the stories of the research 

participants (Connelly and Clandinin, 2000; Creswell, 2002). It also enables the inquirer to obtain 

a rich description of these experiences, explore their meanings and present a more 

comprehensive understanding of the participants' points of view. A narrative approach to the 

research is justified in this study as the research questions centre around how a specific 
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phenomenon is described or perceived by a cluster of individuals involved in comparable 

activities, in this case, the middle managers tasked with leading and implementing IPPs.  

A chain of experiences is therefore of interest as these are weaved into a narrative and, 

in particular, the manner in which people make sense of their experience by encoding it in 

narrative. I acknowledge that choosing to follow a narrative approach is not without its 

limitations. Indeed, people may recount their experiences in different ways, at different 

occasions, to different people. I see my position as a ‘peer’ or ‘insider’ to the community studied 

– rather than stranger – as an advantage, one that enables me to extract a more accurate version 

of reality than would have been provided to someone who was external to the participants’ 

environment. I agree with Clandinin (2006) when they state that the ‘narrative researcher is in 

a dual role – in an intimate relationship with the participant and in a professionally responsible 

role in the scholarly community’ and acknowledge that this is sometimes a difficult balance to 

strike.  

Narrative inquiry is a complex and dynamic methodology (Clandinin, 2006). The 

researcher and the participant need to come to an agreement on the meaning of the stories by 

providing validation checks throughout the collection and analysis (Creswell and Miller, 2000). I 

expand further on the specificities of narrative inquiry later in this chapter. I recognise and 

embrace the subjective reality inherent in this process, which I found to be a refined and 

remarkably useful way to expose nuances and details about the participants’ experiences.  

 

5.3 Research design 

I carefully selected my research design to ensure its fit for the focus of my research, the 

problem it is aiming to solve and the questions to be answered. My intent was to make sure that 

I could gather findings and conclusions that can be considered credible (Creswell et al., 2007; 

Opie et al., 2004). My main focus was therefore to ensure that my research design could help 

me generate pertinent data to answer my research questions. The central aim of my research is 

to develop a more in-depth understanding of how unintended consequences develop as 

perceived middle managers actions and how they lead to changes to the original strategic intent 

in RG universities partnering with IPPs. To fulfil this aim, I designed a qualitative study of an 

organisational field, informed by literature review, based on a narrative methodology supported 

by thematic analysis. 

5.3.1 General outline of the research design  
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In this study, I followed a thematic analysis approach, using a continuous iterative 

process between data collection and analysis. I determined participant numbers in each 

university, prioritising quality over quantity. Details related to universities and participant 

selection can be found below in section 5.4.2 ‘Participant selection and sampling’.  

The study was conducted in two stages. In the first phase, I identified key points of 

contact in each of the universities to be involved in the research project and had an initial 

informal conversation with them. This phase allowed me to obtain an initial understanding of 

the context within each university and map essential connections as well identify participants 

to be interviewed. In the second phase, I spent several days at each university, interviewing 

participants using semi-structured interviews and gathering further information informally from 

key contacts. This approach allowed me to observe and explore the similarities and differences 

between each university and to identify common themes and patterns. This process enabled 

me, in turn, to discern generalisable implications. In designing the study, I also leveraged the 

literature I had reviewed. I also took into account my knowledge and experience of the UK HE 

system, in particular the RG. Thus, I was able to identify the key characteristics of the desired 

sample. As described in the literature review, middle managers at various levels play a crucial 

role in influencing strategy development and implementation; for that reason, I decided that 

including individual working in different hierarchical levels would be appropriate. 

 My experience of UK HE also enabled me to navigate the complexities of each university 

in a fairly straightforward manner and consider the different variables that can be found in each 

of them. As a result, I was able to identify how unintended consequences are formed in each 

university and what their impact is.  

During the data analysis stage, in keeping with a thematic analysis approach, I followed 

Braun and Clarke (2006)’s 6-step framework, which includes the following steps: Step 1: data 

familiarisation; Step 2: initial codes generation; Step 3: themes search; Step 4: themes review; 

Step 5: themes definition; and Step 6: Write up. These steps will be further described in the next 

sections. 

However, I used the framework flexibly, and my research process was iterative, which 

involved observing, coding, analysing, reflecting, recoding and rethinking. In effect, proceeding 

in this way has meant repeating steps 2 to 5 several times. My research questions were guided 

by a number of key concepts included in the theoretical framework as well as the literature 

review. These concepts included the theory of strategy as practice (Jarzabkowski and 

Whittington, 2008) and Merton’s concept of unintended consequences of social actions 
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(Merton, 1936). Taking this approach provided me with a fluid framework to view the situation, 

develop the research design and formulate themes and questions to be used for the data 

collection. However, this process did not prevent me from exploring emerging themes and ideas. 

In summary, I aimed to philosophically align my research approach, methodology and design 

and develop a structure that would allow for suitable answers to my research questions to 

emerge. 

In addition, I carried out the literature review in two stages. It was conducted at the 

beginning of the project to help define research questions and frame the problem (Creswell et 

al., 2003), as is typical in any qualitative study. Later on, I returned to the literature review as 

part of the data analysis process to help me compare and contrast the findings in my study. This 

approach is consistent with the use of an inductive logic process as the literature can become 

an aid once patterns or categories have been identified (Creswell et al., 2003). 

The following section describes the research methods I used to collect and analyse the data for 

this study.  

 

5.4 Research methods  

The main data collection mechanism for this study was semi-structured interviews 

conducted (Flick, 2009) with middle managers involved in the development and management 

of partnerships with IPPs in RG universities. I used an interview guide (Kallio et al., 2016) to 

ensure consistency of the topics discussed with participants and that the data collected would 

answer my research questions, as well as legitimise my research. Participants included 

individuals at different hierarchical levels. Afterward, I used a thematic analysis (Braun and 

Clarke, 2014) to analyse the data. 

The following section describes the research methods that I have chosen, the decisions I 

made and how I implemented them. First, I will address the data collection methods, then I will 

detail how participants were selected and how I secured access to participants. Next, I’ll discuss 

data collection processes, and finally, I will describe the data analysis procedures.  

5.4.1 Data collection 

5.4.1.1 Desk research and initial information gathering 

This first step of data collection was desk-based and aimed at identifying six to eight 

universities that would become the focus of the study. Criteria for selection included the 

following: 
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o Membership in the RG. 

o Clear strategic imperative to actively develop international education partnerships with 

IPPs. 

o Existence of education partnerships at various stages of development (from those at the 

early stages of implementation to the well-established ones). 

During that initial stage, I also reviewed international strategies and related documents 

that can be found in the public domain (such as committees’ terms of references, agendas and 

minutes, management reports, mission statements, senior managers statements, quotes or 

speeches at public events, policies and procedures) to identify a number of universities to take 

part in the study. I identified 11 universities fitting the above criteria and went on to map key 

contacts in each of the universities with whom to have an informal discussion. Those contacts 

were usually my counterparts – international directors. The initial discussions took place either 

over the phone or in person between June 2018 and August 2018. By following this process, I 

was able to create a list of key stakeholders and possible participants to interview at each of the 

11 universities. The majority of those that I approached agreed to be interviewed as long as 

anonymity was ensured. However, all participants gave permission for the name of their 

universities to be mentioned in this study. 

The 11 universities included in this study are the following: Durham University; Queen’s 

University, Belfast; University of Exeter; University of Glasgow; University of Leeds; University 

of Liverpool; University of Manchester; University of Newcastle; University of Nottingham; 

University of Sheffield; University of York 

These universities partner with the following four different IPPs: INTO (Queen’s 

University Belfast, University of Exeter, University of Manchester and University of Newcastle); 

Kaplan (University of Glasgow, University of Liverpool, University of Nottingham, University of 

Sheffield and University of York); NCUK (University of Leeds, University of Manchester and 

University of Sheffield); and Study Group (Durham University, University of Leeds and University 

of Sheffield). 

5.4.1.2 Interviews 

Once the participants were selected (as described in section 5.4.2 below), interviews 

were conducted. All participants were sent a consent form along with an explanatory 

information sheet introducing my study and detailing what was required of them ahead of the 
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interview. A copy of the consent form can be found in Appendix 2, and a copy of the participant 

information sheet can be found in Appendix 3. The 25 interviews with participants from the 11 

RG universities took place between September and December 2018. I conducted all but three 

of the interviews in person, spending a couple of days at each university to also gather informal 

information to enable me to get a better grasp of the context.  

For the purpose of cross referencing, I identified a small number of possible participants 

from each of the IPPs, eventually agreeing to interview one key contact at each of the four 

providers. I conducted four interviews with participants from the IPPs that partner with the 11 

universities (one participant from each provider) as described above. Three agreed for their 

interview to be recorded and transcribed, one preferred not to be recorded; therefore, I relied 

on extensive notes taken during the interview for data analysis. These interviews took place in 

February and March 2019. In total, 29 interviews were conducted. 

 I agree with Easterby-Smith et al. (2008) that face-to-face interviews are best when 

looking to ‘capture the meaning and interpretation of phenomena in relation to the 

interviewee’s worldview’ (Easterby-Smith et al., 2008, p. 144). Conducting interviews in person 

and in situ gave me an opportunity to observe non-verbal cues such as a change in facial 

expressions and other subtle signs that could be missed on video or telephone calls. Thanks to 

my work experience and background, I was able to rapidly build a common understanding with 

each of the participants and put them at ease. I found that those who were a little tense to start 

with relaxed quickly once starting to interact in person. Due to the fact that they were talking to 

a peer rather than a more traditional researcher, I was able to extract information that 

participants would not have readily divulged to a stranger.  

Each interview lasted on average between 45 and 90 minutes. The objective of the 

interviews was to obtain in-depth insight into the perspective of the key actors involved in the 

leadership and delivery of partnerships with IPPs. I sought permission to record the interview 

prior to commencing (permission was also clearly requested in the consent form, but I double-

checked at the beginning of the interview in case this was not completely understood by the 

participants). Permission was granted in most cases (two participants out of the 29 asked not to 

be recorded – when that was the case, I took extensive notes). I used semi-structured interviews 

conducted within an open framework, which allowed for a focused but conversational 

communication (Morse and Richards, 2002). The process I followed was one of intensive 

interviews as described by Charmaz (2014): ‘a gently-guided one-sided conversation that 

explores research participants’ perspective on their personal experience with the research topic’ 
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(p. 56). 

For that purpose, I designed an interview guide (see Appendix 1) which I used to conduct 

the semi-structured interviews. This guide included open-ended questions set out in a logical 

order to assure all information required was covered. I also included several structured 

questions (demographic, career history and organisational) at the beginning of the interviews 

before moving on to the semi-structured questions. This approach enabled me to gather greater 

context and probe participants more effectively. The interview guide also allowed me to ensure 

that the same topics were considered with all participants while taking an agile approach and 

allowing participants with opportunities to develop new lines of inquiry that may lead to new 

emergent themes. The wording of these questions was checked for clarity and agreed with my 

supervisor prior to the interviews.  

This method was appropriate as my professional knowledge and experience allowed me 

to frame the discussion in advance. Additionally, this permitted me, for each of the interviews, 

to effectively integrate the contextual information and data collected in the desk-research stage 

of data collection. I followed Robson’s (2011) definition of the semi-structured interview; I 

defined a set of questions in advance but felt free to amend the order in which I asked them, 

depending on my perception of what appeared most appropriate in the context of the interview. 

This approach allowed me to have follow up questions when gaps were unveiled and seek 

further explanation when required. It also meant that I omitted to ask certain questions in some 

interviews. In so doing, I was guided by the organisational context or individual responses. 

Depending on how the conversations unfolded, I also varied the order of questions. 

My aim was to interview more than one participant at each of the 11 universities. I 

managed to do this for all but two universities. By interviewing several individuals from the same 

university, some of the variability that could potentially have arisen by having a single 

representative for each university was reduced. However, I am aware that conscious or 

unconscious respondent deviation can be significantly increased and become a weakness when 

greater flexibility of response is permitted. However, I believe that my awareness of this possible 

issue has enabled me, as the interviewer, to prevent respondents from straying off topic. 

Additionally, I recognised that greatest potential weaknesses of interviewing are linked to the 

interviewer themselves (Fontana and Frey, 2005).  

I therefore made a conscious effort to ask open and non-guided questions and, while 

remaining friendly, not show any non-verbal expression that may lead the respondent to believe 
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that I agreed, disagreed or had a specific professional view on any of the matters discussed. I 

see my experience and background as a benefit that enabled me to investigate my research 

questions with great depth; however, this same experience can lead to possible biases. During 

the interviews, I took great care in avoiding to over-rely on my own knowledge; I regularly 

reviewed my field notes and transcripts to assure that integrity was maintained during the data 

collection and questioned whether my interpretation of the data was based on the participants’ 

answers or my own views. Challenging myself in such a way ensure that my personal values 

would not influence the choice of themes to be pursued.  

I experienced technical difficulties with one recording. This resulted in the loss of the 

recorded data. I realised that this incident had happened the day following the interview; I 

therefore was able to reconstruct the essence of the participant’s answers from memory and 

my field notes. When concluding the interviews, I asked all participants how they had felt about 

the interview process and whether they had anything to add. This was mainly to help with 

validity and appropriateness. None of the participants expressed any major criticism of the 

process; the majority told me that they found the process useful and made them reflect on their 

day-to-day work and practices.  

5.4.2 Participant selection and sampling 

This particular study did not call for sampling methods to be used for participant 

selection, as I was looking to interact with individuals that fit a simple but specific set of criteria 

within a defined number of universities. Relevant participants from each university were 

therefore identified as described above during the desk research. The following criteria were 

used to select the participants: (1) Boundary-spanning ‘middle managers’ (as described in 

Chapter 4); (2) Currently or having recently been involved in the development and/or 

implementation of the partnerships studied; (3) Willing to discuss their experience without 

revealing any commercially sensitive information (usually when guaranteed anonymity). 

I conducted 25 one-on-one interviews at 11 RG universities, which included all of those 

who currently partner with IPPs, and four with IPPs representatives. All interviewees can be 

described as ‘middle managers’ although, following Floyd and Wooldridge’s classification 

(2017), three general categories were identified: (1) senior relationship managers (directors), 

(2) assessment and improvement managers (typically ‘heads’ usually in charge of international 

recruitment) and (3) functional specialists (in charge of a specific area of activity). This last 

category deviates from Floyd and Wooldridge’s classification and includes managers working 
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directly for either one of the aforementioned roles with specific responsibility for the 

management of the partnership between the university and the IPP.  

Institutional size or geographical spread were not parameters of importance, as the 

main focus was to ensure comprehensive participation of all RG universities involved in 

partnerships with IPPs, regardless of these characteristics. This was an important component of 

the research design; it was essential to obtain a cross-sectional and comprehensive view to 

ensure that my research questions could be answered in the best possible way. I specified a 

number of criteria for the selection of participants but did not predetermine the number of 

interviews I wished to conduct. In some universities, where partnership development and 

implementation are heavily centralised, it may mean, for example, interviewing a single 

participant, who has been central to the development and implementation of the partnerships 

at all stages and has a comprehensive knowledge of the partnerships. The key objective was to 

achieve ‘saturation’ rather than simply collect the largest quantity of data (Saunders et al., 

2018).   

Reaching ‘saturation has meant that I decided to stop adding new participants when 

repetition or confirmation of previously collected data occurred. This design was chosen 

because I wanted to develop a rich description of experiences from the participants’ 

perspectives. This method allowed me to validate emerging themes by adjusting questions and 

topics of discussions with various subgroups in the following stages: (1) participants from the 

same universities; (2) participants from different universities working with the same partner; (3) 

all participants focusing on specific emerging themes, issues and theories. This approach 

allowed me some flexibility, and I was then able to add other participants at later stages if it 

seemed that their experience would contribute to a specific emerging theme.  

Conversely, I also decided to stop integrating further cases and not interview some 

participants that had originally been identified when it became evident that their contribution 

would not bring any new data and only lead to saturation. The decision to add or remove 

participants from my original target list was made by having a short informal phone call with the 

person. Thus, for three universities, I decided to only interview one participant. 

As described above, all participants were boundary spanning ‘middle managers’. I 

identified all of the study participants directly or via referrals. Those identified directly were 

usually my counterparts at other RG universities. I know the majority of them quite well as we 

meet frequently thanks to the RG International Forum, a formal group aimed at exchanging best 
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practices and influencing national and international HE policies. Referrals were usually made by 

those key contact points and were an effective way to gain the participant’s consent, as, in 

effect, this gave me a seal of approval from senior colleagues at each of those universities. 

Details of the interviews along with the demographic characteristics of each of the 

participants are shown in Table 2 (university participants) and Table 3 (partner participants). 

These tables also include details of the interviews (duration, date and transcription word count). 

Overall, there were 16 males and 13 females, 16 senior relationship managers (SRM), 6 

assessment and improvement managers (AIM) and 7 functional specialists (FS). 

5.4.3 Data analysis  

5.4.3.1  Nvivo qualitative analysis software for data management 

The process of data collection, analysis and interpretation was fully framed within the 

theoretical framework. The full data collection and analysis process was  carried out in several 

cycles until I could draw satisfactory conclusions, going through the five stages of the theoretical 

framework multiple times to refine the analysis and interpretation of the findings 

. In this study, all interviews were audio recorded, transcribed professionally and coded 

in order to elevate the material from a descriptive to an interpretive level. I conducted the data 

analysis using the qualitative analysis software NVivo. The use of NVivo was essential for 

processing and analysing a great quantity of complex qualitative data in a documented and 

systematic manner. It allowed me to organise and manage a large dataset with a clear coding 

structure, which then helped me with the creation of themes and the searching of data (King, 

2004). 

The data analysis was an ongoing and iterative process. The data from previous 

interviews informed how the later transcripts would be analysed and prompting particular 

scrutiny of all aspects of the interviews. I used NVivo to examine the raw data. Using the 

software as data management tool I identified as many interpretations as possible and found 

correlations between the interviews and the results with reference to the original research 

questions. This is one of the main advantages that I found in the use of Nvivo as a data 

management tool. It allowed me to search my large data sets of 29 lengthy interviews and then 

organise the results in a variety of ways (Spencer et al., 2003). This was invaluable for content 

analysis as well as the organisation of the data into themes enabling me to address the research 

questions, utilising the theoretical framework to its full extent. While manual sorting would have 

been possible, it would have been difficult and time-consuming. 
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Table 2: Interview details and demographic characteristics of participants (universities) 

University Partner Length of 

Partnership 

(Years) 

Participant Interview Details Demographic Characteristics 

A 1 

  
Date 

(2018) 

Duration 

(mins.) 

Transcribed 

word count 

Gender 

(M/F) 

Age  Position Years involved in 

partnership 

4 A-1 27-Sep 57 7,531 M 25–

35 

FSM 2 

A-2 27-Sep 41 6,186 M 45–

55 

SRM 2 

A-2 27-Sep 75 9,295 M 45–

55 

AIM 2 

A-4 28-

Sept 

60 N/A F 35–

45 

SRM 2 

B 2 10 B-1 04-Oct 47 7,235 F 35–

45 

FS 6 
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B-2 04-Oct 51 7,996 F 45–

55 

FS 10 

B-3 04-Oct 72 10,443 F 35–

45 

SRM 10 

C 1 11 C-1 08-Oct 68 11,920 F 25–

35 

FS 7 

C-2 12-Nov 40 6,904 M 55–

65 

AIM 11 

C.3 12-Nov 52 9,318 F 25–

35 

FS 1 

D 2 and 3 11 and 30 D-1 23-Oct 53 6,667 M 25–

35 

FS 11 

D-2 30-Nov 25 N/A M 45–

55 

SRM 10 

E 2 13 E-1 23-Oct 38 4,404 M 25–

35 

AIM 1 
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E-2 05-Nov 53 8,135 M 45–

55 

SRM 10 

F 3 and 4 5 and 30 F-1 25-Oct 66 7,146 M 35–

45 

FS 3 

F-2 25-Oct 66 10,381 F 35–

45 

SRM 2 

F-3 25-Oct 75 9,205 F 55–

65 

SRM 20 

G 4 2 G-1 31-Oct 61 9,492 F 55–

65 

SRM 2 

H 1 12 H-1 11-Nov 45 6,643 M 35–

45 

SRM 10 

H-2 11-Nov 45 6,643 F 35–

45 

SRM 20 

I 1 3 I-1 03-Dec 46 5,913 M 45–

55 

SRM 3 
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J 1, 3 

and 4 

10, 4 and 

30 

J-1 14-Dec 67 9,761 M 55–

65 

SRM 10 

J-2 14-Dec 64 11,084 M 55–

65 

SRM 2 

J-3 14-Dec 79 12,541 M 45–

55 

AIM 10 

K 2 12 K-1 17-Dec 32 4,764 M 35–

45 

SRM 2 
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Table 3: Interview details and demographic characteristics of participants (partners) 

Partner Interview Details Demographic Characteristics 

 
Date 

Duration 

(mins.) 

Transcribed 

words count 

Gender 

(M/F) 

Age 

category 

(yrs.)  Position 

Years involved 

in partnership 

1 05-Feb 90 11,319 M 55–65 SRM 10 

2 05-Feb 60 N/A F 45–55 SRM 15 

3 13-Feb  74 

 

11,550 F 35–45 AIM 2 

4 08-Mar 51 8,085 F 35–45 AIM 4 
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5.4.3.2 Thematic analysis 

When planning my study, I gave careful consideration to how reality should be defined 

and, as a consequence, which design strategy would most likely gather the information required 

to answer my research questions. I adopted a social constructionist position and a qualitative 

approach. Being aware of the fact that a thematic analysis may have implications in terms of the 

credibility of the research process (Nowell et al., 2017) due to its potential for lack of focus, I 

decided to follow the method developed by Braun and Clarke (2006). I chose a thematic analysis 

as it is a flexible process that leads to identifying patterns or themes in qualitative data. The aims 

of a thematic analysis are to identify patterns in the data that are of significance or thought-

provoking. Those patterns are then these to answer the research questions by interpreting and 

making sense of the themes that have emerged.  

A thematic analysis can be conducted in various ways (Alholjailan, 2012; Javadi and 

Zarea, 2016). In this study, I followed Braun and Clarke’s (2006) 6-step framework (further 

described below in the section on the research design and methods) because it offers a well-

defined and practical structure for conducting a thematic analysis. Braun and Clarke (2006) 

differentiated between two types of themes: semantic and latent. Semantic themes are ‘within 

the explicit or surface meanings of the data and the analyst is not looking for anything beyond 

what a participant has said or what has been written’ (p. 84). The latent themes aim to go 

beyond the descriptive level and ‘start to identify or examine the underlying ideas, assumptions, 

and conceptualisations – and ideologies – that are theorised as shaping or informing the 

semantic content of the data’ (p. 84). Braun and Clarke’s approach also fitted well with the 

theoretical framework I have created to address the research questions in this study, as it can 

be applied to each stage of the framework independently but also enable the identification of 

cross-cutting themes that can be found within several parts of the theoretical framework.  

The analysis in this study identified mostly semantic themes; however, the analysis was 

not only a descriptive one and focused on interpreting and explaining them, supported by the 

concept that can be found in the study’s theoretical framework. While carrying out my research, 

I did not pre-suppose any pre-existing reality (Easterby-Smith et al., 2008) regarding how the 

unintended consequences of partnerships between RG universities and IPPs come about or how 

they affect the HEIs involved. I did, however, use my professional experience and the literature 

review and the theoretical framework to inform the design and methods used in this study, 

which allowed me to generate a general explanation as described and perceived by the 

participants.  
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Finally, Braun and Clarke (2006) differentiated between a thematic analysis, which is 

more top-down and emanates from particular research question(s) and/or the researcher’s 

interest, and an inductive one, which is developed bottom up and originates from the data itself. 

Our analysis was framed within a clear theoretical framework and research questions and is 

therefore more thematic than inductive. 

The following sections on research design and methods provides additional details 

regarding how a thematic analysis approach was utilised in this study. 

5.4.4 The Braun and Clarke (2006) framework: detailed analysis sample 

In keeping with a thematic analysis approach, I followed Braun and Clarke (2006)’s 6-

step framework during the data analysis stage. In this section, I discuss how the framework was 

utilised and the six steps followed using my second research question as an example.  

The analysis was concerned with addressing my specific research questions and 

analysing the data with this aim in mind – as a result, this was a thematic analysis (Braun and 

Clarke, 2006) rather than an inductive one. I therefore familiarised myself with the data (Step 1) 

reading the transcripts as well as my field notes several times. This was a circular process which 

I conducted continuously during data collection and analysis and which enabled me to become 

familiar with all the data that had been collected. I started making notes and jotting down early 

thoughts. Below are some of initial notes made during data collection:  

The [Participant 1 from University F] does seem to think that their feedback was not taken into 

account when the partnership was initially developed and that it would have been useful if it 

had. There is a sense that the whole idea of a partnership with a private provider can be seen as 

threatening and is not always understood within the academic community. 

Following this first stage, I proceeded to generate preliminary codes (Step 2). During this 

stage, I started to organise my data in a structured and meaningful manner using NVivo, as 

described above. My aim was to systematically arrange my data according to its thematic 

significance for my research questions. I therefore coded each data segment that was pertinent 

to my research questions. I used open coding (Khandkar, 2009) without any pre-set codes but 

elaborated and altered the codes as I worked through the coding process, starting by using terms 

that were used by participants within the transcripts. It was essential to consider each individual 

interview separately. This process helped identify the contextual variables affecting each 

university. I coded each of the transcripts considering each key sentence and paragraph 

segments of the transcribed interviews. 
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I also used the audio recording during my initial round of coding to ensure that I could 

remember the nuances of the conversation. I revised the coding structure after each transcript 

was coded. I endeavoured to code the data in a way that would allow me to generate meaning 

in a systematic way (Punch, 2013). After coding each transcript, I compared the codes and 

modified them before moving on to the next transcript. Working in such a way, I generated new 

codes and also modified existing ones. I started coding while collecting the data. This gave me a 

certain freedom in altering the direction of the interviews to help confirm or discard themes as 

they were being developed.  

This approach helped me synthesise a complex and vast body of raw text data into a 

condensed format. It also allowed me to form linkages between my research questions and the 

findings acquired from the data. This, in return, enabled me to develop models from the themes 

and information gathered during the qualitative data analysis, including several main categories, 

then moving towards more abstract generalisations and ideas. I found that a thematic analysis 

approach to be a convenient and efficient way of analysing qualitative data for my research 

purposes (Thomas, 2006). Table 4 shows all the preliminary codes that were identified for our 

second research question, along with the corresponding descriptions.  

Table 4: Preliminary codes (Research Question 2: Factors leading to unintended consequences) 

Preliminary Codes Description 

Decision-making (in general 

terms) 

Describes how decision-making is carried out, influenced and 

enabled with regards to the partnerships at the strategic level. 

Operational level decisions Describes how decision-making at the operational level is 

carried out between the parties involved in the partnership. 

Independent and trusted 

individuals/managers 

Some report that they are able to be fairly independent and 

that decision-making at the operational level is well-defined 

and placed with a small number of staff who are able to 

escalate issues if necessary. 

No major issues with 

decision-making 

Some of the participants reported that at the operational 

level, and when working with peers, no major issues exist. 

Decision-making supported 

by official structures and 

Some partnerships have formalised operations delivery and 

decision-making by forming official groups tasked with leading 



 
83 

groups activities in specific areas. This appears to be a successful way 

to embed the partnership across the university and more 

rapidly gain acceptance of the partners than when only a few 

individuals are involved. 

Inertia due to formal 

decision-making structures 

In one case, in particular, it appears that the formal structure 

was set up to enable operational decisions, which had the 

opposite effect than expected and led to inertia. 

Formal academic links The academic links, at least on paper, are often formalised 

with individuals on both sides of the partnership. 

Academics not 

communicated to – do not 

understand impact of 

partnership 

The structures in place in all partnerships lead to extensive 

work being carried out by academics. Some do not always 

understand why they are required to do this work and its 

importance. In addition, they are not effectively 

communicated to when decisions are made at the board level. 

Lack of experience in dealing 

with private provider 

The practices used by a private provider, although changing 

rapidly, are often seen as being better suited to ‘recruiting 

universities’ rather than the RG. 

Problematic senior 

engagement 

In some more established partnerships, the strategic 

engagement has been less intense, and middle managers feel 

that they have been left to run the aspects of the partnerships 

they should not be responsible for (i.e. partnerships ‘taken for 

granted’). 

In long-term partnerships, 

less intensive senior 

engagement 

In long-term partnerships, the partner is sometimes taken for 

granted or established enough to not require extensive 

strategic engagement. 

Lack of senior engagement 

addressed 

In one partnership, this issue was identified, and changes were 

made to address the situation. 

Lack of senior engagement 

in new partnership 

We have seen that in some new partnerships, there has been 

a lack of senior engagement once the agreement was signed 
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(i.e. at the implementation stage), possibly due to a 

misunderstanding as to what a successful partnership would 

entail. 

Well-structured decision-

making 

All partnerships have fairly well-defined decision-making 

structures at the strategic level, comprising a number of 

boards, including representatives from both parties. Aside 

from an overall partnership board, we often find a sub-board 

focusing on academic, operations and marketing and 

recruitment matters. 

Partnership championed by 

senior management 

The partnerships that work well appear to have strong support 

from senior managers who take responsibility for top-level 

relationship management with the partner. 

Informed senior leaders Oftentimes the majority of decisions are made by a high-level 

strategy board or steering group. In some cases, university 

board members appear to be well-prepared and receive 

briefing from those closer to the issues before attending the 

board and making decisions. 

Problematic strategic 

decision-making 

Decision-making strategic levels appear to be problematic due 

to a variety of issues, ranging from lack of effective 

communication to lack of trust. 

Lack of effective 

communication from RG 

universities to partners 

Universities do not always alert partners to changes that may 

impact their ability to deliver their targets. 

Lack of knowledge From the university’s side, middle managers refer to the fact 

that many decisions taken at the strategic level require a 

certain level of detailed knowledge. However, those with the 

decision-making power at this level do not always have this 

knowledge nor do they consult with the relevant manager 

prior to making a decision, which leads to issues in the delivery 

of objectives. 
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Partner overtly pushing for 

change 

Strategic decision-making often appears problematic because 

of the tensions resulting from requests from the partners to 

change ways of working/desire for flexibility. RG universities, 

however, are risk averse and reluctant to implement the 

recommended change. 

Partner pushing for change 

by comparison to 

competitors 

Pathway providers use the common tactic of requesting a 

change in policy due to the fact that ‘others’ (i.e. competitors) 

haven implemented a similar change. 

Lack of strategic alignment Partnerships with private providers do not always fall under 

the oversight of a PVC International; rather, they often are 

within an education remit, which leads to a lack of alignment 

with the international objectives of a university, 

Lack of leadership A disengaged senior team was found in one particular 

university, whose partnership had failed and sought a new 

partner, bringing drastic changes to the management of the 

relationship. 

Commercial outlook Profit 

vs quality 

Some parts of the universities are reluctant to work with 

companies that they see as commercially rather than 

educationally led. This reluctance often reduces with time, 

once the faculty sees the benefits of increased international 

student numbers. 

Complacency from 

university 

In universities with long-established partnerships, we found 

that there are factions, especially in senior management, that 

either take the partnership for granted or question whether it 

is actually needed. 

Complacency from partner Those in a long-term partnership think that the partner has 

become complacent with time, having locked them in a 

contractual relationship they cannot extricate themselves 

from. 
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 Partners delivering poor 

quality students 

Some parts of the universities, mostly academic department, 

perceive students coming from the pathway providers as 

being of lower standards and therefore are reluctant to accept 

them. 

Lack of experience of large 

international student 

groups 

The perception of lack of quality within the new groups of 

students is not always founded and seems to stem from a lack 

of experience from teaching staff who are not used to working 

with a multicultural group. 

Partner does not always 

deliver on proposals 

There is a perception that partners often ’jump the gun’ when 

announcing new projects or proposals, which are taken 

seriously within the universities but then fall through, leading 

to disappointment. 

Partner perceived 

negatively 

In some universities, private providers are generally viewed 

negatively, which is not always based on hard evidence but 

rather on hear-say or reputation within the sector. 

Getting more positive over 

the years 

The perception of the partner appears to improve over the 

years, once an academic department sees the financial 

benefits that additional overseas student revenue brings. 

Partner more 

knowledgeable than the 

international office 

Some participants (those who felt disgruntled about not being 

consulted in decision-making regarding the partnership) felt 

that it undermined their credibility internally. 

Partner seen has threat In some universities, the partners are seen as a threat by the 

international office as they often have the ear of the senior 

team and appear to always somehow ‘get their way’. In 

addition, there is a fear that the partner could take over 

recruitment activities for the whole of the university rather 

than just pathways. 

Partner staff quality Staff quality at the partner’s has been questioned in a number 

of universities. 
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Partner able to understand 

RG universities 

One partner has managed to change the perception of poor 

staff quality and commercial outlook, at least with one 

university, who considers to them to be ‘like them’ 

Poor quality and high 

turnover 

Academic staff do not accept staff from private pathway 

providers as being of equal level to them. This is due to a 

perception that staff lack commitment to their role, which 

results in many vacancies, short-term contracts and high 

turnover. 

Contract vs expectations One striking source of unintended consequences (on the HEI 

side) comes from the fact that the majority of universities 

involved in partnerships with pathway providers have 

different expectations from what is actually stated in their 

contracts. This was found in all but two of the partnerships 

studied, and this can be attributed mostly to a difference in 

culture between the private sector and HE, especially highly 

selective universities such as the RG. 

Contract amended with 

time 

A few have managed to amend their contracts over the years 

to include more specific targets and other clauses. One 

university, in particular, learned lessons from the past and 

implemented tougher clauses with a new partner, only for this 

to backfire as the objectives of the partnerships were 

unrealistic. 

Negotiated by the senior 

team, did not consider 

operational aspects 

One of the main issues is the fact that the contract appears to 

be vague, lacking targets and details. This is especially the case 

for universities where the middle managers were not 

consulted during the contract negotiation. 

No financial penalties in 

contracts 

We found that a great deal of frustration exists around that 

fact that most contracts do not include financial penalties for 

lack of performance. This has led one university to attempt, in 

vain, to refuse to pay the commission and to general 
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bitterness within the partnership. 

Targets The problematic partnerships appear to not have set targets 

other than a fairly general figure or financial target to be 

achieved. 

International Foundation vs 

pre-master’s’ targets 

The lack of detailed target means that the ‘expected’ balance 

between IFP (most desired by universities) and pre-master’s is 

rarely achieved. 

Lack of nationality diversity Due to the vagueness of the contract, many universities 

‘expected’ a wide variety of nationalities to progress to their 

programme when, in reality, the majority were Chinese. 

Lack of programme diversity Similarly, universities ‘expected’ students to join the majority 

or their programme when, in reality, they were often clustered 

around a small number of (sometimes already successful) 

programmes. 

Target for pathway college 

but not for progression 

A general frustration relates to the fact that many 

partnerships have agreed upon targets for student enrolling in 

the foundation pathway but none for those progressing to the 

university. The ‘expectation’ was that the majority of students 

would progress to the university, but the reality is often very 

different. 

Unaware that institutional 

changes may be required to 

be successful 

Some universities are frustrated with requests from the 

partners to change the ways things are done internally in order 

to ensure success. There is a view that the partner is slowly 

responsible for the delivery of objectives, which goes against 

the concept of partnership. 

Types of students The types of students recruited from pathway providers are 

different from the ones that staff at RG universities are used 

to, especially those universities that do not have large 

numbers of international students. 
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Lack of academic buy-in Partnerships with pathway providers are often agreed upon at 

the top level within universities. However, they require 

sustained involvement from academic departments to be 

successful. Lack of academic buy-in can therefore lead to 

unintended consequences. 

Academics lacking 

information 

Academic buy-in is often lacking because the aims and details 

of the partnership were not explained clearly to key academic 

groups. 

Academics pre-existing 

prejudice against partner 

Academic department often show reluctance to engage with 

the partners due to perceived issues, some supported by 

evidence, others not. 

Academics feeling 

threatened 

Usually found in English centres, who believe that as a next 

step, their university will outsource them too. 

 Academics’ disappointment Some academic stakeholders appear to have disengaged from 

the partnership due to disappointment/anger related to the 

partner’s inability to deliver in a variety of areas (numbers, 

quality, diversity). 

Academics’ general lack of 

interest 

Often found in departments that are not interested in growing 

student numbers despite strategic push. 

Lack of experience Partnerships with pathway providers are generally still a new 

concept in RG universities, which has meant that staff involved 

in the partnerships (senior, academic, professional services) 

rarely have experience of working within this context; this has 

led to unnecessary complications and unintended 

consequences. 

Lack of internal 

communications 

Lack of communications or misleading communications 

related to the partnerships are a key factor in what staff would 

qualify as unintended consequences. 

Unclear communication and The lack of clear communications also leads to 
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misunderstandings misunderstanding or expectations that are quite different 

from the reality. 

Faculties not engaged Faculty engagement is often an issue, and we found that in 

some universities, academic departments were not given a 

clear picture of what the partnership would entail. 

Objectives and targets not 

realistic 

Often it was found that one of the roots of frustration and 

unintended consequences comes from the fact that objectives 

and targets (real or expected) are unrealistic; the reasons for 

this comes from the fact that either the partner promised 

unrealistic results in order to win the contract, or the 

university (or parts of) have unrealistic expectations about 

what the partnerships should/could deliver. 

Relationship management Lack of effective relationship management is a key factor in 

the generation of unintended consequences and was 

mentioned by participants from eight of the universities 

studied. In its widest form, this category covered anything 

from staff turnover, reluctance to engage or share information 

to disengagement over the years when the partnerships seem 

well-established. 

Attempts to improve 

relationship 

The early stages of the partnership often see numerous issues 

related to poor relationship management. However, some 

universities have attempted to change and address the 

situation. 

Complete separation: us 

and them 

Where serious issues have arisen, we have found that this was 

due to a detached attitude from the part of the university that 

did not think they had a role to play in the success of the 

partnership. 

Problematic relationship The majority of the universities in this study described their 

relationship with their partner as problematic and line of 

communication ineffective for a variety of reasons. 
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Different standards and 

abilities 

Universities are often not as well-resourced as private 

providers and thus are not always able to respond to partners’ 

demands and queries in a timely manner, leading to 

frustration because they feel that they are being ‘pushed’ or 

‘forced’ into certain decisions. 

Disengagement from long-

term partnership 

Those universities that have been in a partnership for a long 

time often describe feeling that they are less of a priority to 

their partner, especially with regards to new partners that 

have been signed more recently. 

Reluctance to share 

information 

This is found on the university side, where staff are suspicious 

of the partner and therefore make decisions without 

consulting with them, leading to issues within the partnership 

down the line. 

Incomplete information 

sharing from the university 

Staff from the universities sometimes show a certain lack of 

trust in their partners, leading to poor information sharing; 

however, lack of effective information sharing is not always 

due to distrust but more often due to that fact that the impact 

on the partnership of decision made is often forgotten. 

Lack of clarity from partners We found that in some cases, the partners were not always 

straightforward in their reports to universities. 

Staff changes and turnover Changes in senior as well as operational staff involved in the 

partnership causes issues due to the lack of corporate memory 

and/or a lack of understanding of the importance of the 

partnership. 

Searching for categories and themes then took place (Step 3). Once all interviews had 

been coded, I scrutinised the codes and grouped those that fit together into a smaller number 

of themes (Merriam, 1998) – I called these ‘categories’. For example, there were several codes 

that referred to contractual matters as key factors leading to unintended consequences; these 

were grouped under the category ‘contract terms vs expectations’. Table 5 shows all first-order 

categories once the preliminary codes were clustered together for our first research question. 
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Table 5: Categories and primary code clusters: Research Question 1 – Factors Influencing 

Unintended Consequences 

Categories Preliminary Codes 

Institutional changes 

required to implement 

the partnership 

Lack of strategic alignment 

Partner overtly pushing for change 

Partner pushing for change by comparison to competitors 

Unaware that university changes may be required to be 

successful 

Contract terms vs 

expectations  

Contract amended with time  

 

Negotiated by senior team, did not consider operational aspect 

Objectives and targets Targets 

IFP vs pre-master’s’ targets 

Lack of national diversity 

Lack of programme diversity 

Objectives and targets are not realistic 

Financial arrangements No financial penalties in contracts 

Target for pathway college but not for progression 

Consideration of 

operational 

implementation  

Operational level decisions 

Decision-making supported by official structures and groups 

Senior leadership Problematic senior engagement 

In long-term partnerships, less intensive senior engagement 
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Lack of senior engagement addressed 

Lack of senior engagement in new partnership 

Partnership championed by senior management 

Informed senior leaders 

Strategic governance 

 

Well-structured decision-making 

Problematic strategic decision-making 

Operational flexibility 

 

No major issues with decision-making 

Inertia due to formal decision-making structures 

Commercial outlook Commercial outlook: profit vs quality 

Increased number of 

international students on 

campus 

Lack of experience with large international student groups 

Ability of middle 

managers to influence 

change 

Independent and trusted individuals/managers 

Out-of-the-loop manager 

Only implementing 

Knowledge of pathway 

partnerships 

Lack of experience in dealing with private provider 

Lack of knowledge 

Operational structure Problematic relationship 

Relationship management 

Attempts to improve relationship 

Academic buy-in Formal academic links 

Academics lacking information 
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Lack of academic buy-in 

Academics feeling threatened 

Academics’ disappointment 

Academics’ general lack of interest 

Faculty not engaged 

Other internal 

stakeholders’ interest 

Lack of experience 

Lack of internal communications 

Perception of partner Partners delivering poor quality students 

Partner does not always deliver on proposals 

Partner perceived negatively 

Becoming more positive over the years 

Partner able to understand the RG universities 

Academics’ pre-existing prejudice against the partner 

‘Us and them’ 

 

Partner perceived has threat 

Partner more knowledgeable than the international office 

Complete separation between us and them 

Different standards 

 

Types of students 

Different standards and abilities 

Disengagement Complacency from university 

Complacency from partner 
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Lack of leadership 

Disengagement from long-term partnership 

Reluctance to share 

information 

Lack of effective communication from RG universities to partners 

Reluctance to share information 

Incomplete information sharing from university 

Lack of 

clarity/misunderstandings 

Academics not communicated to – they do not understand the 

impact of the partnership 

Lack of clarity from partners 

Unclear communication and misunderstandings 

Staff changes and 

turnover 

Partner staff quality 

Poor quality and high turnover 

Staff changes and turnover 

Afterwards, I grouped the categories into themes, placing the categories under 

emerging dominant concepts and themes. This organisational method allowed for pattern 

coding and the development of a small number of key themes. At various stages, I followed up 

with a small number of participants to fine-tune my understanding of the data and ensure that 

findings match the reality. This also helped establish the credibility and dependability of the 

findings. 

Once this step was completed, I managed to organise the codes into much broader 

themes that were relevant to the specific research questions. These codes were primarily 

descriptive and outlined patterns in the data that were pertinent to the research questions. I 

proceeded with reviewing the categories and themes (Step 4). I reviewed the data clustered 

under each theme and evaluated whether the data supported the various themes and 

categories. I also reviewed all themes to ensure that they were coherent and sufficiently distinct 

from each other and made a number of changes at this stage (for example, eliminating themes 

to avoid overlap or duplication, creating new themes or categories or downgrading themes to 

categories).  
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Continuing with the previous example, for my second research question, I identified four 

themes: (1) experience (senior level); (2) experience (operational level); (3) internal 

communications; and (4) partner relationship management. 

Finally, I refined the themes (Step 5) with the aim to ‘identify the “essence” of what each 

theme is about’ (Braun & Clarke, 2006, p. 92). This stage of reflection ensured that I was satisfied 

that all categories and themes interacted with each other. Using an iterative process, I inferred 

aggregate dimensions from the second order themes (see Figure 4). In the case of my first 

research question, this led to two aggregate dimensions: (1) decision-making and (2) 

communication. 

For example, the dimension of decision-making was derived from the concept of 

‘experience’ (themes), which was related in varying degrees of strength to other concepts found 

in first-order categories such as ‘leadership’, ‘governance’, ‘structure’, ‘implementation’, 

‘objectives’, ‘targets’, ‘influence’ and ‘expectations’. This dimension also had the maximum co-

occurrences within the preliminary codes. Once the dimensions were identified, I searched the 

transcripts again for additional references to these concepts that may have been missed from 

all participants. At this stage, I returned to the literature to further refine the key dimensions 

identified.  

Figure 4 is a final thematic map that shows the links between categories, themes and 

dimensions for my first research question. Taking this approach allowed for a smooth transition 

to the writing up of my findings (Step 6). During this last step, I reported all relevant concisely 

and objectively in a logical order. I also used tables and graphs to illustrate specific findings. 

5.4.5 Reliability and validity  

Ensuring reliability and validity is essential, which was a key concern of mine as I am aware that 

controversy exists regarding the need for validity in qualitative research (Wolcott, 1994). In this 

study, I used mechanisms that are commonly followed in qualitative research to ensure the 

validity and reliability of my data. As a result, my findings were justified through participant 

verification and triangulation (Robinson & Lai, 2006). Participant verification is viewed as a 

primary method of establishing credibility in qualitative research (Guba and Lincoln, 1994). As 

previously stated, in this study, all interviews were recorded and transcribed professionally. All 

interviewees had an opportunity to review and comments on the transcripts. I usually sent the 

transcripts to the interviewees within a week or two of the interviews to ensure that our 

conversation would still be fresh to in the participant’s mind.  
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Figure 4: Thematic map: Research question 2 – Factors leading to unintended consequences 
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I informed them at the time of sending the transcript that, if I did not hear for them within two 

weeks, I would assume that they were in agreement with the content. A small number of 

participants requested revisions; however, these were not substantive.  

Enabling ‘member checking’ (Creswell and Miller, 2000) as described above, played a key 

role in data validation (Saunders et al., 2012). Although I used one primary data collection 

method (i.e., interviews), I aimed to ensure a greater degree of validity and reliability by not only 

obtaining a variety of information on the same issue (Sarantakos, 2012) but by also including 

interviews with representatives from the partner organisations. This approach helped validate 

my results and verify the assumptions that I had drawn from the interviews with RG universities. 

To support data validation, once data analysis had been carried out, I used documentary 

analysis (Bowen, 2009) to better inform the data interpretation process. This allowed me, in 

particular, to triangulate the views of the middle managers with what can be considered to be 

the “official” view of the participating institutions and seek convergence and corroboration, 

giving voice and meaning to the intent of the top-level managers who were not formally included 

in this study . I analysed publicly available documents that referred to the IPPs (such as strategic 

plans, mission statements, annual reports, policies, and minutes of meetings) and coded content 

into themes similar to those found in the interview transcripts. Conducting documentary 

analysis to supplement and triangulate my findings provided a confluence of evidence that 

breeds credibility (Bowen, 2009) and reduced the impact of potential bias by examining 

information collected through different methods. 

 

5.5 Ethical considerations  

Throughout the project, I carefully considered any potential ethical problems that could be 

associated with my study. I also carefully thought about sensitive issues that may arise from it. 

I was conscious of the possible impact of my research and of the need to ensure that no harm 

comes to the subjects of the research or to society in general. Throughout my project, I followed 

the British Educational Research Association’s Ethical Guidelines for Educational Research 

(British Educational Research Association, 2018) as well as the University of Bath’s Code of Good 

Practice in Research Integrity (University of Bath, 2017). Considering these guidelines carefully, 

I concluded that there are no major ethical issues with my study’s topic or my chosen approach, 

and that, overall, the ethical dimension to this study can be considered relatively small. I 
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therefore submitted my ‘Ethical Implications of Research Activity’ form to my lead supervisor at 

the University of Bath, who subsequently approved it. 

However, the research questions themselves and the data collected are sensitive in 

nature. In addition, my own professional involvement within the RG also needed to be navigated 

delicately. Some of the information collected could be considered commercially sensitive. 

Voluntary informed consent is ‘the condition in which participants understand and agree to their 

participation without any duress, prior to the research getting underway’ (British Educational 

Research Association, 2018, p. 9). As the universities in this study are all competitors in a small 

network, the RG, it would not have been possible to gather any information if anonymity had 

not been guaranteed. Therefore, I made sure to voluntarily acquire informed consent from the 

participants and ensure complete confidentiality.  

All participants were therefore sent a consent form along with an explanatory 

information sheet introducing my study and detailing what was required of them. A copy of the 

consent form can be found in Appendix 2, and a copy of the participant information sheet can 

be found in Appendix 3. This document was sent via e-mail. Participants’ voluntary informed 

consent was then confirmed when they returned the form electronically or handed the 

completed form to me on the day of the interview. In addition, I reviewed the content of the 

consent forms at the start of each interview and offered to answer any questions or concerns 

that the participants might have. At that time, I asked again for permission to record the 

discussion and reiterated that confidentiality would be ensured, and anonymity maintained. The 

participants were therefore all fully informed of the objectives of the study and, as colleagues, 

understood that it would lead to mutual learning and benefits. 

I made it clear every step of the way that the participants that they were engaging with 

the study on a voluntary basis, and that they could withdraw at any time. I also demonstrated 

to the participants that I would make every conceivable effort so their participation would not 

impact their university, the operation of any of their departments or themselves personally. 

Finally, once data was gathered, I provided each of the participants with opportunities to review 

the data and sought their help in interpreting it when required, providing me with a direct 

system of feedback and verification. I do not consider any of the interviewees to be vulnerable 

in any way, and as described above, they were therefore able to provide informed consent or 

withdraw consent should they wish to. Given the experience and self-assured nature of the 

individuals involved, I am confident that, should they have had any doubt or questions, they 

would have addressed them immediately. 
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The second possible ethical issue of the research was my own role as a employee of one 

of the RG universities. I therefore had to be aware of my relationships and prior knowledge and 

put measures in place to prevent biases and pre-conceived notions. I did this by constantly 

reminding myself of any possible conflict of interest, using clear validation and reliability 

methods in my project and generally committing to impartiality. I deliberately chose a type of 

partnership that did not exist in my own university at the time the research was conducted to 

enable me to follow the above measures and reassure participants that I would not use any 

commercially sensitive information collected as part of this project for my own professional 

benefit or to further my university’s competitive advantage. Finally, throughout data collection 

and analysis as well as when writing my conclusions, I followed the general principles for 

education practitioner research (Robinson & Lai, 2006) which encourage researchers ‘to explain, 

evaluate, and improve...practices in ways that are rigorous as well as relevant to the particular 

context’ (p. 15). 

This chapter has detailed the approach, design and methods I have taken in this study 

and how they were implemented. Based on the literature review, I established clear research 

questions that would allow me to explore and understand the unintended consequences of 

partnerships between RG universities and IPPs and the role played by middle managers within 

this context. Aligned with my social constructionist epistemology, I designed a study based on a 

thematic analysis methodology, qualitative and cross-sectional in nature.  My research 

questions, which I anchored in the literature review, guided the way my data collection methods 

were developed. Through the 29 interviews I conducted, across 11 RG universities and four IPPs, 

I managed to gather a large amount of rich data. I carried out data analysis following a thematic 

analysis approach, deconstructing and reassembling the data in attempting to answer my 

research questions. Through this process, I generated helpful findings, which I will be discussing 

in the next chapter.  
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6 CHAPTER 6: PRESENTATION OF THE FINDINGS  

 

6.1 Introduction 

This chapter provides a summary of the key findings of the study, set against the four 

research questions that directed the investigation: 

Research Question 1  

What are the types of unintended consequences of developing and implementing IPP 

partnerships in UK RIUs, as described by middle managers? 

Research Question 2 

What factors, as perceived by middle managers, produce unintended consequences when 

developing and implementing IPP partnerships in UK RIUs and whom do they impact?  

Research Question 3  

Do the unintended consequences of developing and implementing IPP partnerships in UK RIUs, 

as perceived by the middle managers, lead to organisational changes or adaptations?  

Research Question 4  

Can any level of deviation existing between the intended and realised strategies supporting the 

development and implementation of IPP partnerships in UK RIUs be attributed to the actions of 

middle managers?  

Addressing the key findings for each of our research questions, this chapter outlines the 

themes and dimensions identified as part of the data analysis. For each research questions, 

supporting data will be presented in tables showing categories, themes and dimensions as 

discerned during the data analysis. Thematic maps were also used to help visualise the 

categories, themes and dimensions and how they relate to each other. Tables 6–13 in the 

sections below also present representative data for each of the categories and themes. 

 

6.2 Research Question 1: What are the types of unintended consequences of developing 

and implementing IPP partnerships in UK RIUs, as described by middle managers? 

We found that answering our first research question was best done by creating a typology 

of unintended consequences as perceived by the middle managers involved in the partnerships 

studied. Seven ‘types’ or overarching dimensions were identified: (1) student performance, (2) 
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commercial awareness, (3) education and curriculum, (4) internal culture, (5) external 

perception, (6) infrastructure and (7) student experience. Most are inter-related. Some result 

directly or indirectly from the actions of the middle managers, and others result directly or 

indirectly from the factors, leading to the unintended consequences described in section 6.3. 

Overall, the typology provides a comprehensive overview of the perceived types on unintended 

consequences found in partnerships between RG universities and IPPs. The types of unintended 

consequences are not weighted in any way in this section but are all presented in an equal 

manner. Both positive and negative consequences were categorised. Their impact will be 

described in section 6.4, addressing our third research question. 

The findings, including the initial categories that led to the identification of themes and 

dimensions, are summarised in Figure 5 below. The results are described in the same order as 

in the figure in the text below. Additionally, Table 6 presents representative data for each of the 

categories and themes. 

6.2.1 Student performance 

The first type of unintended consequence identified relates to the performance of 

students enrolled in the programmes developed under the partnerships (figure 6). The majority 

of the participants interviewed mentioned that this was an area that was often overlooked at 

the time of the initiation of the partnerships. The motivations behind the setting up of the 

partnership, as explored in section 6.5, are mostly financial, and those involved in decision-

making are therefore less involved in teaching delivery. 

The majority of the unintended consequences identified in this area are negative and 

cluster around two inter-related themes: student quality (i.e., their academic ability when 

joining the pathway programme) and student outcomes (i.e., their academic ability having 

completed the pathway programme or once enrolled in a university course). 

6.2.1.1 Student quality 

The worry over what was described by the study’s participants as ‘student quality’ is 

widespread and was mentioned by the majority of the middle managers interviewed. UK RIUs 

have especially high entry requirements and are used to operating in a selective way. The 

concept of a pathway programme is quite opposite to what academic departments, in particular, 

are used to, and we therefore found some deep suspicion on the part of the academic managers 

who participated in the study.  
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Figure 5: Thematic map – Types of unintended consequences 
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Table 6: Types of Unintended consequences - Dimensions, Themes, Categories, and Data 

Dimensions, themes and 

categories 

Representative data 

Overarching Dimension A: 

Student Performance 

Negative consequences 

A.1: Quality 

 

A.1.1: Entry requirements 

 

 

A.1.2.: Lack of progression 

 

A.2.: Students Outcomes 

 

 

A.2.1: Under-performing 

 

 

 

 

A.1: “Because we’re obliged to take any student who passes the progression requirements from the pathway college. They may be lower quality than the 

students that we could have recruited and accepted during the main cycle. I mean, absolutely, that’s a concern.” (Functional Specialist, University A) 

A.1.1: “They took advantage I think a little bit in terms of entry requirements which again we’re trying to claw back and push the entry requirements into 

[the Partners’ study centre] up because still slightly nervous about what’s gonna happen at the end of the year in terms of dropout rates and fails.” (Senior 

Relationship Manager, University G) 

A.1.2: “We were disappointed with recruitment, particularly with progression, and also that things were just on a downward trend.” (Assessment and 

Improvement Manager, University E) 

A.2: “We were very keen to try and have the discussion to modify the foundation year content so that it matched the learning outcomes for our students. 

[…]. The reason we wanted that was because we recognised that the students were learning in a foreign country and our experience of transnational 

education is that when we bring students across from say China, they’re very good students but they find it difficult” (Senior Relationship Manager, 

University J) 

A.2.1: “The challenge really became issues of quality and diversity. Quality, we started to notice, anecdotally, from the feedback from lecturers, that the 

students, who were coming in through that pathway, were poorer, in terms of their aptitude, and that’s why we couldn’t really – we needed to try and find 
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A.2.2: Knowledge gaps 

Positive consequences 

A*.1: Different type of students 

 

 

A*1.1. Pathway students as WP 

students 

out if that was the case and we were looking, then, at, as they progressed through, how they were doing. There did seem to be an element of 

underperformance.” (Senior Relationship Manager, University E)  

A.2.2: “They were not teaching a direct replica of the first-year course so there were inevitable gaps.” (Functional Specialist, University C) 

 

A*.1: “You’re not comparing like for like because the [Partner 2] students that are coming in, we have made a deliberate strategy but they’re coming in on a 

lower standard, so it’s not fair to compare them to three A-level standards. Three A’s for A-level because that’s not what they came in on so they may have 

done well then and based on their entry criteria, so your comparison is more about entry criteria versus exit, rather than [Partner2] and so we haven’t 

massively found any differential.” (Assessment and Improvement Manager, University B) 

A*.1.1: “By nature a student who requires the additional study to go through on foundation or a pre-Master, by nature they aren't going to be the ones 

with the top language skills, or always the very top grades.” (Senior Relationship Manager, university K) 

Overarching Dimension B: 

Commercial 

Negative consequences 

B.1: Friction with core values 

 

 

B.1.1: Lack of clarity over targets 

and objectives 

B.1.2: Limited appetite for risk 

 

 

B1: “Equally important is the making sure that the students that come through the from [Partner2] can then survive in a Russell Group university and I have 

to say that the university’s been very clear on that, which I think is the right thing to do. Not necessarily commercially the right thing to do but I think in 

terms of student wellbeing and student progression, it’s the right thing to do to make sure that the students that come through have the right standing and 

can then survive once they’re into the university.” (Assessment and Improvement Manager, University B) 

B.1.1: “It’s clear that they’re responsible for the overall targets in the plan but the split and the different categories of students in those targets, although 

they’re in the plan, there’s no penalties if they meet that overall target in a different way.” (Functional Specialist, University A) 

B.1.2: “all of a sudden they went to China and were dealing with commercial private organisations who ate them up in terms of negotiating and their ability 

to nail them down on financial arrangements and that was a hard lesson to learn and was quite challenging and [..] we were being asked tough decisions 

about commercial operations overseas and that was the first time that we were be asked to think about that sort of thing and I think most of us were a bit 
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B.1.3: Commercial vs academic 

decisions 

B.1.4: Difference in language 

used 

 

B.1.5: Rapid pace of change 

 

B.1.6: Partner “distraction” 

 

 

B.2: Financial Impact of poor 

student progression 

 

B.2.1: Students progressing to 

other institutions 

 

 

out of our depth and so we either were very conservative and just said don’t do anything, no don’t do anything, don’t try this, don’t go forward” (Senior 

Relationship Manager, University F) 

B.1.3: “So yes, that is the difference isn’t it? It’s about a commercial decision over an academic decision” (Assessment and Improvement Manager, 

University H) 

B.1.4: “These are deals that would horrify other people because it’s not that there’s anything wrong with the actual relationships it’s just the way that the 

deals are done are in different language with a different reality from a lot of our academic colleagues so needing to weave your way through provided you 

are absolutely true to the core values of the organisation.” (Senior Relationship Manager, University F) 

B.1.5: “They change more often than we do, which is normal, because they’re a commercial company.” (Assessment and Improvement Manager, university 

B) 

B.1.6: My perception was 100% that it was just lower down on the list of priorities for [Partner 2], […] they definitely went through a period of feeling like 

they’d exhausted the growth potential in the UK, and it was just all about the US. I’d gone on activities where eight of the presentations had been from 

their new American partners and there’d been a tiny bit about [a UK University] or something and just no mention of the other partners at all.” (Assessment 

and Improvement Manager, University E) 

B.2: “We would want to know how many students did we think, realistically, we could get onto each of our programmes. Because, obviously, we’ve got our 

own planning process, we know how many, well, how much capacity there is, how many seats in the room and how many it can hold. We needed to know 

what we could, more or less, sort of guarantee to fill and we wanted to get those plans and dovetail onto the [Partner 2] thing. (Senior Relationship 

Manager, University E) 

B.2.1: “I thought we were selling, my interpretation is that we were selling [Partner 2/University E] diplomas for students who wanted to come to the 

[University E] and that if they, somehow, failed there would be a safety net and they could go elsewhere. But what started to concern me was that, actually, 

we were losing students to good universities, including Bristol, but they were going to others as well. I remember once walking into the INTO centre, there 

was a poster up, it was promoting Durham and I said, “Durham?” Actually, I ripped it off the wall and I said, “What the hell’s this?” Because all these 

students should be thinking about going to [University E].” (Senior Relationship Manager, University E) 
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B.2.2: Lack of progression 

generally 

 

 

B.2.3: Attrition at UG 

 

 

B.2.4: Over-reliance on Partner  

 

 

B.3: Over-recruitment 

B.3.1: Pressures on campus 

 

 

B.3.2: Tensions between partners 

and university 

B.3.3: Rejecting direct applicants 

 

 

B.2.2: “My concern was that really what we were, I suppose mis-selling’s too strong a word, but I could easily see a student being told that they can go into 

a top ten Russell Group university by an agent and yet the agent knew, in their heart of hearts, they weren’t going to do it. Nothing worse than students not 

fulfilling their dreams, right? If progression rate is at 56 per cent, nearly one in two students are coming into this programme, has anyone asked the 

students how they feel?” (Senior Relationship Manager, University E) 

B.2.3: “When 15% or 20% of them bomb out then the… you see the way the university’s financial model works is they say ‘well, looking at the last ten years, 

90% of your first years progress to second year, then about 95 progress to third’, so they run this statistical model saying this is what you’ll have in three 

years’ time on your existing students. Now, if you have these students who are weaker coming in you’ve got to redo that analysis otherwise a year down 

the line, they will suddenly say the numbers are not adding up and you’re in deficit.” (Assessment and Improvement Manager, University J) 

B.2.4: “If you're successful in developing that pathway, sometimes the university can get complacent about having to put in the investment to develop its 

own channels and then you end up in a situation where large proportions of your international undergraduates are coming through the partner and you 

haven’t developed the other channels.” (Senior Relationship Manager, University K) 

B.3: “Well they over-shot targets which had serious impact.” (Senior Relationship Manager, University G) 

B.3.1:” I also recommended capping numbers onto certain [Partner 1] programmes to safeguard the direct recruitment as well and avoid going over 

capacity which is something that happened as well because when I took over, the role, lack of planning in previous years had meant that there were no 

spaces for some of the [Partner 1] students and teaching space was having to be hired from the Hilton hotel – not ideal, so again recommendations about 

that to control the pipeline.” (Functional Specialist, university C) 

B.3.2: “They filled their boots. […] So that has now been reigned back and they’ve been told they have to hit our targets and not fill their boots”. (Senior 

Relationship Manager, University G). 

B.3.3: “I had to announce how many pre-15th January direct entry business school students of AAA plus quality we’d had to reject, and it was a huge 

number that we’d rejected, and it was something like two thirds we rejected direct entry in order to keep space for what we thought was gonna progress 

and actually it was a higher progression rate than we anticipated.” (Senior Relationship Manager, University G) 
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B.3.4: Staff morale 

 

Positive consequences 

 

B*.1: Brand visibility and 

commercial focus 

B*1.1: New business 

opportunities 

B*1.2: Additional revenue 

generation 

 

B*.1.3: Benefits direct 

recruitment and brand visibility 

 

 

B*1.4: Learning best practice 

 

B*2: Joint working and resource 

sharing 

B.3.4: “I think it impacts on staff morale as well from the university side so the recruitment team was constantly distraught when the business school would 

close programmes in January because we’d come up with these ideas to increase diversity onto it and then we’d hear [Partner 1] had over recruited so 

we’d have to shut it down and you’re right a lot of effort had to go into those things that actually if [Partner 1] had delivered, we could have focussed on 

core and really looked at larger scale development”. (Functional Specialist, University C) 

B*.1: “[University A] had been quite a traditional, dare I say it slightly boring university, it has had to become a little more commercially focussed and a bit 

more in touch with what goes on in the wider world, this kind of thing, so I think they’ve probably learned some lessons about that and it’s been good to 

see some of the activities that [Partner 4] are doing and getting input from some of their staff” (Assessment and Improvement Manager, University A) 

B*1.1: “Going to where [Partner 3] had students helped provide a focus for where to go and market, promote. So, we began to learn how to promote to 

kind of closed groups of students by going and promoting with [Partner 3]” (Senior Relationship Manager, University F) 

B*1.2: “I think there was that overriding cultural shift. […] Actually, recognition from [University J] and from down in the faculties and the departments, this 

is actually much bigger than you realise. This is a lot of students coming in, overseas students, overseas fee-paying undergraduates, paying fees for three or 

four years. This is a big sum of money. […] we bizarrely were like, ‘Do you realise how big this is for us’?” (Senior Relationship Manager, University J) 

B*.1.3: “The [Partner 3] partners would attend certain events, ‘cause it was sometimes easier to get into certain institutions or have a platform for 

recruiting students as a group of 10 or 12 universities. So, for me, as an international recruitment expert, I think this provides that additional platform for 

promoting yourselves in country. That’s not to say there isn’t some complication around a university as part of the brand, a university on its own, but I 

think, on the whole, the benefits there outweigh any disadvantages.” (Assessment and Improvement Manager, University F) 

B*1.4: “It’s just a total U-turn of how we started out. [Partner 2] has really played a key role in not only the agent partnerships, but also understanding of 

the English language requirements and pathway providers and opened up a lot more doors for us. I would say the reliance on them though has definitely 

moved on. That the university has – the brand profile has been raised a lot, so we’re maybe not as reliant on [Partner 2] as we previously were.” 

(Assessment and Improvement Manager, University B) 

B*2: “We’ve done a lot of joint recruitment work as well and sometimes [Partner 1] have supported [University C] staff to go out with them to these 

markets.” (Functional Specialist, University C) 
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B*2.1: Overseas presence 

 

B*2.2: “Piggy-backing” 

 

B*2.3: Agreeing common goals 

 

B*2.4: Joined up planning 

 

 

B*2.5: Internal structures 

improvements 

 

B*3: Sharing with “competitors” 

 

 

 

B*3.1: Common interest in RG 

B*2.1: “And then another benefit we have is obviously a lot of their in-country offices is where we base our in-country staff as well and for us that’s – I 

don’t think we’ve got any staff now who are in agents offices and I personally feel that’s a much better model.” (Functional Specialist, University C) 

B*2.2: “I think the doors that Study Group opened into the East Asia market have really helped that. Because it’s something, although we can and could do, 

and have been doing ourselves, it’s just so much easier with that big sales force behind it.” (Assessment and Improvement Manager, University F) 

B*2.3: “The reason why it’s really important to me is ultimately I’m judged on the recruitment targets every year and the recruitment through our pathways 

partner significantly contributes towards those targets. So, I’m very keen to see that we’re working in close partnership with Kaplan making sure that the 

things that we agree with them make sense from a recruitment point of view” (Assessment and Improvement Manager, University H) 

B*2.4: “We need to keep the partner on board as well. We can’t just complain about them. There has to be something in it for them and something in it for 

us and to be able to try and tie those success factors together so that our success is their success and vice versa.” (Assessment and Improvement Manager, 

university B) 

B*2.5: “Yes and I suppose in a way it’s informed how we’ve shaped our team as well. You know as we were saying a few years ago, we didn’t have a 

relations part of what we did. It was just another hat that a recruitment team would have. Now as a recruiting team we know how important the pathway’s 

recruitment is to our overall intake and we know it needs to be managed in a different way to our direct recruitment activities. So, we’ve changed our 

structure to accommodate it.” (Assessment and Improvement Manager, university H) 

B*3: “One nice thing actually that I didn’t say that came about as been a [Partner 1] partner was a really close relationship with some of their other partners 

as well so it’s nice to be able to like pick up the phone to [Middle Manager] at [University H] or whoever and like then discuss the problems together so you 

feel like you’re not in it alone and it also means you’ve got a sounding board when Kaplan come up with a new crazy idea to be like, are you gonna do this?” 

(Functional Specialist, University C) 

B*3.1: “Yeah, I remember [a manager] called it the counterbalance club and what he meant by that was that there were these discreet channels where we 

would try to form a common position with some universities that had the same kind of problems.  (Senior Relationship Manager, University E) 
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Overarching Dimension C: 

Educational 

Negative consequences 

C.1: Partners expectations 

 

 

C.1.1: Development of new 

programmes 

 

C.1.2: Flexibility in entry 

requirements 

C.1.3: Standardisation 

 

 

C.1.4: Additional English 

Language Support needed 

 

C.2: Diversity 

 

 

 

C.1: “One of the running themes has often been that the intelligence that’s been used to underpin a potential new development is always based on x 

university of x commercial partner is doing this, the market is doing that. That sort of language doesn’t always hold gravitas with our academic community 

‘cause they wanna know well what’s gonna be the academic implications of this new type of student” (Assessment and Improvement Manager, University 

H) 

C.1.1: “Introducing new programmes – INTO do things really quickly. They want to introduce a new programme they want to start in September, they tell 

you now, whereas it could take a full year to go through the university cycle in order to get some of those things through.” (Assessment and Improvement 

Manager, University B) 

C.1.2: “They would say, ‘We think your entry requirements are too high. We’re finding it very difficult to recruit students to the Centre.’ I would say, ‘Can 

you provide some evidence for this?’ They would then come back with normally [Another Russell Group University]’s entry requirements, ’cause [Another 

Russell group University] tended to be pretty flexible.” (Assessment and Improvement Manager, University E) 

C.1.3: “I suppose the rationale from [Partner1]’s perspective that has been that it means that they can have a standardised programme which means they 

can benchmark better high performances across centres, measure centre performance, measure our academic staff performance so it gives them more 

control and therefore they’ve got better quality control. That’s their rationale. However, it’s a challenging one to sell.” (Functional Specialist, University C) 

C.1.4: “Yeah, from what I understand there was quite a lot of that, a lot of additional English language training had to go on, i.e., students coming back into 

the centre to do even more. They’ve already graduated, they have to go back in and do more English language training. That was costing us, and we had to 

pay for that, ‘cause there’s relationship where we would pay for the students using that, so there was that.” (Senior Relationship Manager, University E) 

C.2: “We wanted a much more diversified income stream, we wanted to make sure that they weren’t recruiting solely from China, they recruited more 

widely, and they weren’t solely recruiting for business, so that’s the kind of issue. As the years went on those kinds of discussions became more and more 

vexed about how we were going to try and solve that. (Senior Relationship Manager, University E) 
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C.2.1: Nationality imbalance 

 

C.2.2: Discipline imbalance 

 

Positive consequences:  

C*1.1: Curriculum improvement 

 

C*1.2: Improved student 

progression 

 

C*1.3: Development of new 

programmes attractive to 

overseas markets 

C.2.1: “Diversity was a problem, so with the Centre it was predominantly Chinese with a smattering of others” (Assessment and Improvement Manager, 

University J) 

C.2.2: “There’s certainly some schools that will get a lot of international students via the [Partner 2] route, so there’ll be some schools that get none, just 

probably because of the subject mix, but there are like I think Management is one of them, there’s some in the engineering faculty where they would get a 

big cohort of ex [Partner 2] international students, so they would … I guess they see that as a positive, but sometimes a negative” (Assessment and 

Improvement Manager, University B) 

C*1.1: “One of the consequences, and I know it’s an unintended consequence, one of the unintended consequences is we discovered with our offer, the 

degrees and the titles that we had were not persuasive”.  (Senior Relationship Manager, University J) 

C*1.2: “One of the consequences, and I know it’s an unintended consequence, one of the unintended consequences is we discovered with our offer, the 

degrees and the titles that we had were not persuasive. […] So, we’ve got more MScs now and we’ve got a pre-masters course and therefore we’re getting 

a lot more students in [laugh]. So, it’s obvious, isn’t it?” (Senior Relationship Manager, University J) 

C*1.3: “A proposal would have come through – a business plan by [Partner 1] showing where they think how many numbers we’ll get, which types of 

markets they’d be targeting, what kind of scholarships they’d want to put around it. Then that would all be fed into the academic sub-group, who would 

then decide if it was possible, and then what kind of modules and what we would need from the students.” (Assessment and Improvement Manager, 

University B) 

Overarching Dimension D: 

Internal Culture 

Negative consequences 

D.1: Competition 

 

 

 

D.1: “it’s been baby steps each year slightly closer each year a little bit more like a standard private provider university relationship but we do still have 

some big hurdles and it is not an embedded centre and we have not given them 220 students that are on our own foundation year which in income terms is 

a big price to handover to a private provider coming onto campus so from our perspective [Partner4] I can’t conceive of what they have to promise now to 

be given the running of our own foundation year in addition to the stream of students that they bring.” (Senior Relationship Manager, University F) 
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D.1.1: Internal Academic 

provision 

 

 

 

 

 

D.1.2: International Office 

 

 

 

D.2.: Partner Expectations 

 

D.2.1: Need to deploy 

institutional resources 

 

 

D.2.2: Pressures to change 

 

D.1.1: [Partner 2] and [University D were competing in the field of English Language, so if they were year-round students, they would be competing. The 

other area where there was genuine competition, although certainly from [Partner 2]’s perspective I think they would have sought to play that down, was 

because there was still a mixed home/international foundation programme that was delivered one of our Faculties and which is still there, and is like a 

more traditional foundation programme, where it’s a year zero. All students progress in the normal way – if they get 40%, then they’re able to progress on 

to their main course. There were times when [Partner 2] won business that had previously been going to [University D], and certainly the ethos of the 

internal foundation programme was just completely different to [Partner 2]. The internal foundation programme had no ambition to grow, were very much 

about academic standards and completely un-commercially-minded, whereas [Partner 2] were desperate to grow as quickly as possible at Manchester and 

elsewhere; very commercially-minded.” (Functional Specialist, University D) 

D.1.2: “You may have a multiple dynamic where you have an international office where... or you have the senior... someone on the senior management 

who wants the win for the project, who then is frustrated with having dealt with various parts of the professional services that they couldn't get together 

and frustrated with the international office. Then you have the international office which if it's in that position isn't feeling... is feeling a bit defensive about 

the work that it's doing and is seeing in a sense a competition and then you can have a dynamic where you've got this running entirely in parallel to the rest 

of all the recruitment channels.” (Senior Relationship Manager, University K) 

D.2.: “So many people are still now coping with just the everyday pain of working with a commercial organisation who have different perimeters, different 

expectations, different goals “(Senior Relationship Manager, University F) 

D.2.1:” We have to have conversations with [Partner 1] which kind of go along the lines of, “Well, the university needs to spend more money doing this, 

that and the other,” even though it’s their responsibility to recruit to these programmes. They’re kind of saying now, “Well, the university needs to up its 

game, do more marketing. It’s not present enough in certain markets. You need to resource the international recruitment team better and raise the 

profile.” All these things, they’re sort of saying it’s the university needs to do more of this, when it should have been agreed that that’s [Partner 1]’s 

responsibility, full stop.” (Functional Specialist, University A) 

D.2.2: “So [Partner 3] say to us: ‘oh you know if you don’t put anything in you know the other universities will do!’ (Senior Relationship Manager, University 

F) 
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D.2.3: Request for flexibility 

 

Positive consequences 

D*.1: Shift in culture -Academic 

buy-in 

 

D*.1.1: Departments engaging 

with Partner’s staff 

D*1.2: Departments engaging 

with Partner’s students 

 

D*1.3: Empowered middle 

managers facilitation 

 

D*.1.4: Link tutor roles 

 

D*2: Trust: 

D*2.1: Proactive engagement 

with partner 

D.2.3: “Students who had made the grade came to us, students who were well below the grade didn’t, but there was a borderline region and [Partner 1] 

would be very persuasive to try and convince us to take the students.” (Senior Relationship Manager, University J) 

 

D*.1: “[Partner 2] did do a lot of sessions on introducing academics to new countries, new opportunities. Here’s some success stories of where some of our 

partners have been successful. All of that helped, because people started to see where they could get the benefit.” (Assessment and Improvement 

Manager, University B) 

D*.1.1: “The advantage we had was that very quickly we developed a very good relationship with a few of the teaching staff and I think that was very, very 

important.” (Senior Relationship Manager, University J) 

D*1.2: “Departments do offer to come over, we had our some of our students going on to Sociology - this time, went over for sort of tea and cake with the 

Head of Sociology over the summer period, just you know little things like that really makes the students feel part of the University, it’s good for their 

engagement and you know it’s just a nice positive vibe about the place to have that level of interaction with the departments, you know.” (Senior 

Relationship Manager, University A) 

D*1.3: “Those decisions aren’t taken at the higher level, those decisions that are taken by schools following discussions or advice from our office. […] I 

would probably be involved in those [conversations] in terms of if schools were interested in finding out more about what it involved or if we thought, at 

any stage, it was worth us saying to a particular school this may be a route we want to consider” (Assessment and Improvement Manager, University F) 

D*.1.4: “Link Tutors was one of them, which is, as the name suggests, it’s a link between the departments and [Partner 1] and they are really critical to the 

successful partnership.” (Senior Relationship Manager, University J) 

D*2: “Because the academic mindset is collegiate and, well, on the one hand collegiate and on the other hand a bit narrow minded. So, what was out at 

play, at this point, was they’re gonna come to us, so we just wanna embrace them, which was lovely.” (Senior Relationship Manager, University F) 

D*2.1: “There’s some key champions for the [Partner 4] relationship within the colleges as well and hopefully it will help them to be able to champion it 

even more as well and it’s just again – and not just for Kaplan but across the board” (Functional Specialist, University C)  



 114 

D*2.2: Cross-services 

collaboration 

D*2.2: “the link tutors’ group has allowed us to form relationships in departments where we didn’t previously […] having a formalised structure where 

you’ve been able to influence who they are and what role they take has helped us to understand the pressures on the academic community to shape things 

accordingly.” (Senior Relationship Manager, University H) 

Overarching Dimension E: 

External Perception 

Negative consequences 

E.1: Damage to reputation with 

other key partners 

E.1.1: Agents 

E.1.2: Sponsors 

 

 

 

 

E.2: Poor brand association with 

students 

 

E.2.1: Lack of progression 

 

 

 

 

E.1: “So in the first year, we had a lot of what the hell are you doing? Why is [University G] needing to do this?” (Senior Relationship Manager, University G) 

E.1.1: “That then completely upsets your relationships with our […], so really complicated stuff and I think it was new for [Partner 1] as well. I think they 

also found it complicated and confusing”. (Functional Specialist, University A) 

E.1.2: “if you fast forward about five or six years from then, there was a period where a lot of the middle Eastern sponsors in particular were very negative 

about commercial foundation providers and do you remember there was that point where every Vice Chancellor I think received a letter from the Kuwaitis, 

you know the Emirates – it was all counter signed by about five or six GCC countries basically saying we do not want to work with a university that has a 

commercial pathway provision if you like so it was almost that external negativity that was sewed into the equation. […] Saudi Aramco for example, was a 

classic example that wouldn’t sponsor students at that time into a commercial foundation, so we did have a discussion” (Assessment and Improvement 

Manager, University H) 

E.2: “Yeah, no, that’s right, ‘cause, to my view, the brand was all Exeter’s brand, INTO didn’t have a brand, right? They were new market entrants, and they 

were trading on the brands of established universities. We have to be very careful, as universities, to protect the brand. So, if their agents are going out and 

telling people they’re coming to the University of Exeter and then the vast majority of them are not.” (Senior Relationship Manager, University E) 

E.2.1: “That’s the main current concern, is the fact that, obviously, [Partner 4] need our brand to promote the centre, but then when progression’s poor or 

people hear about people not progressing, that is negative when it comes under our brand umbrella. So yeah, I would say that is a big concern at the 

moment, yeah, that would probably be the main concern.” (Assessment and Improvement Manager, University F) 
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E.2.2: Confusion when in-house 

provision exists  

Positive consequences 

E*.1: Greater visibility 

 

E*.1.1: Agents 

 

E*.1.2: Sponsors 

E.2.2: “So what we came up with was that they need to be clear in their brochure that there are two routes, […]. So, they’ve come up with a diagram that 

they’ve put in their brochure now, which says, gives a student choices, which lead them either to ours or theirs and, basically, we’re quite hot on any new 

publicity, we’re very hot on what does that look like from the perspective of the student? (Senior Relationship Manager, University F) 

E*.1: “We went on to now have our own in-country market presence to the point that we actually have more staff in-country than we do here in the office, 

which is totally the reverse of what we were like when we started.” (Assessment and Improvement Manager, university B) 

E*.1.1: The [Partner 2] partnership has really opened the doors for us in terms of getting into that agent network and we then signed a number of their key 

agents to begin with, and we’ve seen the numbers really increase”. (Assessment and Improvement Manager, University B) 

E*.1.2: “Over time, I’m sure we’ll come to this later, [Partner 1] in particular really excelled in their relationship with sponsors to the point where the tables 

were probably turned, and it was the university that were seen to be giving the bad service [laugh] so I think they’ve almost become pioneers in excellent 

service to sponsors now so they really have it turned fully around and credit to them for doing that.” (Assessment and Improvement Manager, University 

H). 

Overarching Dimension F: 

Infrastructure 

F.1: Access to services and 

student statuses 

 

F.1.1: Pressure on under-

resourced services 

F.1.2: IT systems to equipped for 

data sharing 

 

 

F.1: “Access to our facilities […] I mean you know, the scale of the requirement to access our laboratories, has maybe slightly surprised us because the 

numbers have been big.” (Senior Relationship Manager, university I) 

F.1.1: “We are bringing increased numbers onto the campus - that puts greater demand on central services, be it from a student support side of things, be it 

from admissions, be it sort of behind-the-scenes registry type activities. International students often require more support than home students do, they 

need visas, and you know slightly more challenging welfare issues, not necessarily though.” (Senior Relationship Manager, University A) 

F.1.2: “Now, one of the consequences of this which we hadn’t thought of, was simply that our student record system didn’t allow us easily to gather data 

on the performance of that group of students, and it probably sounds silly, and indeed it is, but our system didn’t allow us to easily collate the data from the 
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F.1.3: Poor location or condition 

of study centres 

 

sub groups that were coming in through the international college and because of that, it meant that we had to collate the data manually, essentially and 

that was expensive in terms of time and effort.” (Senior Relationship Manager, University J) 

F.1.3: “The campus here is a little bit spread out, so it is actually on the way up to accommodation. It’s very convenient for the students. They’re five 

minutes from accommodation, whereas the campus here might be 10 minutes, but it’s not right on site, so sometimes they do get forgotten about up 

there. The other thing that I would say is some of our academics will fly to China to recruit students, but they won’t walk up the road where we’ve got 

hundreds of Chinese students who are sitting ready to be – it’s that kind of challenge as well that we’re dealing with.” (Assessment and Improvement 

Manager, University B) 

Overarching Dimension G: 

Student Experience 

Negative consequences 

G.1: Student integration when at 

partner’s programme 

G.1.1: Isolation on/off campus 

 

G.1.2: Not university students 

 

 

 

 

 

 

G.1: “What we needed was some way of getting the students in the college, which is just down the road, to feel part of our university and they felt part of 

the college and they identified with the college, but they didn’t automatically think of themselves as Sheffield students, which is why they came here 

because that was the natural thing to do, but they would also look elsewhere.” (Senior Relationship Manager, University J) 

G.1.1: “When the students are at the foundation college, although it’s on campus, they do not necessarily have access to all university facilities.” 

(Functional Specialist, University C) 

G.1.2: “The progression officer would have done lots of initiatives to try and get the students from the centre integrate more with you know the schools 

and have open days and pizza evenings and all that sort of stuff, but I think that still has to be managed. It doesn’t happen automatically. I guess they are 

probably seen, maybe this is right, I don’t know, as [Partner 2] students, but obviously we find the closer they can integrate and have a sense of where they 

might end up, actually the better our progression is, so there’s a sort of virtual circle, but it actually takes effort and management to make that sort of stuff 

happen” (Assessment and Improvement Manager, University B) 
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G.1.3: Wellbeing concerns 

 

 

G.2: Transition to University 

G.2.1: Existing friendship groups 

 

 

G.2.2: Lack of diversity 

Positive consequences 

G*.1: Student support and 

welfare 

G*.1.1: Provided by partner at 

higher standard 

G.1.3: “I just have an overall concern that they push the students too quickly to meet the English language standards and therefore do flounder a bit, once 

they come to the university and that as a professional kind of wellbeing, that’s my professional background, that’s not nice, , kids, it’s hard enough going to 

a different country, but to then be pushed through.” (Assessment and Improvement Manager, University B) 

G.2: “The Centre students because they’ve had a year to get used to the area and probably got private accommodation, have opted out of college and that 

actually isn’t good because that means they’re not integrated in the area that they should be.” (Senior Relationship Manager, University G) 

G.2.1: The second issue is that you’ve got large cohorts of students, in some cases and in other cases one or two students entering into second year where 

friendship groups have already been made, where students understand the implications and the expectations and then these students are coming in later, 

they’re not settling as well, they’re not integrating (Functional Specialist, University C) 

G.2.2: “I think there were other issues, there were so many Chinese students coming through to particular programmes that they were dominating those 

programmes, in terms of the sheer numbers. It wasn’t a diverse, international population, it was a heavily Chinese and heavily UK population and the two 

never really kind of mixed it created all sorts of problems there.” (Senior Relationship Manager, University E) 

G*.1: “So when I came here, there was no international student support office. Now there is and we’ve got 12 to 15 staff, just to support the students once 

they’re here, so I understood straight away how important it was.” (Assessment and Improvement Manager, University B) 

G*.1.1: “From my perspective our relationship with [Partner 1] is much more than just a recruitment one, it’s about providing, you know, absolutely top-

quality student support for them as well.” (Senior Relationship Manager, University A) 
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A number of middle managers acknowledged that pathway students come from a 

different background and may not be completely equal to direct entry students. Whether actual 

or perceived doubt over the academic ability of international pathway students often casts a 

shadow over the partnership as a whole. Several middle managers have sought comparative 

data and attempted to compare student outcomes, but in some cases, it appears that no amount 

of data can convince academic staff. There are two main reasons for this: the programme’s entry 

requirements and the students’ poor progression into university programmes. 

Entry requirements (into the International Pathway programme) were often mentioned 

and appear to be a bone of contention for all participating universities with their partners. The 

majority indicated that they have received pressure from their partners to drop entry 

requirements, especially in the area of the English language. Some have acquiesced to the 

request to lower the standards due to the commercial imperative to generate revenue, but 

others have refused to drop their entry requirements and have, as a consequence, missed their 

targets. 

Recruiting an adequate number of students into the International Pathway programme 

itself is not actually of interest to the universities, and the unintended consequence of having 

low entry requirements to the pathway programme has actually been that many have seen low 

numbers of students joining the university’s programmes. This lack of progression has been 

identified by several universities, especially in the initial stages of the partnerships when it had 

not always been understood that entry requirements to the pathway programme were 

misaligned with the high entry requirements of the university programmes. 

Figure 6: Thematic map – Types of unintended consequences – Student performance dimension 
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‘I think they would say it’s our admissions criteria being too strict. We would say it’s probably 

the quality of students that are initially recruited and maybe, potentially, some of the in-sessional 

English, probably; as with these things, it’s somewhere between the two’ (Assessment and 

Improvement Manager, University F) 

6.2.1.2 Student outcomes 

Pathway student outcomes were often cited as a source of disappointment by 

participants. They are often found to be underperforming in general or having knowledge gaps. 

Many of the middle managers interviewed expressed that their academic colleagues perceive 

international pathway students as underperforming; however, very few are actually able to 

prove this. As mentioned above, middle managers usually advocate for the students and 

attempt to ‘give sense’ to the situation to others by explaining that these students come from 

different backgrounds and are quite unlike direct entry students. Knowledge gaps, making the 

students’ transition to university difficult, are also commonly found. These lead to discontent in 

academic departments and the unintended consequence of adding to the workload of teaching 

staff without giving them the assurance that the students will eventually succeed in entering 

their degree programme.  

‘What happens if actually [Partner 4] sends us 20 students; 15 of them are brilliant, but five are 

a complete waste of time. They distort our average, so you’ve got to break it down to see what 

the distribution is and then the university says “oh, but this is a lot of work’’’ (Assessment and 

Improvement Manager, University J) 

However, a minority of participants expressed that one of the unintended consequences 

of the pathway programmes is that they actually bring diversity to what could otherwise be a 

fairly homogeneous classroom, and that having different types of students to teach is indeed a 

positive consequence of the partnership. 

6.2.1.3 Different type of students 

Several universities indicated that they have achieved greater diversity by partnering 

with an IPP. However, this outcome is an exception rather than a rule. One university found that 

working with a partner has brought them great diversity in terms of the disciplines students wish 

to study. Another found that working with a partner has brought them great diversity of 

nationalities. In those two cases, objectively, and based on sector data, the two universities were 

previously underperforming in their direct recruitment activities; therefore, they entered into 



 
120 

their partnerships with the aim of generally growing their student numbers but with limited 

expectations, leading to this unintended positive consequence. 

At two universities, the middle managers led initiatives to improve perceptions of 

pathway students and convince various parts of their university that adjustments are needed, 

in a similar way to those made for UK students from under-represented groups by HEIs in their 

Widening Participation efforts. This has benefited all non-UK students. 

‘We came up with a new marking strategy, which was an inclusive marking strategy, and it does 

include international, like they think about international when they created it...it’s basically 

saying unless the marking criteria require you to scrutinise language, you shouldn’t be 

scrutinising language. So, you shouldn’t mark an essay down for language, if that’s not one of 

the criteria...So, the issue is have they communicated the message in a way I understand at the 

level I expect? But not did they use an article, or did they conjugate the verb appropriately, or 

whatever? ‘Cause some people get so distracted by the grammar that they’re not thinking “have 

they answered the question?”’ (Senior Relationship Manager, University F). 

6.2.2 Commercial 

The second type of unintended consequences can be categorised under a broad 

‘commercial’ dimension (figure 7). The partnerships are commercial in nature, which results in 

both negative and positive consequences for the universities. The negative ones, in particular, 

are felt to be too uncomfortable to discuss, not only because of the commercial sensitivities 

surrounding them, but also because of the lack of experience in dealing with business-related 

activities as described above. 

6.2.2.1 Friction with institutional core values 

The commercial approach of IPPs often creates friction within universities that view a 

more practical and business-oriented approach as contrary to their core values. Used to being 

driven by academic decision-making and putting quality and student experience at the centre of 

everything they do, it can be difficult to think about ‘bottom line’, resulting in unintended 

consequences. 
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Figure 7: Thematic map – Types of unintended consequences – Commercial dimension 
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We pointed out earlier that, in general, many of the universities indicated that one of 

the key factors leading to unintended consequences was the fact that contracts supporting the 

partnerships lacked details, clear targets as well as penalties for poor performance. Additionally, 

some also indicated that elements of the contract went beyond what had been requested within 

the procurement process, but this was not understood by top-level management at the time the 

contract was signed. 

One of the key unintended consequence resulting from this lack of commercial 

awareness is the fact that ‘quality’, although important to all universities, is not the primary 

outcome of the partnerships – student numbers and revenue are. Because of the lack of detailed 

targets within the contracts, the majority of partnerships have produced a continuous imbalance 

between pre-master’s and International Foundation Pathway (IFP) students, leading to issues 

with long-term financial planning, which will be explored in 6.2.2.2. Because most contracts do 

not specify how many IFP and pre-master’s students are to be recruited (rather, they have a 

general revenue-driven target), many find themselves overwhelmed with pre-master’s students 

of a lower quality than direct entry students that they could recruit more easily.  

Only one university had financial penalties included in their contract in case of poor 

performance. However, when faced with the penalties, the partner was unable to pay them, 

and the university then decided to amend the contract rather than terminate it completely. This 

case demonstrates one of the major differences in approach between the partners. RIUs are 

generally risk averse and slow in decision-making. However, one of the consequences of 

entering into a partnership with a commercial company is that it pushes RIUs into an 

uncomfortable place where decisions are driven by business imperatives rather than academic 

endeavours, and students become a commodity. Many managers mentioned the clash in the 

language used by each side as well as the rapid pace of change taking place within the pathway 

providers as a shock and something that they had not expected. Many also expressed that they 

felt that their partner was not giving them the attention they deserved and treated them like 

any other university, which offended them. 

‘What is important is making sure that the students that come through from [Partner 2] can then 

survive in a Russell Group university, and I have to say that the university’s been very clear on 

that, which I think is the right thing to do. Not necessarily commercially the right thing to do, but 

I think in terms of student wellbeing and student progression, it’s the right thing to do to make 

sure that the students that come through have the right standing and can then survive once 

they’re into the university’ (Assessment and Improvement Manager, University B). 
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6.2.2.2 Financial impact of poor student progression 

The financial impact of poor performance has important consequences from a planning 

perspective. Poor performance may also have different meanings depending on whether this is 

viewed from the partners’ – who see the bottom line and recruitment to the pathway 

programmes – and universities’ perspective – who take a more nuanced approach and are 

concerned with student progression into degree courses and their successful completion. Four 

categories of unintended consequences can be found under this theme.  

First, there appear to be significant issues in some partnerships, where, in effect, there 

are two ways of defining success: successful recruitment to the pathway programmes and 

successful student progression to university programmes. Although data was not always 

officially shared due to commercial sensitivities, the latter was very disappointing for many, with 

some seeing less than half of the students progressing on to university programmes.  

In addition, some pathway providers operate their own placement system in which 

students are not always encouraged to progress to their ‘home’ university (i.e., the university 

hosting the pathway programme). Rather, they are placed elsewhere, either because they do 

not have the grades to enrol in their ‘home’ universities or can actually progress to a higher-

ranked university should they have over-performed. 

‘So, I think that was a key issue. So, we didn’t want them to be going around saying, “oh, it 

doesn’t matter if you fail [University E], if you fail this programme, we’ll find you a place 

somewhere else”. We thought that should only happen in exceptional circumstances, not coming 

here as a student’ (Senior Relation Manager, University E). 

Third, in addition to poor progression, a number of participants indicated that they 

found attrition was greater than average for those who progressed to university degrees. This 

is a major issue from a financial planning perspective, which we will explore below, as planning 

forecasts are usually based on historical rates of attrition and any changes to these will have an 

impact on the financial sustainability of the university and its individual components. 

Finally, one university, which has been in a partnership with a pathway provider for over 

ten years, found that the success of their pathway programme has meant that the university has 

not invested in other types of promotional and recruitment channels, leading to an over-reliance 

on the partner as a feeder for undergraduate students, which they consider a major risk. 

6.2.2.3 Over-recruitment 
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If poor recruitment or progression is a major issue that leads to a number of negative 

unintended consequences, the opposite is also problematic and leads to different sorts of 

unintended consequences. Indeed, if students progress at a rate that makes it difficult for the 

university to integrate them, or if this means that the majority will not actually complete their 

degree programme at the risk of deteriorating the brand perception of the university. Because 

most contracts do not prescribe how many foundation and pre-master’s students are to be 

recruited, many find themselves overwhelmed with the number of pre-master’s students. The 

majority of universities expressed that they were not expecting such an imbalance and that this 

is certainly not what they wanted. Four categories of unintended consequences can be found 

under this theme.  

First, too many students, either on the pathway programme or progressing to university 

programmes, can put a lot of pressure on various parts of campus from timetabling to staffing; 

other issues that emerge include class sizes and ill-equipped professional services that are 

unable to provide the support needed to all students due to the sudden influx in numbers. This 

leads to poor student experience and therefore also adversely affects the reputation of the 

university.  

Second, overshooting the target (especially exceeding numbers for the pathway 

programmes) has led several universities to become highly suspicious of the intentions of their 

partners and question their motivations (i.e., using their brand for revenue generation rather 

than pursuit of the original aims of the partnership), leading to the development of tensions and 

toxic relations. 

Next, in one specific case, a university had to reject a large number of high-quality 

direct entry students due to lack of capacity on campus in order to accommodate the over-

recruitment into one of the already popular programmes. 

Finally, many expressed that over-recruitment could have a detrimental effect on staff 

morale within international offices. Witnessing the students, they have attracted being rejected 

in favour of those progressing from the International Pathway programmes can be demotivating 

and can impact the wider student recruitment process as a whole. 

‘There was at the start of one year where the number of students coming into the business 

programme was higher than ever expected. We got wind of this, and we asked them to close 

recruitment, which they did, but they waited a month and put a call out for deposits which then 

made the numbers shoot up even more and they went I think 180 over target so we had to stop 

direct recruitment immediately and yes, really, really had to work to try and move those students 
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onto different programmes...the recruitment teams were really distraught’ (Functional 

Specialist, University C) 

The clash of cultures may be a difficult one, but it has also brought some unexpected 

positive consequences for many. Three different themes emerged in this area: brand visibility, 

collaborative work with the partners and collaboration amongst RG universities.  

6.2.2.4 Brand visibility and commercial focus 

The commercial focus brought by the partnership leads to a ‘positive’ unintended 

consequence in the form of a wake-up call for some universities that has helped them shift the 

culture rapidly. We use the word ‘positive’ carefully here as a move to a more corporate and 

business-oriented culture may not be seen as a positive change to everyone; however, from the 

middle managers’ perspective, this was a welcome and unexpected change. Four specific areas 

stood out from the interviews:  The possibility of accessing new business opportunities, revenue 

generation, increased brand visibility benefiting direct recruitment, and gaining best practice. 

At universities where the partnerships have been in place for some time, the 

relationship has sometimes evolved and matured, leading to new, often lucrative, collaborative 

joint business opportunities. These included, for example, expanding the partnership in a 

mutually beneficial manner, in the area of online programme delivery or satellite campus 

management in the UK or overseas.  

The sudden influx of overseas fee-paying students has also helped faculties and 

academic schools/departments realise that internationalisation and its associated revenue can 

help them support further developments in their own areas, such as putting cases forward for 

capital investment or expansion into new research areas.  

The marketing and promotional work carried out by IPPs in order to recruit students 

into pathway programmes has also had a halo affect for some universities, who have seen their 

direct recruitment at all levels and brand visibility increase as a result of the partnerships.  

Some members of international offices have also indicated that they were able to share 

and learn best practices in student recruitment and marketing from the IPP, in particular, in the 

area of agent management as well as other external organisations, such as governmental 

sponsors.  

Generally, universities have had had to become savvier about the way they deal with 

IPPs. The numerous issues and negative unintended consequences mentioned by middle 
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managers have actually led them to become more aware of the fact that working with a 

commercial company is quite different and requires a more professional approach. 

‘So that might just bring a little bit of a step change in the way we do these things, which is, 

that’s a healthy development, I think. Sometimes you have to have a little bit of a watershed 

moment to take something to the next level, I think that’s – it’s not necessarily a bad thing’ 

(Senior Relation Manager, University F). 

6.2.2.5 Joint working and resource sharing 

For many, the concept of IPPs is still new. Some universities have only recently started 

to accept it, usually due to the facilitation of middle managers in charge to the management of 

the partnerships, some of whom, as mentioned above, have found that there are quite a few 

positive aspects of working with their partners. In addition to bringing a shift in a more business-

like culture, they have found that working collaboratively can be beneficial. Five types of positive 

unintended consequences were mentioned when talking about joint working between 

universities and pathway providers.  

The possibility of joint working and resource sharing, leading to greater trust at the 

operational level, was mentioned several times. We found that joint working leads to a 

particular division of labour sometimes, with some markets covered entirely by the partner and 

others managed jointly. For some, applicant referrals are common and ensure continuity of 

customer experience. 

Additionally, universities found what was described as an additional ‘perk’ or ‘freebie’ 

in the fact that their partners have usually an extensive physical presence overseas and are 

happy to let universities use their offices as an outpost in key markets. This helps universities 

optimise their engagement in countries of strategic importance. 

Another key expression that was used several times by participants when describing the 

positive unintended consequences of the partnerships is ‘piggy-backing’, by which is meant 

using the work or activities carried out by the IPP to they own advantage.  Several middle 

managers mentioned that their university has been able to take advantage of the activities of 

the partners and benefit from brand association, especially in regions where they are less 

known. 

Although some universities see the partners as competitors, or in an ‘us and them’ light, 

the majority are actively trying to embrace the partnerships and identify common goals that 
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leads to joint success. This collaboration is, again, usually facilitated by middle managers who 

play a pivotal role in helping to shape and reach consensus on the common goals. 

Similarly, once common goals are agreed up, joined up planning often takes place. 

Planning jointly and sharing information has been a positive unintended consequence for some 

universities. Because of the nature of the partnerships and the fact that some activities are 

interweaved between partner and university, it becomes necessary to agree on joint processes 

and join the dots from both sides of the partnership. One area where joint processes are 

required is around admissions and visas. At the operational level, a seamless process is 

necessary to ensure a positive applicant experience that leads to students deciding to join a 

specific pathway programme and university. At the academic level, as we will explore later, 

many have learned to work with partners in developing and monitoring common learning and 

teaching processes. At the strategic level, ensuring alignment and complementarity in 

recruitment strategies are also seen as essential.  

Finally, several participants stated that working with pathway providers has led to the 

improvement of their internal structures; this is particularly the case within international offices 

but has also started to take place in other areas, such as student support. Instead of considering 

the partnership as an entirely separate activity, coming from the whim of top-level managers, 

some middle managers have completely embraced them and embedded them into their 

structure and work practices. 

‘I think having our eyes open to a different way of working is useful as well in terms of shaping 

our own strategy and how we go about understanding what you’re competing against. So, it has 

been positive from that perspective’ (Functional Specialist, University C). 

6.2.2.6 Sharing with ‘competitors’ 

Finally, the novelty of working with IPPs has brought the RG universities who work with 

them together as small clusters that use each other as sounding boards. This positive 

consequence comes from a negative unintended consequence of the partnership (the pressure 

that partners put on universities to change to be more competitive with each other). 

‘Yeah, I remember [a middle manager] called it the counterbalance club and what he meant by 

that was that there were these discreet channels where we would try to form a common position 

with some universities that had the same kind of problems’ (Senior Relationship Manager, 

University E). 
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6.2.3 Educational  

The third type of unintended consequences can be categorised under an ‘educational’ 

dimension (figure 8). The uniqueness of pathway programme partnerships is that unlike any 

other type of products that universities may usually purchase (furniture, transport and food), 

they are educational endeavours by nature and require, at a minimum, an interface with 

academic departments and, in some cases, full integration. This unusual combination results in 

both negative and positive consequences. Three themes emerged from the interviews – two 

negative unintended consequences and a positive one. These themes will be explored below 

and presented in figure 8. 

Figure 8: Thematic map – Types of unintended consequences – Educational dimension 

6.2.3.1 Partners’ expectations 

The need for collaboration with the partners is often unexpected; in the initial stages of 

the partnerships, universities and academic departments were taken aback by what has been 

described as ‘demands’ from their partners. These demands can be divided into four main 

categories. 

IPPs have been actively suggesting to universities that they should develop new 

programmes that would be attractive to overseas students. This suggestion has been received 

negatively by academic staff, in particular, who see this type of attitude as encroaching on their 

area of work (and the all-important academic freedom). Although these negative attitudes are 

changing, RIUs’ academic programmes are often aligned with a specific department’s set of 
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research interests rather than with market demands. Therefore, such suggestions by IPPs are 

typically met with a significant amount of pushback from academic departments. 

Furthermore, IPPs have been seen to ‘interfere’ and encourage universities to adopt 

lower entry requirements in order to be able to place more students in certain courses. This 

push relates to the lack of student progression into degree programmes, which can be seen from 

two different angles: entry requirements for the pathway programme are too low to enable 

students to progress successfully at the partner university, or entry requirements to university 

programmes are too high. 

Several participants also mentioned that, unexpectedly, once the partnership started to 

mature, their pathway provider attempted to standardise their offering to align it with their 

wider portfolio. This move often comes as a surprise, as most universities have shown that 

during their procurement process, they were extremely keen to identify a partner that could 

offer a bespoke solution and adapt their pathway programme that would suit the university’s 

programmes. This change of attitude, in combination with the IPPs’ push for new programme 

development and changes in entry requirements, have led universities to become dissatisfied 

with their partner and believe that they are not receiving the level of service they are entitled 

to. 

Finally, most universities identified that once a student joins the university programme, 

they still require additional English language support. This is because they are admitted to the 

pathway centres with a low level of English to start. The need to provide English language 

support seems to be completely unexpected and has become a source of discontent for several 

universities.  

‘They pushed quite hard, which was another one of the problems…“Domestic foundation year, 

can we do that?” “Well, actually, we already do bits of that at [University J]”. Also “International 

Year 1, can we do that please?” Again, they presented cases around engineering. I said, “Don’t 

present engineering; they won't do it”. That’s one of our premium products. They keep throwing 

in new stuff’ (Senior Relationship Manager, University J) 

6.2.3.2 Diversity 

The second theme identified as a negative unintended consequence of the partnerships 

in the area of education and teaching relates to what is often described as ‘imbalances’. 

Academic departments expressed their dissatisfaction over this issue to middle managers, in 

particular, with regards to nationality and discipline imbalances.  
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Nationality imbalance was mentioned by the majority of the participants as a source of 

deep resentment. IPPs appear to have suggested, even promised, that the students would be 

recruited from a vast number of countries. In reality, the majority of students who are recruited 

to the programmes are from China. Indeed, some participants mentioned that up to 90% of their 

pathway students were from China, and that this overrepresentation was problematic in the 

classroom once they progressed to the university. 

Similarly, imbalances are also found at the discipline level, with the more popular 

courses becoming overwhelmed with students and those struggling to recruit seeing limited 

benefits from the partnership.  

‘We wanted a much more diversified income stream, we wanted to make sure that they weren’t 

recruiting solely from China, they recruited more widely, and they weren’t solely recruiting for 

business; so that’s the kind of issue. As the years went on, those kinds of discussions became 

more and more vexed about how we were going to try and solve that’ (Senior Relationship 

Manager, University E). 

6.2.3.3 Curriculum improvement 

One positive unintended consequence of these partnerships in the education and 

teaching area with the partnership is the improvements to the curriculum in order to make 

programmes more attractive to international students. When there is effective collaboration 

between the universities’ academic departments and the pathway providers’ teaching staff, 

improvements were noticed on both sides.  

Collaboration has led to changes in the pathway programme to ensure that what is 

taught to students would ensure progression to the university programme, addressing, for 

example, the knowledge gaps identified above as an issue and helping students become better 

equipped to progress into university programmes.  

Similarly, those who have managed to have open and trusting relations with their IPPs 

have learned lessons from them and followed their advice. This collaboration has led to 

amendments of existing degree programmes and the development of new ones to ensure that 

specific departments have are attractive to overseas students. Developing new programmes is 

essential to attracting larger numbers of overseas students, and pathway partners have helped 

reinforce a message that some middle managers have had tried to disseminate for some time. 

‘One of the consequences, and I know it’s an unintended consequence, one of the unintended 

consequences is we discovered with our offer, the degrees and the titles that we had were not 
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persuasive. Now, this actually was recognised by the international office here, but I have to say 

we, and I guess I, didn’t do enough about it with them. Starting with the new provider gave us a 

fresh impetus, and...with [Partner 4] what we have done is that we have set up now quite a 

successful pre-master’s course, which we didn’t have before, for science and a consequence of 

that is that we’re actually setting up more MScs. So, we’ve got more MScs now, and we’ve got a 

pre-master’s course and therefore, we’re getting a lot more students in [laugh]. So, it’s obvious, 

isn’t it?’ (Senior Relationship Manager, University J) 

6.2.4 Internal culture 

The fourth type of unintended consequence can be categorised under an ‘internal 

culture’ dimension (figure 9). Bringing an external party to organisations such as universities can 

be a challenge. IPPs, which need to interact closely with a number of areas with their partner 

university, can bring both positive and negative unintended consequences. Four themes 

emerged from the interviews, including two negative unintended consequences and two 

positive ones. We will explore them below. 

Figure 9: Thematic map – Types of unintended consequences – Internal culture dimension 

6.2.4.1 Competition 

The introduction of a new international pathway partnership has, in some universities, 

placed certain areas of the university in direct competition with the pathway provider. This is 
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especially noticeable when universities have retained internal provisions that are similar to what 

the IPP offers (such as a foundation or pre-master’s programme) or within international offices.  

Three universities have retained an internally delivered international pathway 

provision while also developing a partnership with an IPP. Two have found themselves in direct 

competition with the IPPs and acknowledge that this is problematic. The third one has managed 

to avoid this situation by ensuring that the IPP would focus on a different discipline than what 

is already being delivered by the university. The two universities with pathways in direct 

competition with their partners find it difficult to articulate the difference between the two 

offerings, and those in charge of delivering and promoting the internally delivered programme 

feel as if they have been placed in an unfair position, which appears to be an unintended 

consequence or oversight from those who initially developed the partnership rather than a 

deliberate decision to ostracise those involved in the internal provision. 

The university that has ensured a differentiation between internal and partner 

provisions also agreed that the partner would carry out recruitment and promotional duties on 

their behalf, which removes some of the issues of duplication. This approach, however, created 

tensions with the university’s international office. A number of participants from international 

offices indicated that they consider themselves in direct competition with the IPPs, especially in 

their fight for institutional resources. This will be explored later when discussing the impact of 

the unintended consequences on stakeholders. 

‘Obviously, we were marketing the [Partner 2] provision and recruiting to it indirectly; so you 

promote it and then refer them off to the relevant contacts at INTO, but we would say...“Can I 

actually get them on our internal foundation programme?”’ (Assessment and Improvement 

Manager, University D). 

6.2.4.2 Need for investment and adaptation 

The need to deploy institutional resources, once the partnership is being implemented 

or is already established, seems to have come as a surprise to some universities. Middle 

managers shared that many of their colleagues did not understand that they, too, needed to 

participate in the partnership and that they have not just bought a ready-made solution. 

Managing the partnerships requires extensive involvement in order to ensure success as the 

partner requires guidance but also will suggest changes to be implemented, as mentioned 

above. This two-way relationship was not always understood and was mentioned as a negative 

unintended consequence of the partnership.  
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In addition to the need to adapt and develop new ‘products’, many were also surprised 

that the partnerships came with hidden costs, and that additional financial investment would 

be required as the partnership developed. Managing the relationship with the partner also takes 

an extensive amount of time, an unintended consequence that top-level management and 

academic communities had not foreseen.  

One of the indirect, unintended consequence of the partnerships stems from the IPPs’ 

expectation that universities will be reactive and adapt in order to succeed. As mentioned 

earlier, pressure to change and be flexible is often perceived negatively by universities. This 

pressure is not only applied in the education and teaching domain, but in many other areas; it 

is usually explained as a way for universities to catch up or act similarly to their competitors in 

an attempt to gain market share or remain competitive in a tough environment. ‘Competitors 

are already doing it’ is an expression that was mentioned by several middle managers as a tactic 

used by pathway providers to suggest changes in a variety of areas. One frequently mentioned 

type of pressure was a push to pay higher commissions to agents, for example. 

Similarly, data collected during the interviews showed that the many requests for 

flexibility in various areas from the IPPs has led to changes in ways of working. For example, IPPs 

are less risk averse than RIUs and have been known to interpret immigration law in a more 

flexible way. Therefore, they have put pressure on their university partners to change their views 

in some areas, which has led to both friction but also effective improvements. 

‘It is a lot of work for the return; I think [University F] does pretty well. I think we’re the second, 

third largest recruiter in terms of volume. It’s very labour intensive, but it does provide a decent 

return... I suspect people outside the marketing communities don’t understand quite how much 

work goes into maintaining those relationships because, of course, it’s not just about the 

marketing, but also about the input into the – having an influence in the academic side of 

things...More broadly in the university, people don’t understand the amount of work that goes 

into this!’ (Assessment and Improvement Manager, University F). 

6.2.4.3 Shift in culture – Academic buy-in 

We found that partnering with a pathway provider has, in some cases, helped shift 

internal culture, especially within academic departments. The majority of universities (seven) 

studied reported that the partnership has enabled middle managers to work more closely with 

the academic community. This is due to the fact that academic buy-in is required in order to 

make the partnership a success. This unanticipated phenomenon is noticeable in four different 

ways.  
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In several cases, some academics are proactively engaged with the IPPs and promote 

the partners’ programme as one that belongs to the university. These ‘pioneers’, so to speak, 

are essential to developing broader academic buy-in as the partnership develops and become 

more prominent on campus. Staff employed by the pathway providers have also attempted to 

engage with academics directly, which has proven successful in ensuring buy-in for several 

partnerships. 

Beyond these individual ‘pioneers’, the next stage of involvement is when whole 

departments at some universities have shown commitment to the partnership and, in particular, 

to developing links with students in the pathway programmes in order to ensure progression 

into their discipline rather than to another department or another university. 

The role of the link tutor is important to ensuring buy-in from academic departments. 

Link tutors are academic staff appointed by the universities and typically involved in curriculum 

development to ensure the success of the pathway programme; they are often good advocates 

for the partnership and perceive the IPP in a positive light. These new boundary-spanning 

academic functions, uniquely found in IPP partnerships, act as a bridge between the university 

and the partner in a similar way to how middle managers coordinate the partnership. In fact, 

link tutors usually frequently interact with the middle managers and therefore can help 

empower them. Giving academic departments ownership of progression requirements has led, 

in some cases, to greater buy-in, an understanding of the imperatives of the partnerships and, 

as a consequence, greater flexibility in entry requirements. 

Finally, it does appear that for some, the partnership has empowered middle managers 

ability to facilitate and influence development. The role of the middle managers is crucial to 

securing academic buy-in by suggesting to department that they should engage with the partner 

to enable the success of the partnership. Most meet regularly with senior academics to discuss 

issues and progress. Many also have direct contact with the link tutors, providing them with 

comprehensive oversight of the partnership and influence over its developments. 

‘The link tutors’ group has allowed us to form relationships in departments where we didn’t 

previously...They trust you; you’ve got an in, you’ve got a friendly relationship and...having a 

formalised structure where you’ve been able to influence who they are and what role they take 

has helped us to understand the pressures on the academic community to shape things 

accordingly’ (Assessment and Improvement Manager, University H). 

6.2.4.4 Trust 
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It is important for the IPPs to build trust with academic staff, and some have done this 

well, although it has taken several years to achieve. In some cases, departments have embraced 

the partnership and proactively approached the partners (with middle managers often acting a 

conduit) to seek collaboration. These are usually departments that underperform in overseas 

student recruitment and see the potential financial benefits of this partnership.  

Beyond the engagement of academic departments, it appears that another positive 

unintended consequence is the breaking down of silos on campus to foster cross-services 

collaboration. Having an IPP on campus sends a clear message to faculties that 

internationalisation and international students are priorities. Because of the multifaceted 

nature of large-scale partnerships with IPPs, various parts of universities that would not usually 

work together end up having to collaborate. For example, due to the need for new programmes 

to be attractive to international students, academic units collaborate with international 

marketing functions of the university in order to ensure success. Frequently, middle managers 

based in international offices are able to cross boundaries and facilitate activities that would 

normally be considered outside their purview. 

‘So, sometimes my role is sort of what I should be doing, which is around recruitment and 

management working out how we work with them in market. Sometimes my role is actually 

about warning senior colleagues about what may come because I’ve been through a partnership 

with another provider in a different university; so sometimes, I’m sort of the voice of doom and 

gloom and just saying maybe we should ask them to do this, maybe we should ask them to do 

that. Sometimes I’m actually a fixer for [Partner 4] because sometimes they’re coming up against 

blockages in areas of the university who simply aren’t internationally minded, who have never 

dealt with a partnership like this, so I’m having to fix things ... So, my role spans this whole range’ 

(Senior Relationship Manager, University G). 

6.2.4.5 External perception 

The fifth type of unintended consequence falls under the category of ‘external 

perception’ (figure 10). Reputation and brand image are of the utmost importance to RIUs. 

Pathway programmes were not always seen as something that high-profile universities should 

be associated with. Although this perception is changing, a certain amount of stigma remains, 

and two negative unintended consequences were identified under this category. Many 

participants also acknowledged that one of the positive unintended consequence of the 
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partnerships is that it had made their university more visible to agents and governmental 

sponsors, in particular. 

6.2.4.6 Damage to reputation with other key partners 

Two types of partners are valuable to universities when working to attract overseas 

students: agents and governmental sponsors. Agents are useful allies when they are managed 

well and are kept ‘happy’, but they can also cause significant difficulties if they become 

‘unhappy’ with certain universities. The definition of unhappy, as explored with the participants, 

can be quite broad, but it appears that at least in the early stages of the partnerships, many 

agents working with the universities involved became ‘unhappy’ for one reason or another. This 

source of dissatisfaction is often rooted in process changes or the use of different systems when 

dealing with the university and the IPP. This lack of transparency leads to frustration, especially 

for those universities that have decided to retain their own independent pathway provisions 

while also working with a pathway provider. This issue is similar to those faced by international 

office staff when articulating the changes to various markets, but the main difference is that a 

dissatisfied agent can decide to direct students to a university that is ‘easy’ to work with. 

‘The commission structure and how it would work with the agents – because that whole thing is 

very confusing to the agents. They’re just thinking what? I’m recruiting for the [University A] 

master’s or undergraduate programmes; what’s this about English language pre-sessional? Do I 

route applications via [Partner 1] instead of direct to the university? It was very confusing...then 

Figure 10: Thematic map – Types of unintended consequences – External perception 

dimension 
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that completely upsets your relationships with your agents because you’re paying a university 

commission rate, so really complicated stuff, and I think it was new for [Partner 1] as well. I think 

they also found it complicated and confusing, and for me that should just never have been in the 

contract’ (Functional Specialist, University A). 

Similarly, governmental sponsors can be demanding but are an important source of 

income for both universities and IPPs. This is especially the case for RUIs, as many sponsors only 

place students at highly ranked universities. In the early years, when IPPs were not well-known 

to sponsors, participants reported that many refused to work with them and the universities 

they were associated with. This was a cause of deep concern as sponsors fund students at all 

levels, not just those in pathway programmes, which deprives the universities of income that 

they would have previously been relying on. This situation has changed drastically over the 

years, and some governmental sponsors now favour IPPs for the bespoke level of teaching they 

provide to students, their extreme flexibility and their ability to provide differential treatment 

for sponsored students, which many RIUs are not able to offer. One university shared their 

experience of losing a sponsor relationship when their IPP struck an exclusive deal with a key 

overseas governmental agency, for the reasons listed above.  

6.2.4.7 Poor brand association with students 

One of the indirect consequences of the partnerships is the impact on their brand and 

its perception by potential applicants and their parents (or those influencing students’ decision-

making). Participants expressed worries about how their university brand presented in the 

market and how they are prioritised when their pathway provider also works with competitor 

universities. Unlike the majority, one university found that they did not seem to benefit from 

their partnership in term of increased visibility in smaller markets and wondered whether their 

pathway partners were prioritising some of their competitors instead. 

We found two unintended consequences in this area, the most impactful of which is 

linked to the significant number of students who do not progress to their intended university 

programme. For the majority of those interviewed, this is a significant issue. If students in their 

pathway centre do not progress to the university, this can more widely damage their reputation 

on the market, especially with their applicant pool, as the university will appear to have misled 

students who never had a chance to join their chosen programme in the first place.  

‘My concern was that really what we were, I suppose mis-selling’s too strong a word, but I could 

easily see a student being told that they can go to a top ten RG university by an agent and yet 

the agent knew, in their heart of hearts, they weren’t going to do it. Nothing worse than students 
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not fulfilling their dreams, right? If the progression rate is at 56%, nearly one in two students are 

not coming into this programme; has anyone asked the students how they feel?’ (Senior 

manager, University E). 

Similar to the confusion caused when an independent university pathway provision 

exists in parallel to that of the IPP’s, participants expressed concerns around the confusion 

amongst applicants who appear to be unable to differentiate between the two offers (this is 

often because IPPs are allowed to use the university brand in their promotional activities), 

leading some to choose a university clearly signposts them to what they need.  

6.2.4.8 Greater visibility 

Despite the above negative consequences, which are usually found when the 

partnerships are first initiated, the majority of participants expressed that working with IPPs has 

had a positive effect on their recruitment practices and provided them with greater visibility in 

key markets. 

According to some of the interviewees, one of the unanticipated benefits of working 

with an IPP is that it has enabled them to expand their agents’ network, thereby reducing their 

reliance on their current set of agents and increasing their direct recruitment into university 

programmes. 

‘The importance has been huge for us in terms of before the signing off of the partnership...we 

didn’t really have much interaction with the agents, to be honest. The [Partner 2] partnership 

has really opened the doors for us in terms of getting into that agent network, and we then 

signed a number of their key agents to begin with, and we’ve seen the numbers really increase. 

Not only through the centre, but from direct, and just from having more of that presence in-

country’ (Mid-level manager, University B). 

Similarly, as time went on and, as indicated above, governmental sponsors were 

increasingly used for pathway providers, many middle managers have acknowledged that 

working with IPPs has enabled their university to extend their sponsorship network at all levels 

of studies. 

6.2.5 Infrastructure 
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The sixth type of unintended consequence falls under the category of the university’s 

‘infrastructure’ (figure 11). This is the only category where all unintended consequences were 

negative and related to issues regarding access to services and the status of students studying 

in pathway programmes. 

6.2.5.1 Access to services and student statuses 

From the interviews, it became clear that although students in pathway programmes 

are taught on campus, often in university-owned facilities, they do not have equal status to 

university-enrolled students when it comes to practical matters of infrastructure. University 

systems are not always able to handle the operational requirements of working with an external 

partner, especially when pathway students do not have full student status; In effect, they are 

studying in a programme that is at the ‘pre-university’ level and does not exist as far as various 

systems are concerned. This lack of formal status for students studying at embedded colleges is 

a major issue. The infrastructure and wider support services aspect of the partnership is 

commonly forgotten at the time of partnership development and only identified once students 

arrive on campus, which is often too late. Three categories of unintended consequences fall 

under this theme.  

Because of lack of forward planning, effective resource allocation and integration, 

pathway students do not always have access to the same services as other students. This may 

be because these services were not explicitly required at the time of contract negation, because 

top-level staff often assume that services will simply be absorbed into the additional workload 

(we have found this to be a general impression held in most universities, one that is quite far 

Figure 11: Thematic map – Types of unintended consequences – Infrastructure dimension 
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from the reality of already under-resourced services that exist), or because systems are not 

equipped to handle ‘external’ users. All universities involved in the studies reported that their 

IT systems were not equipped for data sharing. 

‘When the students are at the foundation college, although it’s on campus, they do not 

necessarily have access to all university facilities. So, there’d be elements of negotiating SLAs 

with the university services round about that. So, this might be, for example, initially they didn’t 

have access to counselling services that [University C] students would have, so it’s round about 

that sort of thing’. (Functional Specialist, University C). 

Finally, the poor location or condition of study centres, which was found in most cases, 

contribute to the impression that the pathway students are, from an infrastructure perspective, 

an afterthought. Most participants have described that the location of the pathway study centre 

is inadequate (i.e., a building that no one wanted on campus or in a remote location), leading to 

students having a poor experience, feeling undervalued and isolated, as we will explore in the 

next section.  

6.2.6 Student experience 

The seventh type of unintended consequence falls under the category of ‘student 

experience’ (figure 12).  

Figure 12: Thematic map – Types of unintended consequences – Student experience dimension 

One positive and two negative consequences were identified in this area. The negative 

consequences are mostly about students’ difficulties integrating into university life, both while 
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studying in the pathway programmes and once joining the university’s degree programme. The 

positive unexpected impact on the partnership is in the area of student welfare and support 

provisions from the pathway providers, which is seen as being of high quality in many case; we 

also found that the best practices gained from the IPPs or the necessities triggered by the growth 

in student numbers coming from the International Pathway programme has led some 

universities to improve their own services.  

6.2.6.1 Student integration in the partner’s programme 

Lack of student integration within campus life was identified as one of the indirect 

negative unintended circumstances of partnerships with IPPs. 

As mentioned in the previous section, pathway study centres are often located in less 

desirable location on campus due to a lack of forward planning at the onset of the partnerships, 

leading to a feeling of isolation and a lack of affiliation with the host university. In one extreme 

case, the partners’ centre is located on a small satellite campus, about 30 miles from the host 

university, which is now solely used by the partner, with no other university students in 

attendance. International pathway students are also accommodated on the same campus and 

rarely visit their host university, leading to difficulties in creating a sense of belonging.  

In addition, at two specific universities, concerns over students’ welfare were raised. 

These concerns were in response to the way that students were coached to pass language 

exams, requiring intensive support and repetitive testing until they finally manage to obtain the 

score needed to progress to their chose course. 

‘I just have an overall concern that they push the students too quickly to meet the English 

language standards and therefore do flounder a bit, once they come to the university and that 

as a professional kind of wellbeing, that’s my professional background, that’s not nice, kids, it’s 

hard enough going to a different country, but to then be pushed through... I think for someone 

coming through their standard of English is so low, and you just think, ‘How did you pass an 

exam?’ and I think it could be the coaching, it could be the kind of pressure that [Partner 2] are 

under to get them through. They are meeting the standards, but it’s such an intense way of 

teaching, ...; they are passing their exams entry standards because we have quality controls in 

place to do it, but there’s just a phenomenal amount that fail and then pass on resit and you just 

think, how did you improve that much in four weeks?’ (Assessment and Improvement Manager, 

University B). 

6.2.6.2 Student integration following transition to the university 
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Once enrolled at the university, international pathway students often require additional 

support and face integration issues. Pathway centres were described as creating a protected 

environment, where even in some cases students are woken up in the morning to go to courses 

and are constantly surrounded by academic or professional services staff. Transition to 

university, and the sudden independence that this new environment brings, is therefore not 

always easy for a significant proportion of students.  

One of the key barriers to integration is the fact that students have already spent a year 

together, and many are working towards similar degrees (usually business or engineering). Once 

at the university, existing friendship groups are therefore already well-established, and it was 

found they do not always integrate with the wider cohort. 

‘The [Partner 4] students because they’ve had a year to get used to the area and probably got 

private accommodation, have opted out of college and that actually isn’t good because that 

means they’re not integrated in the area that they should be...They chose not to take it, and we 

think it’s ‘cause they just already know and they’ve got friends and they get a house and it’s 

probably cheaper than college but they’re missing that aspect of support as well’ (Senior 

manager, University G). 

Lack of diversity, at both the national and discipline level, is also a key unintended 

consequence for RIUs, leading to significant impact on internal stakeholders and the university 

itself, which we will be discussing in the next section. The lack of diversity is evident at the 

discipline level, and the concentration of students of the same nationality (usually Chinese) in a 

small number of departments impacts the student experience. This was raised as a significant 

concern by the participants, with some reporting up to 85–90% of their pathway intake coming 

from China. 

6.2.6.3 Student support and welfare 

In some universities, having an IPP in place has led to strong improvements in the area 

of international student support and welfare, either provided directly by the partner or due to 

the improved services put in place by the university. In some cases, the pathway provider is the 

one responsible for providing welfare support, which was recognised as a significant 

improvement. Those who have this system in place have admitted that their university would 

not be able to provide support at the same level. In other cases, the university has put measures 

in place to improve the international student experience as a consequence of the partnership, 

benefiting all international students and sometimes also UK students from a more diverse or 

widening participation background.  



 143 

‘I think people don’t often recognise the significant amount of added value that we as a 

department provide to our students on the welfare front; you know, I have a team of around 

eight people whose sole purpose is to look after the welfare of our students. Now, as it happens, 

their salary is paid by [Partner 1]...quite frankly that’s pretty immaterial really in terms of the 

service they provide for students; so no, from my perspective our relationship with [Partner 1] is 

much more than just a recruitment one. It’s about providing you know absolutely top-quality 

student support for them as well’ (Senior Relationship Manager, University A). 

6.2.7 Partners’ perspective 

As demonstrated above, the middle managers involved in partnerships with IPPs 

identified a wide variety of types of unintended consequences. We will cross-reference those 

findings below with the views of the four partners involved in the cases studied in this research 

project. Twelve categories of factors were identified from the interviews conducted with the 

representatives of the IPPs. When presented with the initial findings from our interviews with 

middle managers from the RUIs, they mostly agreed that these reflected their experience too, 

although they sometimes saw the various dimensions, themes and categories from different 

perspective. The pathway providers identified six themes of high importance. These are 

summarised in Figure 13. Representative data can also be found in Table 7 below. These echo 

closely some of the findings described in the above section. 

 

Figure 13: Thematic map -Types of unintended consequences (Partners’ perspective
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Table 7: International Pathway providers’ view (Types of unintended consequences) - Dimensions, Themes, Categories, and Data 

 
Dimensions, themes and 

categories 

Representative data 

Overarching Dimension: Factors 

leading to unintended 

consequences 

A.1 Infrastructure and 

environment 

A.2 Level of institutional 

commercial awareness 

A.3 Expectations regarding 

types of students 

 

A.4 Willingness to invest 

A.5 Organisational structure 

 

A.6 Decision making structures 

 

 

A.1: “It’s not just about the teaching, it’s the whole learning environment, it’s the atmosphere on campus. […]. There are so many elements to thins. It’s so 

complex that when you talk to people in terms of things which are complex, the close down. (Senior Relationship Manager, Partner 1) 

A.2: “I still feel that, as you move higher up in universities, you are more focused on academia, maybe on research. I don’t believe that happens in private 

providers. You don’t move up to focus on research, […], you move up for the money. (Assessment and Improvement Manager, Partner 2) 

A.3: “The students, in an ideal world, get it and they rush off to the library to do all the research and then produce a paper. But you know, international 

students from a lot of countries just aren’t like that, they expect a very different relationship with their teachers. In fact, their teachers become surrogate 

parents. (Senior Relationship Manager, Partner 1) 

A.4: “The investment into their recruitment activities in terms of people was quite… it was pretty… what’s the word, pretty Spartan” (Senior Relationship 

Manager, Partner 1) 

A.5: “This is a long-term strategic partnership which involves the universities creating structures within their organisation to partner with a private provider” 

(Senior Relationship Manager, Partner 1) 



 145 

 

A.7 Pathway providers changes 

in priorities 

A.8 Clarity of partnerships aims 

 

A.9 Pre-existing internal 

perception 

A.10 Students as customers 

 

A.11 Institutional experience 

and staff competence 

A.12 Scrutiny and lack of trust 

A.6: “Universities move at a glacial pace and it’s because things go through very rigorous procedures and checking and authorising and discussing. Things at 

private providers move much quicker. (Assessment and Improvement Manager, Partner 2) 

A.7: “There are more markets than just the UK” (Assessment and Improvement Manager, partner 3) 

 

A.8: “The Heads of Centres were under immense pressure to get more students, not necessarily for them to progress, but to at least have more students” 

(Assessment and Improvement Manager, Partner 2) 

A.9:” I think there is a bit of misconception of what [Partner 3] really is…” (Assessment and Improvement Manager, Partner 3) 

 

A.10: “We need to grow the university network because our customers – the students- are saying that […] the choice is too limited in comparison to everyone 

else”. (Assessment and Improvement Manager, Partner 3). 

A.11: “You know the turnaround with international offices is pretty high, so what’s happening is that some universities now have international offices with not 

even one single person have has ever worked with [Partner 3]” (Assessment and Improvement Manager, Partner 3) 

A.12: “This was a very new arrangement […] they kept a very very close eye on us. We had to be meticulous in what we were doing and why we were doing it. 

(Assessment and Improvement Manager, Partner 2)  
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6.2.7.1 Non-traditional students with varied support needs 

The general consensus from all four of the IPP representatives is that their role is to 

provide opportunities to students who do not have the traditional profile needed to access HE 

at RG universities. However, these students require different types of support that the 

universities are not always able to provide. The view from those interviewed is that this should 

not come as a surprise to universities, but they do acknowledge that the ‘type’ of students is not 

often discussed in contract negotiations and that RIUs are usually concerned about nationality 

and disciplinary diversity and rarely, during the initial stages, query the background of the 

students. This lack of focus in contract negotiations was especially the case in early partnerships, 

but this attitude is now changing with new partnerships that pay special attention to entry 

requirements, leading to difficulties in achieving nationality and disciplinary diversification. 

‘The students in an ideal world get it, and they rush off to the library to do all the research and 

then produce a paper. I said to our partners, but you know, international students from a lot of 

countries just aren't like that; they expect a very different relationship with their teachers. In fact, 

their teachers become surrogate parents...That's an expectation. But, of course, one of 

the...parts of my job...was to try and align the expectations of students and parents with the kind 

of experience that they would actually have once they got into a UK university; from my own 

experience and obviously from others we're talking about, is that you're not going to have the 

same kind of relationship with your teacher’ (Partner 2). 

All IPP representatives acknowledged that because of their varied backgrounds, it is 

indeed true that a significant proportion of students do not progress to RIUs. However, the 

majority of students usually progress to a British university and are satisfied with that outcome. 

This view relates back to the fact that IPPs see the students as their primary customers and not 

the universities. Although when pushed on this later in their interviews, some participants 

strongly objected and ensured us that both were equally important (even though they had 

clearly stated this earlier in their interviews). 

6.2.7.2 Lack of national diversity 

All participants acknowledged that the lack of national diversity in their cohorts was an 

issue for their RIU partners and that this led to other types of unintended consequences, such 

as poor integration on campus and subpar student experiences. They explained that this 

situation was actually the result of the RIUs’ high entry standards and their focus on academic 

quality rather than just revenue. The IPP representatives describe this problem as a ‘chicken and 

egg’ situation: RIUs demand students that can meet high entry standards, but these students 
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can only be found in China and/or in certain disciplines. Thus, the blame for this unintended 

consequence is shifting from one party to another and can create frictions in the partnership. 

This issue was pointed out as one of the main differences in working with RG universities. Lower-

ranked universities are less concerned about student quality and are therefore content with the 

general approach taken by their partners in ensuring that their revenue target is met. 

‘And there is the whole issue of how many students we recruit from China…well, quite frankly, 

this is just the consequence of having very high entry requirements!’ (Partner 1) 

6.2.7.3 Too successful 

When discussing the specific point of ‘over-recruitment’, as described in 6.2.2.3, it was 

mentioned that overshooting the target can also bring about unintended consequences for the 

universities. However, this was described in fairly positive terms by the IPP representatives. 

When probed about this, they described the phenomenon as being ‘too successful’ and 

appeared to not understand why universities were so unhappy when this happened. Once again, 

this perspective demonstrates the fact that the key priority for IPPs is to bring in volume rather 

than take a more refined approach to student recruitment and integration on campus. They are 

also less worried about having large cohorts in their study centres with many not progressing to 

the partner university but to a lower-ranked university instead.  

‘I think also, the [Partner 4] offices abroad, just recruit huge numbers not really thinking how 

that’s going to work in reality, and it can be damaging in the long terms if they think we’re 

recruiting all these students. It could potentially anger agents, it could anger parents…yeah, we’ll 

see what happens’ [Partner 4]. 

6.2.7.4 Prestige 

The interviewees stated that having a RG university within their portfolio brings high 

prestige and enhances their own brand visibility in the market. For that reason, and despite the 

fact the many issues of these partnerships, they are considered of strategic importance. No one 

overtly expressed this opinion, but it was implied that by utilising a RG brand, they were able to 

attract larger number of students than they would to lower-ranked universities, benefiting their 

entire portfolio of partners (with students not progressing to their original RG choice, being 

pointed to an alternative in the IPP’s portfolio).  

‘Money was no object, and I was stunned by that because I honestly thought, rightly or wrongly, 

that they would be penny pinching. That’s how it is usually...I definitely knew it was a feather in 
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[Partner 4]’s cap. A lot of important people came to the launch; they patted each other on the 

back [laugh]’ (Partner 4). 

6.2.7.5 Cocooned environment 

The interviewees agreed with the view that students enrolled in pathway centres are 

quite sheltered and receive extensive support. Although they understood the position of the 

universities in this area, they did not completely agree that this environment does not prepare 

them for real life at the university and argued that universities should provide greater support 

to their international students in general, especially those coming from a less traditional 

background, in the same way that they do with Widening Participation students. 

‘That was a fair point, and it was a discussion we had in the centre that if we’re going above and 

beyond, like really above and beyond, is it fair because they won’t survive at university?’ (Partner 

4). 

6.2.7.6 Professionalisation 

One consistent observation, which related to the main type of unintended 

consequences identified, around the ‘Commercial Awareness’ dimension, is that universities are 

slowly changing, becoming more commercially aware and starting to professionalise. IPP 

representatives observed that RG universities have historically recruited overseas students at 

the postgraduate level but generally lack experience at the undergraduate level. This was 

especially true in the earlier partnerships.  

Responding to the issues regarding the demands to invest more resources, the 

interviewees described experiencing two opposite phenomena. IPP staff feel as if they are under 

intense scrutiny from their university partners, who are seen as unwilling to relinquish control 

in any area. However, they also seem reluctant to actively participate in the partnership and 

invest themselves fully. IPPs are surprised by the lack of resources dedicated to overseas student 

marketing and recruitment activities within RIUs and the lack of general support or prioritisation 

of overseas students once on campus. Top-level staff, in particular, are seen as incompetent, 

being slow to react and deficient in professionalism (with two out of the four participants 

describing instances when they witnessed university staff publicly disagreeing with each other 

and arguing in front of them). However, all expressed that all of this is changing, albeit slowly. 

‘I feel like universities share with us more because it’s a safe space and we’re not going to use it 

and we understand that it’s commercially sensitive and stuff like that. You can see so well which 

universities are really on top of their game. It’s a huge difference between certain universities, 
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and in all honesty Russell Group is way behind everybody else. Way behind everyone else, and 

you can see it. You talk to people and they say, ‘They don’t even have a proper legal team’. That’s 

like the basics and I feel that working with private providers is also backfiring on the universities 

in the sense that we give them this extensive really complicated contract and universities are 

starting to think, what do we do with it? How do we move forward? Do we need now to make 

everyone sign something similar? It’s also professionalising them in some way’ (Partner 3). 

We identified seven types of unintended consequences, clustered in broad dimensions, 

that were reported by the middle managers involved in the development and management of 

partnerships with IPPs. These dimensions included the following: (1) student performance, (2) 

commercial, (3) educational, (4) internal culture, (5) external perception, (6) infrastructure and 

(7) student experience. Having developed a comprehensive typology of unintended 

consequences, it is important to try to ascertain the factors leading to those consequences. We 

will address these points in the next section. 

 

6.3 Research Question 2: What factors, as perceived by middle managers, produce 

unintended consequences when developing and implementing IPP partnerships in UK 

RIUs and whom do they impact?     

This section presents a summary of the key findings and discusses the themes identified 

in relation to the factors that were identified as leading to unintended consequences in 

partnerships between RG universities and IPPs, thereby addressing our second research 

question.  

During the study, a number of key factors were identified as leading to unintended 

consequences and can be divided into two dimensions: (1) decision-making and (2) 

communication. We found that the way decision-making was carried out during the 

development and implementation phases of the partnerships was a major factor influencing the 

actions of the actors and stakeholders involved in the partnerships and is expressed by the level 

of experience, both at the operational and strategic level of the individuals in charge of decision-

making. We also identified two themes under the communication dimension: internal 

communications and partnership relationship management. 

The findings, including the initial categories that led to the identification of themes and 

dimensions, are described in detail below and are also summarised in Figure 14. Additionally, 

Table 8 presents representative data for each of the categories and themes. 
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Figure 14: Thematic map – Factors leading to unintended consequences  
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Table 8: Factors leading to unintended consequences - Dimensions, Themes, Categories, and Data 

Dimensions, themes and 

categories 

Representative data  

Overarching Dimension A: 

Decision-making 

A.1 Experience (Senior level) 

A.1.1 Governance Structures 

 

A.1.2 Senior leadership 

 

 

 

A.1.3 Contract vs expectations 

 

A.1.4 Financial arrangements 

 

 

 

A1: “I think there was a lack of experience right at the top level when the contract was set up […]  they just charged ahead without any experience” (Senior 

Relationship Manager, University G) 

A.1.1: So, all these groups feed into the steering group and they have their own meetings and their own chairs, and it’s all lovely. But a lot of it just wasn’t 

working or actually making things change. Nobody was following up or making things happen.” (Senior Relationship Manager, University J). 

A.1.2: “It was hard because all of a sudden [we] were asked tough decisions about commercial operations overseas and that was the first time that we were 

being asked to think about that sort of thing and I think most of us were a bit out of our depth and so we were very conservative and said ‘don’t do anything 

don’t try this […] as a Russell Group member we were more cautious about the use of [our] brand in other countries and how the relationship would be 

marketed. […] I think we are now better equipped to have commercial negotiation rather than just agreeing to anything” (Senior Relationship Manager, 

University F). 

A.1.3: “It surprises me a little and it doesn’t surprise me at the same time that universities don’t always consider the importance of the contract… or the 

centrality of the contract in the relationship […] and at the end of the day that is the heart of… the contract is the heart of the relationship’ (Senior 

Relationship Manager, university K). 

A.1.4: “There was nothing in the contract. […] I think it was just ‘more’. Generally speaking, at [University E] there was a lot less use of hard targets. It was 

always just ‘more’” (Functional Specialist, University E). 

A.1.5: “The only KPI that was set was about income generation, not about the breakdown, not about anything else really…” (Functional Specialist, university 

C)  

 



 152 

A.1.5: Objectives and targets 

 

A.1.6 Considerations to 

operational implementation 

 

A.1.7 Institutional changes 

required to implement 

partnership 

A.2: Experience (Operational 

Level) 

A.2.1 Operational Structure 

 

A.2.2 Operational flexibility 

A.2.3 Commercial outlook 

 

 

A.2.4 Increased numbers of 

International students  

A.1.6: “I think assumptions were made on both sides around what sustainable recruitment meant. […] I also think that because [the contract] was negotiated 

by academic staff rather than by recruitment staff, that oversight of what would the ideal recruitment stream look like and what we are looking for from [the 

partner] was never really discussed” (Functional Specialist, University C). 

A.1.7: “I think at this stage it’s quite a delicate balance to get right  because I feel that some of the things that [Partner 1] are recommended for investment at 

the university are absolutely needed […] but at the same time, there needs to be a bit of a stronger line taken […] to say “Look, it really is your job to recruit 

these numbers and these are the proportions we want and need” and if those aren’t going to be delivered in the next stages of the contract  then there need 

to be some kind of stick” (Functional Specialist, University A). 

A.2: “The first thing that we’ve gained is a huge amount of experience and that experience is invaluable. If only I could have taken that experience back to 

2007….” (Assessment and Improvement Manager, University J) 

A.2.1: “I just thought, how do they do it, I mean there’s so few of them. But […] if you are one person and you’ve got to look after 15 countries, I mean, what 

can you do?” (Senior Relationship Manager, Partner 2) 

A.2.2: “they’ve got the responsibility but not the authority” (Senior Relationship Manager, university H) 

A.2.3: “That comes down to the kind of age-old conversation that you have in these kinds of universities where you have to get the academic staff on board 

but they don’t understand the commercial side of it and when they hear it, it’s almost like a dirty word and they want to disassociate and that was certainly 

the fall out of that conversation’ (Functional Specialist, University C). 

A.2.4: “One of the big issues we came across were that academics were very passive about it as well or very surprised about this whole stream of students 

that arrived” (Senior Relationship Manager, University H). 

A.2.5: “My concern about the whole process is that we haven’t been in control. We haven’t been strict enough around diversity, around pushing areas. So 

[Partner 4] have done what private providers always do, they take the easy route, they take Business, they take Postgraduate, they take China and that’s 

what they’ve delivered. And in a way that’s exactly what we didn’t need.” (Senior Relationship Manager, University G) 
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A.2.5 Ability of middle managers 

to influence change 

 

A.2.6 Knowledge of International 

Pathway Partnerships 

 

A.2.6: “[University G] also is an incredibly naïve university, […] very inward looking and therefore they didn’t really understand what was happening and so I 

think I talked to people about this and say: ‘this will mean a different type of student coming to [University G], these aren’t going to be your beautifully 

formed A*A*A, well-fed, Southern, privately educated students. They’re gonna be different’” (Senior Relationship Manager, University G). 

Overarching Dimension B: 

Communication 

B.1: Internal Communications 

 

 

 

B.1.1 Academic Buy-In 

 

B.1.2 Other internal stakeholders’ 

interest 

B.1.3 Perception of Partner 

 

 

 

B.1: “I think I’d probably start off by doing more work to talk about why this was being done, why it was so important for the University, and why we need to 

go in with this fully committed. […] I think there maybe wasn’t’ much understanding across the University. […] I think in order to get it through, the 

partnership had to be positioned as a certain thing which was never entirely realistic. The internal story did not match the full reality”. (Assessment and 

Improvement Manager, University A).  

B.1.1: “It didn’t enthuse people to support the partnership and support progression […], we had a lot of issues trying to get the schools to work pro-actively 

with [Partner 2]” (Functional Specialist, University B). 

B.1.2: “It’s so commercial it needs translating every step of the way with our academic colleagues, they don’t understand any of the language, […]  colleagues 

don’t get it. But it’s been a fascinating journey for me” (Senior Relationship Manager, University F). 

B.1.3: “Once one person says something, the whole school or faculty, or whatever, will have that view, potentially, and nobody really knows what that was 

based on.” (Senior Relationship Manager, University F) 

B2: “Both sides have to trust each other” (Senior Relationship Manager, University J) 
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B.2: Relationship Management 

B.2.1 Reluctance to share 

information 

 

B.2.2 Different standards 

 

B.2.3 “Us and Them 

B.2.4 Lack of 

clarity/misunderstandings 

 

B.2.5 Disengagement 

 

 

B.2.6 Staff changes and turnover 

 

B.2.1: “So we made a decision locally. It wasn’t communicated back to [Partner 2] head office, so when it came to [a specific criteria related to accepting 

students on courses] they didn’t know that we had said no, so we had to get through the whole thing again, which was a complete waste of time and just 

doesn’t help the relationship” (Functional Specialist, University B). 

B 2.2: “One of the challenges we have with Private Providers is that they are always faster than universities are so, actually, trying to meet their service 

standards can be a bit OF a challenge. (Functional Specialist, University C).  

B.2.3: “For the language centre staff, really just this is the end of the world: “what are your doing, you’re so naïve and stupid if you think that you can have 

this without them coming and taking over our language centre.”.”  (Senior Relationship Manager, University F) 

B.2.4: “So in terms of targets, they went off, they weren’t sending data regularly, the data they sent changes – it changes in terms of the headings of the 

different fields, it changes in the format, it changes in all sorts of ways. Again, the cynic in me thinks deliberately. They present data in a way they want rather 

than in a way that we need, so it’s a constant battle with them to have consistent reporting” (Senior Relationship Manager, University G). 

B.2.5: “My link person didn’t take engage. […] they had no interest in coming […] that person never got to meet me, never got to see the centre and never 

would have met the students. […] I fed that back to the steering committee. […] I don’t know what happened, it’s probably none of my business what 

happened to that person. Potentially nothing happened.” (Assessment and Improvement Manager, Partner 4) 

B.2.6: “We had hand-overs that weren’t helpful. So, the project manager through the procurement process left, wasn’t replaced so there was no project 

manager. The [Top-level Manager] moved on. He’s signed the contract, so he moved on to the next big thing and handed over to the new [Top-level 

Manager] who still hasn’t quite got to grips with it and hasn’t got experience of it in a previous university.” (Senior Relationship Manager, university G) 
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6.3.1 Decision-making 

The first of the two dimensions relates to how decisions are made within universities, 

both at the strategic and operational levels. All participants were asked to describe, to the best 

of their knowledge, the strategic governance of the partnerships. All reported that a clear 

governance structure was in place; however, there were divergent views in various universities 

about whether the structure was allowing for effective and clear decision-making. 

A classification comprising 13 specific categories of factors originating from decision-

making practices and staff experience, grouped under two themes, was compiled from the 

analysis of all participants’ accounts of their experience with IPPs. These are presented below. 

6.3.1.1 Experience at the senior level 

‘The first thing that we’ve gained is a huge amount of experience and that experience is 

invaluable. If only I could have taken that experience back to 2007…’ (Assessment and 

Improvement Manager, University J). 

Most RG staff at all levels lacked any experience of working with a commercial company 

in what is, in effect, a collaborative venture (in some cases an actual joint venture). IPPs were a 

fairly new concept for many of those universities at the time they entered into the partnerships. 

Lack of commercial experience at the senior level, in particular, was identified as a key factor 

leading to unnecessary complications and unintended consequences.  

Universities that have been in a partnership for a significant amount of time acknowledged they 

were lacking experience initially fairly openly; they also admitted that they are now more 

commercially aware and, as a consequence, better prepared to deal with external partners than 

they had been prior to partnering with an IPP. 

All partnerships have fairly well-defined governance structures at the strategic level, 

comprising a number of boards that include representatives from both parties. Aside from an 

overall partnership board, we often found sub-boards or groups focusing on academic, 

operational, marketing and recruitment matters. In particular, in partnerships where the 

strategic governance structure appears to work well, we found strong support from top-level 

managers who take responsibility for the high-level relationship management with the partner. 

The majority of pivotal decisions are made by the main partnership boards/steering 

groups, which comprises senior members of the universities and partners. In some cases, middle 

managers work closely with university board members to prepare and brief them on issues they 

will be required to consider at board meetings. However, this is not always the case; instead, a 
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more common theme that emerged around problematic decision-making was linked to senior 

leadership in more general terms, in particular when middle managers are not able to advise or 

influence top-level managers. 

A number of elements that can be directly attributed to poor senior leadership at the 

top-level were identified as leading to unintended consequences. These include (1) lack of senior 

engagement in longer-term relationships when partners are ‘taken for granted’ or new top-level 

managers not understanding the strategic importance of the partnership; (2) lack of interest in 

the implementation of the partnerships once the initial agreement has been signed; (3) those 

required to make strategic decisions lack the experience to do so and do not consult with others 

who may be able to advise them; (4) lack of consultation, in turn, leads to lack of effective 

communication and relationship management (which we will address below) and, in the worst 

case identified, the collapse of the partnership. 

‘So, all these groups feed into the steering group, and they have their own meetings and their 

own chairs, and it’s all lovely. But a lot of it just wasn’t working or actually making things change. 

Nobody was following up or making things happen’ (Senior Relation Manager, University J). 

At several universities, strategic responsibility for the partnership was held by a top-

level manager other than the one leading on international matters (usually the education lead), 

which has also led to decisions being made with less consideration for the commercial aspects 

of the partnership. 

One striking source of unintended consequences comes from the fact that the majority 

of top-level managers involved in partnerships with IPPs appear to have different expectations 

from what is actually stated in their contracts. This was found in all but two of the partnerships 

studied and can be attributed mostly to a difference in culture between the private sector and 

HE, especially highly selective and research-focused universities such as the RG. Most 

participants reported a rush to sign a deal, often led by top-level managers, which led to a lack 

of scenario planning or forecasting of possible future issues as well as poorly identified 

interdependencies. One respondent indicated that this could be due to the fact that if they 

‘insisted on some of those things at the time, we may not have got the deal’ (Assessment and 

Improvement Manager, University A).  

We found that much frustration exists amongst middle managers over financial 

arrangements and the fact that most contracts do not include penalties for lack of performance 

as many agreed that ‘the finances drive people’s behaviour’ (Assessment and Improvement, 

University J). This has led one university to attempt, in vain, to refuse to pay the commission, 
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causing general bitterness within the partnership. Some have attempted to change this situation 

later on but, of those who identified this as a key issue, none have found a solution that has 

been mutually agreed. The partnerships that appear to be the most problematic do not have set 

targets nor penalties included in their contract; instead, performance is measured through the 

attainment of a broad financial target for the pathway programmes only.  

 ‘There was nothing in the contract...I think it was just “more”. Generally speaking, at [University 

E] there was a lot less use of hard targets. It was always just “more”’ (Functional Specialist, 

University E). 

Another issue arising from the lack of a detailed contract, including clear targets and 

objectives, is a common misunderstanding between the universities and their partners about 

how success is measured. This issue was described on a number of occasions as ‘not talking the 

same language’. This general frustration stems comes from the fact that many partnerships have 

agreed upon targets for student enrolment in the pathway programmes but none for those 

progressing to the university. Most participants expressed that view while it is expected that the 

majority of students would progress to the university, the reality is often different. Issues of 

student quality and background will also be explored in further details below and is another 

source of frustration and misunderstanding stemming from a lack of clear targets and objectives 

in the contracts.  

In most instances, participants admitted that when the contracts were negotiated by 

the top-level team (members of which often have an academic rather than commercial 

background) without input from operational leads, they did not consider operational matters 

and were generally vague (and therefore possibly opened to interpretation). This scenario leads 

to different understandings of what needs to be delivered and to ‘assumptions’ (a term 

mentioned by many participants) being made. The fluid nature of many contracts has led to 

unintended consequences that will be explored in the next section in greater detail. 

Finally, the fact that partnerships are usually negotiated by top-level managers (such as 

pro-vice chancellors and vice-presidents), many with an academic background and lacking 

commercial experience, leads to divergent views over who should take charge of certain aspects 

of the work to be delivered. Although middle managers often recognise that some changes are 

needed in order to ensure a successful partnership, they are usually not given the means to do 

so as their top-level managers may not recognise the need for further investment once a 

partnership has been established. Top-level managers see the partners as solely responsible for 
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the delivery of the objectives, which leads to frustration when partners request support and 

collaboration. 

6.3.1.2 Experience at the operational level 

At the operational level, issues related to decision-making mirror those found at the 

strategic level. At several universities, middle managers reported being able to work within well-

defined decision-making and operational structures where they are able to escalate issues, if 

necessary, and some found very few issues, especially when working with peers. As noted 

above, all partnerships have formal structures in place, which includes operational groups 

leading in specific areas. This may appear to be, on paper at least, an effective way to embed 

the partnership; however, many participants reported inertia and lack of direction in those 

groups. 

‘There was a whole load of structure and a whole load of formal governance and whole load of 

minutes, and none of the bloody actions were being done’ (Senior Relationship Manager, 

University J). 

Many have found partners to be ‘pushy’ and requesting flexibility that often makes risk-

adverse universities uncomfortable. The partners blame their inability to deliver the target on 

the university’s lack of flexibility, especially when it comes to entry requirements. This will be 

explored later when we discuss the types of unintended consequences identified in this study. 

Middle managers sometimes feel that the pressures from the partners are unreasonable. Most 

IPPs expect universities to adapt and remain flexible, placing middle managers in a position that 

straddles both sides, which is especially difficult if their sphere of influence is limited. 

Some parts of the universities lack commercial outlook and are therefore reluctant to 

work with companies they view as profit driven. However, this reluctance often reduces with 

time once the faculties start seeing the benefits of increased international student numbers. 

Participants reported that some academic departments associate the increased number 

in international students on campus with the perception that students coming from IPPs are 

less qualified and therefore are reluctant to accept them, creating difficulties for the middle 

manager in charge of delivering the partnership. This perception of the lack of quality of these 

new groups of students is not always founded and can be attributed to the teaching staff’s lack 

of experience working with multicultural groups.  

The experience and beliefs of the middle managers can influence their way of thinking 

and decision-making and affect their willingness to influence change, leading to unintended 
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consequences. The commercial nature of the partnership may conflict with the personal values 

of the managers in charge of implementing them. One of the senior relationship managers 

involved in a long-term partnership expressed this clearly: ‘[University E] is supposed to be...a 

forever university, but [Partner 2], not necessarily’ (Senior Relationship Manager, University E). 

Additionally, we recorded that in several universities, IPPs appear to have overpromised on what 

could be delivered, which leads to pressures on the middle managers to then compensate when 

the results do not materialise. Finally, the IPP is sometimes seen as a threat to middle managers. 

Some participants (in particular, those who felt disgruntled about not being consulted in 

decisions about the partnership) felt that it internally undermined their credibility. Because the 

IPPs have direct access to top-level management and middle managers do not some fear that 

the partner could take over international student recruitment activities for the whole of the 

university rather than just the pathways. 

Partnerships with IPPs are still a relatively new concept at RG universities, and this has 

meant that staff involved in the partnerships at the operational level rarely have the necessary 

knowledge and experience for working within this context. Many of the middle managers we 

interviewed did not have a commercial background themselves, having spent the majority of 

their career in universities, many of whom have worked at RUIs/RG universities exclusively. This 

has led to unnecessary complications and unintended consequences. Over time, the two 

cultures have started to work well together, but initial interactions, as described by the majority 

of participants, were difficult due to the fact that they were dealing with approaches and 

behaviours they had not experienced before.  

‘So, my perception of them was that it was just a very blokey kind of culture in the company that 

I hadn’t encountered before and wasn’t what I was used to in the university at all, and everything 

was about agents’ (Assessment and Improvement, University E). 

6.3.2 Communication 

Communication, both internally and in terms of relationship management with external 

partners, is the second dimension that featured prominently in discussions with participants 

about the factors they believed led to unintended consequences. 

6.3.2.1 Internal communications 

Study participants identified a lack of clear internal communications or misleading 

communications related to the partnerships as key factors leading to unintended consequences 

due to misunderstandings and varying expectations. A middle manager, reflecting on what they 

would have done differently if they had another chance, articulated this opinion quite clearly: 
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‘I think I’d probably start off by doing more work to talk about why this was being done, why it 

was so important for the university and why we need to go in with this fully committed...I think 

there maybe wasn’t much understanding across the university...I think in order to get it through, 

the partnership had to be positioned as a certain thing which was never entirely realistic. The 

internal story did not match the full reality’ (Assessment and Improvement Manager, University 

A).  

Lack of internal engagement was stated as a key reason for poor staff buy-in, especially 

in academic departments. As explored above, partnerships with IPPs are often developed and 

agreed upon at the top level within universities. However, these partnerships require 

involvement from both professional and academic departments to be successful. Lack of 

internal academic buy-in, in particular from academic departments, is therefore a key factor 

leading to unintended consequences. Losing internal support from academic colleagues has 

been described as ‘a dangerous place to be in an RG university’ (Assessment and Improvement 

Manager, University A) because academic influence is greater in this grouping of universities 

than in other universities that are more teaching oriented. Lack of academic buy-in seems to 

happen result from five sub-factors: (1) poorly articulated purpose of partnership, (2) bias, (3) 

disappointment, (4) fear of change and (5) general disinterest. 

(1) Since partnerships are usually negotiated by a small group of top-level staff, 

information regarding it and its meaning in day-to-day practice is not always properly 

disseminated, and details of the partnership are not clearly explained to key academic groups. 

(2) Lack of information is not the only factor leading to poor academic buy-in. 

Misinformation is also a key aspect to be considered. Academic departments often show 

reluctance to engage with the partners due to pre-existing biases towards private education 

providers and the perceived issues that accompany these types of partnerships. In some cases, 

this is a valid concern, but oftentimes the perception emanating from academic departments is 

not supported by the evidence. 

(3) In some cases, usually in academic departments that are involved in delivering 

activities that duplicate those of the new IPP, there is a reluctance to engage that can be linked 

to staff feeling threatened by the partnership, leading to unintended consequences. 

(4) In other cases, buy-in was lost following an initial disappointing interaction between 

academic staff and representatives from the IPP. This is often caused by the fact that some 

universities had high expectations and that in order to win the contract, the private providers 

had ‘promised us the world’ (Senior Relationship Manager, University J). As a result, many 
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departments were originally keen to engage as they believed that the partnership would lead to 

an increased number of students joining their courses; however, when these results did not 

materialise, staff became disengaged, leading to complications and unintended consequences. 

(5) Finally, a number of participants indicated that due to the fact that RG universities 

are RIUs, academic staff are less inclined to take an interest in activities that are purely teaching 

focused, particularly if they are perceived to be commercially oriented. This reluctance occurs 

despite a strategic push from top-level management.  

The majority of these sub-factors may seem to place the blame on academic staff, and 

one may argue that a lack of academic involvement may be better suited to describe the 

situation. However, the study focuses on the way these are perceived by middle managers, 

many of them representing professional services rather than academic departments; we can 

therefore assume a certain amount of bias in the way the situations were described during the 

interviews.  

Aside from academic departments, support from most parts of professional services is 

required to ensure the success of the partnerships. However, outside of the international office, 

there is very little understanding and buy-in at most universities for the partnerships, and in 

two instances, those in charge of student recruitment did not view the partnership as part of 

their remit, with one middle manager stating, ‘ultimately we’re not responsible for the 

recruitment to it’ (Assessment and Improvement Manager, University A). 

It was found that most of the participants reported a general negative perception, at 

least initially, of the IPPs, from themselves but also the wider set of internal stakeholders 

required to work with them within the universities. While these negative perceptions are not 

always based on hard evidence but rather hear-say or reputation within the sector, they can 

potentially influence middle manager’s decision-making and their ability to make unbiased 

decisions. This negative feeling is sometimes localised in specific parts of a university – ‘[Specific 

School] hates them with a passion’ (Senior Relationship Manager, University G) – or it can just 

be a general feeling of suspicion, often found in the initial stages of the partnership. 

‘I know, pretty much for a fact, that going back a few years, I think when the university first 

started to work with [Partner 4], in the academic community, it was quite negatively perceived’ 

(Assessment and Improvement Manager, University F). 

6.3.2.2 Relationship management 
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Finally, a lack of effective relationship management between the university and the 

partner is a key factor in the generation of unintended consequences and was mentioned in 

eight of the universities studied. The majority of participants indicated that communication lines 

with partners are often problematic. This topic is multifaceted and in its widest form, covers 

anything from staff turnover, day-to-day reluctance to engage, lack of central point of contact, 

to disengagement over the years when the partnerships seems well embedded. This issue is felt 

strongly by universities, partners alike. Six categories can be clustered under this theme and are 

explored below.  

Participants from the universities studied sometimes reported a certain lack of trust in 

their partners, leading to poor information sharing. This was recognised directly by some of the 

participants from the universities as well as some of the partners. However, lack of effective 

information sharing is not always due to distrust but more often due to that fact that universities 

do not always realise that local decisions may impact the partnership. A faculty participant 

articulated this quite well: 

‘So, for example, in our [specific programme named], we decided that we wanted to put up the 

entry grades...from say 70% to 85%. [Partner 4] found out and said ‘look, that’s not viable, none 

of [the students] are going to progress’. But [Partner 4] will be completely in breach of contract, 

and we are apparently allowed to do that’ (Assessment and Improvement Manager, University 

J). 

A related reason for poor relationship management often stems from the fact that 

universities are not as well-resourced as IPPs and are therefore not able to respond to their 

partners’ demands and queries in a timely manner. This difference in service standards leads to 

frustration or the feeling that they are being ‘pushed’ or ‘forced’ into certain decisions. This 

sentiment is echoed by partner participants who expressed surprise at the lack of investment 

and resources in certain parts of the universities. 

As mentioned earlier, universities often expect that very little will be required of them 

and that the partner is solely responsible for achieving the objectives of the partnership. This 

assumption sometimes creates an ‘us and them’ situation that can become ‘confrontational’ 

(Senior Relationship Manager, University J). 

Academic staff expressed doubt over the quality of staff employed by IPP and the fact 

that they are not ‘like us’ (Senior manager, University J), which again requires the middle 

manager to work in an environment where they have to counteract this perception in order to 

deliver their objectives. 
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‘I hear “they have an awful lot of adverts; they are always looking for new staff and they take 

these...hourly paid staff. So, it’s quite easy to look at some other organisation and comment ...; 

but put any part of the university in the same situation, suddenly expanding, they’d be scrabbling 

about to recruit people...So sometimes I have to remind people, let’s reflect about that and not 

just get too carried away’ (Senior Relationship Manager, University F). 

Sometimes, however, the lack of clarity appears to come from the partners, and it was 

reported by participants that this behaviour usually occurred when reporting on progress and 

achievements. 

In some specific cases, disengagement was often described as ‘taking the partnership 

for granted’ in those that have been established for longer periods of time. Changes in senior as 

well as operational staff involved in the partnerships on both sides can cause issues and 

therefore unintended consequences. Lack of corporate memory can lead to a lack of 

understanding of the importance of the partnership within the university. 

For partnerships that are at a more mature stage, a certain disengagement can be 

found, sometimes by both parties or more often from the universities. The later feel like they 

are being neglected and that they have become less of a priority for their partner who have 

developed numerous other relationships with universities that are their competitors.  

Finally, frequent staff changes on the partners’ side can also lead to frustrations and 

issues, as expressed by one of the middle managers: 

‘I suppose I didn’t anticipate the sheer amount of staff turnover at the centre. There’s been a lot. 

I don’t know how much this has contributed over the years to some of the challenges we’ve had’ 

(Functional Specialist, University B).  

6.3.3 Partners’ perspective 

As demonstrated above, a wide variety of factors were identified as leading to 

unintended consequences. This section will cross-reference those findings with the views of the 

four partners involved in the cases studied in this research project. Twelve categories of factors 

were identified based on the interviews conducted with the IPP representatives. These are 

summarised in Figure 15 below. Representative data can also be found in Table 9. These echo 

closely some of the findings described in the above section. 
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Figure 15:Thematic map – Factors leading to unintended consequences – Partners’ perspective 
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Table 9: International Pathway providers’ view (Factors leading to unintended consequences) - Dimensions, Themes, Categories, and Data 

 
Dimensions, themes and 

categories 

Representative data 

Overarching Dimension : Types 

of unintended consequences 

B.1 Non-traditional students 

with varied support needs 

B.2 Lack of national diversity 

 

B.3 Too successful 

B.4 Prestige 

 

B.5 Cocooned environment 

B.6 Professionalisation 

 

 

B.1: “They were all international and 100 of them were law students and law students usually need a great deal of additional support because their workload is 

normally much higher than for other students.” (Assessment and Improvement Manager, Partner 2) 

B.2: “We have so many Chinese students. […] We have quite a lot of Korean students here in the Centre […], Sometimes when they are in the same class, they 

sit there and speak Korean” (Assessment and Improvement Manager, Partner 2) 

B.3: “We just recruited huge numbers, not really thinking how that’s going to work in reality” (Assessment and Improvement Manager, Partner 2) 

B.4: “It was easily the highest-ranking partnership [Partner 2] had, […] it was a bit of a feather in [Partner 2]’s cap.” (Assessment and Improvement Manager, 

Partner 2) 

B.5: “It was a discussion we had in the centre that if we’re going above and beyond, like really above and beyond, is it fair, because they won’t survive at 

university?” (Assessment and Improvement Manager, Partner 2) 

B.6: “The Universities started professionalising themselves” (Assessment and Improvement Manager, Partner 3) 
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6.3.3.1 Infrastructure and environment 

IPP representatives acknowledged that issues arise when universities do not plan for 

the integration of the various partnership elements in their environment. This lack of adaptation 

and preparedness to handle the changing student population, in particular, tends to lead to 

student experience problems; this outcome is particularly striking in universities that have not 

been historically attractive to large numbers of overseas students. 

‘It's not just about teaching; it's the whole learning environment, it's the atmosphere on campus, 

the levels of engagement with international students that exist. I mean there are so many 

elements to this’ (Partner 1). 

6.3.3.2 Level of institutional commercial awareness 

Tensions arise because there are major differences in the ways of working between the 

private sector, which has a more commercial outlook, and universities, which are more 

collegiate in approach. Top-level IPP leaders are focused on revenue generation, whereas within 

universities, their priorities are more varied. 

‘I still feel that as you move higher up in university, you are more focused on academia, maybe 

on research; I don’t believe that happens in private providers. You don’t move up to be a research 

associate, you don’t move up. You move up for the money, and I think it happens quite high up. 

Anybody that’s a head of centre…is still a director of a centre, is still student focused. They have 

operational pressures, and they have to consider money, but I think the higher-up people in 

university and higher-up people in a private provider are different’ (Partner 2). 

6.3.3.3 Expectations regarding types of students 

As most RG universities have not, in some cases, shown a willingness to adapt their 

environment to new types of students, IPP representatives indicated that many were not 

equipped to deal with students who need, for one reason or another, additional support. It was 

felt that academic staff resent the large influx of international students from the new 

international pathway and are therefore reluctant to adapt their ways of teaching to their new 

classroom composition. 

‘The students, in an ideal world, get it, and they rush off to the library to do all the research and 

then produce a paper. I said, but you know, international students from a lot of countries just 

aren't like that, they expect a very different relationship with their teachers. In fact, their teachers 

become surrogate parents. So really, at a very different level to be successful, international 
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student recruitment...I mean for me as a teacher, one of the most powerful tools is to be able to 

grow...if you want to call it a business, to grow your business, is effectively student word-of-

mouth that you are a great teacher’ (Partner 1). 

6.3.3.4 Willingness to invest 

As RG managers similarly pointed out, partners highlighted the lack of resources or 

investment in areas that are essential to supporting international student recruitment as a key 

issue, and they described the challenges of working with slow universities that cannot respond 

to suggestions on time to grasp certain opportunities when presented to them. 

‘I mean, I can't remember exactly how many there were in the team at the time...I think no more 

than about half a dozen of them and I thought, unbelievable, they've got...they have all this 

responsibility to recruit students...the university obviously were putting on...the university was 

really trying to expand their international student numbers. But at the same time, there really 

wasn't a team in place to manage a global business’ (Partner 1) 

6.3.3.5 Organisational structure 

Partners are aware that organisational structures can be a barrier to success within 

universities. The devolved nature of RG universities’ structures can be seen as unsurmountable 

and at complete odds with the way business is conducted in the corporate world. 

There’s always this sort of joke that things at university move at a glacial pace, and it’s because 

things go through very rigorous procedures and checking and authorising and discussing. Things 

at private providers move much quicker’ (Partner 2). 

6.3.3.6 Decision-making structures 

Similarly, internal decision-making structures can be a barrier to success within 

universities, as a decision may have been made by top-level managers but may be difficult to 

implement in various part of the universities, let alone be accepted. Some expressed frustration 

when describing how even though a decision may have been made at institutional level, this 

seemed to be questioned within academic departments in particular. 

‘It was kind of unclear to me how the university was going to do that at a faculty level. Because 

I think, strategically, decisions were being made centrally. So, when you have a kind of a strategic 

centre making decisions and then you have a devolved...and a very strongly devolved faculty 

structure run by a very strong dean, that any kind of change is obviously to be discussed with 

their teams and any kind of move to reduce quality in terms of academic qualifications and the 

type of students we recruited, of course it's very strongly resisted’ (Partner 1). 
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6.3.3.7 Pathway providers’ changes in priorities 

As suspected by some of the interviewed managers, the IPP representatives 

acknowledged that because they operate a network of partners, priorities have to be 

established, and there is a hierarchy amongst the various partner universities. As businesses, 

they also constantly aim to expand their network of clients in order to stimulate healthy 

competition, a situation that is felt uncomfortably by universities. 

Partners are also aware that they sometimes find it difficult to satisfy all of their clients’ 

demands and meet their expectations. Those interviewed also acknowledged that universities 

that show greater levels of engagement with the partners have their voices heard. They also 

echoed university middle managers and agreed that, in long-term partnerships, universities 

engage less and appear to take the partnership for granted. They find that new university 

partners are usually more engaged, and they therefore tend to dedicate more time to them. 

Finally, two of the participants expressed the view that universities of a certain level (i.e., the 

RG, excluding Oxbridge) are interchangeable and replaceable. However, they would not overtly 

admit that to partner universities. 

‘Others are nervous because of the new partners that we’ve brought in, and it is down to having 

actual individual university to university competition; so, I think these are the ones that are the 

most nervous. I would say that the RG is…they’re not necessarily nervous, rather upset because 

there is a sense when you speak to many of the RG universities of this feeling of entitlement, very 

much so’ (Partner 3). 

6.3.3.8 Clarity of partnership aims 

University middle managers mentioned targets, aims and objectives as some of the 

most problematic aspects of the partnerships. This concern was somewhat echoed by the IPP 

managers, who agreed that although universities define targets from a financial perspective, 

they often have unrealistic expectations and rarely consider the realities of the market. For IPPs, 

the main priority is to ensure the commercial viability of their operations and to therefore recruit 

large volume of students. Further segmentation, whether by nationality or academic 

programmes, is secondary to their concerns. Furthermore, pathway programmes are 

understood by the IPPS as enabling students who would not otherwise be able to access UK HE 

to do so, however, the Universities do not always seem to have the same understanding. 

‘Obviously, universities go into partnership to get students’ (Partner 1). 

6.3.3.9 Pre-existing internal perceptions 
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IPPs see the lack of faculty engagement as a factor in the production of unintended 

consequences. IPPs are aware that they are not always perceived in a positive light and that 

some think that they only recruit low-quality students, a perception that they are keen to 

change. 

‘So, it was linked very much to an idea of recruiting the low-quality students. That's certainly how 

a lot of people saw it. But it really was...to just highlight to them the key benefits to them working 

with us and helping students who didn't actually have the qualifications to either go directly, so 

undergraduate first year’ (Partner 1). 

6.3.3.10  Students as customers 

A fact that seems to have been missed by university middle managers but mentioned 

by all IPPs’ managers is that IPPs have two main customers: universities and students. The 

interviewees often hinted that students take precedent over the universities. While universities 

would like to have a predictable stream of students, pathway providers view student choice as 

an important factor. 

‘We need to grow the university network...while we’re giving this sort of guaranteed access to 

universities; the choice is too limited in comparison to everyone else’ (Partner 3) 

6.3.3.11 Institutional experience and staff competence 

A number of IPPs acknowledged that universities have been pushed into partnerships 

due to environmental pressures, putting them outside of their comfort zone. They are acutely 

aware that top-level university managers rarely have the necessary experience to work 

effectively with corporate partners and lack commercial awareness. 

‘I think that, unfortunately, universities have been caught within a bit of a system which is 

compelling them to become more and more commercial, to develop very different kinds of 

relationships’ (Partner 1). 

6.3.3.12  Scrutiny and lack of trust 

IPPs believe that trust and personal connections are key to success, which is why they 

attempt to integrate themselves as much as possible with their university partners. As pathway 

providers become more established, personal connections become even more important and 

allow them to gain entry and respect in the sector. However, the path to trust and collaboration 

is often a difficult one, especially in the early stages of the partnerships.  

‘The link tutor sent by the university said...that they had no interest in coming and that...they 

would try to send someone else, but only if they felt the need or were able to’ (Partner 2). 
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Despite the hurdles described above, with time, many of the factors described by middle 

managers (and IPPs) are minimised and relationships are improved. However, this outcome 

appears to be dependent on whether the middle managers involved in the management of the 

partnerships have been empowered to take charge of issues and resolve them.  

‘Genuinely now, the relationships is, if we‘ve got a problem, I’ll pick up the phone to them, they’ll 

pick up the phone to me, we’ll just get it out, we’ll talk openly and work out what we need to 

solve’ (Senior Relationship Manager, University J). 

We have established that two broad overarching dimensions, (1) decision-making and 

(2) communication, were identified by the middle managers involved in the development and 

management of partnerships with IPPs as leading to unintended consequences. The next section 

addresses our third research question and identifies whether the unintended consequences 

identified above have led to organisational changes and adaptations. 

 

6.4 Research Question 3: Do unintended consequences of developing and implementing 

IPP partnerships in UK RIUs, as perceived by middle managers, lead to organisational 

changes or adaptations? 

Our third research question aimed to ascertain whether the unintended consequences of 

developing and implementing IPPs partnerships in UK RIUs lead to organisational changes or 

adaptations. When analysing the themes that emerged from the interviews, we decided to 

answer this question from two different angles: (1) unexpected organisational changes and 

adaptations that are perceived to have an impact on stakeholders across campus; and (2) 

unexpected organisational changes and adaptations that impact various functional areas of the 

universities from a strategic planning perspective. Both are inter-linked, and only assessing the 

institutional impact without taking into account the impact of ‘people’ would not fully answer 

the research questions. 

Both dimensions are therefore described in the sections below. The findings are also 

summarised in Figures 16 and 17 below. Additionally, Tables 10 and 11 present representative 

data for each of the categories and themes. 

6.4.1 Stakeholder impact 

Three types of stakeholders were identified as unexpectedly impacted by the 

partnerships, representing unintended consequences in and of themselves: students, staff 

within academic departments and staff within professional services. Considering the broad 
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nature of the unintended consequences identified in the previous section, aside from top-level 

management, all categories of university populations appear to be affected by the partnerships. 

Figure 16: Thematic map – Stakeholder impact  

6.4.1.1 Students 

The first category of stakeholders impacted by the partnerships are the students who 

are ‘brought into’ the university by means of the partnership itself. Data collected in the 

interviews showed that they are affected in three different ways: difficulties integrating while 

in the pathway programme, personal wellbeing and academic outcomes. This broader theme 

focuses mainly on the overlooked need to support pathway students in their transition to 

university. It was mentioned by the majority of participants as a fact that was not considered at 

the time of partnership development. Because the pathway centres are sheltered 

environments, transition to university is not always easy for students. Additionally, friendship 

groups are formed during the pathway course, and they therefore do not always integrate with 

the wider cohort when they join the university. Finally, students coming from the pathway 

programmes sometimes have knowledge gaps that can make their university start difficult and 

may jeopardise their overall academic success. 
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Table 10: Organisational changes and impacts -Stakeholders - Dimensions, Themes, Categories, and Data 

 
Dimensions, themes and 

categories 

Representative data 

Overarching DimensionA: 

Students 

A.1: Integration 

A.2: Wellbeing 

 

 

 

A.3: Academic outcomes 

 

A.4: Transition to University 

 

 

 

A.1: “The centre is pivotal in our Internationalisation strategy which in turn is a key university strategy, so it’s fundamental to that, but in terms of the rest of 

what the university does, I guess it’s quite isolated.” (Assessment and Improvement Manager, University B) 

A.2: “I think how students are taught to pass examinations is not what we do at universities usually. Students being coached to pass exams, obviously that’s 

good, because they pass the exam but it’s not an education and I think some of the providers that we looked at, particularly were noteworthy because they 

had a particular approach for getting students through almost at all costs and that might have an impact on the students themselves). (Senior Relationship 

Manager, University J) 

A.3: “Those students are struggling and failing. […] the progression rate of the current batch of students – I think they are now three years into the system – 

there are more failures than usual. We thought what on earth is going on. Why is the university doing this? These students are useless. […] A lot of the 

failures we’re seeing in the first year.” (Assessment and Improvement Manager, University J) 

A.4: “when the students progressed to the university, despite [University C] vouching for [Partner 1]’s English programme, in reality the students were 

struggling to cope and some of that I think was because when they were at [Partner 1], they weren’t integrating, they were living with students from their 

own country and so on so actually their English wasn’t improving at all. So, when the students progressed again, they would tend to stay in groups. The other 

problem was because they were progressing and getting their exam results late in August, the time they were signing up for tutorial groups, they were the 

only ones left so extra tutorial groups were having to be put on for the [Partner 1] students so it would only be for [Partner1] students so it was a bit of a 
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ghetto. Now because their English language was poor the university had to put on extra language support so that was both free in-sessional courses, it was 

also bespoke staff members been employed to do extra tutorials with them to match what they’d had at [Partner1].” (Functional Specialist, University C) 

Overarching Dimension B: 

Academic Departments 

B.1: Teaching delivery 

 

B.2: Competition with internal 

provision 

 

 

B.1: “For a number of years, the numbers coming through were just unmanageable and you were talking about specific programmes that maybe would have 

double the amount of students on them that then what the capacity was, teaching happening in evenings and this was all because of the pre-masters 

students.” (Functional Specialist, University A) 

B.2: “Obviously, when we’re talking to students, we make it clear there are two options. Some work that we did with [Partner 4] was to develop a flowchart, 

which really took quite a lot of negotiating, because, for them, it was also a case of actually, potentially, directing students away from your own pathway onto 

our own one. But it was just trying to be really clear about the different types of student and which student would suit which pathway best. A lot of work has 

gone into that and, as I say, I’ve overseen it rather than doing it. But I think that’s been quite important, in terms of establishing the ground rules between 

the two foundations.” (Assessment and Improvement Manager, university F) 

Overarching Dimension C: 

Professional Services 

C.1: International Office 

C.2: Accommodation Office 

 

C.3: Student Support 

 

 

C.1: “I suspect people outside the marketing communities don’t understand quite how much work goes into maintaining those relationships because, of 

course, it’s not just about the marketing, but also about the input into the – having an influence in the academic side of things […]. But yeah, I suspect, more 

broadly in the university, people don’t understand the amount of work that goes into this” (Assessment and Improvement Manager, University F) 

C.2: “It’s also impacted in other areas like accommodation, you know having extra students come in at different times and that’s had an impact” (Assessment 

and Improvement Manager, University A) 

C.3: “Where we have had to help them, that’s where there maybe have under 18s and there’s a duty of care issues for students who are … two or three times 

in the last few years, there’s been students with quite significant mental health issues and sometimes if they’re under 18, the duty of care is drawn on the 

university expertise I guess because we’re a big operation, we’ve done this management quite a lot. So, I’ve been quite involved there.” (Assessment and 

Improvement Manager, university B) 
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C.4: Planning 

 

 

C.5: Finance 

 

 

 

C.6: Visa/Immigration services 

C.4: “I recall, the centre had a huge increase in numbers early on. Then we tried to have a more structured planning round with [Partner 2] because the 

numbers, in some of the courses, including in to the second-year entry, was unanticipated and that caused problems in the classroom, in terms of the sheer 

numbers that were coming through. So, we wanted to try and move to an integrated planning system, that never really worked.’ (Senior Relationship 

Manager, University E) 

C.5:  From a finance perspective, there is an impact there […]  when 15% or 20% of [the students] bomb out then the… you see the way the university’s 

financial model works is they say ‘well, looking at the last ten years, 90% of your first years progress to second year, then about 95 progress to third’, so they 

run this statistical model saying this is what you’ll have in three years’ time on your existing students. Now, if you have these students who are weaker 

coming in you’ve got to redo that analysis otherwise a year down the line, they will suddenly say the numbers are not adding up and you’re in deficit” 

(Assessment and Improvement Manager, University J) 

C.6: “We’ve had UKVI audits and people really take seriously - our licence and the need not to lose it - because actually [Partner 2] are a small cohort 

compared to all other students and so … yeah, as I said that’s where some of the operational tension comes with [Partner 2] being involved with us and 

around the fact that we are blocking growth, not meeting with the KPIs and I know, to be fair, it’s probably that we’re stuck in the middle. (Assessment and 

Improvement Manager, University B) 
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The most frequently mentioned unintended consequence was the lack of student 

integration when they are enrolled in the pathway programmes. Students often end up feeling 

isolated on campus, that is, if their study centre is actually located on the university’s main 

campus, which is not always the case. Even when they are on campus, many have difficulties 

integrating with the wider student population, remaining clustered in groups from the same 

nationality, due to the fact that they study at a partner’s facility and that often technical and 

systemic issues prevent students from accessing the same services as university students.  

In two specific universities, it was reported that wellbeing was a major concern, with 

the universities being unable to provide the pastoral and academic support needed by pathway 

students both while studying in the pathway programmes and once they have transitioned to 

their university programme. The interviewees were specifically concerned about the way 

students were pushed to pass language exams. This was actually also echoed by one of the 

pathway provider representatives interviewed. The mental health toll of the extreme coaching 

involved while on the pathway programme, shortly followed by very limited support provided 

by the universities once students have transitioned to degree programmes was specifically 

something that participants thought had not been considered at the time of the development 

of the partnerships and only became apparent once the first few cohorts of students had 

progressed to the university 

Related to the above, a difference in academic outcomes was noted by most of those 

interviewed. Many mentioned that pathway students sometimes find it difficult to perform at 

the same level as direct entry students. When pressed for details, however, the respondents 

admitted that they could not completely substantiate the claim; instead, there was a perception 

of underperformance and that most participating universities do not effectively track academic 

outcomes. Additionally, some acknowledged that pathway students come from different 

backgrounds from direct entry students and therefore cannot be fairly compared to them. 

6.4.1.2 Academic departments 

The increase in a new ‘type’ of student, often perceived as being of poorer quality than 

those coming from a more traditional background, can be disruptive for academic departments; 

it was found that such a perception has an impact on the way academic staff teach and support 

students progressing onto full degree programme. In addition, in those universities that had 

maintained a competing internal pathway provision, academic staff who teach on the in-house 

pathway programmes were feeling under pressure to compete with the IPP’s programmes.  
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Teaching international students, particularly those coming from a pathway programme, 

has been described as an ‘inconvenient challenge’ (Senior Relationship Manager, University J) 

given the language barriers mentioned above and their academic backgrounds that differ from 

what teaching staff are used to in RG universities. Some academic departments have shown 

significance resistance to change; others, however, have embraced the challenge and taken 

responsibility for adapting to the students, even though this outcome was completely 

unexpected and unplanned. Those interviewed acknowledged that many students have issues 

adapting to a new academic culture. This issue was described both negatively and positively, 

with those looking at the problem from a more positive lens explaining the methods that 

teaching staff can adopt to ease transition and thus provide a more rewarding academic 

experience to the students. 

Outside the core academic departments, fierce competition can exist where universities 

have retained their internal pathway provisions, which was the case in three out of the 11 

universities studied. This phenomenon does not seem to have been (at least officially) foreseen 

by those who developed the partnership in the first place. Amongst the three universities 

concerned, two are in direct competition with the IPPs and find it fairly problematic. The third 

one has managed to avoid this situation by ensuring that the providers would focus on different 

disciplines than those already being delivered by the university. However, all three face issues 

when it comes to articulating to the students the difference between the two types of 

provisions. 

‘Because the undergraduate students were coming into year two, having large cohorts of 

students that were academically in English language weaker, also put a huge amount of pressure 

on that same school. So, as a result, staffing decisions had to be made, and new staff members 

were hired to actually help that cohort with their progression, which was really positive, and it 

definitely helped the relationship but obviously wasn’t really what was needed’ (Functional 

Specialist, University C). 

6.4.1.3 Professional services 

Academic departments are not the only areas that are unexpectedly impacted by 

pathway partnerships; interview participants also reported unanticipated disruptions in a 

number of professional services, in particular, the international, student support, planning and 

finance functions. 

Whether positive or not, the unintended consequences of partnerships with IPPs have 

an important impact on universities’ international offices. All but one of the participating 
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universities reported this was a specific unintended consequence that negatively impacted their 

staff. There are several areas where unexpected stress and pressure is created. One example of 

specific discontent is related to overseas governmental sponsors. As mentioned earlier, 

sponsors can be demanding but are an important source of income for both universities and 

pathway providers. Some sponsors refuse to work with pathway providers (although this is 

changing) and thus the universities who work with them. Some IPPs have requested flexibility 

or additional support for this category of student, de facto requesting different treatment, which 

RG universities are usually not prepared to provide.  

Similarly, confusion amongst agents is a major issue for the international office and adds 

significant workload to ensure that any doubts or questions are dealt with promptly. Lack of 

student progression to university programmes also leads to pressure on the international office 

teams to compensate for the partner’s lack of performance and explain why this is happening 

to sponsors and agents. Only one university indicated that there was limited impact at the 

operational level; thus, this result was considered an exception and not a rule. 

Most professional services, from accommodations to student support, are affected by 

the unexpected consequences of the partnerships. Overall, this impact is a result of a lack of 

holistic strategic planning at the institutional level, which we will explore in the next section. As 

pathway students are not accounted for, at least in the initial stages of partnership 

development, their needs are often overlooked or completely ignored. In the case of 

accommodation services, for example, the influx of under 18s may cause serious safeguarding 

issues. Since universities do not usually have a large number of under-age students, they do not 

have the necessary processes and procedures to ensure compliance with relevant legislation 

and guidance. This issue has led most universities to eventually ask the IPP to also take 

responsibility for housing the pathway students, leading to further segregation and lack of 

integration. Student support in specific areas for the non-traditional students is also often 

overlooked in the initial planning stages, leading to an increased demand for services without 

the associated additional resources or knowledge required to effectively support the students. 

This problem is particularly prevalent in those universities that have an embedded pathway 

college, with visa and immigration services being affected the most.  

From a planning and finance perspective, the unexpected yearly imbalances between 

pre-master’s and foundation students, mentioned previously, also causes financial planning 

issues. It will also mean that year-to-year, the university must compensate by accepting more 

master’s students, leading to a need to adapt growth plans and departmental structures in some 
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areas. Additionally, medium and long-term financial projections are also affected when 

progression targets are not met, or undergraduate attrition is higher than the historical average.  

‘I suspect people outside the marketing communities don’t understand quite how much work 

goes into maintaining those relationships because, of course, it’s not just about the marketing, 

but also about the input into the – having an influence in the academic side of things...But yeah, 

I suspect, more broadly in the university, people don’t understand the amount of work that goes 

into a pathway partnership’ (Assessment and Improvement Manager, University F). 

6.4.2 Institutional and strategic planning impacts 

This section summarises the institutional impact of the unintended consequences 

identified above. We will only provide a brief overview since they have been extensively 

described in the previous sections. We will specifically attempt to identify how these impacts 

affect strategic planning in the universities involved and outline how changes have been brought 

about because of the unintended consequences listed above. Figure 17 below shows that three 

specific themes have been identified that are of an operational, financial and academic nature.  

 

Figure 17:Thematic map – Institutional impact 
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Table 11: Organisational changes and impacts -Strategic Planning - Dimensions, Themes, Categories, and Data 

 

Dimensions, themes and 

categories 

Representative data 

Overarching Dimension A: 

Operational Impact 

A.1: Students and partners 

access to facilities 

 

A2: Location of student centre 

 

 

A3: Pressure on existing 

services 

 

 

 

A.1: “When the students are at the foundation college, although it’s on campus, they do not necessarily have access to all university facilities. So, there’d be 

elements of negotiating SLAs with the university services round about that. So, this might be for example, initially they didn’t have access to counselling 

services.” (Functional Specialist, University C) 

A.2: “The campus here is a little bit spread out, so it is actually on the way up to accommodation. It’s very convenient for the students. They’re five minutes 

from accommodation, whereas the campus here might be 10 minutes, but it’s not right on site, so sometimes they do get forgotten about up there.” 

(Assessment and Improvement Manager, University B) 

A.3: “we are bringing increased numbers onto the campus - that puts greater demand on central services, be it from a student support side of things, be it 

from admissions, be it sort of behind-the-scenes registry type activities. International students often require more support than home students do, they need 

visas, and you know slightly more challenging welfare issues. (Assessment and Improvement Manager, University A) 
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B.1: Over-reliance on partner to 

reach targets 

 

B2: When targets are not met 

 

B3: Disciplines imbalance 

 

 

B.1: “if you're successful in developing that pathway, sometimes the university can get complacent about having to put in the investment to develop its own 

channels and then you end up in a situation where large proportions of your international undergraduates are coming through and they're all the ones who 

need something extra and you haven't developed those other channels.” (Senior Relationship Manager, University K). 

B.2: “It was several hundred below the target, let's just say that. In terms of hitting our targets and you want that to be like your reliable pipeline, […], 

financially that’s a big hole as well. There was definitely the pressure on us to sort it out. (Senior Relationship Manager, University J) 

B3: “we set a budget and that budget is predicated on us recruiting so many home students, so many international masters, so many undergraduate 

overseas, so that we profile it, right. Now the students that we have in the system we know those that are going to the next year then with the standard 

attrition rate how many will get to years three, four and so there is a model that profiles there. The model doesn’t seem to be very good at then suddenly 

saying ‘oh, these students have come into this year but now you’ve got your 30 students but they’re all now Masters’ students, so the system doesn’t seem 

to recognise for a full 12 months that actually they won’t be there and there and there. It can be don’t, but no-one ever thinks about it because everyone just 

narrowly thinks ‘oh, you’ve got 30 students so why are you worried?’ But there is an impact there.” (Assessment and Improvement Manager, University J) 

Overarching Dimension C: 

Academic Impacts 

C.1: Entry requirements 

 

C.2: New Programme 

development 

 

C3: Standardisation 

 

 

C.1: “The second thing that was relevant is the way that [Partner 1} approached the process for students who hadn’t quite made the grade. Students who had 

made the grade came to us, students who were well below the grade didn’t, but there was a borderline region and Kaplan would be very persuasive to try 

and convince us to take the students.” (Senior Relationship Manager, University J) 

C.2: Introducing new programmes – {Partner 2] do things really quickly. They want to introduce a new programme, they want to start in September, they tell 

you now, whereas it could take a full year to go through the university cycle in order to get some of those things through.” (Assessment and Improvement 

Manager, University B) 

C.3:” I suppose the rationale from [Partner 1]’s perspective that has been forward is that it means that they can have a standardised programme which 

means they can benchmark better high performances across centres, measure centre performance, measure our academic staff performance so it gives them 
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C4: English Language support 

 

 

 

 

C5: Student outcome 

more control and therefore they’ve got better quality control. That’s their rationale. However, it’s a challenging one to sell.” (Functional Specialist, University 

C) 

C.4: “Now, of course, the other thing is the English language qualification. We were persuaded, initially, that we could take students in with quite a low 

English language qualification and that they would be brought up to standard, in fact the first year that didn’t happen. The first year the standard was really 

too low and consequently the students that came to us were not as well prepared as they might have been. Now that, I think, was a real shame because the 

memories of that first year are what stuck in my colleague’s minds and they remembered that the international students weren’t very good, they didn’t know 

English as well as they should, they therefore failed some modules, and they were struggling to get through. The year after, our English language teaching 

centre became much more involved and indeed, the entire thing moved up a gear.” (Senior Relationship Manager, University J) 

C.5: “A lot of the failures we’re seeing in the first year, so that’s the other thing that is different of getting students from the Middle East is that they enter our 

first year, so our first-year numbers are good but then when 15% or 20% of them bomb out …” (Assessment and Improvement Manager, university J) 
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6.4.2.1 Operational impact 

Three key categories of the operational impact of the unintended consequences of partnerships with IPPs were identified. These categories 

include systems, infrastructure and professional services as they are all associated with supporting international students. All universities indicated that 

changes were brought about as a direct result of the partnerships; these changes were not planned or foreseen and therefore disrupted the university’s 

short, medium and long-term strategic planning. In some cases, systems and policies were updated to ensure that pathway students and staff could 

access facilities and services. With time, infrastructure concerns have been addressed by several universities, either moving the study centre to a more 

appropriate location on their estate or even building new facilities. Services that required additional resources were usually provided through the 

necessary means to deliver the level of service expected by students. If this was not possible, we have seen the extension of the partnership into areas 

such as student accommodations or wellbeing and welfare support as a way to mitigate the negative unintended consequences identified above.  

‘Our numbers are also increasing as well, so a lot of the struggles at the moment is actually about where are we physically gonna put all these students? 

So been able to really plan and identify that in advance is becoming more and more important, especially as we go through this campus redevelopment 

as well’ (Functional Specialist, University C). 

6.4.2.2 Financial impact 

The financial impact identified included three different types. First, on a basic level, when the partnership does not perform at the level expected 

and student recruitment and retention targets are not met, significant financial difficulties are experienced by the universities. Often, this means that 

new investments have to be postponed and plans reviewed to mitigate the shortfall in revenue.  

Even when the partnerships perform well at the macro-level and overall targets are met, we have seen that imbalances in level of study or 

disciplines can lead to universities finding themselves in financial difficulties, having expected students from the partnerships that did not materialise; 

others are overwhelmed with demand and unable to effectively absorb the volumes generated by the partnership.  
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Finally, a few of the participants, usually from universities in a long-standing partnership with a pathway provider, voiced concerned about a 

certain over-reliance on their partners to reach their recruitment target every year, leading to a major institutional risk, due to the neglect or 

underinvestment in other recruitment pipelines. 

‘The problems are perceptions and the opportunity cost of not having invested in the other channel. So, it just means that things are a bit skewed. So, 

what you end up with is, it's not really poor performance, it's just a lack of profile, a more limited profile at the top end of the bell curve’ (Senior 

Relationship Manager, University K). 

6.4.2.3  Academic impact 

Impact in the academic areas of the universities studied was also significant in both positive and negative ways. We found that pressure is placed 

on academic departments to lower their entry requirements in an attempt to meet student recruitment target. In the area of English language entry 

standards, this practice has led to the need of students progressing into the programmes concerned for additional English language support that is not 

usually provided to other international students. When flexibility was agreed upon in other core entry requirements, it was reported that knowledge gaps 

were clear and led to student outcomes being perceived as being poorer than that of international students with a more traditional background. The key 

implication here for academic departments is that the curriculum or level of staff support provided to students must be adapted, which was not accounted 

for or foreseen at the time of the partnership development.  

A second impact identified is a consequence of the need for the pathway programmes to articulate as neatly as possible with the university 

courses to ensure students progression onto university full degree programmes. Here, two opposite phenomena were identified. On the one hand, IPPs 

have developed new pathway programmes to fit the university curriculum. These new programmes were found where high demand was predicted in 

an area that was not previously covered by the pathway provider. However, we were also made aware that, in some areas, pathway providers were 

reluctant to take a bespoke approach and preferred to standardise their programmes. This approach would ensure that if students fail to progress to the 

university of their choice, they could still be placed in another university within the provider’s portfolio of partners. In some cases, both phenomena 
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occurred at the same university, with a bespoke approach offered at the beginning of the partnership and standardisation preferred later on to the 

surprise (and frustration) of the universities concerned.  

Finally, we found that in some instances, the providers have suggested the development of new programmes at the university based on market 

intelligence. This suggestion was received in a lukewarm manner at some universities as an encroachment upon academic freedom; however, in the case 

of one specific university, the suggestion was embraced, leading to the successful recruitment in a set of disciplines that had previously failed to attract 

international students. This outcome also led to structural changes in several academic departments to adapt to this new programme portfolio. 

‘This is where having that relationship with them to say ‘we don’t mind if you can’t squeeze a quart into a pint pot’ and all these things, but if you tell 

us what you are leaving out then we can make sure in the first couple of weeks the lecturers in year one introduce students and say ‘look some of you may 

know…’ because even in the A-level syllabus and in the Indian year 12 and all these things, not everyone does exactly the same, so first year lecturers are 

encouraged to just not assume that they know everything’ (Senior Relationship Manager, University J)Interestingly, the areas listed as being impacted by 

the development of IPPs, although numerous, appear to be missing a couple of functions that one might have expected to be mentioned. The first one is 

Human Resources. Impacts mentioned by the middle managers relate to staff and people generally being affected by the introduction of an IPP in their 

universities. The Human Resources function of the university has however not been mentioned at all by any of the participants. This may well be because 

many of the grievances or issues mentioned are dealt with by line managers or heads of departments with support from the Human Resources 

department, rather than the Human Resources department being directly involved. Similarly, it may well be that staff resources and workload issues are 

seen by the middle managers are being related to “planning” rather than Human Resources.  

Similarly, the Quality Assurance function is also absent from the list of functions that were mentioned as being impacted by the implementation of 

an IPP. Middle managers often referred to the concept of quality, but they usually meant the caliber of the student themselves rather than the types of 

processes and polices that may be put in place to assure that what the IPP programmes are delivering is fit for purpose. It is impossible to know why 

these two functions were not mentioned at all, one assumption may be that these may be seen as background operations with which middle managers 

have not had to deal with directly.  
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The wide nature of the identified impacts on stakeholders and entire institutions warrants us to question whether these result from strategy deviation 

or whether they can be considered collateral damage. The role of the middle managers in the situations described above is also of high importance to 

this study – lying at the core of our central research question – and findings concerning their ability to influence the strategy process will be explored in 

the next section. 

 

6.5 Research Question 4: Can any level of deviation existing between the intended and realised strategies supporting the development and 

implementation of IPP partnerships in UK RIUs be attributed to the actions of middle managers? 

Our fourth research question aimed to establish whether any level of deviation exists between the intended and realised strategies supporting the 

development and implementation of IPP partnerships in UK RIUs. We also examined whether any of these deviations can be attributed to the actions of 

middle managers as they exercise strategy as practice and influence the strategy process. Thus, we have taken a three-step approach. First, we identified 

the main reasons and rationales for universities to enter into partnerships with IPPs. This represents the intended strategy and was discussed at length 

with all interview participants. We also described this set of strategic objectives for the partnerships as ‘expectations’ since this is an expression that was 

often used by the participants. Next, we classified the key elements named by participants as forming a deviation from the intended strategy when 

reflecting on what the partnership has, in effect, realised. Finally, we reflected on whether any of these deviations can be attributed to the middle 
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manager’s actions. This last element will be addressed in detail in the Chapter 7. The findings are also summarised in Figure 18. Additionally, Table 12 

presents representative data for each of the categories and themes.  

Figure 18: Thematic map – Intended vs realised strategy 

6.5.1 Rationale for partnerships (‘expectations’) 
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Table 12: Intended vs realised Strategies - Dimensions, Themes, Categories, and Data 

Dimensions, themes and 

categories 

Representative data 

Overarching Dimension A: 

Rationale for Partnerships 

(“Expectations”) 

A.1: Brand Awareness 

A.2: Student Diversity 

 

A.3: International Student 

population growth and revenue 

 

A.4: Quality 

 

 

A.1: “The drive was progression to the university and developing a brand awareness.” (Assessment and Improvement Manager, University B) 

A.2: “Part of the rationale for setting up the pathway college was not just growth but also diversity and leveraging some of [Partner1]’s marketing power in 

regions that we haven’t really got the resources to compete effectively with some of our peer institutions” (Functional Specialist, University A) 

A.3: “So the reason why it was set up in 2006 is that they realised, the senior management of the university, realised that it needed to turbo charge its 

international student recruitment. It was still relatively small scale at that stage, and we did have our own provision, have our own foundation programme, 

but it was tiny, I don’t remember the numbers, but I think it could have been like around 100 or probably less and it was small scale.” (Senior Relationship 

Manager, University E) 

A.4: “Quality as well and I think the university wanted to put the emphasis on the quality side so the gold standard pathway colleges” (Senior Relationship 

Manager, University A) 

Overarching Dimension B.1: 

Deviation from contract 

B.1.1: No major deviation 

 

 

 

B.1.1: “I mean in numerical terms it's been very successful.” (Senior Relationship Manager, University K) 

B.1.2: “The centre hasn’t really met its student number business plan targets, and so as a consequence there is often a number of challenges around the 

financial position of the centre.” (Assessment and Improvement Manager, University B) 
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B1.2: Failure to meet financial 

targets 

Overarching Dimension B.2: 

Deviation from “Expectations” 

 

B.2.1: Bulk-buying vs fine-

tuning 

 

B.2.2: Imbalances 

 

 

B.2.1: “it’s about student numbers for them and it’s about the management of – it’s about balancing those student numbers and the academic quality for us 

so they’re the things that you come into conflict about.” (Assessment and Improvement Manager, University H) 

B.2.2: “So as I mentioned earlier, a foundation student going onto an undergraduate degree is potentially gonna lead to an additional three years of fees from 

the university whereas a master’s student, alright it might be a nice year but it’s one year and the contract that we had didn’t really give any extra reward or 

penalty for that which I think was strange given the importance of how, you know those students so there’ve been discussions around what can be done to 

address this?” (Assessment and Improvement Manager, University A) 
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Interview participants listed many reasons when asked why they believe their university 

decided to enter a partnership. These reasons were clustered in the following four broad 

categories: (1) international student population growth and revenue; (2) student diversity; (3); 

brand awareness; and (4) student quality. All four will be described in turn below. 

6.5.1.1 International student population growth and revenue 

All participants stated that growth and revenue generation was the main strategic 

imperative for partnering with IPPs. Universities feel like they had no choice but to become more 

entrepreneurial due to external environment demands, such as the deregulation of student 

numbers and governmental funding changes, leading to a need to generate greater income. In 

some cases, they are also being approached by foreign governments looking for capacity 

building and pathway programmes to help students from non-traditional backgrounds join their 

universities. This need for growth and revenue generation is often championed by top-level staff 

who then ensure that the partnership is understood by all as being of high strategic importance. 

We found that when partnerships have been developed, they usually form part of a 

general international student population growth plan aimed at ensuring the financial 

sustainability of the universities in the long term. This result took place regardless of whether 

the universities considered themselves to be already successful in the area of international 

student recruitment or not. 

‘Yes, but I mean I can understand why the Provost and CFO wanted it to come in so quickly 

because in order to do what the VC wants to do, in order to recruit more students, in order to 

build specific departments to the scale he wants them, they need income. They need new 

buildings, they need income’ (Senior Relationship Manager, University G). 

6.5.1.2 Student diversity 

Secondary to revenue, we found that ‘diversity’ was also a key driver for entering the 

partnerships. Diversity can be defined in three different ways. For some, it means national 

diversity. Many RG universities heavily rely on the Chinese market for their international student 

recruitment. Diversification of the student body from a nationality perspective was considered 

crucial and a de-risking strategy. The second type of diversification that some expected is at 

discipline level. Some disciplines or degree programmes are generally able to attract decent 

numbers of international students; these popular programmes are generally found in business 

schools, social sciences and engineering faculties. A number of universities expected that the 

pathway programme would support international student recruitment in disciplines that usually 

struggle to attract students, such as the hard sciences and the arts.  
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  Finally, the majority of participants stated that their universities aimed to diversify in 

terms of the level of studies. RG universities generally perform well in terms of international 

student recruitment at the postgraduate level but have greater difficulties attracting 

undergraduate students, who, from a financial perspective, are more lucrative. Many expected 

that the majority of students would be enrolled in a foundation programme (which leads to 

undergraduate programmes), and very few would join the pre-master’s pathway programmes.  

‘The rationale was to increase diversity both in terms of nationality and in terms of programme 

of study and to create a sustainable recruitment stream to the university’ (Functional Specialist, 

University C). 

6.5.1.3 Brand awareness 

For some universities, usually those in the lower tier of the RG and who tend to have a 

lower profile awareness than others, increasing their brand visibility in key markets was a major 

driver for partnering with a pathway provider. They expected that working in partnership with 

a large, global provider would benefit the university’s own profile and help them develop their 

individual presence overseas.  

‘Being part of an established network, growing your exposure or raising your profile worldwide, 

creating new recruitment opportunities by attending their events and getting that exposure into 

new countries’ (Assessment and Improvement Manager, University F). 

6.5.1.4 Quality 

Three universities stated that one of their strategic objectives was to attract high-quality 

students. This was not the primary objective, which was growth and revenue, but was a close 

second and was part of the internal narrative that had been created by the top-level managers 

who had been leading the initial development of the partnerships. 

‘Equally important is making sure that the students that come through from [Partner 2] can then 

survive in an RG university, and I have to say that the university’s been very clear on that, which 

I think is the right thing to do. Not necessarily commercially the right thing to do, but I think in 

terms of student wellbeing and student progression, it’s the right thing to do to make sure that 

the students that come through have the right standing and can then survive once they’re into 

the university’ (Assessment and Improvement Manager, University B). 

Considering the intended strategy in terms of the broad themes identified above, we 

compared these themes with the realised strategy, or more precisely, how much deviation there 

had been from the intended strategy. In so doing, we first identified whether there was any 
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deviation when looking at what was actually agreed upon by the two parties and second, 

whether there was any deviation when considering what was ‘expected’ by the universities. 

6.5.1.5 Deviation from contract 

When compared to the contracts – which usually, as mentioned above when 

considering the factors that have led to unintended consequences, contain very broad 

institutional targets – it appears that, in general, there has been very little strategy deviation 

from the intended strategies. Some partnerships have not achieved their overall targets, but the 

majority have, at least in broad terms and as contractually agreed upon. For the majority of 

universities, therefore, the general ‘growth’ – which was the main and only measurable target 

(whether concerning the pathway programme only or progression to university programme, 

when included in the contract), has been achieved. 

Three universities disclosed that their pathway centres had not met their overall 

targets, causing financial difficulties and therefore leading to only the partial realisation of the 

strategy.  

‘I think that’s what it boils down to as well that ultimately we don’t have the diversity we want 

but around six hundred students were progressing every year and that’s a huge number, you 

know’ (Functional Specialist, University C). 

6.5.2 Deviation from ‘expectations’ 

One can wonder whether a partnership can be reduced to a simple contract, however. 

Many of the participants from the universities studied would argue that we cannot. When 

discussing with middle managers whether the institutional strategy had been fully realised or 

incurred any deviation (due to their involvement or not), we found that in most of the 

partnerships, expectations have not been met. This has had a major impact on the university as 

an organisation and on stakeholders across it, with adaptations required, as detailed earlier. The 

main striking source of unintended consequences (on the universities side) comes from the fact 

that the majority of universities studied had different expectations of the partnership compared 

to what is actually stated in their contracts. This was true for all but two of the partnerships 

studied, which can be attributed mostly to a difference in culture between the private sector 

and HE, especially highly selective universities such as the RG. 

6.5.2.1  Bulk-buying vs fine-tuning 

One of the main issues is the fact the contracts appear are vague, lacking targets and 

details. This is especially the case at universities where the middle managers were not consulted 
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during contract negotiation. Several universities managed to amend their contracts over the 

years to include more specific targets and other clauses, such as capping numbers in certain 

areas. One university learned lessons from the past and implemented tougher clauses with a 

new partner, only for this to backfire and for the objectives of the partnerships to be deemed 

unachievable and unrealistic by both parties after a period of time. Finally, a common frustration 

relates to the fact that many partnerships have agreed targets for student enrolment in the 

pathway programmes but none for those progressing to the university. The ‘expectation’ from 

the universities is that the majority of students would progress to the university, but the reality 

is often quite different, with some claiming that as few as less than 50% of the students enrolled 

in the pathway programmes actually progress to their chosen university.  

‘These are by nature very long-term partnerships and I'm not sure if you look at the timeline of 

thinking of the time that decisions are made, I'm not sure how much consideration there is of the 

sort of the future direction and how that informs the way the contracts are formulated and how 

targets are set... it surprises me a little and it doesn't surprise me at the same time that 

universities don't always consider the importance of the contract as... or the centrality of the 

contract of the relationship... I mean our finance team are very strong and actually the members 

of the senior team that were involved in the implementation were really quite commercially 

savvy. Even then... and I think this is general’ (Senior Relationship Manager, University K). 

6.5.2.2 Imbalances 

The lack of detailed targets means that the ‘‘expected’ fine-tuning and balancing of 

types of students is rarely achieved. Thus, for most universities, the intended strategy of growing 

their undergraduate international student population fails to materialise in the volume 

envisioned. Instead, the majority of their growth take place at the postgraduate level where 

most universities are usually already preforming well.  

Similarly, the ‘expected’ wide variety of nationalities within the pathway student 

population is also rarely achieved and in reality, the majority remain Chinese, in some cases a 

very large majority (with a university indicated that over 90% of their intake was from China). 

The same problem remains within the ‘expected’ balanced intake, which would have seen 

pathway students join the majority of university programmes. The reality remains quite 

different with students being clustered around a small number of (often already successful) 

programmes. 

Finally, the issue of student quality, which for a minority was of high importance, 

remains unaddressed and leads to disgruntlement in academic staff who did not ‘expect’ to have 
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to make special arrangements for the pathway students. As acknowledged previously, the types 

of students recruited from pathway providers are different from the ones that staff at RG 

universities are used to, especially those universities that do not have large numbers of 

international students. 

‘It’s about student numbers for them and it’s about the management of – it’s about balancing 

those student numbers and the academic quality for us so they’re the things that you come into 

conflict about’ (Assessment and Improvement Manager, University H). 

In general, it was found that the main root of frustrations and unintended consequence 

comes from the fact that objectives and targets of the partnership (real or expected), and by 

association the intended strategies, are unrealistic. The reasons for this either seems to come 

from the fact that the partner promised unrealistic results in order to succeed in the initial 

procurement process, or the university (or parts of) have unrealistic expectations about what 

the partnerships should deliver, meaning that the intended strategy and the partnership have, 

in effect, different objectives and therefore were never aligned in the first place.  

6.5.3 Role of middle managers 

Of interest in this study are the unintended consequences as observed by the middle 

managers. Middle Managers, themselves, are also influenced by factors outlined above, often 

originating from the way decision-making structures allow them to evolve and behave. We have 

identified two types of middle managers: (1) those that are empowered to act and are therefore 

able to influence outcomes and (2) those who feel that they are mere implementers and less 

able to exercise control over their environments. Underpinning both types are the personal 

views and feelings (informed by their knowledge, opinion, and values (Merton, 1936)) that the 

middle managers hold towards the IPP they partner with. These can certainly be a source of 

unintended consequences, and they are therefore documented below. The findings are 

summarised in Figure 19 below. Additionally, Table 13 presents representative data for each of 

the categories and themes. 

6.5.3.1 Empowered middle managers 

In the majority of the universities studied (7) we found middle managers who felt 

empowered to make and influence decisions with regards to the partnerships they were 

involved in. As a matter of fact, a handful of them were the driving forces (usually in the 

background, influencing top-level managers) behind the partnerships that exist today, having 

sown seeds at the right time and effectively influenced key decision-makers.  
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Figure 19: Thematic map – Role of the middle manager 

‘I started the conversation with [Partner 4]...but not many people know about that...I was trying 

to keep it a secret from everybody because I knew that the private provider concept was tricky 

at the time and there’d been a lot of negativity about what was happening at [another 

university]’ (Senior Relationship Manager, University F) 

Those middle managers who can be seen as successful and empowered demonstrate 

the following key characteristics:  

(1) They were able to gain support and trust from their senior management team and are 

therefore able to influence the universities’ strategic agenda. 

‘ I feel like I had a reasonable voice actually because I’ve worked quite closely with [top-level 

manager]. Ultimately it will be his decision but he’s come and asked for input and advice so I feel 

like there’s been good consultation, as much as I would expect, yes’ (Senior Relationship 

Manager, University A). 

(2) They are able to span internal boundaries and skilfully communicate with key 

stakeholders a narrative that is accepted by the majority of staff.
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Table 13: Role of Middle Managers - Dimensions, Themes, Categories, and Data 

 
Dimensions, themes and 

categories 

Representative data 

Overarching Dimension A: 

Empowered 

A.1 Able to influence strategic 

developments 

A.2 Act as translator 

 

A.3: Craft a story 

 

 

A.4:  Has clearly defined 

position in university 

A.5: Personal confidence 

 

A.6: Able to span boundaries 

 

 

A.1: “I started the conversation with [Partner 4] […] but not many people know about that. […] I was trying to keep it a secret from everybody because I knew 

that the private provider concept was tricky at the time and there’d been a lot of negativity about what was happening at [another university].” (Senior 

Relationship Manager, University F). 

A.2: “I was the only person that really had oversight of what was going on, so […] when I made a recommendation or when I was asked to make a 

recommendation, it was generally taken on board” (Functional Specialist, University C). 

A.3: “ I constantly needed to be a champion – the perception of [Partner 1] and foundation providers, Pathway providers, was so negative across the University 

and I felt like I was constantly championing it and trying to win over people because I think that what they do is really important, providing that pathway and 

that bridge to students from other cultures who cannot access universities. It’s like widening participating, just in an international arena.” (Functional 

Specialist, University C) 

A.4: “I feel like I had a reasonable voice actually because I’ve worked quite closely with [Top-level Manager]. Ultimately it will be his decision but he’s come and 

asked for input and advice so I feel like there’s been good consultation, as much as I would expect, yes.” (Senior Relationship Manager, University A). 

A.5: “It requires a Director with a certain pragmatism, so that’s the starting point. You need your International Director to be engaged and, I think, that cuts 

both ways. In the International Office, the Director has to be engaged otherwise they’re going to marginalise themselves and lead to those problems arising.” 

(Senior Relationship Manager, university K). 

A.6:  I’ve just sort of grown into this role and have had to take responsibility for certain things that don’t think actually sit here […] Sometimes my role is about 

warning colleagues about what may come, I’ve been through a partnership with another provider in a different university so sometimes I’m sort of the voice of 
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doom and gloom […], sometimes I’m actually a fixer for [Partner 4] in areas of the university that have never dealt with a partnership like this. […] so, my role 

spans a whole range.” (Senior Relationship Manager, university G) 

Overarching Dimension B: 

Implementer only or 

marginalised 

B.1: Aware of partnership but 

unable to influence 

 

B.2: Come in after the facts 

 

B.3: Frustrated 

 

B.4: Out of touch 

 

 

B.1: “I […] predicted quite a lot of things but we weren’t listened to at the time because it was a big exciting sort of tick box for a new [Top-level manager] and 

a relatively new [Top-level Manager] and they charged ahead without really using the experience. […] How did it make me feel? Not great but you know, hum, 

well, okey, on you go. You’ll live and learn” (Senior Relationship Manager, university G). 

B.2: “Yeah, I failed. There were things I was desperate to stop […] and because I wasn’t working directly with the [Top-level Manager] […] all that came back 

was: “[name of Top-level Manager] has decided that we’re definitely doing it and so it’s just going ahead and now you have to implement this relationship” 

(Assessment and Improvement Manager, University E). 

B.3: “Relationship with senior management towards the end was absolutely dire. The whole thing about having people going over your head, […] my manager 

and I both felt undermined that the [Top-level Manager] was having a separate conversation and I wasn’t even in the room, and I was trying to influence 

through different channels” (Assessment and Improvement Manager, University E). 

B.4: “the contract had been negotiated by people with very little experience in the field of international student recruitment” (Functional Specialist, University 

C).  
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‘ I constantly needed to be a champion – the perception of [Partner 1] and foundation providers, 

Pathway providers, was so negative across the university and I felt like I was constantly 

championing it and trying to win over people because I think that what they do is really 

important, providing that pathway and that bridge to students from other cultures who cannot 

access universities. It’s like widening participation, just in an international arena’ (Functional 

Specialist, University C). 

(3) They are able to work effectively with a more commercially oriented partner and act as 

translators between the two parties involved in the partnership, playing a facilitation role.  

‘It’s so commercial it needs translating every step of the way with our academic colleagues, they 

don’t understand any of the language...academic colleagues don’t get it. But it’s been a 

fascinating journey for me’ (Senior Relationship Manager, University F). 

This need for translation as been noticed, in particular, where partnerships and 

communications structures were unclear at the time of the formation of the partnership, 

thereby creating a space for the middle managers to establish themselves to effectively manage 

relationships. Some managers found themselves ‘empowered’ and responsible for partnership 

development simply because there was no one else to carry out this role. The authority was 

therefore conferred to them as a de facto position rather than an official appointment. 

‘I’ve just sort of grown into this role and have had to take responsibility for certain things that 

don’t think actually sit her...Sometimes my role is about warning colleagues about what may 

come, I’ve been through a partnership with another provider in a different university so 

sometimes I’m sort of the voice of doom and gloom ..., sometimes I’m actually a fixer for [Partner 

4] in areas of the university that have never dealt with a partnership like this...so, my role spans 

a whole range’ (Senior Relationship Manager, University G). 

Empowerment appears to come from two types of circumstances. In some cases, the 

middle managers are officially ‘empowered’ to act via the organisational structure they sit in, 

which gives them clear authority over certain areas of strategy development and 

implementation. Some partnerships have a dedicated coordinator appointed to facilitate 

operations, and this appears to work well, although it also can lead to a possible single point of 

failure as knowledge of most aspects of the partnership is held by one specific individual. 

‘I was the only person that really had oversight of what was going on, so...when I made a 

recommendation or when I was asked to make a recommendation, it was generally taken on 
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board’ (Functional Specialist, University C).  

However, this formal coordinating role was only found in two universities; other 

‘empowered’ middle managers we have encountered only appear to be more ‘confident’ and 

experienced then others and take responsibility for driving change, usually to suit their own 

agenda and (re)gain control of a zone they see has being within their area of responsibility. 

Those middle managers are successful in influencing decision-making because they are able to 

look at issues from a variety of angles and bring people together to solve problems. They are 

also able to navigate internal resistance and withstand challenges, showing strong resilience. 

‘It requires a Director with a certain pragmatism, so that’s the starting point. You need your 

International Director to be engaged and, I think, that cuts both ways. In the international office, 

the Director has to be engaged otherwise they’re going to marginalise themselves and lead to 

those problems arising’ (Senior Relationship Manager, University K). 

In several universities we therefore found strong evidence of middle manager’s influencing 

skills. These skills were utilised to influence top-level managers as well as a wide variety of 

stakeholders. We also found that middle managers were able to shape the strategic agenda and 

the outcome of the implementation of the IPPs. However, in a few cases middle managers did 

not demonstrate a ability to influence change, we will explore this in the next section.  

6.5.3.2 Middle managers as implementer only or marginalised 

In universities where we did not find empowered middle managers, those in charge of 

the delivery of the partnerships often saw themselves as a simple implementer, detached from 

strategic decision-making (although often frustrated about it) and unable to influence change; 

they felt like ‘they’ve got the responsibility but not the authority’ (Senior Relationship Manager, 

University H). Some clearly stated that they ‘just have to deliver the KPI’ (Assessment and 

Improvement Manager, University B) or were brought in when negotiations had concluded to 

‘make it happen’ (Senior Relationship Manager, University A). 

Some middle managers said that despite their awareness of developments and offers of 

help, they were not asked to provide advice and therefore watched development from afar, 

knowing that issues would emerge.  

‘I...predicted quite a lot of things but we weren’t listened to at the time because it was a big, 

exciting sort of tick box for a new [top-level manager] and a relatively new [top-level manager] 

and they charged ahead without really using the experience...How did it make me feel? Not great 
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but you know, hum, well, okey, on you go. You’ll live and learn’ (Senior Relationship Manager, 

University G). 

Although brought in after the facts, some middle managers have managed to 

successfully influence decisions and the overall direction of the partnership. We found that, in 

one university, the middle manager ‘managed to put an amendment to the contract’ to address 

an ‘extremely challenging situation’ resulting from the fact that the contract ‘had been 

negotiated by people with very little experience in the field [of international student 

recruitment]’ (Functional Specialist, University C).  

However, those who have been kept out of strategic decision-making felt frustrated by 

what they considered to be unnecessary complications that could have been avoided if they had 

been included or consulted prior to a decision being made. 

‘Relationship with senior management towards the end was absolutely dire. The whole thing 

about having people going over your head...my manager and I both felt undermined that the 

[top-level manager] was having a separate conversation and I wasn’t even in the room, and I 

was trying to influence through different channels’ (Assessment and Improvement Manager, 

University E). 

In this particular case, the middle manager fought hard to try to influence decision-

making but was unsuccessful because of a lack of direct contact with top-level staff, admitting: 

‘Yeah, I failed. There were things I was desperate to stop...and because I wasn’t working directly 

with the [top-level manager]...all I got back was: ‘[name of top-level manager] has decided that 

we’re definitely doing it and so it’s just going ahead and now you have to implement this 

relationship’.(Assessment and Improvement Manager, University E). 

Whether empowered or not, middle managers’ decisions and actions are influenced by 

their own experience, bias and general perception of the partner they have to work with. It 

seems evident that not being involved in the development of the partnership results in issues at 

the implementation stages, but in addition to this, further factors, including personal experience 

and values, influence the way that IPPs are perceived by the middle managers who interact with 

them on a day-to-day basis.  

Having outlined the findings of the study, it is appropriate to confirm that these have 

been mapped back to the original framework first noted in chapter 2 and are therefore explicitly 

linked to both the literature review and the resulting research questions. In conclusion, the 
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pattern suggested is of two key broad factors responsible for generating unintended 

consequences in partnerships between RIUs and IPPs; these are linked to dimensions related to 

decision-making and communication. The typology of unintended consequences that was 

created shows that most areas of the universities’ involved are affected by the development of 

the IPP partnerships and that a whole university approach may therefore be necessary when 

developing and implementing such partnerships.  

These organisational changes have a significant impact on internal stakeholders and 

may require institutional adaptations in the short, medium and long term from a strategic 

planning perspective. Middle managers play an important role in influencing strategic decision-

making, although this was not found to be the case at all institutions. Finally, one of the primary 

findings is of a possible misinterpretation of the intended strategy, including by the middle 

managers in charge of sense-giving, leading to unmet ‘expectations’ despite the realisation of 

the original strategy on the surface. These hypotheses and their implications will be discussed 

further in the next chapter. 
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7 CHAPTER 7: DISCUSSION 

This chapter discusses the major findings as related to the literature on unintended 

consequences, strategy as practice, organisational culture and international partnerships in 

HEIs. It also incorporates a discussion addressing the implications of the findings for the theory 

and research as well as for practice, which may be valuable for use by HEI middle managers and 

other practitioners planning to develop new IPP partnerships. 

The central research question was ‘How do the roles and decisions of middle managers 

leading the development and implementation of IPP partnerships in UK RIUs impact the strategy 

development process?’ Additionally, four, more detailed research questions were developed to 

help address the central research question in a more comprehensive manner. These are listed 

below. 

Research Question 1  

What are the types of unintended consequences of developing and implementing IPP 

partnerships in UK RIUs, as described by middle managers? 

Research Question 2 

What factors, as perceived by middle managers, produce unintended consequences when 

developing and implementing IPP partnerships in UK RIUs and whom do they impact?  

Research Question 3  

Do the unintended consequences of developing and implementing IPP partnerships in UK RIUs, 

as perceived by the middle managers, lead to organisational changes or adaptations?  

Research Question 4  

Can any level of deviation existing between the intended and realised strategies supporting the 

development and implementation of IPP partnerships in UK RIUs be attributed to the actions of 

middle managers?  

Findings for each of the research questions were described in detail in the previous 

chapter. When interpreting the findings in the next sections, we will discuss the most prevalent 

themes identified based on the theories forming our research framework (described in Chapter 

4), the relevant literature (identified in Chapter 3) and the context of the study (acknowledged 

in Chapter 2).  
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7.1 Interpretation of the findings 

When interpreting the findings, we will take a step back from the vast amount of details 

that was presented in the previous chapter and focus on four broad multi-dimensional themes 

that were commonly cited by all participants. These include the following: (1) organisational 

culture in decision-making and communication as central factors that lead to unintended 

consequences; (2) understanding the unintended consequences themselves and what would 

qualify as success factors should they be addressed in the type of partnerships studied; (3) 

assessing whether strategy deviation actually took place and discussing the difference between 

strategic objectives and stakeholder expectations; and (4) moving towards a more developed 

understanding of the role of middle managers within the context of this study. Each theme is 

discussed in the following sections. 

7.1.1 Organisational culture, decision-making and communication  

This study’s findings concluded that two main factors contributed to the generation of 

unintended consequences, as experienced by middle managers: decision-making and 

communication. This outcome, explored is more detail below, is in line with the historical 

literature that has attempted to define universities as organisations from the perspective of the 

decision-making process, developing a variety of models and cultural types (Baldridge, 1971; 

Berquist, 1992; Blau, 1973; Cohen et al., 1972; Goodman, 1962; Marginson and Considine, 2000; 

McNay, 1995; Millet, 1962; Mintzberg, 1979). 

7.1.1.1 Organisational culture and decision-making: dominance of the corporate model 

In this study, the middle managers interviewed emphasised that the two key factors 

leading to unintended consequences were the nature of decision-making practices at the top 

level within their universities and how these decisions were then communicated both internally 

and externally. Reflecting on the way this was expressed by the participants, we found that often 

what the participants were referring to were the assumptions, values and philosophies that 

underline the culture of their organisation as described by Johnson (2015).  

We established that the findings aligned well with the way Davies (2001) argued that 

universities have slowly moved in recent years from having a low corporate identity with its 

leadership usually adopting a non-interventionist attitude in most areas of university life to 

becoming more entrepreneurial and corporate in their strategic thinking. We certainly found 

that the traditional collegial model (Millet, 1962) did not exist in any of the universities involved 

in the study. Rather, a corporate model was dominant (McNay, 1995) in top-level management, 

and decision-making was usually described as being made by a small circle of individuals at the 



 203 

executive level. Top-level managers were described as dominant at the time of decision-making, 

leading to unintended consequences further down the line.  

But while a decision can be imposed by top-level executives, one cannot force its 

implementation in specific areas of the university, especially when they are faced with 

competing cultures in other areas of university life, in particular the collegiate culture in 

academic departments and the bureaucratic culture in professional services. Berquist (1992) 

concluded that cultures are present in three key domains: structure, process and attitude. 

Organisational change can only be successfully implemented if all three are included. The 

findings of this study also align with this idea. While some participants admitted that the 

decision of their top-level managers was sufficient to open the channels needed to implement 

the partnership, all agreed that this was not enough to ensure the successful implementation of 

all aspects of the partnership and that internal resistance and lack of buy-in continued to be 

challenges.  

7.1.1.2 Organisational culture and communication: Evidence of loosely coupled systems  

All participants described a genuine existence of the often cited ‘loosely coupled social 

systems’ coined by Weick (1976). Participants cited that difficulties usually arose from the low 

level of internal integration existing within the various parts of their university, with the diffusion 

of major changes presenting a real challenge while small adjustments were easier to accomplish. 

This phenomenon was often described by the participants as parts of the university lacking 

flexibility or agility, instead preferring stability, resistance, lack of buy-in, or simply being 

unwilling to engage due to prioritising other activities. In this study, we also confirmed what had 

been observed by Denis et al. (2001), that is, different levels of ‘coupling’ need to occur 

simultaneously for change to be successful.  

The first level is within the top-leadership team. The findings of the study show that in 

all cases, the top leadership was in agreement (at least publicly) about what they were aiming 

to achieve. The second level is between the top leadership and its internal organisational 

constituents. Here, the findings clearly showed that there is a certain level of disconnect 

between at least some parts of the universities and the leaderships team. More worryingly, we 

also found that there was a disconnect in several universities between the top leadership and 

the middle managers who should be entrusted to lead the implementation of the partnership. 

Finally, the third level of connection required between the leadership team and the external 

constituents of the organisation is the IPPs. Oftentimes. a disconnect was perceived with the 
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top-leadership team either taking the partnership for granted once established or assuming that 

their involvement was no longer required once implementation had started.  

7.1.1.3 Large-scale change management: The importance of top-level leadership and 

stakeholder engagement  

Even those middle managers that felt empowered and did not experience major 

challenges or unintended consequences within their organisation emphasised the link between 

leadership and successful organisational change. Throughout most interviews, the middle 

managers expressed frustration over having to deal with the consequences of the autonomy of 

academic departments and diffused decision-making, often attributing this to a lack of top-level 

leadership and stakeholder engagement. Even in the few cases where the implementation of 

the partnerships was described as more successful and leading to fewer unintended 

consequences, we found that none followed the model recommended by Eckel et al. (1999), 

which suggested that large-scale change required (1) using change teams charged with strategic 

purpose; (2) engaging the campus community; and (3) aligning time, resources, and attention 

with the major change effort.  

More commonly, participants felt that the change effort was not a concerted one, often 

led by themselves alone or a small group of individuals. This meant that the engagement with 

the campus community was not optimal, however skilful the middle managers were at spanning 

boundaries. Finally, as noted in the typology of unintended consequences, the alignment of time 

and resources with the change effort was completely overlooked by the top-level managers in 

most cases. This leads us to conclude that the study by Rahilly and Hudson (in Agosti and Bernat, 

2018) described an exception rather than a rule. We did not find a comparable set of results in 

any of the universities included in this study.  

7.1.1.4 Lack of knowledge and experience  

There was a general consensus from most of the middle managers involved in the 

partnerships studied that within their university, staff at various levels lacked the experience 

required to effectively develop and implement partnerships with IPPs. This lack of experience 

and knowledge was described more often as occurring at senior levels during the decision-

making process and therefore leading to unintended consequences. However, some middle 

managers pointed to the lack of experience and knowledge within various operational functions 

of their university including their own (and themselves). This observation aligns with Merton’s 

view that social action is driven by ‘opinion and estimate’ (Merton, 1936, p. 900) and supports 
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Burlyuk (2017)’s idea that ignorance can influence actions and lead to unintended 

consequences.  

The lack of knowledge and experience has also been described as dovetailing with 

attitudes that result from the ‘imperious immediacy of interest’ (Merton, 1936, p. 901). Because 

top-level managers want to act quickly and see returns from their decisions and actions rapidly, 

they act without gathering sufficient knowledge or consulting with those who may either have 

pre-existing knowledge or are able to provide advice on the possible operational implications of 

the decisions. We heard this being described by many of the participants when expressing the 

view that had they been consulted, some of the unintended consequences could have been 

avoided, or when describing the decision to go ahead with the partnership being made and with 

no opportunity to discuss its implications prior to launching the partnership. The study therefore 

demonstrates the perceived ‘myopia’ (McAulay, 2017) or ‘blind spot’ (Lodge, 2019) that is found 

within top-level management in RIUs when IPP partnerships are developed.  

It is useful to understand how organisational cultures and the way they influence 

decision-making and communication within RIUs can lead to unintended consequences when 

developing partnerships with IPPs. Taking a step back from the findings described in 6.2, we will 

investigate whether the typology of unintended consequences produced as an outcome of this 

study can help us understand what could ensure the success of a partnership between RIUs and 

IPPs from the outset, should the unintended consequences be understood and taken into 

account as part of the partnership planning process.  

7.1.2 Partnerships’ unintended consequences and possible success factors  

Understanding unintended consequences may help us identify what is needed to avoid 

them and therefore ensure success in partnership development between universities IPPs and 

in implementing whole or parts of internationalisation strategies in general.  

This section overviews three key points, or factors, that are based on the findings related 

to the types of unintended consequences that were identified: (1) the fact that partnerships 

with IPP were, and still are to some, a new type of partnership never experienced by RIUs for 

two specific reasons – they are of high intensity and focus on teaching and education; (2) the 

fact that stakeholder engagement, due to the loosely coupled nature of RIUs and the corporate 

decision-making process that was identified earlier, has been lacking and appears to be a central 

cause of unintended consequences; (3) the expectations that were often cited by participants, 

and how this may be related to the status enjoyed by RG universities within the UK HE sector. 
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7.1.2.1 High intensity educational partnerships: the unknown for research intensive 

universities 

As noted by Agosti and Bernat (2018), the proliferation of study programmes that offer 

non-traditional students pathways to university education is a new phenomenon that has slowly 

become more significant in international HE over the past 20 years. IPP partnerships may well 

now be seen as a must-have, with more than half of the RG having developed an arrangement. 

Nevertheless, they were and still are a unique type of partnership that would not have been 

encountered previously in RIUs and generally any universities prior to the early 2000s. The pace 

of development is accelerating and in the past two years alone (since the data collection for this 

study was conducted), three additional RG universities have now entered into partnership with 

IPPs.  

We agree with Wilkins et al. (2017) that the concept of international partnerships is 

difficult to define. One could argue that IPP partnerships are not international in any way and 

are simply a commercial arrangement to procure a commodity (in this case the students). We 

found evidence that some within top-level management, whether they were aware of this or 

not, believe this sentiment, which is why necessary internal consultation may not have been 

carried out in this case. While all participants expressed an understanding of the commercial 

arrangement across all universities, we found that the partnerships were not developed with 

the same rigour as other commercial arrangements. Indeed, procurement processes were 

followed but other implications were not considered.  

In simple terms, if a university was to procure a contract for a new catering provider, it 

would have considered the practicalities and implications of the partnership from a logistical 

perspective (where will they operate from if they are to be based on campus, what type of food 

will they sell, will they compete with other services provided by the university elsewhere, do 

they require support from existing services or integration with existing systems, do they need 

access to various buildings and so forth). The fact that such details were not always considered 

leads us to believe that the new partnerships were treated, at least initially, like any other 

international collaboration, with the majority led by relevant members of the executive team in 

charge of internationalisation (such as the pro-vice chancellor, vice-president international and 

in some cases the registrar). 

Specifically, the findings show that, at least in the early stages of the partnerships, the 

contracts were treated as ‘cooperative agreements’ of the type that are usually developed with 

other HEIs for the purpose of sharing resources or coordinating activities towards a common 
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goal (Kinser and Green, 2009). These are often softly focused and rely on academic cooperation. 

It is uncommon for large-scale international partnerships to be completely developed ‘top-

down’, and although they require various levels of collaboration and efforts in their delivery (De 

Wit, 2002), ‘high intensity’ instructional partnerships, demanding significant transformation and 

adaptation of practices, as described by Sakamoto and Chapman (2011) are rare. However, we 

argue that the findings show that IPP partnerships should be treated as such and, because they 

are usually not, unintended consequences tend to exist. 

Underlying the above is also the fact that partnerships solely focused on education 

activities are uncommon in RIUs, and even more uncommon are collaborations in this area with 

commercial ‘for-profit’ partners. A culture clash is evident and was described in the findings as 

an ‘us and them’ confrontational situation in many of the partnerships, at least at the early 

stages, linking well with the way Hofstede et al. (2002), in their cultural dimension theory, 

described the extent to which people are comfortable dealing with the unknown. Introducing 

an ‘unknown’ or new type of partnership into an organisation that is used to doing things a very 

specific (or, rather, in many cases, un-specific) way, makes stakeholder engagement all the more 

important. 

7.1.2.2 Importance of academic engagement and essential linkages for success 

Santhi (2010) made reference to ten success factors for the internationalisation of HEIs, 

which we have outlined in 3.2.2.. Comparing these factors with the findings of the studies, we 

concluded that in most cases, at least some of the success factors were not present in most of 

the universities studied at the time of the partnership development and implementation. Should 

they all have co-existed, it is highly possible that the majority of the unintended consequences 

identified in this study would not have occurred or would have been minimised.  

Although RIUs appear to excel in teaching and the interdependent relationship between 

research and teaching is often described as being at the heart of such universities (Brennan 

2017), the findings of the study align with the view that teaching and education activities are 

secondary to research in terms of priorities. Teaching is seen as deriving from research activities; 

hence, we documented that academic departments rarely welcomed any suggestions for 

changes in their portfolio of programmes or curriculum. The Research Excellence Framework, 

research income and international research publications remain a key priority for RIUs (Locke, 

2014,) and education is not always valued in the same way as research. This transpired in the 

results of the first Teaching Excellence Framework, where only eight of the RG universities 
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secured a Gold rating4.  

The study’s findings emphasise the need for academic engagement and clear 

communication as well as the importance of having a number of champions in this area (these 

were often the link tutors, but also heads of schools and departments, and more generally, 

middle managers from professional services that are well integrated and trusted within 

academic departments). Should those key contacts be uninterested, sceptical or opposed to the 

partnership, issues and unintended consequences are naturally generated. This is in line with 

the literature on internationalisation strategy and the internationalisation process (Childress, 

2010; Knight 1995), which shows that academic engagement and internal stakeholder 

engagement in its broadest sense is of the utmost importance.  

Finally, our findings also align with Manning’s (in Agosti and Bernat, 2018) suggested 

‘linkages and connections of pathway programmes with the host HEIs’ (p. 248). We concluded, 

in a similar way, that linkages are essential in recruitment and admission, curriculum 

development, pathway staff recruitment and training, facilities access, student support and 

general experience. Our findings also confirmed that tailoring in areas of subject specialism and 

languages skills in necessary and that a ‘one size fits all’ approach is not appropriate. Our study 

took a broader focus than Manning’s and as a result, we found that linkages are not only 

necessary between the partner and various areas of the universities, but that, as important, if 

not more important, are the internal linkages that need to exist to champion the partnership, 

ensure effective coordination and guarantee long-term success and stability in a way that is 

beneficial for both the university and the IPP.  

The study has consistently concluded that although the main objectives of the 

partnerships were usually delivered, the way these were delivered was unsatisfactory. For that 

reason, we would recommend an additional linkage between the partner and the HEIs in the 

area of long-term student number planning, which is quite different from being linked with the 

university’s admissions function. The latter provides a useful linkage for efficient work during 

the academic year but does not allow for longer-term discussion and vision. Linking with the 

university’s strategic planning function or process would allow for long-term change in response 

 

4 https://www.independent.co.uk/news/education/education-news/top-uk-university-rankings-gold-silver-bronze-oxford-

cambridge-tef-teaching-excellence-framework-new-government-a7801681.html (Accessed 30th March 2021) 
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to market demands, for example, in academic departments’ teaching portfolios but also their 

size and shape. This may be relevant only to RIUs where academic departments enjoy greater 

autonomy than in teaching-oriented universities, requiring a more tailored approach in areas 

related to student quality, nationality and discipline diversification and the underlying planning 

activities supporting this. 

7.1.2.3 Expectations and the Russel Group status 

This study focused on the RG – a membership organisation of large RIUs, represents a 

higher stratum (Fell et al., 2015), as an organisational field. The RG comprises the most RIUs 

(which account for around 15% of the sector but 75% of all research income [RG, 2017]) and 

positions itself quite separately from other groups (Aghion et al., 2010; McCormack et al., 2014). 

The RG has no official status, but it can play a influential part in the governmental sphere, and 

membership is considered to be a benchmark for institutional status. It has been extremely 

successful at promoting is members as the ‘24 leading UK universities which are committed to 

maintaining the very best research, an outstanding teaching and learning experience and 

unrivalled links with business and the public sector’ (Russell Group, 2017). One of our initial 

assumptions was that the RG would be, because of their research-intensive nature, behaving 

differently from other types of universities and that stronger themes would emerge if it was to 

be treated as an organisational filed of its own than if we included non-RIUs in the study. 

Although it is impossible to confirm without conducting a similar study including non-RIUs, the 

study’s findings have consistently shown, as stated by the participants, that certain criteria were 

of high importance, or ‘expected’, due to the nature of the universities involved in the 

partnerships. There were many examples where participants cited that student quality was of 

the utmost importance, and that this was due to the fact that the students were to progress to 

very selective, high-status universities.  

Sauntson and Morrish (2010) demonstrated in their study of RG mission statements 

that, compared to other universities, RG statements presuppose confidence in their quality and 

impact in all aspects of university activities. Examining the perception of the partnership through 

the lens of middle managers, who by nature have a vested interest in maintaining the reputation 

of their universities, demonstrated that at the core of the participants’ arguments on quality 

and diversification was the concept of excellence, as found in highly performing RIUs.  

7.1.3 Strategy deviation and institutional adaptation 

Intended and realised strategies often differ, and we set out to identify in this study 



 210 

whether any deviation could be found between the intended and the realised strategy as 

perceived by the middle managers involved in the partnerships being developed and 

implemented with IPPs. This study’s results emphasised that revenue, by means of the growth 

of International fee -paying student population, was the main driver for the development of the 

partnership, followed by reputation/raising brand awareness, diversity (in nationality, discipline 

and programme levels) and finally student quality, for a few. Keeping in mind that ‘unintended 

consequences need to be distinguished from a failure to achieve the intended consequences’ 

(Aoi et al., 2007, p. 6), we will reflect in this section of three key themes that have been extracted 

from our findings: the imperative of revenue generation within the context of the marketisation 

of HE; the possible reasons why participants have identified numerous unintended 

consequences despite the partnerships seemingly achieving their main strategic objectives; and 

how unintended consequences are treated in planned organisational change. 

7.1.3.1 Revenue and reputation  

Increasingly, HE policy discourses are being driven by international league tables, 

market competition and the dominance of prestige culture (Ordorika and Lloyd, 2015), 

profoundly reshaping the sector, driven by economic imperatives to develop ‘global, 

entrepreneurial, corporate, commercialised universities’ (Stevenson et al., 2014) or otherwise 

described as ‘ideal’ universities (Elken et al., 2016). While this is an increasingly global 

phenomenon it is, it manifests itself clearly in the UK. Under neo-liberal influences, a new 

managerial culture is reinforced in UK HEIs (Badat, 2010) and this study demonstrates these 

tendencies. 

Among fundamental transformations affecting HE universities (and linked with neo-

liberal policies implemented in recent years in several parts of the world) are major reductions 

in government funding, and the decline of the public sphere in general (Pusser et al., 2012), 

which have been replaced by notions of individual responsibility and what Slaughter and Leslie 

have termed ‘academic capitalism’. Our findings align well with this theory and provide a good 

example of the phenomenon in which universities act like profit-seeking organisations that 

market the knowledge that they can give to students, or clients.  

Universities are increasingly relying on internationalisation to grow their global 

reputation and generate substantial revenues, and, for this reason, many now find that what 

used to be seen as an add-on or a hobby of some kind of a small proportion of academic staff, 

now requires a strategic approach (Neale et al., 2018). A number of publications have attempted 
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to establish a definition for corporate reputation (e.g. Barnett et al., 2006; Brown et al., 2006; 

Pires and Trez, 2018). In their conceptualisation of reputation, Barnett et al. (2006) imply that 

corporate reputation relies on a general, global assessment; reputation is reflected in common 

judgements and is evaluative (i.e., good vs. bad). We found in our study that reputation was of 

particular concern to the middle managers interviewed, with some hoping that the partnerships 

would help raise the profile of their universities in key markets and others more sceptical and 

worried that the association with a commercial provider would damage their university’s 

reputation.  

Organisational reputation refers to stakeholders' perceptions about an organisation's 

ability to create value relative to their competitors (Rindova et al., 2005; Dowling, 2016). 

Organisations build reputation through signals, including patterns of resource deployment and 

levels of performance and through endorsements from third parties such as the media 

(Deephouse 1999; Rindova et al., 2005; Mason, 2019). As organisations acquire reputation, they 

can attract more resources from their environment and enjoy better financial performance 

(Jessop, 2018). In this sense, as we see in the findings of this study, very often universities were 

entering into partnerships with IPPs in the hope that it would help them benefit from a higher 

status in various markets and attract more international fee-paying students.  

7.1.3.2 Strategy deviation or misunderstood strategy? 

The literature emphasises the importance of understanding that unintended 

consequences need to be distinguished from the failure to achieve the intended consequence 

(Merton, 1936; Aoi et al., 2007). The findings of this study show that, if revenue generation is 

the primary outcome expected from the strategy driving the development of IPP partnerships 

within RIUs, the vast majority of partnerships have been successful, and the strategy has been 

realised. For all intents and purposes, it appears that top-level managers were mostly interested 

in the financial bottom line and worried less about the actual consequences (intended or not) 

of the partnerships. When questioned about this, many middle managers admitted that this was 

indeed the case and that having ‘succeeded’, the top-level managers had shifted their attention 

to other initiatives, leaving the middle managers to deal with the issues that were not 

considered at the time of partnership development. 

However, universities are complex organisations, accountable to numerous 

stakeholders, to varying degrees (Miller et al., 2014). As demonstrated above, the corporate 

style of decision-making associated with the way most IPP partnerships in this study have been 
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developed does not sit well with the fact that individual stakeholders (including the middle 

managers themselves) have their own objectives and concerns (Foster and Jonker, 2005), 

leading to a divergence in understanding. Some of the participants also indicated that top-level 

managers may have misled internal stakeholders by promising a variety of outcome from the 

partnerships in order to get buy-in for the initial set up, despite the fact that these were most 

likely unrealistic.  

Our findings lead us to conclude that it is highly likely that the overall original intended 

strategy was truly only about generating additional revenue (as one participant simply put it, his 

top-level leadership team just wanted ‘more’ (Functional Specialist, University D)) and that this 

was willingly or not miscommunicated at various stages of the partnership development. We 

will explore this further when discussing the role of the middle managers in the generation of 

unintended consequences in 7.1.4 below.  

7.1.3.3 Positive unintended consequences of planned organisational change and 

organisational learning 

Researchers have long recognised that planned organisational change often produces 

unintended consequences, and this study adds to the numerous examples that already exist 

(Cameron, 2005; Carey et al., 2018; Fairhust, Cooren, and Cahill, 2002; Gilmore, Shea, and 

Unseem, 1997; Jian, 2007; McNamara, Moon, and Bromiley, 2002; White and Ramsey, 1978). 

Most studies focus on the negative impacts of unintended consequences. Any large-scale 

organisational changes come with unintended consequences and is ‘dynamic, emergent and 

non-linear but also frustrating and daunting’ (Balogun, 2006, p. 30). Linking to the theory of 

diffusion of innovation (Rogers, 1995), one could argue is that what has been witnessed in this 

study are the consequences of the rapid diffusion of something quite novel across organisations 

that historically have only experienced incremental changes over long periods of time.  

Taking time to analyse and understand the typology of unintended consequences 

produced in this study can lead to improvements that may benefit those organisations in the 

long term. Numerous positive unintended consequences were identified with examples 

spanning from academic departments adopting new ways of teaching or developing new 

programmes, utilising market driven knowledge, to institutional adaptations in areas related to 

student support, international recruitment, marketing and admissions, estates and strategic 

planning. Similarly, we have seen that systems and infrastructures were improved with time in 

most partnerships. All of which, initially triggered by unintended consequences from the 
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partners, eventually had university-wide benefits.  

In addition to unexpected positive consequences, the study’s findings have shown that, 

although lack of experience and knowledge was a key factor in the production of unintended 

consequences, organisational learning has occurred. This was particularly notable in those 

universities that had been in an IPP partnership for several years. Those universities have shown 

signs of having been through the "wheel of learning" (Senge, 1990) – doing, reflecting, 

connecting, and deciding, with participants stating that a number of issues that would have been 

treated as unintended consequences in the initial stages of the partnership, have now been 

addressed. For example, some have amended the terms of their contracts, issues related to 

facilities, or IT access have been addressed, etc.  

Perhaps the most interesting insight here was gained from the university that had decided to 

terminate an IPP partnership and start a new one with a different provider. Lessons had clearly 

been learned and the unintended consequences that had been found with the first partner were 

not repeated, or were very limited. This demonstrates that, at least in this case, the lessons had 

not just been learned by the individuals involved in the original partnership but that knowledge 

had become institutionally available and part of the "organisational memory" (Nevis, et al., 

1996, p. 74).  We also found evidence that Russell Group Universities have learnt at systemic 

level, with less unintended consequences being mentioned by those discussing partnerships 

developed recently, showing that experience and lessons had been shared within the RG field.  

The results of this study indicate that the intended strategy supporting the development 

of the partnerships may have been much simpler than most internal stakeholders would believe 

and they there may have been an element of ‘over-translation’. The realised strategies, despite 

all their associated unintended consequences, may have actually gone far beyond the intended 

strategy itself. This may be because all strategic change is dependent on the way the change 

agents make sense of the strategy and can allow top-level management to edit plans (Balogun, 

2006). This could explain why, somehow, most of the middle managers interviewed feel that 

expectations (possibly their own) were not met. In the next sections, we will explore the role 

played by middle managers in the development and implementation of the partnerships 

included in this study.  

7.1.4 Middle managers: empowered or implementers 

Numerous studies have demonstrated that middle managers are not merely compliant 

agents utilised by their senior leaders to disseminate their visions throughout the organisation, 
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but they act as facilitators of organisational change (Balogun, 2003; Balogun and Johnson, 2004; 

Bower, 1972; Fryer et al., 2017; Rouleau, 2005; Rouleau and Balogun, 2008; Westley, 1990). In 

this section, we will reflect on the role of the middle managers in sense-making and sense-giving 

and their level of empowerment within their organisation as demonstrated in the role they 

played in the development and implementation of the IPP partnerships. 

7.1.4.1 Sense-making, sense-giving and narrative 

In times of change, middle managers are expected to help their staff to make sense of 

change and deal with it for the benefit of the organisation (Bencherki et al., 2019). In order to 

do so, they need to make sense of what is happening for them initially (Morikuni, 2019). This 

study helps recognise the importance that sense-making plays in middle managers’ 

implementation of change (Loukopoulos and Garreau, 2018; Neumann et al., 2019). We have 

gathered numerous examples of the way middle managers comprehend, explain, generate and 

disseminate the meaning of the information surrounding a strategic change – in the case of this 

study, the introduction of a new high intensity partnership with a new type of external partner. 

Our findings align with what Floyd and Wooldridge (1992) described as middle managers 

‘synthesising information’ in order to help others make sense of the changes that are happening 

and to answer questions such as ‘what should we do next?’ or ‘what does this mean in practice?’ 

(Steinberg, 2018).  

Several participants have recalled how they had to use their sense-making skills to turn 

chaotic situations and events into understandable ones that helped others to move on and look 

forward to the new state of play (Holt, 2009). The fact that all those interviewed had a clear idea 

of what the unintended consequences of the partnerships were shows their deep level of 

engagement and how involved they are in sense-making and sense-giving. Most had clearly 

rationalised decision-making and consequences and had crafted a clear story – sometimes 

sharing their official story as well as what they truly thought was happening. Within the context 

of this study, partnerships with IPPs can be seen as highly disruptive to a specific group of staff 

or department. The findings show that middle managers have played an important role in sense-

giving (Engle et al., 2017) and align with Pfeffer’s (1981) argument that one of their key tasks is 

to provide explanations, rationalisations and legitimisation for the activities undertaken by an 

organisation.  

As Cameron and Green (2004) showed, the role of middle managers is to translate the 

purpose of change into an understandable and realistic way of doing things differently. We 
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found in this study that middle managers have been key to sense-giving when it comes to 

influencing staff’s perceptions, attitudes and beliefs and strengthen their commitment to their 

organisation’s goals, avoiding resistance to change (Awamleh and Gardner, 1999; Bass, 1985; 

Heyden et al., 2017). We also found strong evidence that they were critical to effective 

communication and the reduction of uncertainty within their wider network as part of their daily 

activities.  

Because the role middle managers play in sense-making and sense-giving is intrinsically 

linked with their practice and the way they communicate, it is important for them to establish a 

solid network, thus building trust and credibility in order to be in a better position to ‘sell’ change 

to others (Huy, 2001). Rouleau and Balogun (2008) argued that 'enacting conversations' and 

'enrolling networks' by middle managers are crucial for their strategic sense-making role and 

can lead to having a significant impact due to self-reinforcing feedback loops and relationships 

in social networks (Boonstra, 2004; Tichy and Bennis, 2007). The findings have indeed confirmed 

that this is generally happening in the universities involved in the study.  

By considering the micro-activities of the middle manager, we concluded that the 

importance of the role of middle managers in sense-making and sense-giving is undeniable. Two 

key elements are needed, however, to ensure that they can fully and effectively perform their 

role. First, they require accurate and up-to-date information. Second, they need to be seen as 

credible messengers and therefore have the necessary legitimacy within their networks. Lack of 

information and/or credibility makes sense-making and sense-giving difficult for middle 

managers and significantly reduces their effectiveness as change intermediaries (Shreeve-

Fawkes et al., 2016). This effect was observed in the few cases where middle managers did not 

feel empowered to cross boundaries and act as change agents.  

We have noted previously, however, that lines of communications were not always 

optimal between the top-level managers and the middle managers, and in an extreme case had 

completely broken down due to lack of trust between the parties involved. In this example, 

participants expressed that because of this, it may have been possible for mistranslation to occur 

when exercising sense-giving to others across the university. Considering the importance of 

sense-making and sense-giving played by middle managers, it is conceivable that strategies may 

produce unintended outcomes as well as realise the originally intended strategies. Some of 

these may results from the actions of the middle managers, especially if they are lacking the 

information required to provide an accurate narrative to internal stakeholders, and they are 

motivated to keep control of the situation, and particularly, the resources associated with the 
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partnerships. 

7.1.4.2 Ability to influence strategic developments and outcomes 

In the previous literature, we noted that the importance of the middle manager in the 

strategy-making process may have been commonly generalised and possibly over-estimated 

(Floyd and Woolridge, 2017). In line with numerous other studies, the participants in this study 

did not perceive themselves as passive ‘messengers’ (Rouleau, 2005; Rouleau and Balogun, 

2008; Fryer et al., 2017); on the contrary, they all proved to be vocal and confident in the fact 

that they played a key role in facilitating organisational change as well as influencing strategic 

outcomes. We agree with Floyd and Woolridge (2017) that not all middle managers are equal in 

their ability to influence the strategic process. For this reason, from the outset, we decided to 

focus on two types of boundary-spanning manager as categorised by Floyd and Wooldridge (see 

Table 1 in Chapter 2): the ‘senior relationship managers’ and the ‘assessment and improvement 

managers’. We also added an additional type of manager, relevant to the partnerships studied, 

which we called ‘functional specialist’. Focusing on those three categories and excluding those 

middle managers with less of a boundary-spanning role, enabled a more accurate comparison. 

The findings of this study allowed us to identify a more thorough set of attributes associated 

with the three classes of middle managers involved in the study, which are summarised in Table 

14 below. Using Floyd and Woolridge’s (1992) type of middle management strategic role, 

classified by their type of influence (upward or downward) and the impact they have on strategy 

(integrative, in support of the company’s deliberate strategy; or divergent, encouraging the 

company in new strategic directions), we identified the type of influence of each of the 

categories of middle managers that appeared most frequently within this study (upward, 

downward, integrative and divergent). We also included Bulgerman’s (1983) middle manager 

strategic behaviours, which he portrayed as either induced (i.e., aligned to upper management 

and supporting the firm’s deliberate strategy); or autonomous. This enabled us to portray each 

of the categories of middle managers in a more precise way.  

We found that senior relationship managers show traits of autonomous empowerment 

mostly because they are both internally and externally boundary-spanning and have direct 

access to the upper management; most of them citing that they proactively took an interest in 

the partnership development whether this was seen as part of their official responsibilities or 

not. Often the most knowledgeable about IPP partnerships, we found that they claimed to have 
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Table 14: Middle managers’ ability to influence strategy process 

Most common 

type of 

empowerment 

Middle manager 

category 

Attributes/Most likely to… Most common 

type of 

influence 

Autonomous 

 

Senior relationship 

managers 

Initiate partnerships or plant ideas 

with top-level managers 

Upward, 

downward and 

divergent Be aware of potential implications 

Prevent and address unintended 

consequences 

Be in conflict with top-level 

managers 

Induced Assessment and 

improvements 

managers 

See themselves as implementors 

only 

Downward and 

Integrative 

Have detailed operational 

knowledge 

Address unintended consequences 

once identified 

Feel side-lined or ignored 

Induced Functional 

specialist 

See themselves as implementors 

only 

Upward and 

integrative 

Are expert story tellers with solid 

internal network 

Facilitate day-to-day incremental 

change 

Quickly identify issues as they occur 

and escalate them to senior 

colleagues 

 

been able to anticipate and even prevent a good proportion of unintended consequences. They 

were the most likely to be in direct conflict with top managers and voiced their frustrations 

extensively when they felt that their recommendations were not heard. They were also the only 

type that truly have shown that they had the ability to influence the strategic development. In 

a small number of cases, they were actually the initiators of the partnerships or the ones who 
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planted the idea in the heads of the top-level team. They are therefore usually able (although 

not always successful in doing so) to influence in an upward, downward and divergent manner, 

leading to emergent strategies and possibly unintended consequences.  

Assessment and improvement managers, on the other hand, appeared to exercise their 

direct line with the top-level managers (when it exists) in a more induced manner and therefore 

were generally accepting of the strategic direction, seeing themselves as implementors charged 

with delivering the institutional intended strategy. They had very detailed knowledge of their 

own area of work, and although they often did not have the experience or knowledge required 

to foresee any of unintended consequences from the new partnerships, they were usually quick 

to spot issues and able to address them efficiently should these sit within their own area of 

responsibility. This group however often felt side-lined or forgotten and, as a result, some had 

no real interest in influencing the development or implementation of the partnership. These 

types of managers were often found in academic departments or specialist professional services 

(for ex: student support or accommodation). We found that, when they exercised it, the 

assessment and improvement managers could influence in a downward and integrative way. In 

the cases where good relationships existed with the senior relationship manager, we found that 

they could prove to be useful and provide information and the necessary alliances needed for 

the senior relationships managers to advocate for changes. 

Finally, the functional specialists were found to also be most commonly empowered in 

an induced manner, usually by the senior relationship managers. Working closely with internal 

stakeholders, they usually described themselves as being brought in to get the job done without 

questioning the overall strategic direction of their universities and the rationale for the 

partnerships. They showed great story-telling skills and understood that a large part of their 

work was to get stakeholders on board and get buy-in for the partnership. They were also the 

most knowledgeable about all types of unintended consequences that exist, being closest to the 

operations and the stakeholders impacted by the partnerships. We found that they therefore 

were well placed to influence the senior relationship managers, who in turn could utilise this 

knowledge to enable changes at strategic level. 

Having discussed the key findings from the study, we will now summarise their implications 

for the research and theory in the next section. 

 



 219 

7.2 Implications for the research and theory 

Chapter 4 described the research framework used within this study. The framework was 

inspired by two main theories: Merton’s theory of the unanticipated consequences of purposive 

social action (1936) and the theory of strategy as practice. Underpinning the framework are a 

number of key concepts taken from the literature in the areas of organisational culture, 

internationalisation strategy and international partnerships in HEIs. We will discuss how the 

findings relate to the theoretical framework and their connections to the research and theory 

in the sections below.  

7.2.1 Merton’s theory of the unanticipated consequences of purposive social action 

Merton’s (1964) theory of the unanticipated consequences of purposes social action 

identified five limiting factors as the possible causes of unintended consequences: ignorance, 

error, immediacy of interest, values and self-fulfilling prophecy. In this study, the findings point 

to the fact that the majority of unintended consequences were generated either due to 

ignorance, error or the immediacy of interest, or most often, a combination of these three 

factors.  

The results of this study aligned with Merton’s theory that ignorance or lack of pre-

existing experience can influence actions and lead to unanticipated consequences. In the view 

of the middle managers taking part in the study, this factor was one of the primary causes of 

unintended consequences, either due to lack of knowledge within top-level management or at 

various other levels within the universities. The results of this study confirmed that ‘action 

involves motive and consequently a choice between alternatives’ (Merton, 1936, p. 896). If 

choice is mis-informed, unintended consequences can occur. 

The motivations of top-level managers to rapidly develop the partnerships and reap its 

benefits as quickly as possible are also important. Merton described the need for immediate 

results as the ‘imperious immediacy of interest’ (Merton, 1936, p. 901). As this study 

emphasised, middle managers often described this phenomenon as a key factor in the 

generation of unintended consequences. The short-term need to generate revenue, and act 

quickly due to a wish to make a mark during their tenure, means that Top-level Managers seem 

to be blind to any longer-term consequences.  

Finally, the findings indicated that wrong assumptions may have been used by both the 

top-level managers and the middle managers when they were lacking clear information, leading 

to mistakes made at the time of implementation or expectations raised in an unrealistic manner 

with internal stakeholders. This result is consistent with Merton’s view that error can occur 
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when decisions are influenced by habit. In the case of the partnerships, we concluded that there 

is a strong possibility that IPP partnerships were often treated like another type of international 

collaboration rather than a commercial contract, and that RG universities, used to enjoying a 

privileged status and inexperienced in the area of commercial education partnerships, may have 

had unrealistic expectations about what could be achieved. 

7.2.2 Theory of strategy as practice 

The theoretical framework used two key elements of strategy as practice theory: the 

concepts of intended and realised strategies (Balogun and Johnson, 2005) and the literature 

related to the roles of the middle managers in the strategy process (Floyd and Wooldridge, 

2017).  

When comparing this study’s results with strategy as practice theory, similarities and 

differences exist. Strategic change is often described as an emergent process based on guidance 

from the top-level management team and feedback from middle management leading to the 

construction of a consensus with integrated goals (Jarzabkowski and Balogun, 2007). Several 

participants cited that such a dynamic indeed existed, with two participants indicating that they 

were the initiators of the partnerships, initially developed behind the scenes as an emergent 

strategy that went on to be fully integrated into their university’s international strategy. The 

study’s findings showed that in most cases, the intended strategies were realised and that the 

feeling of dissatisfaction that many participants expressed about the partnerships was not about 

the fact that unintended consequences had led to a change in direction in the intended strategy. 

Rather, it is about the fact that the realised strategy deviated from the expectations of internal 

stakeholders.  

Our findings lead us to conclude that in most cases, the feedback loop that is the basis 

of the theory of strategy as practice did not work effectively, and a consensus including 

integrated goals and expectation was not agreed upon between the top-level management 

team and the middle managers. This is something that we have not found discussed in the 

literature, which seems to presuppose that a certain level of cohesion already exists. Such a 

phenomenon was not always found in this study.  

Strategy as practice theory emphasises the role of the middle managers and their 

influence on the strategy process. While the results of our study confirmed that middle 

managers are active contributors in this area, they also suggested that not all types of managers 

have a significant impact on the strategy process; those who are able to do so best are the 
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‘senior relationship managers’ (Floyd and Woolridge, 2017) as they are usually are 

autonomously empowered and have divergent influences on their organisation’s strategy.  

7.2.3 Organisational culture 

While the results of this study confirmed that multiple types of organisational cultures 

co-exist within universities (McNay, 1995), the type of culture that dominated decision-making 

in top-level management within this study was the corporate one. This result may have been 

because of the high commercial value of the expected financial benefits of the partnerships. The 

majority of the participants expressed a genuine dislike for the way decisions were made with 

regards to the partnerships, in particular, the dominant senior management’s exertion of 

authority over them was a source of discontent.  

In addition to the corporate culture described above, the results confirmed that 

academic departments favour operating within in a collegial manner while professional services 

tend to be more comfortable working within a bureaucratic culture.  

7.2.4 International higher education  

The study has contributed to advancing knowledge in the field of international higher 

education, in particular in relation to capturing intended and unintended consequences of 

partnerships of a new nature, in RIUs in the UK. 

Numerous studies have focused on providing ‘recipes’ for success in HEI 

internationalisation (for example Childress, 2010; Davies, 1992; Knight, 1995; Santhi, 2010). 

When considered as an element of an institutional internationalisation strategy, it was difficult 

to find any university that has followed the recommended path for success in the 

implementation of IPPs.  

This study’s conceptual contribution in the field of international higher education lies in the 

fact that it has linked the concepts of leadership and communication with that of unintended 

consequences.  We confirmed that staff at a variety of levels are vital to the success of the 

internationalisation of HE (Santhi, 2010) and that unintended consequences often stemmed 

from lack of clear leadership and communication. There are many dimensions in 

internationalisation of HEIs and all participants from top management and academic staff to 

professional services need to cooperate in the pursuit of specific initiatives (Taylor, 2010). When 

this dynamic is not found, unintended consequences start to emerge. 

Faculty engagement (or a lack of it) was also identified as a key factor for unintended 

consequences. Within this area, the study has contributed to assessing whether Childress’ ‘Five 
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I’s of Faculty Engagement in Internationalisation’ (p. 153) were present in the partnerships 

studied. We found that although two of the key elements were clearly present (‘intentionality’ 

and ‘investments’), the three others (‘infrastructure’, ‘institutional networks’ and ‘individual 

support’) were often missing. Without these critical components, the development and 

implementation of IPPs were hindered with issues and unintended consequences arose. 

Lastly, the models of organisational responses that we have found in the majority of the 

universities studied, align well with the ‘leadership driven’ ,model for managing international 

cooperation developed by  Clark and Neave  (1992, pp. 166–169), following a centralised 

approach to decision making. 

7.2.5 International education partnerships 

Literature on international partnerships between HEIs has flourished over the past two 

decades. However, the concept of ‘international partnership’ in HE is still difficult to define 

(Butterfield et al., 2016; Wilkins et al., 2017), and many use ‘confuse and imprecise’ terminology 

(Lang, 2002) when discussing it. This study has demonstrated that IPPs are not just a type of 

common ‘cooperative agreement’ of the sort that are often developed in research and teaching 

collaboration with institutional partners overseas (Kinser and Green, 2009), but are more akin 

to commercial partnerships that a university would enter to procure goods and services.  

Our main conceptual contribution to the field international education partnership is the 

definition of IPPs as high-intensity instructional partnerships. The new type of partnership was 

brought about by bringing together the concept of high-intensity partnerships (Beerkens, 2002; 

De Wit, 2002)  with that of instructional partnerships (Sakamoto and Chapman (2011)).  

Finally, this study has contributed to the emergent literature that specifically focuses on 

the study on International Pathway Programmes and IPPs. Building on Manning’s (in Agosti and 

Bernat, 2018) suggested ‘linkages and connections of pathway programmes with the host HEIs’ 

(p. 248), this study suggested in addition to recruitment and admission, curriculum 

development, pathway staff recruitment and training, facilities access, student support and 

general experience, strategic planning should also be considered an essential linkage. It studied 

IPP from a broader perspective than previous studies, which focused primarily on the 

educational and academic aspects of the programmes.  

The study has also contributed to developing a helpful guide outlining how IPPs are developed, 

implemented, and evaluated in RIUs in the UK. The extensive typology of unintended 

consequences that was created as part of the study contributes to justifying that the 

development of such partnerships requires a significant transformation and adaptation of 
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practices by both partners to ensure success (Lane, 2011). As pointed out previously, we hope 

that this study will, in addition to contributing to research, provide useful pointers to 

practitioners. The implications for practice are outlined below.  

 

7.3 Implications for practice 

This study was written by a practitioner-researcher and, with this in mind, aims to make 

a useful contribution to practice within the HE sector. Below we will focus on what can be taken 

away as helpful pointers by practitioners who are either thinking of or in the process of 

developing partnerships with IPPs. Although the study focused on a subset of UK RIUs, some of 

the conclusions below may be applicable to other types of universities in the UK and beyond.  

7.3.1 Use of the typology of unintended consequence 

The typology of unintended consequences produced by this study offers evidence that 

high intensity partnerships such as those with IPPs cannot simply be ‘bolted-on’ to the university 

structures and promptly neglected. The findings strongly imply that a holistic approach is 

required in order to avoid unnecessary unintended consequences and delays in implementation. 

One could argue that signing a contract and hoping for the best is never a good idea, but in the 

case of IPP partnerships, the consequences of poor initial planning can be quite drastic. Although 

the themes that were identify in the typology of unintended consequences are all interrelated, 

it is possible to reflect on them both individually and as clusters to learn lessons that can be 

applied to future partnerships of similar types in other universities.  

First, when considering the theme of “Student Performance”, it is striking to see that 

when discussing ”quality” the middle managers  referred to the students themselves rather than 

the academic programme that is delivered by the IPP. Lack of student progression was blamed 

on entry requirements and students’ knowledge gaps but only rarely middle managers openly 

discussed whether the programme delivered by the IPP was itself fit for purpose.  Considering 

this, those  planning to partner with an IPP should review with greater scrutiny the academic 

programme itself during the early stages of development of the partnership – possibly even as 

part of the procurement process -  in addition to considerations of entry requirements.  

Second, it may be argued that the ”commercial” and “education” unintended 

consequences, are the two sides of the same coin. With the commercial imperatives pushing for 

students to be considered as a commodity that will bring revenue to the institution, new 

pressures that can be felt uncomfortably are placed on academic departments. This is all the 

more evident in more recent partnerships. As IIPs are now less negatively perceived externally, 
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an fairly common, what would have been seen as intruding on academic matters (such as 

suggesting changes to entry requirements or the development of new programmes/“products”) 

are a more regular occurrence. This clash of cultures needs to be considered and balanced 

careful from the outset, in particular in universities where top-level leadership has evolved to a 

more corporate or entrepreneurial culture but where faculties an professional services are still 

very much dominated by collegial and bureaucratic cultures. We have found that some 

universities have shown signed of organisational learning and adaptation, however, this 

evaluation can take quiet some time.  

Lastly, findings within the typology, lead us to recommend that areas that may be 

perceived by top-level managers as operational matters be considered from  the early stages of 

development of the IPP to avoid unexpected expenditure (in particular in costly areas such a as 

infrastructure and staffing) and poor student experience.  

7.3.2 Middle managers’ roles in mitigating unintended consequences 

The study also suggests that the corporate decision-making style of the top-level 

managers in the early days of partnership development can be identified as the sources of 

numerous unintended consequences. It is the view of the majority of the middle managers that, 

should they have been consulted more extensively, many of the unintended consequences 

could have been avoided and, perhaps, the partnership would have been developed and 

implemented in a different way. Therefore, it is recommended that top-level managers consider 

early involvement of key middle managers to guarantee a smoother and more successful 

implementation. In addition to the consultation of middle managers, the study supports the 

argument that internal stakeholder engagement (both from academic and professional services) 

is essential to successfully delivering large-scale organisational change. Internal stakeholders 

help create a more balance approach to the development of the partnerships, especially in 

regard to any potential impact of a rapid growth in the international student population within 

a university and the linkages between academic programmes and the curriculum. 

Middle managers can play a pivotal role in mitigating unintended consequences, by 

minimising the impact of top-level managers decision-making style, lack of knowledge and 

inadequate communication and relationship management. Each type of middle manager 

included in this study can contribute as follows: 

(1) Senior relationship managers can play a key role in influencing top-level managers 

and feed them the information and knowledge necessary to make well-informed and 

comprehensive decision in the initial stages of the partnership development. They 
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can also play a key role in helping to shape contracts and manage expectations 

internally and with the IPP provider.  They can take ownership in leading the 

development and implementation of the IPPs as a large-scale strategic programme 

of activities and empower other types of middle managers to enable efficient 

information flows. Finally they can play a key role in clarifying the rationale and 

objectives of the partnerships and obtain buy-in form internal stakeholders. 

(2) Assessment and improvement managers can play an central role in embedding 

governance structures, amending and updating policies and process in an efficient 

manner. Their contribution is crucial in enabling change needed at unit level to help 

integrate the IPP with key university functions. They can also support the top-level 

manager in shaping the contracts financial arrangements and targets. 

(3) Functional specialist can play a very important role on a day-to-day basis in delivering 

operational matters during implementation, and, if they are given an opportunity to 

feedback and escalate issues, can help identify unintended consequences as they 

arise, addressing them rapidly. They can also play an essential part in story telling at 

local level and help spread practical information about what is happening, why and 

what people need to do about it.  

Finally, the results of the study demonstrated the importance of clearly articulating the 

rationale of any new strategic initiative to the wider stakeholder community in order to avoid 

raising expectations in an unrealistic manner. There are also limitations to what middle 

managers can do and Top-level managers need to be seen to be championing any new initiatives 

such as an IPP. This is of course easier said than done at loosely coupled universities. 

Additionally, it is likely that some element of opacity has enabled top-level managers to launch 

initiatives that may have been rejected outright if more detailed information had been provided 

to internal stakeholders. This may seem to imply a certain lack of trust in intra-university 

relations. It is not to say that this actually is the case, but it is how the majority of participants 

appear to have perceived the situation.  
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8 CHAPTER 8 – EVALUATION AND CONCLUSION 

In this chapter, the starting point for the study (the context and research questions) 

is brought together with a synthesis of the themes detailed in the findings and discussion 

chapters. The strengths and limitations of the study are discussed, and suggestions for future 

research are presented. The chapter concludes with a discussion of the limitations of the 

study, areas for future research and a brief summary. 

 

8.1 Lost in translation?  

This investigation aimed to explore (1) what types of unintended consequences of 

organisationally driven international education partnerships with IPPs exist within the RG, 

(2) what causes them, (3) who do they affect, and (4) whether middle managers contribute 

to the shaping or reshaping of the originally strategy and goals. To do so, the study was 

underpinned by the following four research questions: (1) what factors produce unintended 

consequences; (2) what types of unintended consequences exist; (3) do unintended 

consequences lead to organisational changes or adaptations; and (4) can any level of 

deviation between the intended and the realised strategies be attributed to the actions of 

the middle managers? The data gathered provided evidence to answer each of the research 

questions and provided a basis for developing understandings and new insights regarding 

the relationship between factors leading to unintended consequences, the actions of middle 

managers and the specificity of IPP partnerships.  

Based on a qualitative thematic analysis of the evidence collected from the middle 

managers involved in the partnerships studied, it can be concluded that (1) unintended 

consequences are numerous and of various types (as demonstrated in the typology created 

within our findings); (2) they appear to be primarily caused by lack of experience or 

miscommunication; (3) they affect most parts of the universities but academic departments 

in particular and a few specific professional services such as the international office, student 

support, estates services and strategic planning; and (4) middle managers contribute to the 

generation of unintended consequences as well as the development of emergent strategies. 

The results indicate that senior relationship managers, who are usually autonomously 

empowered, can influence the strategy development process by having a divergent influence 

on their organisation’s strategy. 

The findings paint a picture of an evolving field where top-level management 

practices, moving to a corporate model, sit uneasily with the existence of other 
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organisational cultures within the RIUs studied (collegial and bureaucratic), thereby leading 

to unintended consequences. In parallel with why decisions are made (imposed with limited 

consultation), a certain lack of knowledge and experience at various levels within the RIUs 

also has been identified as a main source of unintended consequences in the development 

and implementation of high intensity educational partnerships within organisations that can 

mostly be defined as loosely coupled social systems (Weck, 1976). In some cases, 

disconnection between top-level management and middle manager has also led to 

misunderstanding and, as a consequence, mistranslation. 

In such an environment, a decision may well be imposed, but it cannot be enforced, 

not without gaining buy-in from a variety of internal stakeholders. We found that middle 

managers usually hold high credentials within their internal networks and consistently 

showed strong involvement with the partnership development and implementation, 

especially the dissemination of information and helping others rationalise change as well as 

understanding what this meant for them. However, their actions and interventions were not 

always enough to prevent unintended consequences, and a lack of a university-wide 

approach to the partnerships from the outset was identified as a stumbling block. Moreover, 

the existence of numerous understandings (or expectations) of what the partnerships should 

deliver created a number of challenges and tensions related to inconsistent messaging 

surrounding the rationale behind the partnerships. 

An interesting outcome of the findings was the evidence that strategy deviation was 

limited when defined narrowly around the key objectives found in the contracts between 

the universities and the IPPs. It was highlighted, however, that a wide set of stakeholders’ 

expectations went unmet. This happens when a certain level of opacity exists around the 

aims of the partnerships, leading to numerous interpretations of the strategy behind the 

partnerships. This was particularly the case when middle managers did not have sufficient 

information to effectively practice sense-making and sense-giving, leading to mistranslation 

or over-translation of the objectives of the partnerships.  

The overarching pattern suggested by the findings is that in most universities, middle 

managers when defined as ‘senior relationship managers’, play a critical role in the strategy 

process and, although they are not always able to do so, they usually operate between the 

traditional boundaries of faculty and administrative domains and the rapidly changing top-

level leadership team, in a fairly autonomous manner. They also often were able to foresee 

the unintended consequences that would be generated by the new partnerships and identify 

ways to minimise them in some case, if not as they were occurring, at least shortly after they 
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were identified. This is particularly noticeable when feedback loops between the senior 

relationship manager and the other two types of boundary-spanning middle managers exist 

and work effectively.  

A number of implications for practice, intended to provide useful pointers to those 

who may decide to develop high impact educational partnerships in the future are also 

offered. The findings indicate that middle managers play a significant role in the legitimation 

of new educational development work such as IPP partnerships. As a result, a number of 

suggestions impacting practice are made. Further, recognising the centrality of influence of 

internal stakeholders, both within academic departments or professional services, it is 

suggested that clarity in communication is required along with extensive consultation in 

order to ensure the success of partnerships of the types that were studied and to minimise 

unintended consequences as well as unmet expectations. 

The aims of this study have clearly been met. The research questions have been 

answered and further, they have been explored through an in-depth analysis of the findings 

to contribute to theory and to practice. While every effort has been made to design and 

implement this study to maximise its value, no study is without limitations. The following 

section reflects on the limitations of this work.  

 

8.2 Limitations and trade-offs  

The limitations regarding the approach and methods chosen in this study along with 

the study boundaries and opportunity for generalisation are explored in the next sections. 

8.2.1 Methods and approach 

Social constructivism is often criticised for its lack of scientific structures and for 

relying on subjective reports that may be incomplete and misleading. I concede that there 

could be dangers of biases and unreliability in the methods I have chosen, but I would argue 

that taking a different approach is irrelevant if the results are invalid in the first place 

(Chapman et al., 2005). The use of semi-structured interviews also has possible trade-offs. I 

am aware that errors may be introduced in a variety of ways, such as by the participants, the 

interview guide used, or by the interviewer (Fontana and Frey, 1994). Participants may have 

withheld information or attempted to give embellished answers. This could be true in this 

study, due to the fact that the partnerships studied are commercially sensitive and that the 

individuals involved may not wish to expose their personal and institutional weaknesses and 
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therefore avoid admitting to the existence of, in particular, unintended negative 

consequences.  

Although checked before use, my interview guide could still have been ambiguous, 

or I could have been a poor interviewer. The latter is less of a worry as I conduct interviews, 

although not academic or research-focused ones, professionally on a regular basis; however, 

maintaining my neutrality may have been an issue since I am a practitioner with my own 

experience and views on the topic studied. As mentioned previously, the majority of the 

interviews were convivial and conversational, and I was able to build a rapport and trust with 

all the participants. Questions were therefore not asked in an identical manner to all 

participants, although I ensured that all were covered eventually in each interview. Although 

this may be considered a limitation, I do not see this as such. On the contrary, I believe that 

it improved the richness of understanding and quality of the insight gathered (Holstein and 

Gubrium, 1997). 

Necessary conditions for a successful interview (May, 1997) include the following: 

accessibility (i.e. ensuring that participants have access to the information required), 

cognition (i.e. ensuring that participants understand what they are being asked) and 

motivation (i.e. ensuring that participant actually are interested in participating). In this 

study, all participants fit the above criteria; indeed, all were quite interested to find out how 

other universities have experienced partnerships with IPPs. In the same way that 

practitioners in HE often share best practices in a variety of areas, they were therefore very 

willing to participate and share details they would not have normally shared if I had not 

guaranteed them anonymity.  

8.2.2 Study boundaries and generalisation  

I deliberately chose to focus the study on a grouping of universities that share 

common characteristics, those who are part of the RG and partner with IPPs. Although the 

universities have many common features, they each differ in size, shape and general aims, 

and some may see the boundary that I have chosen as being artificial and leading the 

distortion of the data collected. In particular, one of my assumptions was that RIUs are less 

commercially aware than teaching-intensive universities, leading to complications or 

unexpected outcomes when partnering with private companies. This is why I chose to limit 

my study to the RG and not widen it to include a sample of universities that have IPP 

partnerships in place. 
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Additionally, the fact that I am studying what is a similar phenomenon in a number 

of universities through the lens of middle managers’ experience has meant that I had to 

integrate two levels of analysis: that of the individual and that of the organisation (Kilduff 

and Tsai, 2003). These are combined in the same study and can possibly lead to difficulties 

of interpretation. Moreover, each of the 11 universities are at different stages of 

development in their partnerships with IPPs, the findings therefore point to variation in the 

different aspects of the partnerships that may be due to the longevity of the partnerships 

themselves (older partnerships may have experienced more unintended consequences 

because these were a new type of partnerships and late comers have learned lessons from 

those who embraced the model before them).  

Furthermore, the cross-sectional approach also places the study temporally and 

therefore limits the extent to which generalisable conclusions can be made. Considering all 

the above, it is therefore logical to conclude that the output of this study will indeed generate 

new knowledge that will contribute to the literature as well as ‘best practices’ that will be of 

interest to practitioners in the HE sector; however, the degree to which the specific 

knowledge and conclusions produced in this study will be substantially useful in other 

context will depend on the degree of similarity in the situations concerned. As Robinson and 

Lai (2006) pointed out: 

  ‘In principle, there is a trade-off between relevance to a particular setting and 
generalisation to other settings. The better the piece of research captures the richness of a 
particular theory of action, the less likely, one would predict, that it will be applicable to other 
contexts where different theories operate’ (p. 66).  

It is evident that there is generalisability within the universities studied, but there 

may be limited transferability, to universities that do not share the main characteristics of 

the RG universities. However, for those universities, whether in the UK or other parts of the 

world, that are more teaching-intensive than the RG and therefore may find less unintended 

consequences in implementing a high-intensity education partnership with an IPP, the 

findings related to factors leading to unintended consequence may still be of relevance.  

Additionally, the findings of this study could also be generalised to universities outside of the 

UK, and in Europe in particular, where the collegiate and bureaucratic culture still dominates 

and marketisation of higher education is not as intense as in the UK.  

Finally, as commonly found in qualitative research, the possible biases of the 

participants, along with time and resources restrictions may have affected this study. While 

I endeavoured to gather data that I considered to be the most valid, used sources that I 
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viewed as being the most reliable and spent what I believe to be an appropriate amount of 

time, I recognised that inherent error and bias is still possible. 

 

8.3 Recommendations for future research 

Several themes for future research have emerged from the findings. Table 15 lists these 

suggestions.  

Multiple aspects of how other organisational actors perceive high intensity 

educational partnerships such as IPP partnerships could be explored in future research. As 

discussed in the findings, those partnerships strongly impact academic departments. A study 

solely involving faculty members who are working in partnership with IPPs at the local level 

may garner additional insight into what barriers exist and what factors enable success. 

Moreover, this type of research may provide supplementary insights regarding the 

legitimation of IPP partnerships and enable the researcher to evaluate the level of alignment 

with senior institutional leadership’s actions and views regarding the partnerships. 

Table 15: Opportunities for further research 

Similarly, research could further validate and explore the wider implications of an 

IPP partnership from the point of view of top-level managers. This approach may develop 

greater insight into characteristics expected of the partnerships from those who decided to 

initiate them but could also highlight the perceived differences between intended and 

realised strategy from their point of view. Furthermore, it may be interesting to test one of 

our key conclusions – that, in fact, there may actually be no strategy deviation, only unmet 

or unrealistic expectations.  

• Develop a greater understanding of how other organisational actors perceive the 

purpose, roles and legitimacy of IPPs  

• Further explore the topic of partnerships between RIUs and IPPs from the point 

of view of the pathway providers. 

• Develop greater insight into the enablers or barriers of high impact educational 

partnership by studying IPPs in a non-RIU context. 

• Test the findings of the study within a new regional context where IPPs are only 

just emerging. 
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Alternatively, research could develop greater insight into how RIUs have 

experienced the development of these new types of educational partnerships by focusing on 

how the partnerships were perceived by the IPPs. The findings in this study imply, for 

example, that institutional actors have low commercial awareness and understanding of 

what IPP partnership are. The four interviews conducted with IPPs representatives validated 

this view is some way, but it may be interesting to develop more comprehensive case studies 

and focus solely on their views to find out what they believe are enablers or barriers to their 

work.  

Finally, it may be interesting to test the findings of this study in countries where the 

partnership model studied is only just emerging (such as the Netherlands). This may generate 

additional insights regarding the impact of IPP partnerships on institutional structure and 

stakeholders as well as their perceived purpose.   



 233 

REFERENCES 

Adams, J., 2013. Collaborations: The fourth age of research. Nature, 497(7451), pp. 557-560 

Adams, J. S., 1976. The structure and dynamics of behavior in organizational boundary roles. 

In M. D. Dunnette (Ed.), Handbook of industrial and organizational psychology (pp. 1175–

1199). New York: Rand McNally. 

Adserias, R.P., Charleston, L.J. and Jackson, J.F., 2017. What style of leadership is best suited 

to direct organizational change to fuel universityal diversity in higher education? Race 

Ethnicity and Education, 20(3), pp.315-331. 

Aghion, P., Dewatripont, M., Hoxby, C., Mas-Colell, A. and Sapir, A., 2010. The governance 

and performance of universities: evidence from Europe and the US. Economic Policy, 25(61), 

pp.7-59. 

Agosti, C.I. and Bernat, E. eds., 2018. University pathway programs: Local responses within a 

growing global trend. Springer. 

Ala-Laurinaho, A., Kurki, A.L. and Abildgaard, J.S., 2017. Supporting sensemaking to promote 

a systemic view of organizational change–contributions from activity theory. Journal of 

Change management, 17(4), pp.367-387. 

Amare, B.L., Lutale, J., Derbew, M., Mathai, D. and Langeland, N., 2017. The Impact of a 

Model Partnership in a Medical Postgraduate Program in North–South and South—South 

Collaboration on Trainee Retention, Program Sustainability and Regional 

Collaboration. International Education Studies, 10(3), p.89. 

Amey, M.J., Eddy, P.L. and Ozaki, C.C., 2007. Demands for partnership and collaboration in 

higher education: A model. New directions for community colleges, 2007(139), pp.5-14. 

Andersen, L.B. and Serritzlew, S., 2007. For what services do general practitioners induce 

demand? Economic incentives and professional norms. second version of paper presented at 

the Department of Economics, University of Copenhagen, 16. 



 234 

Alholjailan, M.I. ,2012. Thematic Analysis: A critical review of its process and evaluation. 

West East Journal of Social Sciences, 1(1), 39-47.  

Altbach, P.G., 1989. Twisted roots: The Western impact on Asian higher education. Higher 

Education, 18(1), pp.9-29. 

Altbach, P.G., 2008. The complex roles of universities in the period of globalization. 

Altbach, P.G., 2010. The realities of mass higher education in a globalized world. In Higher 

education in a global society. Edward Elgar Publishing. 

Altbach, P., 2015. Higher education and the WTO: Globalization run amok. International 

Higher Education, (23). 

Altbach, P. G. and J. Knight, 2007. The internationalization of higher education: Motivations 

and realities. Journal of studies in International Education 11(3-4), p.290-305. 

Altbach, P.R. and Reisberg, L., L. Rumbley, 2009. Trends in global higher education: Tracking 

an academic revolution. 

Altbach, P.G., 1998. Forum Comparative perspectives on higher education for the twenty-

first century. Higher Education Policy, 11(4), pp.347-356. 

Anas, E.P., Afiff, A.Z. and Prijadi, R., 2019. Role of middle managers in strategic renewal. 

International Journal of Management and Enterprise Development, 18(3), pp.231-250. 

Andrews, T., 2012. What is social constructionism. Grounded theory review, 11(1), pp.39-46. 

Aoi, C., De Coning, C. and Thakur, R., 2007. Unintended consequences, complex peace 

operations and peacebuilding systems. Unintended Consequences of Peacekeeping 

Operations, pp.3-20. 

Arum, R. and Roksa, J., 2011. Academically adrift: Limited learning on college campuses. 

University of Chicago Press. 

Ash, J.S., Berg, M. and Coiera, E., 2004. Some unintended consequences of information 

technology in health care: the nature of patient care information system-related 

errors. Journal of the American Medical Informatics Association, 11(2), pp.104-112. 



 235 

Astiz, M., Wisemand, A., & Baker, D. 2002. Slouching towards decentralization: 

Consequences of globalization for curricular control in national education systems. 

Comparative Education Review, 46(1), 66–88. 

Awamleh, R., and Gardner, W. L., 1999. Perceptions of leader charisma and effectiveness: 

The effects of vision content, delivery, and organizational performance. Leadership 

Quarterly, 10(3), 345-373. 

Badat, S., 2010. The challenges of transformation in higher education and training universitys 

in South Africa. Development Bank of Southern Africa. 

Baert, P., 1991. Unintended consequences: a typology and examples. International 

Sociology, 6(2), pp.201-210. 

Baker-Shelley, A., van Zeijl-Rozema, A. and Martens, P., 2017. A conceptual synthesis of 

organisational transformation: How to diagnose, and navigate, pathways for sustainability at 

universities? Journal of Cleaner Production, 145, pp.262-276. 

Baldridge, J. 1971. Power and conflict in the university. New York: Wiley. 

Balogun, J., 2003. From Blaming the Middle to Harnessing its Potential: Creating Change 

Intermediaries. British Journal of Management, 14, 69-83. 

Balogun, J., 2006. Managing change: Steering a course between intended strategies and 

unanticipated outcomes. Long Range Planning, 39(1), pp.29-49. 

Balogun, J. and Johnson, G., 2004. Organizational Restructuring and Middle Manager 

Sensemaking. Academy of Management Journal, 47,523-49. 

Balogun, J. and Johnson, G., 2005. From Intended Strategies to Unintended Outcomes: The 

Impact of Change Recipient Sensemaking. Organization Studies, 26(11), pp.1573–1601. 

Bista, K. ed., 2018. International Student Mobility and Opportunities for Growth in the Global 

Marketplace. IGI Global. 

Balogun, J. and Rouleau, L., 2011. Middle managers, strategic sensemaking, and discursive 

competence. Journal of Management studies, 48(5), pp.953-983. 



 236 

Balogun, J. and Rouleau, L., 2017. Strategy-as-practice research on middle managers and 

sensemaking. In Handbook of Middle Management Strategy Process Research. Edward Elgar 

Publishing. 

Barrett, A.M., Crossley, M. and Dachi, H.A., 2011. International collaboration and research 

capacity building: learning from the EdQual experience. Comparative Education, 47(1), 

pp.25-43. 

Barringer, B.R. and Harrison, J.S., 2000. Walking a tightrope: Creating value through 

interorganizational relationships. Journal of management, 26(3), pp.367-403. 

Barnett, M.L., Jermier, J.M. & Lafferty, B.A., 2006. Corporate Reputation: The Definitional 

Landscape. Corp Reputation Rev, 9(1), pp. 26-38. 

Barnett, R., 2011. The marketised university: defending the indefensible. The marketisation 

of higher education and the student as consumer, pp.39-51. 

Baskerville, S., MacLeod, F. and Saunders, N., 2011. A guide to UK higher education and 

partnerships for overseas universities. UK Education International and Europe Unit. Research 

Series/9. 

Bass, B. M., 1985. Transformational Leadership and Performance Beyond Expectations. New 

York: Free Press. 

Bauer M., Marton S. Askling B. and Marton F. 1999. Transforming Universities: Changing 

Patterns of Governance, Structure and Learning in Swedish Higher Education, London and 

Philadelphia, Jessica Kingsley Publishers. 

Baum, J.A. and Oliver, C., 1991. Institutional linkages and organizational 

mortality. Administrative science quarterly, pp.187-218. 

Baum, J.A. and Oliver, C., 1992. Institutional embeddedness and the dynamics of 

organizational populations. American Sociological Review, pp.540-559. 



 237 

Bedenlier, S., 2017. Internationalization within higher education and its influence on faculty: 

experiences of Turkish academic staff. Journal of Research in International Education, 16(2), 

pp.185-196. 

Beech, N. and Johnson, P., 2005. Discourses of disrupted identities in the practice of strategic 

change: The mayor, the streetfighter and the insider-out. Journal of Organizational Change 

Management, 18(1), pp.31-47. 

Beerkens, E., 2002. International inter-organisational arrangements in higher education: 

Towards a typology. Tertiary Education & Management, 8(4), pp.297-314. 

Beerkens, H. J. J. G. 2003. Globalisation and Higher Education Research. Journal of Studies in 

International Education, 7, pp.128-148.  

Beerkens, E., 2010. Global models for the national research university: adoption and 

adaptation in Indonesia and Malaysia. Globalisation, Societies and Education, 8(3), pp.369-

391. 

Bekhradnia, B., 2016. International university rankings: For good or ill? Oxford: Higher 

Education Policy Institute. 

Bencherki, N., Basque, J. and Rouleau, L., 2019. A Sensemaking Perspective on Open 

Strategy. 

Bendixen, C. and Jacobsen, J.C., 2017. Nullifying quality: the marketisation of higher 

education. Quality in Higher Education, 23(1), pp.20-34. 

Benneworth, P., Pinheiro, R. and Karlsen, J., 2017. Strategic agency and universityal change: 

investigating the role of universities in regional innovation systems (RISs). Regional 

studies, 51(2), pp.235-248. 

Bensimon, E.M., 1993. Redesigning collegiate leadership: Teams and teamwork in higher 

education. Johns Hopkins University Press. 

Berger, P.L. and Luckmann, T., 1966. (1966). The social construction of reality. 



 238 

Bergquist, W.H., 1992. The four cultures of the academy. Jossey-Bass Inc., Publishers, 350 

Sansome Street, San Francisco, CA 94104-1310. 

Bettencourt, L. A., and Brown, S. W., 2003. Role stressors and customer-oriented boundary- 

spanning behaviors in service organizations. Journal of the Academy of Marketing Science, 

31, 394–408. 

Biggs, J., 2001. The reflective institution: Assuring and enhancing the quality of teaching and 

learning. Higher education, 41(3), pp.221-238. 

Binbasioglu, M. and Winston, E., 2004. Systems thinking for identifying unintended 

consequences of IT: Packaged software implementation in small businesses. Journal of 

Computer Information Systems, 45(1), pp.86-93. 

Birnbaum, R., 1988. How colleges work. 

BIS, 2009. Higher ambitions: the future of universities in a knowledge economy. 

BIS, 2011. Higher education: Students at the heart of the system. 

BIS, 2015. Fulfilling our potential: teaching excellence, social mobility and student choice.  

BIS, 2016. Success as a knowledge economy: teaching excellence, social mobility and student 

choice.  

BIS, 2016b. Higher Education and Research Bill. 

Blaikie, N., 2007. Approaches to social enquiry: Advancing knowledge. Polity 

Blau, P. 1973. The organization of academic work. New York; Wiley- Interscience. 

Bloomrosen, M., Starren, J., Lorenzi, N.M., Ash, J.S., Patel, V.L. and Shortliffe, E.H., 2011. 

Anticipating and addressing the unintended consequences of health IT and policy: a report 

from the AMIA 2009 Health Policy Meeting. Journal of the American Medical Informatics 

Association, 18(1), pp.82-90. 

Bockerman, P., Kortelainen, M., Laine, L., Nurminen, M. and Saxell, T., 2019. Digital Waste? 

Unintended Consequences of Health Information Technology. VATT Institute for Economic 

Research Working Papers, 117. 



 239 

Boeije, H., 2009. Analysis in qualitative research. Sage publications. 

Bonaccorsi, A. and Daraio, C., 2007. Universities as strategic knowledge creators: some 

preliminary evidence. Universities and strategic knowledge creation. Specialization and 

performance in Europe, pp.31-81. 

Boonstra, J., 2004. Dynamics of Organizational Change and Learning. Chichester: Wiley. 

Bourdieu, P., 1975. The specificity of the scientific field and the social conditions of the 

progress of reason. Information (International Social Science Council), 14(6), pp.19-47. 

Bosk, C.L., 1979. Forgive and remember: Managing medical mistakes. 

Bowen, G.A., 2009. Document analysis as a qualitative research method. Qualitative research 

journal. 

Bower, J.L., 1972. Managing the Resource Allocation Process: A Study of Corporate Planning 

and Investment. Irwin. 

Bozeman, B., Fay, D. and Slade, C.P., 2013. Research collaboration in universities and 

academic entrepreneurship: the-state-of-the-art. The Journal of Technology Transfer, 38(1), 

pp.1-67. 

Branco Oliveira, D. and Soares, A.M., 2016. Studying abroad: Developing a model for the 

decision process of international students. Journal of Higher Education Policy and 

Management, 38(2), pp.126-139. 

Brandis, S., Fisher, R., McPhail, R., Rice, J., Eljiz, K., Fitzgerald, A., Gapp, R. and Marshall, A., 

2016. Hospital employees’ perceptions of fairness and job satisfaction at a time of 

transformational change. Australian Health Review, 40(3), pp.292-298. 

Brass, D.J., Galaskiewicz, J., Greve, H.R. and Tsai, W., 2004. Taking stock of networks and 

organizations: A multilevel perspective. Academy of management journal, 47(6), pp.795-

817. 

Braun, V., Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in 

Psychology, 3, 77-101.  



 240 

Brennan et al., 2017. Academics’ conceptualisations of the research-teaching nexus in a 

research-intensive Irish university: A dynamic framework for growth & development. 

Learning and Instruction. 

British Educational Research Association, 2018. Ethical Guidelines for Educational Research. 

Brockner, J., De Witt, R.L., Grover, S. and Reed, T., 1990. When it is Especially important to 

Explain Why: Factors Affecting the Relationship between Managers’ Explanations of a Layoff 

and Survivors’ Reactions to the Layoff, Journal of Experimental Social Psychology, 26, pp.389-

407. 

Brooks, R., Gupta, A., Jayadeva, S. and Lainio, A., 2021. Students in Marketised Higher 

Education Landscapes: An introduction. 

Brown, T., Dacin, P., Pratt, M. & Whetten, D., 2006. Identity, intended image, construed 

image, and reputation: An interdisciplinary framework and suggested terminology. Journal 

of the Academy of Marketing Science, 34(2), pp. 99-106. 

Browne, J., 2010. Securing a sustainable future for higher education: an independent review 

of higher education funding and student finance. 

Brown, R., Carasso, Helen, & Society for Research into Higher Education, 2013. Everything 

for sale? The marketisation of UK higher education. London: Routledge. 

Bruner, J., 1987. Life as narrative. Social research, pp.11-32. 

Bruner, J., 1991. The narrative construction of reality. Critical inquiry, 18(1), pp.1-21. 

Brunsson, N. and Sahlin-Andersson, K., 2000. Constructing organizations: The example of 

public sector reform. Organization studies, 21(4), pp.721-746. 

Bryant, C.R., Akkari, C., Bousbaine, A.D., Delusca, K., Daouda, O., Sarr, M.A. and Azzeddine, 

M., 2017. The Unintended Negative Consequences of Government Actions and Initiatives in 

Selected Environmental, Social and Economic Domains: Opportunities for Co-construction 

Approaches. Journal of Settlements and Spatial Planning, 8(2), pp.79-88. 



 241 

Bryant, M. and Stensaker, I., 2011. The competing roles of middle management: Negotiated 

order in the context of change. Journal of Change Management, 11(3), pp.353-373. 

Bryman, A. and Becker, S., 2012. Qualitative research. 

Bunce, L., Baird, A. and Jones, S.E., 2017. The student-as-consumer approach in higher 

education and its effects on academic performance. Studies in Higher Education, 42(11), 

pp.1958-1978. 

Burgelman, R.A., 1983. A model of the interaction of strategic behavior, corporate context, 

and the concept of strategy. Academy of management Review, 8(1), pp.61-70. 

Burlyuk, O., 2017. The ‘Oops!’of EU Engagement Abroad: Analyzing Unintended 

Consequences of EU External Action. JCMS: Journal of Common Market Studies, 55(5), 

pp.1009-1025. 

Burr, V., 2015. Social constructionism. Routledge. 

Burrell, B. and Morgan, G.,1979. Sociological paradigms and organisational analysis. 

Heinemann: United Kingdom. 

Butterfield, A.K., Tafesse, M. and Moxley, D.P., 2016. International Higher Education 

Partnerships: Concept Mapping of the Processes and Outcomes of USAID-Funded Projects in 

Ethiopia. Social Development Issues, 38(2), pp.47-67. 

Caleo, S. and Heilman, M.E., 2019. What could go wrong? Some unintended consequences 

of gender bias interventions. Archives of Scientific Psychology, 7(1), p.71. 

Calfee, J.E., 1987. Cigarette Advertising Regulation Today: Unintended Consequences and 

Missed Opportunites? ACR North American Advances. 

Cameron, A.F. and Webster, J., 2005. Unintended consequences of emerging communication 

technologies: Instant messaging in the workplace. Computers in Human behavior, 21(1), 

pp.85-103. 

Cameron, E. and Green, M., 2004. Making Sense of Change Management: A complete guide 

to models, tools and techniques of organisational change. London: Kogan Page. 



 242 

Caniglia, G., John, B., Bellina, L., Lang, D.J., Wiek, A., Cohmer, S. and Laubichler, M.D., 2018. 

The glocal curriculum: A model for transnational collaboration in higher education for 

sustainable development. Journal of Cleaner Production, 171, pp.368-376. 

Cantwell, B. & Taylor, B.J., 2013. Global Status, Intra-institutional Stratification and 

Organizational Segmentation: A Time-Dynamic Tobit Analysis of ARWU Position Among U.S. 

Universities. Minerva, 51(2), pp. 195-223. 

Carey, G., Buick, F. and Malbon, E., 2018. The unintended consequences of structural change: 

When formal and informal institutions collide in efforts to address wicked problems. 

International Journal of Public Administration, 41(14), pp.1169-1180. 

Carlson, L., 2017. Guarding the Academic Freedom of University Teachers: Time for a 

Reassessment? 

Carter, C., Clegg, S.R. and Kornberger, M., 2008. Strategy as practice? 

Carter, S.M. and Little, M., 2007. Justifying knowledge, justifying method, taking action: 

Epistemologies, methodologies, and methods in qualitative research. Qualitative health 

research, 17(10), pp.1316-1328. 

Chapman, S., McNeill, P. and Mcneill, P., 2005. Research methods. Routledge. 

Charmaz, K., 2014. Constructing grounded theory. sage. 

Cheng, J.S. L. and Petrovic-Lazarevic, S., 2005. ‘Resistance to Change’. Monash Business 

Review, 1(1): 40-43. 

Childress, L. K., 2010. The Twenty-First Century University - Developing Faculty Engagement 

in Internationalization (Vol. 32). New York: Peter Lang Publishing.  

Chouvy, P.A., 2013. A typology of the unintended consequences of drug crop 

reduction. Journal of Drug Issues, 43(2), pp.216-230. 

Clandinin, D.J. ed., 2006. Handbook of narrative inquiry: Mapping a methodology. Sage 

Publications. 



 243 

Clandinin, D.J. and Connelly, F.M., 2000. Narrative inquiry: Experience and story in qualitative 

research. 

Clark, H.F., 1963. Cost and quality in public education. Syracuse University Press. 

Clark, B.R., 1983. The Higher Education System (Berkeley, University of California Press).  

Clark, B., 2001. The entrepreneurial university: New foundations for collegiality, autonomy, 

and achievement. Higher Education Management, 13(2). 

Clark, B.R. and Neave, G.R., 1992. The encyclopedia of higher education (Vol. 3). Oxford: 

Pergamon Press. 

Cohen, M.D., March, J.G. and Olsen, J.P., 1972. A garbage can model of organizational choice. 

Administrative science quarterly, pp.1-25. 

Coleman, D., 2003. Quality assurance in transnational education. Journal of Studies in 

International Education, 7(4), pp.354-378. 

Creswell, J.W., 2002. Educational research: Planning, conducting, and evaluating quantitative 

(pp. 146-166). Upper Saddle River, NJ: Prentice Hall.  

Creswell, J.W., Hanson, W.E., Clark Plano, V.L. and Morales, A., 2007. Qualitative research 

designs: Selection and implementation. The counselling psychologist, 35(2), pp.236-264. 

Creswell, J.W. and Miller, D.L., 2000. Determining validity in qualitative inquiry. Theory into 

practice, 39(3), pp.124-130. 

Creswell, J.W., Plano Clark, V.L., Gutmann, M.L. and Hanson, W.E., 2003. Advanced mixed 

methods research designs. Handbook of mixed methods in social and behavioral research, 

209, p.240. 

Crotty, M., 1998. The foundations of social research: Meaning and perspective in the 

research process. Sage.  

Cunliffe, A.L., 2002. Reflexive dialogical practice in management learning. Management 

learning, 33(1), pp.35-61. Vancouver.  



 244 

Cunnington, M.J., 2019. Aligning expectations to experiences: A qualitative study of 

international students enrolled on privately provided UK university pathway programmes 

(Doctoral dissertation, University of Liverpool). 

Daase, C. and Friesendorf, C. eds., 2010. Rethinking security governance: the problem of 

unintended consequences. Routledge. 

Davies, J. L., 1992. Developing a Strategy for Internationalisation in Universities: Towards a 

Conceptual Framework. In C. B. Klasek (ed.) Bridges to the future: Strategies For 

Internationalizing Higher Education. Carbondale: Association of International Education 

Administrators.  

Davies, J. L. 2001. The Emergence of Entrepreneurial Cultures in European Universities. 

Higher Education Management 12:25-43.  

Davies, N., 2000. The Isles: a history. Macmillan.Vancouver  

de Boer H., 2001. On the MUB and Bikinis. Impressions on Dutch University Governance, 23rd 

Annual EAIR Forum, Porto, 2001. 

de Boer H., 2002. On Nails, Coffins and Councils » European Journal of Education, Vol. 37, pp. 

7-20. 

De Wit, H., 1995, Strategies for Internationalisation of higher education: a comparative study 

of Australia, Canada, Europe and the United States of America. The Netherlands: EAIE.  

De Wit, H., 2002. Internationalization of higher education in the United States of America 

and Europe: A historical. Comparative, and Conceptual Analysis. Westport, CT: Greenwood 

Publishers. 

De Zwart, F., 2015. Unintended but not unanticipated consequences. Theory and 

Society, 44(3), pp.283-297. 

Dearing, R., 1997. The Dearing Report. The National Committee of Enquiry into Higher 

Education. 



 245 

Deem, R., Mok, K.H. and Lucas, L., 2008. Transforming higher education in whose image? 

Exploring the concept of the ‘world-class’ university in Europe and Asia. Higher education 

policy, 21(1), pp.83-97. 

Deephouse, D.L., 1999. To be different, or to be the same? It’s a question (and theory) of 

strategic balance. Strategic management journal, 20(2), pp.147-166. 

Degn, L., 2015. Sensemaking, sensegiving and strategic management in Danish higher 

education. Higher Education, 69(6), pp.901-913. 

Delgado-Márquez, B., Escudero-Torres, M.Á. & Hurtado-Torres, N., 2013. Being highly 

internationalised strengthens your reputation: an empirical investigation of top higher 

education institutions. Higher Education, 66(5), pp. 619-633. 

Denis, J.L., Lamothe, L. and Langley, A., 2001. The dynamics of collective leadership and 

strategic change in pluralistic organizations. Academy of Management journal, 44(4), pp.809-

837. 

Department for Education, 2019. International Education Strategy: global potential, global 

growth. https://www.gov.uk/government/publications/international-education-strategy-

global-potential-global-growth 

Department for Education, 2021. International Education Strategy: 2021 update: Supporting 

recovery, driving grow https://www.gov.uk/government/publications/international-

education-strategy-2021-update/international-education-strategy-2021-update-

supporting-recovery-driving-growth 
Deuten, J.J. and Rip, A., 2000. Narrative infrastructure in product creation 

processes. Organization, 7(1), pp.69-93. 

Dewey, P. and S. Duff, 2009. Reason before passion: Faculty views on internationalization in 

higher education. Higher Education, 58(4): 491-504.  

Dexter, L.A., 1981. Undesigned Consequences of Purposive Legislative Action: Alternatives 

to Implementation. Journal of Public Policy, 1(4), pp.413-431. 



 246 

Dimaggio, P. J., & Powell, W. W., 1983. The iron cage revisited: conformity and diversity in 

organizational fields. University for Social and Policy Studies, Yale University, 52.  

Djukanović, R., Bruselle, G., Walker, S., Holgate, S.T., Škrgat, S., Kuna, P., Heaney, L.G., 

Canonica, G.W. and Vestbo, J., 2017. The era of research collaborations: new models for 

working together. 

Donoghue, F., 2018. The last professors: The corporate university and the fate of the 

humanities. Fordham Univ Press. 

Dodd, S.J. and Epstein, I., 2012. Practice-based research in social work: A guide for reluctant 

researchers. Routledge. 

Dooley, L. and O'Sullivan, D., 2016, June. Inter-organisational Innovation: Collaborative 

Breadth and Depth within the low-technology SME sector. In ISPIM innovation symposium (p. 

1). The International Society for Professional Innovation Management (ISPIM). 

Dowling, G.R., 2016. Defining and measuring corporate reputations. European Management 

Review, 13(3), pp.207-223. 

Drucker, P.F., 1985. Innovation and entrepreneurship practices and principles. AMACON. 

Duderstadt, J.J., 2000. A choice of transformations for the 21st-century university. The 

Chronicle of Higher Education, 46, pp.B6-B7. 

Easterby-Smith, M. and Malina, D., 1999. Cross-cultural collaborative research: Toward 

reflexivity. Academy of management journal, 42(1), pp.76-86. 

Easterby-Smith, M. P. V., Thorpe, R. and Jackson, P., 2008.  Management Research: Theory 

and Research. Sage, London. 

Eckel, P., Green, M., Hill, B. and Mallon, W., 1999. On change III. Taking charge of change: A 

primer for colleges and universities. American Council on Education, Washington, DC. 

Eddy, P.L., 2010. Partnerships and collaboration in higher education: AEHE. John Wiley & 

Sons. 



 247 

Elken, M., Hovdhaugen, E. and Stensaker, B., 2016. Global rankings in the Nordic region: 

challenging the identity of research-intensive universities? Higher Education, 72(6), pp.781- 

795.  

Elkin, G., Devjee, F. and Farnsworth, J., 2005. Visualising the “internationalisation” of 

universities. International Journal of Educational Management, 19(4), pp.318-329. 

Engle, R.L., Lopez, E.R., Gormley, K.E., Chan, J.A., Charns, M.P. and Lukas, C.V., 2017. What 

roles do middle managers play in implementation of innovative practices? Health care 

management review, 42(1), p.14. 

Elster, J., 1990. Merton’s functionalism and the unintended consequences of action. Robert 

K. Merton. Consensus and Controversy, pp.129-135. 

Etzkowitz, H., 2004. The evolution of the entrepreneurial university. International Journal of 

Technology and Globalisation, 1(1), pp.64-77. 

Ewell, P., 2010. Twenty years of quality assurance in higher education: What’s happened and 

what’s different?. Quality in higher education, 16(2), pp.173-175. 

Fairhurst, G.T., Cooren, F. and Cahill, D.J., 2002. Discursiveness, contradiction, and 

unintended consequences in successive downsizings. Management Communication 

Quarterly, 15(4), pp.501-540. 

Fazackerley, A., 2013. University reputations: Will teachers pay the price. The Guardian, 29. 

Feather, N.T., 1975. Values in education and society. Free Press. 

Fell & Lukianova, 2015. UK Universities: Choosing the Right Partner. Procedia - Social and 

Behavioral Sciences, 215, pp.19–25. 

Filippakou, O. and Tapper, T., 2015. Mission groups and the new politics of British higher 

education. Higher Education Quarterly, 69(2), pp.121-137. 

Fineman, S., 1993. Organizations as emotional arenas. 

Flick, U., 2009. An introduction to qualitative research. London: SAGE Publishing. 



 248 

Floyd, S.W. and Lane, P.J., 2000. Strategizing throughout the organization: Managing role 

conflict in strategic renewal. Academy of management review, 25(1), pp.154-177. 

Floyd, S.W. and Wooldridge, B., 1992. Middle management involvement in strategy and its 

association with strategic type. Strategic Management Journal, 13, 153-67. 

Floyd, S.W. and Wooldridge, B., 1997. Middle management’s strategic influence and 

organizational performance. Journal of management Studies, 34(3), pp.465-485. 

Floyd, S.W. and Wooldridge, B., 2017. Handbook of Middle Management Strategy Process 

Research. 

Fontana, A. and Frey, J., 1994. The art of science. The handbook of qualitative research, 

361376. 

Fontana, A. and Frey, J.H., 2005. The interview: From neutral stance to political involvement 

Franco-Santos, M. and Otley, D., 2018. Reviewing and theorizing the unintended 

consequences of performance management systems. International Journal of Management 

Reviews, 20(3), pp.696-730. 

Freidson, E., 1994. Professionalism reborn: Theory, prophecy, and policy. University of 

Chicago Press. 

Friesl, M. and Kwon, W., 2017. The strategic importance of top management resistance: 

Extending Alfred D. Chandler. Strategic Organization, 15(1), pp.100-112. 

Fry, M.L. and Polonsky, M.J., 2004. Examining the unintended consequences of 

marketing. Journal of Business Research, 57(11), pp.1303-1306. 

Fryer, A.K., Tucker, A.L. and Singer, S.J., 2017. The impact of middle manager affective 

commitment on perceived improvement program implementation success. Health care 

management review. 

Foster, D. and Jonker, J., 2005. Stakeholder relationships: the dialogue of engagement. 

Corporate Governance: The international journal of business in society, 5(5), pp.51-57. 

Foucault, M., 1965. Madness and Civilization, trans. Richard Howard. New York, Pantheon. 



 249 

Furey, S., Springer, P. and Parsons, C., 2014. Positioning university as a brand: distinctions 

between the brand promise of Russell Group, 1994 Group, University Alliance, and Million+ 

universities. Journal of Marketing for Higher Education, 24(1), pp.99-121. 

Gazley, B., 2017. The Current State of Interorganizational Collaboration: Lessons for Human 

Service Research and Management. 

Giddens, A., 1979. Agency, structure. In Central problems in social theory (pp. 49-95). 

Palgrave, London. 

Giddens, A., 1984. The constitution of society: Outline of the theory of structuration. 

University of California Press. 

Gilmore, T.N., Shea, G.P. and Useem, M., 1997. Side effects of corporate cultural 

transformations. The Journal of Applied Behavioral Science, 33(2), pp.174-189. 

Gioia, D.A. and Chittipeddi, K., 1991. Sensemaking and sense-giving in strategic change 

initiation. Strategic Management Journal, 12, 433-448. 

Gioia, D.A., Thomas, J.B., Clark, S.M. and Chittipeddi, K., 1994. Symbolism and strategic 

change in academia: The dynamics of sensemaking and influence. Organization science, 5(3), 

pp.363-383. 

Giroux, H. A. 2002. Neoliberalism, Corporate Culture and the Promise of Higher Education: 

The University as a Public Democratic Sphere. Harvard Educational Review 72:425-463.  

Gjerde, S. and Alvesson, M., 2019. Sandwiched: Exploring role and identity of middle 

managers in the genuine middle. Human Relations, p.0018726718823243. 

Glinavos, I., 2008. Neoliberal Law: unintended consequences of market-friendly law 

reforms. Third World Quarterly, 29(6), pp.1087-1099. 

Gomez, M.L., 2010. A Bourdieusian perspective on strategizing. Cambridge handbook of 

strategy as practice, pp.141-154. 

Goodman, P., 1962. The community of scholars. Random House. 



 250 

Grauwin, S., Beslon, G., Fleury, E., Franceschelli, S., Robardet, C., Rouquier, J.B. and Jensen, 

P., 2012. Complex systems science: dreams of universality, interdisciplinarity reality. Journal 

of the Association for Information Science and Technology, 63(7), pp.1327-1338. 

Great Britain, 1983. Education (Fees and Awards) Act 1983: Chapter 40., London: H.M.S.O. 

Greenhalgh, L., 1983. Managing the Job Insecurity Crisis, Human Resource Management, 

22(4), pp.431-444. 

Guba, E.G. and Lincoln, Y.S., 1994. Competing paradigms in qualitative research. Handbook 

of qualitative research, 2(163-194), p.105. 

Gubrium, J.F. and Holstein, J.A., 1997. The new language of qualitative method. Oxford 

University Press on Demand. 

Hall, S., 2015. Geographies of marketisation in English higher education: territorial and 

relational markets and the case of undergraduate student fees. Area, 47(4), pp.451-458. 

Hall, H., 2018. The marketisation of higher education: symptoms, controversies, trends. 

Ekonomia i Prawo. Economics and Law, 17(1), pp.33-42. 

Hall, & Witek. (2016). Conditions, Contemporary Importance and Prospects of Higher 

Education Marketing on the Example of Polish Universities. Procedia Economics and 

Finance, 39, 206-211. 

Halsey, A.H., 1961. The changing functions of universities. Education, Economy and Society. 

Nueva York: The Free Press, Londres: Collier-Macmillan. 

Harden, R.M., 2006. International medical education and future directions: a global 

perspective. Academic Medicine, 81(12), pp.S22-S29. 

Harris, M., 1968. The Rise of Anthropological Theory, New York: Thomas Y. Cromwell 

Company. 

Harris, L.C. and Ogbonna, E., 2002. Exploring service sabotage: The antecedents, types and 

consequences of frontline, deviant, antiservice behaviors. Journal of Service Research, 4(3), 

pp.163-183. 



 251 

Harrison, M.I., Koppel, R. and Bar-Lev, S., 2007. Unintended consequences of information 

technologies in health care—an interactive sociotechnical analysis. Journal of the American 

medical informatics Association, 14(5), pp.542-549. 

Harvey, L. and Green, D., 1993. Defining quality. Assessment & evaluation in higher 

education, 18(1), pp.9-34. 

Harvey, L. and Knight, P.T., 1996. Transforming Higher Education. Open University Press, 

Taylor & Francis, 1900 Frost Road, Suite 101, Bristol, PA 19007-1598. 

Hazelkorn, E., 2008. Learning to live with league tables and ranking: The experience of 

institutional leaders. Higher Education Policy, 21(2), pp.193-215. 

Hazelkorn, E., 2011. Measuring world-class excellence and the global obsession with 

rankings. Handbook on Globalization and Higher Education. pp. 497-515. 

Hazelkorn, E., 2015(a). Rankings and the reshaping of higher education: The battle for world-

class excellence. Springer. 

Hazelkorn, E., 2015(b). The Effect of Rankings on Student Choice and Institutional Selection. 

In Access and Expansion Post-Massification (pp. 125-146). Routledge. 

Healey, N.M., 2008. Is higher education in really ‘internationalising’? Higher education, 55(3), 

pp.333-355. 

Healey, N.M., 2015. Towards a risk-based typology for transnational education. Higher 

Education, 69(1), pp.1-18. 

Heath, H. and Cowley, S., 2004. Developing a grounded theory approach: a comparison of 

Glaser and Strauss. International journal of nursing studies, 41(2), pp.141-150. 

Helm, P., 1971. Manifest and latent functions. The Philosophical Quarterly (1950-), 21(82), 

pp.51-60. 

Helms, L., 2017. Introduction: Leadership questions in transnational European 

governance. European Political Science, 16, pp.1-13. 



 252 

Henderson, M., Barnett, R. and Barrett, H., 2017. New developments in transnational 

education and the challenges for higher education professional staff. Perspectives: Policy and 

Practice in Higher Education, 21(1), pp.11-19. 

Heyden, M.L., Fourné, S.P., Koene, B.A., Werkman, R. and Ansari, S.S., 2017. Rethinking ‘Top-

Down’ and ‘Bottom-Up’ Roles of Top and Middle Managers in Organizational Change: 

Implications for Employee Support. Journal of Management Studies. 

Higgs, M. and Rowland, D., 2005. All changes great and small: Exploring approaches to 

change and its leadership. Journal of change management, 5(2), pp.121-151. 

Hofstede, G. J., Pederson, P. B., and Hofstede, G. 2002. Exploring culture: Exercises, stories 

and synthetic cultures. Intercultural Press, Boston.  

Holt, M.K., 2009. An exploration into sensemaking and sensegiving: A stakeholder model 

approach. 

Holzer, B. and Millo, Y., 2005. From risks to second-order dangers in financial markets: 

Unintended consequences of risk management systems. New Political Economy, 10(2), 

pp.223-245. 

Hou, A.Y.C., Morse, R. & Chiang, C.L., 2012. An analysis of mobility in global rankings: making 

institutional strategic plans and positioning for building world-class universities. Higher 

Education Research & Development, 31(6), pp. 841-857. 

Howard-Grenville, J.A., 2007. Developing issue-selling effectiveness over time: Issue selling 

as resourcing. Organization Science, 18(4), pp.560-577. 

Huy, Q.N., 2001.In praise of middle managers. Harvard Business Review 79(5):72-79. 

Iyengar, R., 2008. I'd rather be hanged for a sheep than a lamb: the unintended consequences 

of 'three-strikes' laws (No. w13784). National Bureau of Economic Research. 

Jarzabkowski, P., 2003. Strategic practices: An activity theory perspective on continuity and 

change. Journal of Management studies, 40(1), pp.23-55. 

Jarzabkowski, P., 2005. Strategy as practice: An activity-based approach. Sage. 



 253 

Jarzabkowski, P., Balogun, J. and Seidl, D., 2007. Strategizing: The challenges of a practice 

perspective. Human relations, 60(1), pp.5-27. 

Jarzabkowski, P. and Spee, A., 2009. Strategy-as-practice: A review and future directions for 

the field. International Journal of Management Reviews, 11(1), pp.69-95. 

Jarzabkowski, P. and Whittington, R., 2008. A strategy-as-practice approach to strategy 

research and education. Journal of Management Inquiry, 17(4), pp.282-286. 

Jarratt, S.A. and Committee of Vice Chancellors and Principals. Steering Committee for 

Efficiency Studies in Universities, 1985. Report of the steering committee for efficiency 

studies in universities. Committee of Vice-Chancellors and Principals. 

Javadi, M. & Zarea, M., 2016. Understanding Thematic Analysis and its Pitfalls. Journal of 

Client Care, 1 (1), 33-39.  

Jensen, M.B., Hjortsø, C.N., Schipperijn, J., Nik, A.R. and Nilsson, K., 2007. Research capacity 

building through twinning: experiences from a Danish–Malaysian twinning project. Public 

Administration and Development, 27(5), pp.381-392. 

Jessop, B., 2018. On academic capitalism. Critical Policy Studies, 12(1), pp.104-109. 

Jian, G., 2007. Unpacking unintended consequences in planned organizational change: A 

process model. Management Communication Quarterly, 21(1), pp.5-28. 

Jones, J. W., Steffy, B. D., and Bray, D. W. 1991. Applying psychology in business: The 

handbook for managers and human resource professionals. Lexington Books, Lanham, MD.  

Jongbloed, B., 2003. Marketisation in higher education, Clark's triangle and the essential 

ingredients of markets. Higher education quarterly, 57(2), pp.110-135. 

Johns, N. and Teare, R., 1995. Change, opportunity and the new operations management 

curriculum. International Journal of Contemporary Hospitality Management, 7(5): 4-8. 

Johnson, G., 2007. Strategy as practice: research directions and resources. Cambridge 

University Press. 

Johnson, G., 2015. Cultural Web. Wiley Encyclopedia of Management, pp.1-2. 



 254 

Johnson, G., Melin, L. and Whittington, R., 2003. Micro strategy and strategizing: towards an 

activity-based view. Journal of management studies, 40(1), pp.3-22. 

Johnson, G., Scholes, K. and Whittington, R., 2008. Exploring corporate strategy: text & cases. 

Pearson Education. 

Johnson, G., Prashantham, S., Floyd, S.W. and Bourque, N., 2010. The ritualization of strategy 

workshops. Organization Studies, 31(12), pp.1589-1618. 

Johnston, R.R., 2002. A narrative chronotope. Children’s Literature as Communication, 

Amsterdam, Philadelphia, John Benjamins Publishing Company, pp.137-157. 

Judson, K.M. and Taylor, S.A., 2014. Moving from marketization to marketing of higher 

education: The co-creation of value in higher education. Higher Education Studies, 4(1), p.51. 

Jupp, V., 2006. The Sage dictionary of social research methods. Sage.  

Kagan, C. and Diamond, J., 2019. Marketisation, Teaching, Learning and the Student 

Experience. In University–Community Relations in the UK (pp. 77-100). Palgrave Macmillan, 

Cham. 

Kallio, H., Pietilä, A.M., Johnson, M. and Kangasniemi, M., 2016. Systematic methodological 

review: developing a framework for a qualitative semi-structured interview guide. Journal of 

advanced nursing, 72(12), pp.2954-2965. 

Kaplan, A., 1964. The conduct of inquiry. Scranton. Pa: Chandler. 

Karran, T., Beiter, K. and Appiagyei-Atua, K., 2017. Measuring academic freedom in Europe: 

a criterion referenced approach. Policy Reviews in Higher Education, 1(2), pp.209-239. 

Kapucu, N. and Demiroz, F., 2017. Interorganizational Networks in Disaster Management. 

In Social Network Analysis of Disaster Response, Recovery, and Adaptation (pp. 25-39). 

Kehm, B.M., 2019. Global University Rankings–Impacts and Applications. In Metrics and 

Misconduct: New Ecologies of Academic Research. MIT Press. 

Keisler, J.M., Collier, Z.A., Ayyub, B.M., Dempwolf, C.S., Gibson, J.M., Porter, A.L., Schweizer, 

V.J., Thorisson, H., Wang, L., Ye, M. and Lambert, J.H., 2020. Modeling and analytics to 



 255 

support emerging international innovation partnerships. IEEE Engineering Management 

Review, 48(2), pp.54-64. 

Kerr, C., 1982. “The Uses of the University” Two Decades Later: Postscript 1982. Change: The 

Magazine of Higher Learning, 14(7), pp.23-31. 

Kerr, C., Gade, M.L. and Kawaoka, M., 1994. Higher education cannot escape history: Issues 

for the twenty-first century. SUNY Press. 

Kethüda, Ö., 2021. Positioning strategies and rankings in the HE: congruence and 

contradictions. Journal of Marketing for Higher Education, pp.1-27. 

Khandkar, S.H., 2009. Open coding. University of Calgary, 23, p.2009. 

Kilduff, M. and Tsai, W., 2003. Social networks and organizations. Sage 

Kim, J. and Celis, S., 2016. Global Partnership as a Strategy for Internationalisation: MBAs in 

Latin America and Asia and Oceania. Higher Education Policy, 29(3), pp.355-378. 

King, N. (2004). Using templates in the thematic analysis of texts. In C. Cassell & G. Symon 

(Eds.), Essential guide to qualitative methods in organizational research (pp. 256–270). 

London: Sage Publications. 

Kinser, K. and Green, M.F., 2009. The power of partnerships: A transatlantic dialogue. 

Association of Universities & Colleges in Canada. 

Kipnis, D. and Schmidt, S.M., 1982. Kipnis-Schmidt Profiles of Organizational Influence 

Strategies (POIS) (Vol. 1). University Associates. 

Kishna, M., Niesten, E., Negro, S. and Hekkert, M.P., 2017. The role of alliances in creating 

legitimacy of sustainable technologies: A study on the field of bioplastics. Journal of Cleaner 

Production, 155, pp.7-16. 

Kleimann, B., 2019. (German) Universities as multiple hybrid organizations. Higher 

Education, 77(6), pp.1085-1102. 



 256 

Knight, J., 1994. Internationalization: Elements and Checkpoints. CBIE Research No. 7. 

Canadian Bureau for International Education (CBIE)/Bureau canadien de l’éducation 

internationale (BCEI). 

Knight, J., 1995. Internationalisation at Canadian Universities: The Changing Landscape. 

Ottawa, Canada: AUCC. 

Knight, J., 1999. A Time of Turbulence and Transformation for Internationalization. CBIE 

Research No. 14. Canadian Bureau for International Education (CBIE)/Bureau canadien de 

l’éducation internationale (BCEI).  

Knight, J., 2004. Internationalization remodelled: Definition, approaches, and 

rationales. Journal of studies in international education, 8(1), pp.5-31. 

Knight, J., 2008. Higher education in Turmoil: The changing world of internationalization. 

Rotterdam: Sense Publishers. 

Knight, J., 2015. Internationalization: A decade of changes and challenges. International 

Higher Education, (50). 

Kolsaker, A., 2008. Academic professionalism in the managerialist era: A study of English 

universities. Studies in Higher Education, 33(5), pp.513-525. 

Kopmann, J., Kock, A., Killen, C.P. and Gemünden, H.G., 2017. The role of project portfolio 

management in fostering both deliberate and emergent strategy. International Journal of 

Project Management, 35(4), pp.557-570. 

Krücken, G., 2014. Higher education reforms and unintended consequences: a research 

agenda. Studies in Higher Education, 39(8), pp.1439-1450. 

Lane, J.E., 2011. Importing private higher education: International branch campuses. Journal 

of Comparative Policy Analysis: Research and Practice, 13(4), pp.367-381. 

Lang, D.W., 2002. A lexicon of inter-institutional cooperation. Higher Education, 44(1), 

pp.153-183. 



 257 

Lechner, C. and Floyd, S.W., 2012. Group influence activities and the performance of 

strategic initiatives. Strategic management journal, 33(5), pp.478-495. 

Legge Jr, J.S., 1983. The determinants of attitudes toward abortion in the American 

electorate. Western Political Quarterly, 36(3), pp.479-490. 

Locke, W., 2014. The intensification of rankings logic in an increasingly marketised higher 

education environment. European Journal of Education, 49(1), pp.77-90. 

Lodge, M., 2019. Accounting for blind spots. In the Blind Spots of Public Bureaucracy and the 

Politics of Non-Coordination (pp. 29-48). Palgrave Macmillan, Cham. 

London Economics, 2020. Impact of the Covid 19 pandemic on universities finances. 

https://www.ucu.org.uk/media/10871/LE_report_on_covid19_and_university_finances/pd

f/LEreportoncovid19anduniversityfinances - Accessed on 25th December 2020 

Lorenz, E., 2000. The butterfly effect. In The chaos avant-garde: Memories of the early days 

of chaos theory (pp. 91-94). 

Loukopoulos, P. and Garreau, L., 2018. Understanding sensegiving Practices of Middle 

Managers during Strategic Change: a dynamic perspective (No. hal-01894940). 

Lucas, L., 2019. Intensification of Neo-liberal Reform of Higher Education in England or 

‘Change’ as ‘More of the Same’? In Higher Education System Reform (pp. 165-177). Brill 

Sense. 

Lüscher, L.S. and Lewis, M.W., 2008. Organizational change and managerial sensemaking: 

Working through paradox. Academy of Management Journal, 51(2), pp.221-240. 

Lynch, K., 2006. Neo-liberalism and marketisation: The implications for higher 

education. European Educational Research Journal, 5(1), pp.1-17. 

Lyotard, J. F. (1984). The postmodern condition: A report on knowledge. Minneapolis: 

University of Minnesota Press. 

Macfarlane, B., 2017. Freedom to learn: the threat to student academic freedom and why it 

needs to be reclaimed. 



 258 

Macfarlane, B. and Tomlinson, M., 2017. Critiques of student engagement. Higher Education 

Policy 30(1) 5-21.  

MacKay, R.B. and Chia, R., 2013. Choice, chance, and unintended consequences in strategic 

change: A process understanding of the rise and fall of NorthCo Automotive. Academy of 

Management Journal, 56(1), pp.208-230. 

Madhani, N., 2017. Transnational Academic Partnerships in South African Universities: A 

Multi-Case Study (Doctoral dissertation, New York University). 

Maher, J., Sicchia, S. and Stein, L.G., 2003. Learning the culture of partnership: A case study 

in collaboration between a Canadian university and its Costa Rican partner. Canadian Journal 

of Development Studies/Revue canadienne d'études du développement, 24(1), pp.107-118. 

Manning, A, 2013. One Size Doesn’t’t fit all. Inform Issue 12. 

Manning, A. 2014. Assessment Literacy: Research and Recommendations relevant to the IFP. 

InForm issue 14. 

Manning, K., 2017. Organizational theory in higher education. Routledge. 

Mantere, S., 2005. Strategic practices as enablers and disablers of championing 

activity. Strategic organization, 3(2), pp.157-184. 

Mantere, S., 2008. Role expectations and middle manager strategic agency. Journal of 

management studies, 45(2), pp.294-316. 

Mantere, S. and Vaara, E., 2008. On the problem of participation in strategy: A critical 

discursive perspective. Organization Science, 19(2), pp.341-358. 

March, J.G. and Olsen, J.P., 1979. Ambiguity and choice in organizations. 

Universitetsforlaget. 

March, J.G. and Simon, H.A., 1958. Organizations. 

Marginson, S., 2004. Competition and markets in higher education: A ‘glonacal’ 

analysis. Policy futures in Education, 2(2), pp.175-244. 

Marginson, S. and Considine, M. 2000. The enterprise university. Power, governance and 



 259 

reinvention in Australia. Cambridge University Press, Cambridge.  

Marrone, J. A., 2010. Team boundary spanning: A multilevel review of past research and 

proposals for the future. Journal of Management, 36, 911–940. 

Mason, A., 2019. Media frames and crisis events: Understanding the impact on corporate 

reputations, responsibility attributions, and negative affect. International Journal of Business 

Communication, 56(3), pp.414-431. 

Matsumoto, A. & Ono, K. 2008. ‘The scramble for students’. The Daily Yomiuri, 31 May, p1. 

May, T., 1997. Social research. Issues, methods and process, 2. 

Mawer, M., 2017. Approaches to Analyzing the Outcomes of International Scholarship 

Programs for Higher Education. Journal of Studies in International Education, 

p.1028315316687009. 

McAdams, D.P., 2008. Personal narratives and the life story. 

McAulay, L., 2007. Unintended consequences of computer-mediated 

communications. Behaviour & Information Technology, 26(5), pp.385-398. 

McBurnie, G. and Ziguras, C., 2006. Transnational education: Issues and trends in offshore 

higher education. Routledge. 

McCabe, S., 2010. Corporate strategy in construction: understanding today's theory and 

practice. John Wiley & Sons. 

McCartney, D.M. and Metcalfe, A.S., 2018(a). Corporatization of higher education through 

internationalization: The emergence of pathway colleges in Canada. Tertiary Education and 

Management, 24(3), pp.206-220. 

McCartney, D.M. and Metcalfe, A.S., 2018(b). Pathway Colleges: A New Institutional Form in 

Canada. International Higher Education, 94, pp.15-16. 

McCormack, J., Propper, C. and Smith, S., 2014. Herding cats? Management and university 

performance. The Economic Journal, 124(578). 



 260 

McKinley, W. and Scherer, A.G., 2000. Some unanticipated consequences of organizational 

restructuring. Academy of Management Review, 25(4), pp.735-752. 

McNamara, G., Moon, H. and Bromiley, P., 2002. Banking on commitment: Intended and 

unintended consequences of an organization's attempt to attenuate escalation of 

commitment. Academy of Management Journal, 45(2), pp.443-452. 

McNay, I., 1995. From the collegial academy to corporate enterprise. The changing 

university, pp.105-115. 

McRaven, N. and Somers, P., 2017. Internationalizing a community college: a view from the 

top. Community College Journal of Research and Practice, 41(7), pp.436-446. 

Merriam, S.B., 1998. Qualitative Research and Case Study Applications in Education. Revised 

and Expanded from "Case Study Research in Education". Jossey-Bass Publishers, 350 

Sansome St, San Francisco, CA 94104. 

Merton, R.K., 1936. The unanticipated consequences of purposive social action. American 

sociological review, 1(6), pp.894-904. 

Merton, R., 1948. The Self-Fulfilling Prophecy. The Antioch Review, 8(2), 193-210.  

Middlehurst, R. 1997. Reinventing Higher Education: the leadership challenge. Quality in 

Higher Education 3, pp.183-198.  

Mignot-Gerard S. and Musselin C., 1999. Comparaison des modes de gouvernement de 

quatre universities Francaises. CAFI-CSO et Agence de Modernisation des Universites, 

rapport d’enquete, Paris. 

Mignot-Gerard S. and Musselin C., 2000. Enquete quantitative des modes de gouvernement 

de 37 etablissements. CAFI-CSO et Agence de Modernisation des universities, Paris. 

Mignot-Gerard S. and Musselin C., 2002. More leadership for Frenc Universitiesm but also 

more divergences between Presidents and the Deans. In Dewatripony, M., Thys-Clement, F., 

and Wilkin, L. European Universities: Change and Convergence, Bruxelles, Editions de 

l’Universite de Bruxelles, pp. 123-146. 



 261 

Miller, K., McAdam, M. and McAdam, R., 2014. The changing university business model: a 

stakeholder perspective. R&D Management, 44(3), pp.265-287. 

Miller-Idriss, C. and Hanauer, E., 2011. Transnational higher education: Offshore campuses 

in the Middle East. Comparative Education, 47(2), pp.181-207. 

Millett, J.D., 1962. The academic community: An essay on organization. McGraw-Hill. 

Mintzberg, H. 1979. The professional bureaucracy. Englewood, NJ: Prentice-Hall. 

Mintzberg, H., 2000. The rise and fall of strategic planning. Pearson Education. 

Mirabeau, L. and Maguire, S., 2014. From autonomous strategic behavior to emergent 

strategy. Strategic Management Journal, 35(8), pp.1202-1229. 

Mkrtychyan, G., 2016. Entrepreneurial university culture: the clash of values and resistance 

to change. Higher School of Economics Research Paper No. WP BRP, 31. 

Molesworth, M., Nixon, E. and Scullion, R., 2009. Having, being and higher education: The 

marketisation of the university and the transformation of the student into 

consumer. Teaching in higher Education, 14(3), pp.277-287. 

Money, K., Saraeva, A., Garnelo-Gomez, I., Pain, S. and Hillenbrand, C., 2017. Corporate 

Reputation Past and Future: A Review and Integration of Existing Literature and a Framework 

for Future Research. Corporate Reputation Review, 20(3-4), pp.193-211. 

Moore, W.E. and Tumin, M.M., 1949. Some social functions of ignorance. American 

Sociological Review, 14(6), pp.787-795. 

Morgan, J. 2014, 3 April. Sir David Watson: Russell Group is not all it’s cracked up to be. Times 

Higher Education.  

Morikuni, B., Dyerson, R. and Wang, C., 2019. The Strategic Capabilities of Middle Managers 

in Achieving Organizational Ambidexterity. 

Morphew, C.C., Fumasoli, T. and Stensaker, B., 2018. Changing missions? How the strategic 

plans of research-intensive universities in Northern Europe and North America balance 

competing identities. Studies in Higher Education, 43(6), pp.1074-1088. 



 262 

Morse, J. and Richards, L., 2002. The integrity of qualitative research.  California: Sage, pp.23-

41. 

Moustakas, C., 1994. Phenomenological research methods. Sage publications. 

Mueller, F., 2017. Taking Goffman seriously: Developing Strategy-as-Practice. Critical 

Perspectives on Accounting. 

Musselin, C., 2007. Are universities specific organisations. Towards a multiversity, pp.63-84. 

Myers, M.D., 2008. Qualitative Research in Business & Management. SAGE Publications. 

Naidoo, R. and Jamieson, I., 2005. Knowledge in the marketplace: The global 

commodification of teaching and learning in higher education. Internationalizing higher 

education, pp.37-51. 

Naidoo, V., 2009. Transnational higher education: A stock take of current activity. Journal of 

studies in international education, 13(3), pp.310-330. 

Natale, S.M. and Doran, C., 2012. Marketization of education: An ethical dilemma. Journal of 

business ethics, 105(2), pp.187-196. 

Neale, R.H., Spark, A. and Carter, J., 2018. Developing internationalisation strategies, 

University of Winchester, UK. International Journal of Educational Management, 32(1), 

pp.171-184. 

Neave, G., 1997. The European dimension in higher education. An historical analysis. In the 

Relationship Between Higher Education and the Nation-State, Enschede. 

Neave, G., 2009. The academic estate revisited: Reflections on academia’s rapid progress 

from the Capitoline Hill to the Tarpeian Rock. In The changing face of academic life (pp. 15-

35). Palgrave Macmillan, London. 

Nescolarde-Selva, J.A., Gash, H. and Usó-Domenech, J.L., 2019. What are unintended and 

adverse consequences? Kybernetes, 48(2), pp.226-237. 



 263 

Neumann, J.E., James, K.T. and Vince, R., 2019. Key Tensions in Purposive Action by Middle 

Managers Leading Change', Research in Organizational Change and Development (Research 

in Organizational Change and Development, Volume 27). 

Nevis, E.C., DiBella, A.J. and Gould, J.M., 1996. Understanding organizational learning 

capability. Journal of management studies, 33(3), pp.361-379. 

Newman, S. and Jahdi, K., 2009. Marketisation of education: Marketing, rhetoric and 

reality. Journal of Further and Higher Education, 33(1), pp.1-11. 

Nixon, E., Scullion, R. and Hearn, R., 2018. Her majesty the student: marketised higher 

education and the narcissistic (dis) satisfactions of the student-consumer. Studies in Higher 

Education, 43(6), pp.927-943. 

Nonaka, I., 1988. Towards Middle Up/Down Management: Accelerating Information 

Creation, Sloan Management Review, 29, Spring, pp 9-18. 

Nonaka, I., 1994. A Dynamic Theory of Organizational Knowledge Creation, Organizational 

Science, 5, pp 14-37. 

Norton, A. and Cherastidtham, I.  2015. The price of prestige: how university status 

affects fees. The conversation. https://theconversation.com/the-price-of-prestige-how-

university-status-affects-fees-46803 (Accessed 29th March 2021) 

Nowell, L. S., Norris, J. M., White, D. E., & Moules, N. J., 2017. Thematic Analysis: Striving to 

Meet the Trustworthiness Criteria. International Journal of Qualitative Methods, 16 (1), 1-

13.  

Nowotny, H., Scott, P., Gibbons, M. and Scott, P.B., 2001. Re-thinking science: Knowledge 

and the public in an age of uncertainty (p. 12). Cambridge: Polity. 

Nworie, J. and Haughton, N., 2008. The unintended consequences of the application of 

technology in teaching and learning environments. TechTrends, 52(5), pp.52-58. 



 264 

Obamba, M.O. and Mwema, J.K., 2009. Symmetry and asymmetry: New contours, 

paradigms, and politics in African academic partnerships. Higher Education Policy, 22(3), 

pp.349-371. 

Ogburn, W.F., 1922. Social change with respect to culture and original nature. BW Huebsch, 

Incorporated. 

Ojanen, H., 2018. Analysing Inter-organisational Relations. In the EU's Power in Inter-

Organisational Relations (pp. 11-44). Palgrave Macmillan, London. 

Ordorika, I. and Lloyd, M., 2015. International rankings and the contest for university 

hegemony. Journal of Education Policy, 30(3), pp.385-405. 

Oreg, S., 2006. Personality, context, and resistance to organizational change. European 

journal of work and organizational psychology, 15(1), pp.73-101. 

O'Shea, R.P., Allen, T.J., Morse, K.P., O'Gorman, C. and Roche, F., 2007. Delineating the 

anatomy of an entrepreneurial university: the Massachusetts Institute of Technology 

experience. R&d Management, 37(1), pp.1-16. 

Opie, C. and Sikes, P.J., 2004. Doing educational research. Sage. 

Ordorika, I. & Gómez, R.R., 2010. The times ranking in the market for prestige university. 

Perfiles Educativos, 32(129), pp. 8-28. 

Paget, M.A., 1988. The unity of mistakes: A phenomenological interpretation of medical 

work. Temple University Press. 

Park, R.E., Burgess, E.W. and McKenzie, R.D., 1925. The City. Chicago, The University of 

Chicago Press, 1, p.925. 

Parmigiani, A. and Rivera-Santos, M., 2011. Clearing a path through the forest: A meta-

review of interorganizational relationships. Journal of Management, 37(4), pp.1108-1136. 

Pfeffer, J., 1981. Management as symbolic action: The creation and maintenance of 

organizational paradigms. In L. L. Cummings and B. M. Staw (Eds.), Research in organizational 

behavior, vol. 3: 1–52. Greenwich, CT: JAI. 



 265 

Pickford, R., 2016. Student engagement: Body, mind and heart–a proposal for an embedded 

multi-dimensional student engagement framework. Journal of Perspectives in Applied 

Academic Practice, 4(2). 

Pires, V. and Trez, G., 2018. Corporate reputation: A discussion on construct definition and 

measurement and its relation to performance. Revista de Gestão, 25(1), pp.47-64. 

Podolny, J.M. and Page, K.L., 1998. Network forms of organization. Annual review of 

sociology, 24(1), pp.57-76. 

Podolny, J.M. and Stuart, T.E., 1995. A role-based ecology of technological change. American 

Journal of Sociology, 100(5), pp.1224-1260. 

Polkinghorne, D.E., 1988. Narrative knowing and the human sciences. Suny Press. 

Prahalad, C.K. and Ramaswamy, V., 2004. Co-creation experiences: The next practice in value 

creation. Journal of interactive marketing, 18(3), pp.5-14. 

Prysor, D. and Henley, A., 2017. Boundary spanning in higher education leadership: 

identifying boundaries and practices in a British university. Studies in Higher Education, pp.1-

16. 

Punch, K.F., 2013. Introduction to social research: Quantitative and qualitative approaches. 

Sage. 

Purohit, D. & Srivastava, J., 2001. Effect of Manufacturer Reputation, Retailer Reputation, 

and Product Warranty on Consumer Judgments of Product Quality: A Cue Diagnosticity 

Framework. Journal of Consumer Psychology, 10(3), pp. 123-134. 

Pusser, B., Kempner, K., Marginson, S. & Ordorika, I., 2012. Universities and the Public Sphere 

Knowledge Creation and State Building in the Era of Globalization. 

Randall, W., 2018. The stories we are. University of Toronto Press. 

Raffe, D. and Coxford, L., 2016. Cross-border student flows: Questions of interdependence 

and inequality. Discover Society Blog Entry. 



 266 

Ravasi, D., Rindova, V., Etter, M. and Cornelissen, J., 2018. The formation of organizational 

reputation. Academy of Management Annals, 12(2), pp.574-599. 

Reagans, R. and Zuckerman, E.W., 2001. Networks, diversity, and productivity: The social 

capital of corporate R&D teams. Organization science, 12(4), pp.502-517. 

Reckwitz, A., 2002. Toward a theory of social practices: a development in culturalist 

theorizing. European journal of social theory, 5(2), pp.243-263. 

Rees, G. and Istance, D., 1997. Higher Education in Wales: The (Re-) emergence of a National 

System? Higher Education Quarterly, 51(1), pp.49-67. 

Ricoeur, P., 1984. Time and narrative, Volume 1. In Time and Narrative, Volume 1. University 

of Chicago Press. 

de Ridder-Symoens, H., 2016. The Mobility of Medical Students from the Fifteenth to the 

Eighteenth Centuries: The Universityal Context. In Centres of Medical Excellence? (pp. 61-

104). Routledge. 

Rindova, V.P., Williamson, I.O., Petkova, A.P. and Sever, J.M., 2005. Being good or being 

known: An empirical examination of the dimensions, antecedents, and consequences of 

organizational reputation. Academy of Management Journal, 48(6), pp.1033-1049. 

Rinne, R. and Koivula, J., 2005. The changing place of the university and a clash of values the 

entrepreneurial university in the European knowledge society a review of the 

literature. Higher education management and policy, 17(3), p.91. 

Ring, P.S. and Van de Ven, A.H., 1994. Developmental processes of cooperative 

interorganizational relationships. Academy of management review, 19(1), pp.90-118. 

Roberts, J., Cruz, A.M.R. and Herbst, J., 1996. Exporting Models in Ridder-Symoens, Hilde de 

(ed.) A History of the University in Europe. Volume 2, Universities in Early Modern Europe 

(1500-1800). 

Robinson, V. and Lai, M.K., 2006. Practitioner research for educators: A guide to improving 

classrooms and schools. Corwin Press. 



 267 

Robinson, V.M., 1993. Problem-based methodology: Research for the improvement of 

practice (p. 19). Oxford: Pergamon Press. 

Robichaud, D., Giroux, H. and Taylor, J.R., 2004. The metaconversation: The recursive 

property of language as a key to organizing. Academy of Management Review, 29(4), pp.617-

634. 

Rogers, E.M., 1982. Information exchange and technological innovation. The transfer and 

utilization of technical knowledge, pp.105-123. 

Robson, C., 2011. Real world research (Vol. 3). Chichester: Wiley. 

Rogers E.M., 1995. Diffusion of innovations. New York, 12. 

Rose, D.R., Clear, T.R. and Ryder, J.A., 2001. Addressing the unintended consequences of 

incarceration through community-oriented services at the neighborhood. Corrections 

Management Quarterly, 5(3), pp.62-71. 

Rouleau, L., 2005. Micro-practices of strategic sensemaking and sensegiving: how middle 

managers interpret and sell change every day. Journal of Management Studies, 42, 1413-43. 

Rouleau, L. and Balogun, J., 2008. Exploring Middle Managers’ Strategic Sensemaking Role 

Through Practical Knowledge. Les cahiers de recherche du GéPS, Vol. 2, No. 7, 23-25 

September 2008. 

Rouleau, L., Balogun, J. and Floyd, S.W., 2015. Strategy-as-practice research on middle 

managers’ strategy work. Cambridge Handbook of Strategy as Practice, pp.598-615. 

Rudzki, R., 1995. The Application of a Strategic Management Model to the 

Internationalization of Higher Education Universitys. Higher Education 29(4): 421-441.  

Ruegg, W. and de Ridder Simoens, H., 1992. The History of the Universities in Europe. 

Russell Group, 2012. Jewels in the Crown: the importance and characteristics of the UK’s 

world-class universities. 

Russell Group, 2017. Profile. 



 268 

Sakamoto, R. and Chapman, D.W., 2011. Expanding across borders: The growth of cross-

border partnerships in higher education. Cross-border partnerships in higher education: 

Strategies and issues, pp.3-15. 

Samoff, J. and Carrol, B., 2004. Conditions, coalitions and influence: The World Bank and 

higher education in Africa. Institute of development studies. 

Santhi, R., 2010. Internationalization efforts among Malaysian private universities: An 

empirical evaluation. Thesis Ph.D. Faculty of Economics and Administration, University of 

Malaya.  

Sarantakos, S., 2012. Social research. Macmillan International Higher Education. 

Sartre, J.P., 1960. Critique de la raison dialectique. Gallimard, Paris. 

Saunders, M.L. and Lewis, P., 2012. P. & thornhill, a.(2009). Research methods for business 

students, 4. 

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, J., Bartlam, B., Burroughs, H. and 

Jinks, C., 2018. Saturation in qualitative research: exploring its conceptualization and 

operationalization. Quality & quantity, 52(4), pp.1893-1907. 

Sauntson, H. and Morrish, L., 2010. Vision, values and international excellence: The 

‘products’ that university mission statements sell to students. The marketisation of higher 

education and the student as consumer, pp.73-85. 

Sayer, A., 1992. Method in social science: A realist approach. Psychology Press. 

Schlesinger, Walesska, Amparo Cervera, and Carmen Pérez-Cabañero. "Sticking with your 

university: The importance of satisfaction, trust, image, and shared values." Studies in Higher 

Education 42, no. 12 (2017): 2178-2194. 

Schulschenk, J., 2018. Effecting strategic change: The work of strategic champions in shaping 

narrative infrastructure (Doctoral dissertation, University of Cape Town). 

Scott, P., 1995. The meanings of mass higher education. McGraw-Hill Education (UK). 

Scott, P. 1998. The Globalization of Higher Education. Open University Press, Buckingham, 



 269 

England.  

Scott, W. R., 1994. Conceptualizing organizational fields: Linking organizations and societal 

systems. In H. Derlien, U. Gerhardt, & F. Scharpf (Eds.). Systems rationality and partial 

interests (pp. 203-221). Baden: Nomos.  

Senge, P.M., 1990. The art and practice of the learning organization. 

Shattock, M., 2017. The ‘world class’ university and international ranking systems: what are 

the policy implications for governments and institutions?. Policy Reviews in Higher 

Education, 1(1), pp.4-21. 

Shotter, J., 1993. Conversational realities: Constructing life through language (Vol. 11). Sage. 

Sillince, J., Jarzabkowski, P. and Shaw, D., 2012. Shaping strategic action through the 

rhetorical construction and exploitation of ambiguity. Organization Science, 23(3), pp.630-

650. 

Shams, S.R., 2017. Transnational education and total quality management: a stakeholder-

centred model. Journal of Management Development, 36(3), pp.376-389. 

Shaw, J.B. and Barrett-Power, E., 1997. A Conceptual Framework for Assessing Organization, 

Work Groups and Individual Effectiveness During and After Downsizing, Human Relations, 

50(2), pp.109-127. 

Shreeve-Fawkes, S., Butterfield, L., Borgen, W. and Amundson, N., 2016. Middle Managers 

Who Are Doing Well With Change: Helping and Hindering Factors. Canadian Journal of career 

Development, 15(1), pp.42-52. 

Shrubsole, C., Macmillan, A., Davies, M. and May, N., 2014. 100 Unintended consequences 

of policies to improve the energy efficiency of the UK housing stock. Indoor and Built 

Environment, 23(3), pp.340-352. 

Sidhu, R., Ho, K.C. and Yeoh, B., 2011. Emerging education hubs: The case of 

Singapore. Higher Education, 61(1), pp.23-40. 



 270 

Sinnott, J.D., 1989. A model for solution of ill-structured problems: Implications for everyday 

and abstract problem solving. 

Smith, A., 1759. The Theory of Moral Sentiments. Edited by DD Raphael and AL Macfie. 

Indianapolis, Ind.: Liberty Fund. 

Slaughter, S. & Leslie, L.L., 2001. Expanding and Elaborating the Concept of Academic 

Capitalism. Organization, 8(2), pp. 154-161. 

Soliman, S., Anchor, J. and Taylor, D., 2019. The international strategies of universities: 

deliberate or emergent? Studies in Higher Education, 44(8), pp.1413-1424. 

Solinas-Saunders, M., Stacer, M.J. and Guy, R., 2015. Ex-offender barriers to employment: 

Racial disparities in labor markets with asymmetric information. Journal of Crime and 

Justice, 38(2), pp.249-269. 

Spencer, L., Ritchie, J., & O’Connor, W. (2003). Analysis: practices, principles and processes. 

In J. Ritchie & J. Lewis (Eds.), Qualitative research practice: A guide for social science students 

and researchers (pp. 199–218). London: Sage. 

Stack, Michelle L., 2016 The Times Higher Education Ranking Product: Visualising Excellence 

through Media. Globalisation, Societies and Education, 11(4), pp.560–582. 

Steinberg, K.T., 2018. Strategic Change in Higher Education: A Descriptive Study of Middle 

Managers Sensemaking of an Implemented Strategic Initiative at a Small New England Public 

Higher Education University (Doctoral dissertation, Northeastern University). 

Stensaker, B., 2015. Organizational identity as a concept for understanding university 

dynamics. Higher education, 69(1), pp.103-115. 

Stevenson, J., Burke, P.J., Whelan, P., Sealey, P. and Ploner, J., 2014. Pedagogic stratification 

and the shifting landscape of higher education. 

Stevenson, J., Whelan, P. and Burke, P.J., 2017. ‘Teaching Excellence’ in the Context of Frailty. 

In Pedagogic Frailty and Resilience in the University (pp. 63-77). SensePublishers. 



 271 

Stuart, T.E., 1998. Network positions and propensities to collaborate: An investigation of 

strategic alliance formation in a high-technology industry. Administrative science quarterly, 

pp.668-698. 

Stuart, T.E., Hoang, H. and Hybels, R.C., 1999. Interorganizational endorsements and the 

performance of entrepreneurial ventures. Administrative science quarterly, 44(2), pp.315-

349. 

Sveiby, K.E., Gripenberg, P., Segercrantz, B., Eriksson, A. and Aminoff, A., 2009, June. 

Unintended and undesirable consequences of innovation. In XX ISPIM conference, The Future 

of Innovation. Vienna. 

Suchman, M.C., 1995. Managing legitimacy: Strategic and institutional approaches. Academy 

of management review, 20(3), pp.571-610. 

Sutton, H., 2016. Restructure your office to better serve your students. Disability Compliance 

for Higher Education, 21(7), pp.1–5. 

Taylor, J., 2010. The management of internationalization in higher education. In Maringe F. 

and Foskett, N. (ed.). Globalization and internationalisation in higher education: Theoretical, 

strategic and management perspectives. London: Continuum International Publishing 

Group. pp: 97-107. 

Thomas, D.R., 2006. A general inductive approach for analyzing qualitative evaluation data. 

American journal of evaluation, 27(2), pp.237-246. 

Tichy, N.M. and Bennis, W.G., 2007. Making Judgement Calls. The ultimate act of leadership. 

Harvard Business Review. October 2007, pp. 94-102. 

Times Higher Education, 2014.  “Pathway to profit” 

(https://www.timeshighereducation.com/features/pathways-to-profit/2012075.article) 

accessed 3rd January 2020. 

Toolan, M., 2012. Narrative: A critical linguistic introduction. Routledge 



 272 

Torres, C.A., 2015. Global citizenship and global universities. The age of global 

interdependence and cosmopolitanism. European Journal of Education, 50(3), pp.262-279. 

Turner, B.A. and Pidgeon, N.F., 1997. Man-made disasters. Butterworth-Heinemann. 

Tushman, M. L., & Scanlan, T. J., 1981. Boundary spanning individuals: Their role in 

information transfer and their antecedents. Academy of Management Journal, 24, 289–305. 

Tsai, W. and Ghoshal, S., 1998. Social capital and value creation: The role of intrafirm 

networks. Academy of management Journal, 41(4), pp.464-476. 

University of Bath, 2017.  Code of Good Practice in Research Integrity. 

Vaara, E. and Whittington, R., 2012. Strategy-as-practice: taking social practices 

seriously. Academy of Management Annals, 6(1), pp.285-336. 

Van Damme, D., 2017. Who benefits when international students pay higher tuition fees?, 

OECD Education and Skills today. https://oecdedutoday.com/who-benefits-when-

international-students-pay-higher-tuition-fees/ (accessed, 29th March 2021) 

Van Dijk, H. and Meijer, C. 1994. Internationalisation of Higher Education in the Netherlands, 

An Exploratory Study of Organisational Designs - paper at EAIE/EAIR conference. EAIE/EAIR, 

Amsterdam.  

van Fenema, P.C. and Loebbecke, C., 2014. Towards a framework for managing strategic 

tensions in dyadic interorganizational relationships. Scandinavian Journal of 

Management, 30(4), pp.516-524. 

Van Heugten, K., 2004. Managing insider research: Learning from experience. Qualitative  

Social Work, 3(2), pp.203-219. 

Van Manen, M., 2016. Researching lived experience: Human science for an action sensitive 

pedagogy. Routledge. 

Vaughan, D., 1999. The dark side of organizations: Mistake, misconduct, and disaster. Annual 

review of sociology, 25(1), pp.271-305. 



 273 

Vos, J.F. and Rupert, J., 2018. Change agent's contribution to recipients' resistance to change: 

A two-sided story. European management journal, 36(4), pp.453-462. 

Vyse, S., 2017. Can anything save us from unintended consequences? Quality, 41(4), pp.20-

24. 

Watson, D., Hall, L. and Tazzyman, S., 2016. Trick or treat: academic buy-in to third stream 

activities. Industry and Higher Education, 30(2), pp.155-167. 

Weber, M., 1905. The Protestant Ethic and the “Spirit” of Capitalism and Other Writings. 

Weber, M. 1968. Economy and Society. New York: Bedminster Press. 

Weick, K., 1976. Educational organizations as loosely coupled systems, Administrative 

Science Quarterly, 21, 1-9 (part). 

Weick, K.E., 1982. Administering education in loosely coupled schools. The Phi Delta Kappan, 

63(10), pp.673-676. 

Weick, K.E., 1995. Sensemaking in organizations (Vol. 3). Sage. 

Westley, F., 1990. Middle managers and strategy: Micro dynamics of inclusion. Strategic 

Management Journal, 11, 337-51. 

White, B.J. and Ramsey, V.J., 1978. Some unintended consequences of “top down” 

organization development. Human resource management, 17(2), pp.7-14. 

Whittington, R., 2006. Completing the practice turn in strategy research. Organization 

studies, 27(5), pp.613-634. 

Whittington, R., 2010. Giddens, structuration theory and strategy as practice. Cambridge 

handbook of strategy as practice, pp.109-126. 

Whittington, R., 2017(a). Greatness Takes Practice: On Practice Theory’s Relevance to “Great 

Strategy”. Strategy Science, 3(1), pp.343-351. 

Whittington R., 2017(b). Strategy as practice, process, and university: Turning towards 

activity. The Sage handbook of process organization studies, pp.387-401. 



 274 

Wilkins, S., Butt, M.M. and Heffernan, T., 2017. International brand alliances and co-

branding: antecedents of cognitive dissonance and student satisfaction with co-branded 

higher education programs. Journal of Marketing for Higher Education, pp.1-19. 

Williams, P., 2019. Middle Managers as Agents of Collaboration. Policy Press. 

Wolcott, H.F., 1994. Transforming qualitative data: Description, analysis, and interpretation. 

Sage. 

Wolcott, H.F., 2008. Writing up qualitative research. Sage Publications. 

Wooldridge, A., 2006. The battle for brainpower. The Economist, 5. 

Wooldridge, B., Schmid, T. and Floyd, S.W., 2008. The middle management perspective on 

strategy process: Contributions, synthesis, and future research. Journal of 

management, 34(6), pp.1190-1221. 

Wuchty, S., Jones, B.F. and Uzzi, B., 2007. The increasing dominance of teams in production 

of knowledge. Science, 316(5827), pp.1036-1039. 

Yarmoshuk, A.N., Cole, D.C., Mwangu, M., Guantai, A.N. and Zarowsky, C., 2020. Reciprocity 

in international interuniversity global health partnerships. Higher Education, 79(3), pp.395-

414. 

Yen, D.A., Hsiao-Pei, S.Y. & Cappellini, B., 2012. Ranking gives power. Journal of General 

Management, 38(1), pp. 23-44. 

Yin, R., 1994. Case study research: Design and methods. Beverly Hills. 

Yin, R.K., 2017. Case study research and applications: Design and methods. Sage publications. 

Yoon, J., Sung, S. and Ryu, D., 2020. The role of networks in improving international 

performance and competitiveness: Perspective view of open innovation. Sustainability, 

12(3), p.1269. 

Young, D.R., 2002. The influence of business on non-profit organizations and the complexity 

of nonprofit accountability: Looking inside as well as outside. The American Review of Public 

Administration, 32(1), pp.3-19. 



 275 

Young, T.J., Handford, M. and Schartner, A., 2017. The internationalising university: an 

intercultural endeavour? 

Zaba, K., 2020. What Is It Like to Be a Pathway Student? Voices of International 

Undergraduate Students at a Large Public University in New England. Northeastern 

University. 

Zheng, W., 2010. A social capital perspective of innovation from individuals to nations: 

Where is empirical literature directing us?. International Journal of Management 

Reviews, 12(2), pp.151-183. 

Zucker, L. and Hicks, T., 2019. Alternative Assessments, Unintended Consequences: The 

Promise and Peril of Digital Badges. Transformations: The Journal of Inclusive Scholarship 

and Pedagogy, 29(1), pp.113-123. 

  



 276 

APPENDIX 1: INTERVIEW GUIDE 

 

Semi – Structure Interviews 

Data collection for this study will be carried out by the use of semi-structured interviews. 

The Interview Guide has been designed to elicit the interviewees’ ideas and opinions on the 

topic of interest, as opposed to leading the interviewee toward preconceived choices. The 

framework for the semi-structured includes open-ended questions arranged in a logical 

order to cover the ground required. These will be followed up with probes to get in-depth 

information on topics of interest. 

This method is appropriate as my professional knowledge and experience will allow me to 

frame the discussion in advance. Additionally, this will allow, for each of the interviews, to 

effectively integrate the contextual information and data collected in the desk research stage 

of data collection. 

Introduction  

- Introduce myself, the University of Bath, DBA and ICHEM. 
- Describe overall purpose of study (to research unintended consequences of 

International Education Partnerships in Research Intensive Universities (RUIs)). 
- Describe intended use of data (for DBA research thesis only). 
- Confirm confidentiality and anonymity processes (Thank interviewee for signing the 

Informed Consent form). 
- Get permissions to record the conversation using tape recorder. 

 

Interviewee “Warm Up”: 

- Confirm name, job title and general responsibilities. 
- How long have you worked at the university/in your current role? 
- Confirm that we will be discussing partnership X. 

(Start recording). 

Opening broad statement: “I’d like to discuss with you / for you to tell me about the story of 

the Kaplan/Study Group/INTO/NCUK partnership, from your point of view, and the role you 

have played in its development and implementation” 
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Theme 1: Development: 

Question: “Let’s start with how the Partnership was initially developed. Can you tell me about 

the initial stages of development of the Kaplan/ Study Group/INTO Partnership?” 

Follow up probes (non-exhaustive – others may naturally be pursued depending on emerging 

themes): 

- Why was this partnership considered of strategic importance?  
- How important is this partnership in relation to your institutional 

strategy/international strategy?  
- What was the rationale behind the choice of partner? How was the partner 

selected (who made the decision)? 
- What were the strategic objectives/aims of partnership? 
- What was your role in its development? 
- Who did you work with? What interactions did you have with them? Which 

reactions did you experience? 
- When it came to decision making regarding the development of partnership, how 

would you describe the process (decision always made within formal decision-
making process/committee/ decision shaped/made/influenced outside the formal 
decision-making process)? 

- What unexpected situation (neutral/positive/negative) did you encounter? 
How/why did this happen? 

- Why do you think you faced these issues /positive surprises/unexpected changes 
that were not initially planned? How/why do you think these came about? 

Theme 2: Implementation 

Question: “Let’s move on to the implementation side of the Partnerships. Can you tell me 

about how the Partnership has performed since its establishment?” 

Follow up probes (non-exhaustive – others may naturally be pursued depending on emerging 

themes): 

- How long has the partnership now been in operation? 
- What has been your role throughout the development of the partnership? 
- Has the partnership achieved its original objectives? 
- if not, what prevented it to happen? 
- When it came to decision making regarding the development of partnership, how 

would you describe the process (decision always made within formal decision-
making process/committee/ decision shaped/made/influenced outside the formal 
decision-making process)? 

- Who did you work with? What interactions did you have with them? Which 
reactions did you experience? 
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- What difficulties/unexpected situation did you encounter? How/why did this 
happen? 

- Why do you think you faced issues/difficulties/positive surprises that were not 
initially planned? 

Theme 3: Consequences/outcomes 

Question: “Let’s finally talk about the outcome of the Partnership: Have there been any 

unintended / unanticipated outcome (positive, neutral or negative) at any point during the 

lifetime of the partnerships?” 

Or “You mentioned earlier that xxxxx occurred and that this was not planned, can you tell 

me more about this?? 

Follow up probes (non-exhaustive – others may naturally be pursued depending on emerging 

themes): 

- What type of unplanned outcome have you identified? can you give me some 
examples? 

- Why/how do you think these unplanned outcomes occurred? What caused them to 
occur? 

- Who has been affected by those unintended consequences? 
- Did they lead to any major changes in any aspect of the partnership? 
- Have there been any changes in the university international strategy objectives or 

the specific objectives of current or new education partnerships that can be 
attributes to lessons learned from partnership X and the unintended consequences 
you have identified early in our conversation? 
 

Conclusion: 

- Is there anything else you would like to tell me? 
- Confirm agreement to being contacted following the interview to clarify anything if 

needed. 
- Thank you for your time! 
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APPENDIX 2: INFORMED CONSENT FORM 

Research Project 

 

Unintended consequences of international education 

partnerships in UK research intensive universities 

 

Researcher: 

Caroline Baylon, part-time DBA (Higher Education Management) student and member of the 

University of Bath International Centre for Higher Education management (ICHEM). 

Caroline is also Director International at the University of Bristol. 

I confirm that I have read and understood the Information Sheet for the above project and 

that I agree to take part in the study as described. I confirm that I have had the opportunity 

to ask any questions that I may have and that I may keep the Information Sheet for my 

records. 

As part of this project I would like to audio record the interview, and use it for academic 

research.  Please indicate below what uses of the interview you are willing to consent to. 

This is completely up to you.  I will only use the records in ways that you agree to.   

In any use of these records, personal names will be anonymised.   

Please indicate your consent in the table below: 

 

1. My organisation’s name can be identified in 

the thesis. 

Yes No 

2. The interview can be audio recorded. Yes 

 

No 

 Transcript 

(Yes/No) 

Audio Recording 

(Yes/No) 
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Please use üor 

X  

Please use üor X 

3. The record of the interview can be studied 

by the researcher for use in the research 

project. 

  

4. The record of the interview can be used for 

academic and professional publications. 

  

5. Extracts from the interview can be 

shown/played at meetings of academics 

and professionals interested in the research 

topic. 

  

6. Extracts from the interview can be 

shown/played in public presentations to 

non-specialist groups. 

  

7. Extracts from the interview can be 

shown/played to participants in other 

studies. 

  

8. The record of the interview can be made 

available to other academic researchers. 

  

 

I have read the above descriptions and give my consent for the use of the records as indicated 

in the table above. 

 

Name (Please print): 

 

Signature:  

 

Email: Date: 
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APPENDIX 3: PARTICIPANT INFORMATION SHEET 

 

Research Project 

 

Unintended consequences of international education 

partnerships in UK research intensive universities 

 

Information Sheet for Participants  

 

Researcher: 

Caroline Baylon, part-time DBA (Higher Education Management) student and member of the 

University of Bath International Centre for Higher Education management (ICHEM). 

Caroline is also Director International at the University of Bristol. 

 

Aims of the Project: 

• to understand how the roles and decisions of managers leading the development 

and implementation of International Education Partnerships influence the strategy 

process; 

• to identify the factors leading to those unanticipated outcomes; 

• to categorise the types of unanticipated outcomes arising from those partnerships; 

• To understand whether unanticipated outcomes lead to organisational changes or 

adaptations, and if so, what level of deviation exist between the intended and 

realised strategies supporting development/implementation of international 

education partnerships.  

 

Participation: 

I would very much value your participation in this research project as follows: 

• An interview, lasting up to ninety minutes. 
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I may wish to conduct a second interview with you, if there was a theme or a point that 

emerged from our conversation or from the interviews with other participating universities, 

which would merit further enquiry. 

Your participation in this study is entirely voluntary; you may refuse to participate from the 

very beginning or withdraw at any time; your refusal to participate or your withdrawal will 

not have any negative consequences for you or your organisation.  

 

Benefits: 

• The opportunity to gain insights from your own and other colleagues’ reflections on 

strategic education partnerships between Russell Group Universities and 

International Pathway providers.  

• If requested, you will receive a summary of my findings. 

 

Confidentiality: 

• All names of people and places will be kept confidential, although I would like to 

be able to include the names of institutions that agreed to participate in the 

research in the methodology section of my dissertation.   

• Records of research data will be stored in a secure location and destroyed within 

10 years of completion of the research project. 

 

Use of the Data 

The data will only be used for academic research purposes only, i.e., my DBA thesis. 

For further information or queries, or for any requests for additional feedback, please 

contact: 

Caroline Baylon, DBA Student, International Centre for Higher Education Management at the 

University of Bath and Director International at the University of Bristol 

e-mail: Director-international@bristol.ac.uk 

Telephone:  

LinkedIn: www.linkedin.com/in/caroline-baylon-91808  




