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Introduction

“Working with friends while cavorting
with the enemy”: the paradox of
partnership
Professor Rosalind Foskett
June 2010

I have chosen partnership as the focus of my inaugural lecture because it has been
a theme of my research over the years and is relevant to the challenging times
universities find themselves in. Most of us in this room have experience of
partnerships, and what I want to do this evening is to explore aspects of them from
my own research into relationships between universities and other organisations. It is
interesting that on the one hand, successful partnerships can bring tremendous
benefits to individuals and organisations, but when people work together they also
encounter problems which must be addressed. This is what I have called the
paradox of partnership and what has been described as “working with friends while
cavorting with the enemy”.
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I want to begin with a bit of audience participation. I have included on this slide some
partnerships – some more recognisable than others!
A and H

Eric Morecambe and Ernie Wise

B and F

John Lewis and their staff (the partners)

C and J

Marie and Pierre Curie (pioneer in radioactivity)

D and G

William Burke and William Hare

E and I

Ros and Nick

Unmixed partners

Partnership
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So the basic idea behind partnership is simple: It is about mutual benefit - it is about
synergy – it is about sharing and experiencing with others. Of course, I hear you say,
we all know what it is. But what I want to discuss this evening is that partnership can
be a slippery concept and that successful partnerships are not easy to establish or
maintain. At their best partnerships can be a good way to achieve shared aims but
sometimes they are centrally imposed as a way of working, rather than a „bottom-up‟
solution identified by the people involved (Slack, 2004).

Partnership is a mode of working which is now common in universities and essential
to their business. Universities are powerful agents of societal change, and
collaboration for research and development has existed for many years, but more
recently there has been a strong steer for this also to happen in terms of the
curriculum. New funding is often conditional on universities working in partnership:
with other higher education institutions, with further education colleges and schools,
with other public services, and with employers and business. The underlying belief is
that by working more closely with others, especially with industry and business, more
relevant courses or research will result, graduates will be more employable and this
in turn will increase the competitiveness of the economy. On the face of it, this is an
enticing view offering easy answers to intractable problems.
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Purposes of a University
So what is a university and what does it do?

University?

Quarry Cave, Robben Island
NPARU Test Chamber
University of Worcester

Brasenose College Oxford

Slide 4: Images of a university

This slide shows some images of what a university might mean to people: [clicks]
The first is an elite view of a university based on a monastic tradition – in fact,
my alma mater – where scholarship would take place in a cloistered
environment;
Another view might encompass a research view of universities as centres of
creativity - as illustrated here from the University of Worcester and NPARU;
A rather alternative view is shown by the third picture. It is a view based on
social justice and empowerment . It is the cave where Nelson Mandela,
Walter Sisulu, Jacob Zuma and other apartheid prisoners sheltered from the
sun when they were working in the quarry on Robben Island. The guards
were not allowed to share the shade in the cave, they used this time to
educate each other – Their motto was: “each one, teach one” – and so this
cave is called the university by the ex-prisoners.
The purpose of universities is varied and the concept is contested. In 1826 Newman
referred to universities as a pantechnicon – meaning a bazaar or marketplace where a whole range of things (knowledge, expertise, wisdom and so on) are on
offer and are traded (Newman, 1959). It is interesting that recent changes have
moved universities much closer to this notion of engaging in a market, having
products for sale, and contributing to a knowledge economy (OED, 1989, online).
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Slide 5: Purposes of a university

Purposes of a university
Creation of
knowledge

Repositories
of knowledge

Transmission Exploitation
of knowledge of knowledge

Whatever the institution, certain key elements as shown on this slide are likely to be
reflected in its stated vision and mission:
Creation of new knowledge (research, innovation and development activity)
Repositories of knowledge (expertise, scholarship and skills)
Transmission of knowledge (education, teaching and learning)
Exploitation of knowledge (knowledge transfer, enterprise and consultancy)

These fundamental functions and purposes of universities have changed little over
time although the environment in which universities operate has altered beyond
recognition. Recently, higher education has undergone vast changes and
universities today are very different places than they were 30 years ago. Nowhere
more is this apparent than in the student experience. Let‟s just consider this for a
moment.
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Slide 6a Students 30 years ago

Students and universities
30 years ago

Today

Students 30 years ago, entering a university, were part of an elite group (the top 5%
of the ability range). They had managed to pass the barrier of achieving good A level
grades mainly in academic subjects (the product of a curriculum which owed as
much to the notions of „being educated‟ in the Victorian era as to the needs of the
modern world). They would share the experience of being a student with others of
largely the same age (young), background (middle or upper class) and school
experience (whether that was in a grammar or independent school). As a group, they
would live together, study together and play together, and although finances for
many would be very tight, they would be supported through their studies by a grant
system. Most would be studying full-time during three discrete terms (as few as 24
teaching weeks per year at some institutions). The courses they would follow would
mainly last for three years and be based on clearly defined disciplines and taught
through traditional teaching methods such as lectures, tutorials, practical classes and
seminars. Afterwards students would either continue with post-graduate study or
enter the labour market through business or professional routes. Their expectation
would be that this experience would be rewarded by a lifetime of higher earnings and
professional recognition.
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Clearly this description is an exaggerated generalisation – but nevertheless
recognisable as the experience students of the time had of university life. Indeed it is
what I experienced myself –likewise many of you in the room. Almost every aspect of
this scenario has changed.

MOUSE CLICK

Slide 6b - some aspects stay the same! For those of you unfamiliar to the
University – these are our sabbatical officers from the last 12 months including
our past and new Presidents of the Student Union

Students now enter higher education with a range of qualifications and experience.
The school curriculum has become broader with students now studying both
academic and vocational qualifications. Mature students entering university may
have traditional qualifications, a „Return to Study‟ course or may be without formal
qualifications but have demonstrated a readiness to study through a portfolio of Prior
Experiential Learning. This heterogeneity of entry qualifications is matched by an
increasingly diverse curriculum including a range of vocational programmes. The
mass higher education market is diverse with students of varied ages, backgrounds,
social context, ethnicity and experiences who will be studying full or part time, on or
off campus, on courses of varying lengths available all year round. The expectation
is that students will return to study again and again, as lifelong learners, as their
learning needs change through life (Fryer, 1997).

Many students will not be resident in the university. They may live at home or offcampus and most will be in employment to sustain themselves and, possibly, their
families. Courses have become flexible to cope with this additional demand on their
time and increasingly the means to „earn and learn‟ has been built into the courses
(HEFCE, 2000). Traditional teaching and learning methods will be supplemented by
enhanced independent access to learning resources via ICT. Students will hope that
the investment they have made will bring a financial return but the reality is that most
leave with significant post-graduation debt into jobs which may or may not require
graduate level skills – if they can achieve employment at all. What a change in 30
years.
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Slide 7: Domesticated and wild organisations

Domesticated or wild?

Universities have had to change significantly in response to the external environment
– Carlson (1964) refers to such changes as organisations becoming „wild‟ rather than
staying „domesticated‟. In the past, as domesticated organisations, universities were
nurtured and protected by government. Funding was assured and their survival was
almost guaranteed. Now, as autonomous organisations operating in a competitive
market, they must change their behaviour and become much more entrepreneurial
and enterprising – only those who are flexible, agile and responsive will be able to
survive and thrive. Universities have had to become much more outward facing and
must continue to develop this aspect of their work through partnerships in both
research and education.

Gunther Kress has argued that at times of stability in the social and economic
systems, the curriculum in universities acts like a mirror and offers cultural
reproduction. People are educated to reflect the values and aspirations of the
prevailing times. However, more recently the pace of change externally has
escalated (Kress, 2000, p133). Under these circumstances the curriculum has to
change radically and rapidly to provide the skills and knowledge that will be needed
by students in their future lives.
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Kress argues:
„ „„Reproduction” is no longer a plausible metaphor for institutional education
and its curricula. When tomorrow is unlikely to be like today and when the day
after tomorrow is definitely going to be unlike yesterday, curricular aims and
guiding metaphors have to be reset.‟
(Kress, 2000, p134)
So a mass higher education system needs to reflect society properly and must
engage with people from a much wider social spectrum than it did in an elite system
(Barr, 2002). Synergistic partnerships are essential and I want to turn to two case
studies of partnership from my own work to illustrate the benefits, processes and
pitfalls of working collaboratively.
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Slide 8: Case studies

Case Studies
•

Curriculum partnership between
universities, further education
colleges and employers

•

Research partnership between
universities in the UK and the
South African Development
Community

Both studies are based on a case study approach. The first demonstrates how
universities, further education colleges and employers work together in developing
new curriculum. It is therefore an example of partnerships concerned with producing
new courses at a regional and local scale. The second study is an international
collaboration on a global scale between universities in the United Kingdom and
countries in Southern Africa and focuses on research and knowledge transfer.
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Case study 1: educational partnerships between universities, further education and
employers

Slide 9: The partners and the courses

Case study 1: the partners
The partners
• 3 universities

•

Further education colleges

•

Employers (public, private and
voluntary sectors)

The programmes
• 3 foundation degrees
• 1 Cert/Dip Higher Education
• 1 Higher National Diploma
• 1 Bachelor of Arts
• 1 Advanced Certificate

This case study investigates educational partnerships set up to develop new
undergraduate courses to promote workforce development and widen access to
universities for socially excluded groups (Foskett, 2005a, 2005b, 2010a). I
undertook the research with three higher education institutions and their further
education and employer partners. The courses, as shown on the slide, ranged
across the undergraduate curriculum. Both quantitative and qualitative data was
collected but I will only draw on the qualitative evidence today. Insights into the
processes, structures and cultures underpinning the partnerships were drawn from
documentary analysis, participant observation and semi-structured interviews
conducted with staff at different levels in the organisations, including senior
managers, and students, over a two year period.

One of the outcomes of this research was the development of a model illustrating
partnership processes promoting effective collaborative curriculum development.
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Slide 10: Unifying model of partnership

Model of partnership development
HEI

FEC

AIMS
Stated

Emergent

Un-Stated

Culture

Validation

BARRIERS

Implementation
BENEFITS

Emp

Resources

Mission

Skills

Development

QA

Accreditation

External Environment

Business

Establish Your Purpose
Clarify purpose
Commit to aims
Identify benefits
Establish viability

Secure Commitment of
Senior managers
Time and finance
Partners
Skilled staff

Manage the Process

Continuous development

Establish leadership
Management systems
Communication strategy
Contractual buy-in
Quality Assurance

Staff development
Evaluation
Student experience
Outreach

Trust

[read model from left to right]

As you can see from the slide, the model has four stages which indicate the
development of the partnership over time: Purpose; Commitment; Management
and Development. At the start of the process the partners exist as individual entities
with their own aims and perceptions of benefits of the project. Their reasons for
engaging are many, and may or may not be revealed as the work progresses.
Nevertheless at this early stage of defining the purpose, clarity needs to be elicited
from the partners about the purpose of what is being undertaken and their level of
commitment to the partnership.
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Slide 11: Defining the purpose

Establishing the purpose
HEI

FEC

AIMS
Stated

Emergent

Culture

Validation

BARRIERS

Implementation
BENEFITS

Emp

Resources

Un-Stated

Mission

Skills

Development

QA

Accreditation

External Environment

Business

Establish Your Purpose
Clarify purpose
Commit to aims
Identify benefits
Establish viability

Secure Commitment of
Senior managers
Time and finance
Partners
Skilled staff

Manage the Process

Continuous development

Establish leadership
Management systems
Communication strategy
Contractual buy-in
Quality Assurance

Staff development
Evaluation
Student experience
Outreach

Trust

[POINT OUT THE PARTNERS, PURPOSE, AIMS and BENEFITS]

I want to start by looking at the aims and benefits of the partnerships which were
developed during the „purpose‟ phase. The motivation of the partners will be
increased if they believe that the outcomes will be worth the effort and so the viability
of the final course should be investigated at the start and the information shared.
This early stage is a very important one as it establishes the foundations on which
the partnership will grow. Partners who have worked together before and have a
high degree of trust will be able to make much quicker progress than where partners
are coming together for the first time.

Aims and benefits
Working collaboratively to develop curriculum is a complex undertaking and mutual
benefit is an essential element of collaboration, usually identified overtly in the
established aims (Tett et al, 2003). My research has taken this further and the
partners‟ aims in this case study have been shown to fall into three categories.
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Slide 12: Identifying the aims

Identifying the Aims
Higher
Education

Un-stated

Develop niche
markets

Emergent Aims
Diversity targets

Further
Education

Expand into HE
market
Giving students a
second chance

Aims

Access resources
of University

Staff motivation
Regional mission
Staff development

Increase status of FE

Statutory duty
Demonstration of
being „leadingedge‟

Needs-led

Flexibility

Compliance with
policy

Recruitment
targets

Widen curriculum
offer

Financial gain

HE
Partnership
strategy
Cultural change

Staff to teach at
HE level

Stated Aims

Raising status of
workforce

Workforce
development

Career
development

Recruitment
Association with
University

Employers

Diversify of market

Access resources
of University

Progression

FE

Widening
participation

Money

Professional
training

Enhanced
reputation
Demonstration of
being „leadingedge‟

Enhanced PR

Qualifications for
workforce

Cultural change

Staff recruitment
and retention

Enhanced
reputation

Develop broader
attitudes in staff

Employers

Firstly there are the Stated Aims, shown here in green. These are strategic aims agreed by
all participants and are important in gaining the initial commitment of the partners. They
relate to worthy purposes which have high moral status and which the participants were
willing to share with each other and make public from the start. They relate to the mission of
the institutions and to higher level needs. In this research, the strategic aims expressed the
desire to increase the opportunities for professional training, to provide progression in
employment or higher education, and to develop and modernise the workforce.

In addition to these stated aims, my research identified others which came to light as the
trust between the partners grew. These emergent aims, seen in purple, were found to relate
more to the development needs of the partners. They included the need to raise the status of
the workforce, widen the curriculum offer and provide staff development opportunities. In
several courses the collaboration provided a vehicle for changing attitudes and practices by
transferring learning between organisations, and this transformational aspect was mentioned
by the majority of the participants.

Thirdly, the participants expressed reasons why either they, or their organisations, had taken
part which were never revealed to the other partners. These un-stated aims, shown in blue,
were seen to be more sensitive and of a commercial nature. They included aspects such as
meeting difficult targets, financial gain and reputational standing. Overall these were seen
as business aims relating to the continued viability of the organisation in an increasingly
competitive market.
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Slide 13: Different types of aims and benefits

Benefits of Partnership
Un-stated

Aims

Emergent Aims

Stated Aims

HE

FE

Employers

Mission Benefits

Development Benefits
Business Benefits

Benefits

The threefold division of aims into those reflecting organisational mission, providing
organisational or individual development, and promoting the sustainability of the
business was further strengthened by an analysis of the perceived benefits.

According to the university partners, working collaboratively had provided
development opportunities for staff by observing how partner colleagues tackled
problems. They reported that it helped address the criticism of them being elitist and
provided opportunities for students to take part in well-supported work-based
learning. Many participants reported that collaboration had promoted pedagogical
development by partners sharing examples of good practice. However, this has to be
set against the stressful nature of the work and the reported difficulties of working in
this, rather than in more insular, ways.

Higher Education participants were united in seeing this type of work as helping
them achieve their widening participation targets and providing a more socially
inclusive service. Partnership with colleges was seen as providing a way of reaching
groups of students that the universities have traditionally found hard to recruit, and
the curriculum developed provided more flexible delivery much closer to the point of
need. Collaboration was regarded as a key part of a strategy which would help
universities to deliver government policy and avoid possible financial or recruitment
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penalties (which at the time of this study were seen as a real threat). Intrinsic
business benefits were also rated highly by the universities who saw the opportunity
to widen the curriculum offer. Initially some participants felt that there would be
financial gain but in fact this had to be tempered by the very high cost of partnership
work which is resource intensive, especially in staff time.

Further education partners reported the internal developmental benefits overall as
being the most important ones for them. The opportunity to deliver higher education
courses was seen as a great advantage to staff in terms of increasing their
motivation and providing development opportunities. Participants saw working with
responsive students on higher level courses as being fulfilling and that the increased
understanding that came from this work benefited all their courses. The opportunity
to take part in curriculum development and design from first principles was new to
the further education participants, and thus increased their skills.

Although the employers stressed the intrinsic business benefits more highly than
either of the educational partners, the developmental benefits were again dominant.
Employers perceived that staff recruitment and retention would be improved by these
courses and that there would consequently be some financial advantage through, for
example, lower recruitment costs. The employers that took part were largely based
in southern England which is an expensive place to live. Collaborative courses were
seen by the employers as a way of „growing their own‟ workforce from people who
already lived in the local area.

The perceived benefits by individuals for themselves and for their institutions were
numerous and the impact was wide-reaching, although this does have to be set
against the barriers and difficulties that the participants experienced along the way.
Several participants, whilst acknowledging the benefits, questioned whether the
effort (and the financial benefit) was worth it and whether this type of initiative would
be sustainable.
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Slide 14 Commitment and Management

Commitment and Management
HEI

FEC

AIMS
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Emergent
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Skilled staff

Manage the Process

Continuous development

Establish leadership
Management systems
Communication strategy
Contractual buy-in
Quality Assurance

Staff development
Evaluation
Student experience
Outreach

Trust

Once the purpose has been established, the partners need to establish
commitment of the major players. Clearly this includes the participants themselves
but it should also involve the senior managers, as important resource decisions will
need to be made early on. Some direct finance may be needed to pay for specific
things such as library provision, but there will also be a need to release staff
resources particularly those with the required skills sets. Thus commitment needs to
be at both the institutional level and the individual participant level.

The commitment stage, is an important first step of management of the process as
a whole as it will provide the resources and goodwill to enable any barriers to be
overcome. Any partnership will be beset with problems and pitfalls which will present
as barriers to progress. At times they will seem insurmountable – but with hard work
and a little good humour they can gradually be broken down.
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Slide 15: Barriers – the lighter side!

Barriers - the lighter side!

“Security” wall, Bethlehem

This slide demonstrates barriers under the most taxing of circumstances. This is a
slide of the security wall between Israel and Bethlehem. As you can see, the human
spirit is trying to break down the barrier through humour. It demonstrates that even
when barriers are very real and threatening – people can see the lighter side and
can maybe start to overcome them.
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Slide 16: Barriers to partnership

Barriers to partnership
ACTION

PERENNIAL

Finance
Time Constraints
Other Resources

CONSIDERATION

RECOGNITION

Change of Personnel
Overloaded Individuals

Institutional Culture
Lack of Trust

Unequal Power
Different Priorities
Resistance to Change

Lack of Employer Support

Poor Communication

Lack of Responsiveness

HE Ivory Tower

Difficult to Control and
Manage

Difficult Work

Limited Student Numbers
Vulnerable Future

Weak Leadership

Institutional Change

QA Procedures
Equity of Provision
Lack of Expertise
Lack of Understanding
COMMON

SPECIFIC
Competition

RESOURCES

QUALITY ASSURANCE

SKILLS

CULTURE

EXTERNAL ENVIRONMENT

In this research, five sets of barriers were identified associated with resources (red),
skills (green), quality assurance (teal), culture (blue) and the external environment
(brown) –they are shown in different colours to help you identify them. The key is at
the bottom. My analysis revealed a high degree of commonality between the
partners, sectors and courses in terms of the perceived barriers to partnership, but
there were also some differences. Using evidence, I was able to develop a typology
(or classification) of barriers affecting the partnerships. Typologies require common
characteristics to be identified for the whole group. In this case, one dimension that
has been used is the prevalence of each barrier shown on the left-hand side. Some
of the barriers identified are specific to a small number of courses. For these, the
barriers may have a big impact but they are not found to be a common feature. Other
barriers were perennial in that they are mentioned in every course. There is also an
intermediate group of barriers which were common in courses and mentioned by
most participants.

A second dimension to the typology is the response required by the partnership
team – shown along the top. In some cases it was enough that there was
recognition of the barrier and little or no action was required either because there
was nothing that the team could do (as in the case of institutions having a vulnerable
future, for example) or because the barrier was so intractable that the team could
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have little impact on it in the time frame of the collaboration (changing institutional
culture for example).

A second category of the response dimension was the group of barriers which
needed consideration of whether the team should take action or not. For example,
where overloaded individuals in the team were reported, the partnership had to
decide whether to accept the situation and live with the consequences or whether to
seek action in terms of managing workloads or by-passing these individuals.

The third category was the type of barrier which required action. In this case the
barrier was so fundamental that it could not be ignored and some action had to be
taken. An example of this was lack of expertise. Curriculum development is complex
and it requires expert input in terms of the subject content, the pedagogy and the
quality assurance. The partnership needed to be sure that it had access to all the
required expertise or make provisions for obtaining it if it was missing.

In terms of the journey travelled by the partners as they developed the curriculum,
making decisions about resources, ensuring the team had the required skills mix and
being explicit about quality assurance were all seen by the participants as important
ways of improving the chances of a successful outcome.

The management stage is where the systems and processes are put in place to
enable the work to progress. Leadership skills and effective management will allow
the partnership to establish a working relationship. A clearly articulated
communication strategy will facilitate the process of consolidation and enable the
development to proceed. Specific management tools such as contractual
agreements and the implementation of quality assurance procedures will assist in
developing effective processes. By the end of this stage the curriculum should be
ready for validation and the delivery partners should have been accredited.
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Slide 17: Development phase

Continuous development
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As the curriculum is implemented and the course gets underway, the model moves into the
final stage which is that of development. There should be a continuous process of
evaluation of both the course and the partnership and both will need to be managed and
nurtured. Staff development should continue and the student experience will need to be
evaluated and enhanced over time. Continued commitment will depend on the success of
recruitment. By this final stage, the hope will be that the partners have grown closer
together and have been forged into a true partnership with a high degree of mutual trust.

As you will see from the model, trust is an important theme running through
partnership development and is involved in dealing with risk and uncertainty. Good
and productive working relationships require trust between the stakeholders
(Richards and Horder, 1999; Morgan and Hughes, 1999; Clegg and McNulty, 2002;
Milbourne et al, 2003). However, trust between organisations rarely exists; it is in
reality trust between individuals that cements relationships and ensures
sustainability.

Partners may feel threatened by working with others due to a fear that the credit will
reflect on one partner at the expense of the rest. Organisations may be wary of
investing time and money into a joint development when the real benefits are unclear
or intangible. They may also perceive a loss of autonomy particularly if one or more
of the partners is more powerful in terms of money, resources or political standing.
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Slide 18: Trust

Trust
Types of Trust
• Calculative (logician)
• Practice (gardener)
• Role (professional)
• Identificatory (musicians)
• Meso-level (institutional)
• Macro-level (societal)
• Existential (personal
assurance)
M.Bottery, 2003

Mike Bottery (2003) has undertaken some very interesting work identifying a
hierarchy of trust, and it may be interesting for you to reflect on partnerships you
know, about what type of trust is being displayed. First there is calculative trust: a
set of subjective but logical calculations made by an individual about whether to trust
another. It will depend on a range of things such as personal predisposition,
knowledge of past behaviours and so on. Practice trust exists where individuals
engage with others in continued interaction. Repeated encounters increase the
amount of knowledge and therefore facilitate calculations of trustworthiness. The
metaphor used here is the gardener, caring and nurturing the relationships. Thirdly
we have role trust. This is a type of trust which allows us to make swift judgements
about who to trust because it is underpinned by an ethical standard. An example
would be the trust we put into our relationship with a doctor, a police officer or a
teacher – the metaphor here is the professional. We trust them to do the right thing,
because they are „professionals‟. This professional trust is something that I have
noticed has been eroded in education establishments over the course of my career.

The fourth type of trust is identificatory trust which involves interpersonal
relationships of an intensity not seen at other levels and involves „interpersonal
emotional commitment‟. The metaphor here is the musician: musicians grow
together through familiarity, so that they can play together as if they are one. Bottery
also identifies levels of trust which go beyond the individual. Meso-level trust is the
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trust we have in the institutions in which we work which is bound up in the character
and behaviour of the leadership. For partnerships of the kind I have been describing
to flourish there has to be a high level of trust in senior leaders in the organisations
to support the process of partnership and to back up individuals undertaking this
difficult work.

Macro-scale trust is the trust we have at the level of society. Bottery argues that
this level of trust is weakening and that there are three groups which have had a
particular impact on this societal trust: politicians, senior representatives of business,
and the media – enough said, I think! Lastly, for completeness, there is existential
trust – which is felt deep within us and is „more felt than reasoned, but which
underpins much of the individual‟s confidence in the rightness of the world‟ (Bottery,
2003, p31).

I am therefore, arguing that for partnership development trust is something that
needs to be viewed at the level of the individual, the institution and society. It is
something that is hard-won and easily lost – and all organisations need to value
individuals who are invested with a high level of trustworthiness.

So what is the balance-sheet for the partnerships from this research project?
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Slide 19: Balance sheet

The balance sheet
Benefits

Dangers

•
•
•
•
•
•

•
•
•
•
•
•
•
•

Synergy
Adding value
Broaden the intervention
Stimulate development
Tackle complex issues
Political advantage

Ignoring cultural difference
Lack of resources
Conflicting aims and interests
Unequal power and control
Lack of trust
Inability to deal with conflict
Difficulty of engaging partners
Poor communication

The table on the slide shows some of the pluses and minuses according to the
participants interviewed as part of this project. [PAUSE – as you can see from the
lists, we have touched on many of these already] Obviously weighing the balance is
not easy as it is something which is unique to each partnership, however I hope that
I have shown that:
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Slide 20: Partnerships are risky

Partnership can be risky

Partnership can be risky – especially if it is not based on firm-foundations of trust,
openness and sound communications.
Slide 21: Partnership is difficult

Partnership is difficult!

Partnership work is difficult – certainly more difficult than working on your own.
Those people who have the skills to manage and lead partnerships in education and
business need to be valued and rewarded. Partnership development needs to be
built into the resource models used – otherwise we might be biting off more than we
can chew!
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But I want to leave this case study on a positive note – in the words of the
participants of this research project:

Slide 22: Partnership can also bring huge benefits
On this slides there are some quotations from the participants in the research which
shows the benefits that have come from the partnership work between the
universities, further education colleges and employers. As you can see there is huge
support for the courses that have been developed.

Partnership can bring huge benefits...
“I suppose my view is
that the world...is
changing and the notion
of elite academic
institutions who operate
to their own sets of
values without reference
to wider concerns in
society...are
disappearing....
Organisations that don‟t
engage run the risk of
ultimately going out of
existence”
Simon, Senior
Manager in HE

“All the students that I‟ve spoken
to about it say it‟s a fabulous course
and they love it. So the students who
are on it have no worry about it at all...”
Jane, Outreach worker HE/FE

“[It] certainly raises the
profile of the College
because we are
offering things that are
available elsewhere....
so we‟re on a level
playing field”.
Pat, Course Leader,
FE College.

“There was ...a ...view that
there would be great value
in [our employees] gaining
an externally validated
qualification because it
would shake things up...
[and they]...would attain a
qualification that was
transferable”.
Max, Employer

“They got the opportunity to raise their game...
They were operating now with a significant
external partner... [It] gave them the opportunity
to develop new skills, to show themselves in
new situations...”
Tim, Employer

Case study 2: research partnership between global universities
I need to move on now to my second case study which considers the development of a
research partnership. When working in the global arena, the issues around partnership are
magnified. Managing a partnership when the partners are spread over thousands of miles
and where people are working in different contexts with altogether different underlying
cultural assumptions is challenging.
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Slide 23: Title slide

Case Study 2:Research
Partnership
Capacity Building for
Demography in Southern
Africa

It is a research project which aims to build capacity for demography in the South
African Development Community or SADC region.

This study is on-going and has two aspects of partnership. In itself it is a partnership,
and it is a research project on partnership development, as we are undertaking some
action research as we go along (Foskett, 2010b). It is a major international research
and development project funded through the European Union.
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Slide 24 The partners

SADC
Angola
Botswana
Democratic
Republic of
Congo
Lesotho
Malawi
Mauritius
Mozambique
Namibia
Seychelles
South Africa
Swaziland
Tanzania
Zambia
Zimbabwe
*Madagascar
suspended

The partners
University of Botswana
University of Malawi
University of Namibia
University of Southampton
– School of Social Sciences
– School of Education
University of the Witwatersrand
(South Africa)
University of Zambia

The partners include universities in 5 participating African countries (Botswana,
Malawi, Namibia, South Africa and Zambia) and the University of Southampton (now
also Worcester) Whilst the partnership reflects bilateral and multi-lateral links which
were already in existence, this project was the first one where all the members had
worked together jointly.
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Slide 25: Identifying the need

Identifying the needs
• To provide enhanced training for demographers and
population scientists in Southern African countries
• To develop leadership and management
development in African universities
• To develop the curriculum to align better to emerging
global priorities
• To develop research capacity

We first had to establish the needs which needed to be satisfied by the project.
The aims of the programme are threefold:
to strengthen the capacity for academic leadership in demography and
population studies in the partner universities;
to improve the quality of demography teaching;
and, to review the contents of demography and population studies
programmes to align them more closely with development in the SADC region
and emerging global priorities.

From the beginning the participants agreed to adopt a partnership approach and
ensure that all partners were involved fully. To this end the approach adopted has
been participatory with each partner fulfilling a specific role in the research and
development process.
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Slide 26: The Millennium Development Goals

The Millennium Development Goals

The socio-political context is the increasing need for qualified demography graduates
to work in African countries. Sub-Saharan Africa is faced by a number of serious
challenges closely related to high population growth. In many participant countries
population growth rates exceed 2% per annum. For many people poverty, food
insecurity and poor health are a daily reality and societies are beset with problems
associated with an increasing burden of communicable and non-communicable
disease including HIV/AIDS, obesity and malnutrition. These issues are captured in
the Millennium Development Goals as shown on the slide.

The Millennium Development Goals (MDGs) are the most broadly supported,
comprehensive and specific development goals the world has ever agreed upon.
The eight goals provide concrete, numerical benchmarks for tackling extreme
poverty in its many dimensions. Adopted by world leaders in the year 2000 and set
to be achieved by 2015, the MDGs are both global and local, tailored by each
country to suit specific development needs. They provide a framework for the entire
international community to work together towards a common end – making sure that
human development reaches everyone, everywhere. If these goals are achieved,
world poverty will be cut by half, tens of millions of lives will be saved, and billions
more people will have the opportunity to benefit from the global economy.
The SADC region is beset by significant problems and the statistics are shocking:
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Slide 27: Population growth

Global imperatives:
population growth

The graph shows the growth in world population from 1750 to 2150 and the
proportion of that growth in the more Developed Countries and the Less Developed
Countries. Population growth rates in these SADC countries are very high. Average
rate of population change 2005-2010 are:
The growth rate in the UK from 2005-2010 was 0.28% per year, yet for Namibia it
was 1.93% and Zambia 2.43%.
The proportion of the population under 15 years which is a measure of the
youthfulness of the population for the UK is 16.5%, but for Botswana it is 34.3% and
for Malawi 45.3%.
And the median age of the population in the UK is 40.5 years whereas in Zambia
and Malawi it is about 17 years. Just think of the impact on future population growth
of those figures.
Growth rate
2005-2010

% population
<15 years

Median age

Botswana

1.45%

34.3

22 years

Malawi

2.78%

45.3

17.1 years

Namibia

1.93%

35.1

21.4 years

South Africa

0.98%

28.6

24.7 years

Zambia

2.43%

44.8

17.2 years

UK

0.28%

16.5

40.5 years
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Slide 28: Eradicate poverty and hunger

Eradicate Poverty and Hunger

The poorest 40 percent of the world‟s population accounts for 5 percent of global
income and the richest 20 percent, accounts for three-quarters of world income.
907 million people in developing countries alone are hungry. Every six seconds a
child dies because of hunger and related causes. 10.9 million children under five die
in developing countries each year and malnutrition and hunger-related diseases
cause 60 percent of the deaths.
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Slide 29: Child mortality

Reduce Child Mortality
"If we are the future and we‟re dying, there is no future." Mary Phiri, 2001

Infant mortality:
www.worldmapper.org

According to UNICEF, 24,000 children die each day due to poverty and they “die
quietly in some of the poorest villages on earth, far removed from the scrutiny and
the conscience of the world. Being meek and weak in life makes these dying
multitudes even more invisible in death.”
The map shows infant mortality mapped by the worldmapper project which distorts
geographical space statistically. It shows graphically the impact of infant mortality in
Africa and in the Indian sub-continent. Most countries in the SADC region will not
achieve the MDGs for child mortality by 2015.
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Slide 30: Communicable diseases

Combat communicable diseases

In the countries most heavily affected, HIV has reduced life expectancy by more than
20 years, slowed economic growth, and deepened household poverty.
In sub-Saharan Africa alone, the epidemic has orphaned nearly 12 million children
aged under 18 years.
Another major killer is measles. In 2008, there were 164 000 measles deaths
globally – nearly 450 deaths every day or 18 deaths every hour.
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Slide 31: Non-communicable diseases

Combat non-communicable diseases
Obesity hits
Africa

Obesity and malnutrition are a dual burden for the countries of Southern Africa and
this is one of the research streams in this study.
The team aims to produce teaching resources for use in the participating universities
based on this research and to develop research-led teaching activities based on the
data.
Under-nutrition is a major problem and contributes to approximately 5 million deaths
of children under five each year in developing countries.
In tackling such wide ranging problems, universities must play an important part
through their research and teaching in establishing effective programmes to tackle
health and population problems and informing public policy. However, African
universities themselves are in need of development. They often find themselves
under-resourced and under-skilled in comparison to others within the global arena. In
order to make a difference therefore, it is not just academic development that needs
to take place but also capacity building for management and leadership within the
departments and their universities which needs to be addressed.

So why did this group of institutions, from countries across Southern Africa, and the
United Kingdom, come together to work in partnership? The cynic would argue that it
was a marriage of convenience, a pragmatic association to fulfil the criteria for
gaining funding from the European Union.
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If we use the model introduced earlier which subdivides the aims that partners have,
we can identify mission-related aims which people are happy to share. For example,
in the evaluation of the first colloquium, the most common aim stated by the
participants was to build capacity in demography training, closely followed by a wish
to improve the quality of demography graduates.

As we saw earlier, development aims tend to emerge as the partners begin to work
together. In this case, emergent aims included the need to enhance the quality of
teaching, develop professional networks and expose students and less experienced
staff to international colleagues.

The aims kept most private were the business aims. In the case of universities the
business includes funding, research quality and building the cvs of individuals. This
international partnership was no different. In answer to a question on the benefits of
the partnership to their institution, responses included the need for additional
resources, enhanced reputation and strengthened capacity for research. Individuals
also had personal aims including access to teaching resources, support for PhD
study in the UK, and collaboration with a high calibre international team.
Understanding these, often hidden, aims is vital to the success of the partnership
and its long-term sustainability as individuals will only remain committed and
motivated if they feel that their needs are being addressed. The strongest
partnerships take time to understand the motivations of the members.

A Participatory Approach
Another key aspect of international collaborative partnerships is developing a
participatory approach. Definitions of a participatory approach differ but they often
include empowerment of disadvantaged individuals or organisations. A participatory
approach in development is not a panacea and critical studies have shown that it can
fail, particularly where individuals do not become fully involved or where there is
manipulation by one of the partners (Brett, 2003). Success is more likely, in this
example, as the partners are all senior academics each valued for the strengths they
bring.
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All participants need to feel valued and involved. A number of mechanisms were put
in place early on to avoid the UK partner assuming undue dominance, and to
encourage participation. Each of the partners was involved and consulted in the
development of the initial bid. This went beyond obtaining a signed letter of
willingness to collaborate by involving partners and building on existing relationships.
An early event involved all partners contributing actively by leading sessions, taking
part in workshops, and sharing social activities. Further events have been planned at
regular intervals and each will be hosted by a different partner.

The complexity of an international collaborative partnership like this requires firm
management. This is not at odds with a participatory approach providing the means
by which partners can have their say and influence outcomes is transparent. At its
worst collaboration can be used as a vehicle of control over individuals or
institutions. Meetings can become a means of disseminating decisions taken
elsewhere or imposing conformity. There is a big difference between this and a truly
participatory partnership.
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Slide 32: The work packages – Institutional needs analysis

The Project
WP 1: Project Management
WP 3:
Institutional Needs Assessment

Develop and
apply tool

WP 2:
Project
initiation
meetings and
discussion

WP 5:
Interviews and
reviews of
SADC region

Collate evidence
and disseminate

WP 6:
Review of
demographic and
related subjects
curricula

WP 4:
Review of obesity and malnutrition +
NCDs

WP 7:
Delivery of
development
activities
Botswana W/S

WP 10:
Evaluation

WP 8:
Colloquia
Malawi 2010
Namibia 2011

WP 9:
New teaching
material developed
Malawi 2010

WP 12:
Future planning
Zambia 2011

WP 11:
Dissemination to
stakeholders

This slide shows the research project diagrammatically, divided into 12 work
packages. The blue shows the project management which runs throughout the
project. One strand of work, shown in red, is developing institutional capacity within
the universities in the management and leadership of teaching and research. All
institutions, and all individual academics, have strengths and development needs.
Universities and their academic departments have four broad areas of knowledge
and expertise: academic disciplinary knowledge (in this case, in demography);
pedagogical knowledge (how to teach and foster learning); leadership expertise
(providing vision and direction); and management expertise (e.g. in finance, human
resources or external relations). In order to continue to grow and develop,
universities need to be continually building capacity in each of these to survive in an
increasingly globalised environment (Stephens, 2007).

Capacity building relates to all dimensions of the development of teaching and
research. It is about going further, - taking the science of demography and its
impact to higher levels and to greater breadth. It is also about moving faster, - being
more efficient, responsive and effective in research, education and enterprise. And it
is about sustainability, - achieving permanence and persistence of the impacts of
what we do. For this strand, the partners developed a questionnaire which would
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allow identification of the development needs of each institution with respect to
pedagogy, leadership and management.

The outcomes of the questionnaire analysis allowed the partnership to develop,
deliver and evaluate a training and development plan to build capacity in the
universities involved. Partners were involved both in the delivery (of their strengths)
and in development activities (on their needs). By involving people both as trainers
and trainees, the partnership was strengthened by the mutuality of outcome.
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Slide 33:

Strand 2: Needs assessment for demography curricula

The Project
WP 1: Project Management
WP 3:
Institutional Needs Assessment

Develop and
apply tool

WP 2:
Project
initiation
meetings and
discussion

WP 5:
Interviews and
reviews of
SADC region

Collate evidence
and disseminate

WP 6:
Review of
demographic and
related subjects
curricula

WP 4:
Review of obesity and malnutrition +
NCDs

WP 7:
Delivery of
development
activities
Botswana W/S

WP 8:
Colloquia
Malawi 2010
Namibia 2011

WP 9:
New teaching
material developed
Malawi 2010

WP 10:
Evaluation
WP 12:
Future planning
Zambia 2011

WP 11:
Dissemination to
stakeholders

Next we have the needs assessment for the demography curriculum. The
methodology employed for this second element is based on several research tools.
At the initial colloquium, the demographers reviewed their academic curricula which
form the existing training in the region. They also developed a questionnaire for use
in the field to gather evidence from key personnel involved in social and human
development. All partners were involved in the interviewing of officers in government
departments, the director of a national demographic research institute, and
development partners such as the World Bank.

Analysis of these interviews and key policy documents provided the team with a
deeper understanding of the development priorities and challenges facing
populations in the region and inform new course development to better meet current
and future needs.
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Slide 34: Obesity and malnutrition

The Project
WP 1: Project Management
WP 3:
Institutional Needs Assessment

Develop and
apply tool

WP 2:
Project
initiation
meetings and
discussion

WP 5:
Interviews and
reviews of
SADC region

Collate evidence
and disseminate

WP 6:
Review of
demographic and
related subjects
curricula

WP 4:
Review of obesity and malnutrition +
NCDs

WP 7:
Delivery of
development
activities
Botswana W/S

WP 8:
Colloquia
Malawi 2010
Namibia 2011

WP 9:
New teaching
material developed
Malawi 2010

WP 10:
Evaluation
WP 12:
Future planning
Zambia 2011

WP 11:
Dissemination to
stakeholders

Another work-stream is a review of the evidence on the burden of noncommunicable disease and the levels of overweight and obesity among adults and
under-nutrition among mothers and children in the region using existing demographic
and health data. Resources for teaching will be developed to accompany the
research outputs and the case study will be used by the partners in research-led
teaching. Further teaching materials will be developed by the team for dissemination
more widely among the partners and the SADC countries.
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Slide 35: Sustainability

The Project
WP 1: Project Management
WP 3:
Institutional Needs Assessment

Develop and
apply tool

WP 2:
Project
initiation
meetings and
discussion

WP 5:
Interviews and
reviews of
SADC region

Collate evidence
and disseminate

WP 6:
Review of
demographic and
related subjects
curricula

WP 4:
Review of obesity and malnutrition +
NCDs

WP 7:
Delivery of
development
activities
Botswana W/S

WP 8:
Colloquia
Malawi 2010
Namibia 2011

WP 9:
New teaching
material developed
Malawi 2010

WP 10:
Evaluation
WP 12:
Future planning
Zambia 2011

WP 11:
Dissemination to
stakeholders

One of the principal outcomes of any international partnership should be
sustainability which is about delivering a product which will endure beyond the life of
any funding. Partnerships can become long-lasting providing they have been set up
well in the first place. By this final stage, the hope is that the partners have grown
closer together, are engaged in a range of activities, and have been formed into a
true partnership with a high degree of mutual trust.
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Slide 36: Outputs and beneficiaries

What will we achieve?
Outputs

Beneficiaries

•
•

•

•
•

•

Improved demography teaching
More qualified demographers/
population scientists
Enhanced institutional support for
demography through partnership
Development of research-led
teaching (e.g. case studies of
obesity and malnutrition)
Improved networking between
SADC HEIs

•
•

Social and human development
planners
– Governments and NGOs
– Regional bodies (e.g. SADC)
– Multilaterals (e.g. UNFPA,
UNDP)
People of SADC countries
Other academic staff and
students in other ACP and EU
countries

The slide indicates what we want to have achieved by the end of the project and who
we hope will have benefited from it. Partnership work is both problematical and
rewarding at the same time, and for an institution to be involved as an international
player, it is essential to see success. However, like the regional partnerships of the
first case study, there are also many challenges facing international partnerships
such as communication, leadership, development of trust and manageability.
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Slide 37: partnership issues

Partnership issues
•
•
•
•
•
•

Need for high level project
management skills
Development of trust
Danger of imperialism not
partnership
Inequality due to resource flows
Sustaining communication
Cultural differences

Although this project is not yet complete, the aim is for the partnership to become
sustainable. The nature of international collaborations such as this is that there are
natural multiplier effects as scholars are trained and gain employment with partner
organisations and beyond. By addressing education and research needs, the
capacity for further successful action is secured and international networks
established.
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Slide 38 The good news

And the good news is…
“I recommend this initiative and I think
the partnership is developing well. The
Universities are already talking amongst
themselves about collaborating, offering
Services and supervising students for
graduate training.”

“A common understanding is emerging in what
needs to be done to improve the situation...”

“Creating partnerships in the region facing
social and economic challenges will help develop
a common strategy”

As these participant quotations show, from work like this benefits accrue to the
partner universities and the advantages extend beyond: to the students who follow
more appropriate programmes; to the employers who can employ people trained to
meet their needs using a curriculum in which they have had input; and to the people
of the region whose everyday challenges are better understood and whose lives will
be improved by better trained and educated professionals.

In Conclusion
I am reaching the end of my lecture and I need to sum up so that we can get to the
refreshments and conversation.
So before the wine – a few points in summary. What I have been looking at tonight is
some aspects of partnership as seen from a highly personal perspective. Although
partnership can be problematical, and can at times feel like „cavorting with the
enemy‟; it is essential and can be a positive experience too. In the first case study
the outcome was a set of good quality educational programmes which encouraged
socially excluded individuals to gain higher level qualifications and enhanced career
development. In the second, partnership provided an opportunity for universities to
show leadership at a global scale to address some of the most enduring problems of
our time: hunger, child mortality and poverty. Partnership will never be a panacea
and it is hard and complicated work but the prize can be a brighter future.
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Slide 37: A brighter future

…a brighter future

Thank you

Malawi, 2010

Thank you.

References
Barr, J., 2002, Universities after postmodernism, International Journal of Lifelong Education,
Vol. 21(4), 321-333.
Bottery, M., 2003, The Management and Mismanagement of Trust, Education Management
and Administration, Vol.31(3), 245-261.

Brett, E.A. (2003), „Participation and Accountability in Development Management‟,
The Journal of Development Studies. 40(2), 1-29.
Carlson, R., 1964, Environmental constraints and organisational consequences: the public
school and its clients. In Baldridge, J. and Deal, T., (eds) (1975) Managing Change in
Educational Organisations, Berkeley, Calif., McCutchen.
Clegg, S. and McNulty, K., 2002, Partnership working in delivering social inclusion:
organizational and gender dynamics, Journal of Education Policy, Vol. 17(5), 587-601.
Foskett, R., 2005a, „Collaborative Partnership Between HE and Employers: A Study Of
Workforce Development‟ , Journal of Further and Higher Education. 29(3), 251-264.
Foskett, R., 2005b, „Collaborative Partnership in the Higher Education Curriculum: A crosssector study of foundation degree development‟, Research in Post-Compulsory
Education. 10(3), 351-372.

46

Foskett, R., 2010a, Barriers affecting curriculum development partnerships between postcompulsory education and employers: a case study, Journal of the Further Education
Alliance, Volume 2, Number 3, p.105-129.
Foskett, R., Capacity Building for Demography in Southern Africa: International collaboration
in action, Chapter 9 in Maringe, F. and Foskett, N. (eds) (2010b in press), Globalisation
and Internationalisation in Higher Education: Theoretical, strategic and management
perspectives, London: Continuum.
Fryer, R.H., 1997, Learning for the 21st Century: First Report of the National Advisory Group
for Continuing Education and Lifelong Learning, London: NAGCELL.
HEFCE, 2000, Foundation Degree Prospectus, Bristol: HEFCE.
Kress, G., 2000, A Curriculum for the Future, Cambridge Journal of Education, Vol. 30(1),
133-145.
Milbourne, L., Macrae, S. and Maguire, M., 2003, Collaborative solutions or new policy
problems: exploring multi-agency partnerships in education and health work, Journal of
Education Policy, Vol. 18(1),19-35.
Morgan, S. and Hughes, D., 1999, New Start – Paving the Way for the Learning Gateway –
an evaluation of second round projects, London: DfEE.

Newman, C.J.H., 1959, The Idea of a University, New York: Image Books.
Oxford English Dictionary, 1989, 2nd Edition, Oxford University Press, online
http://dictionary.oed.com/
Richards, G. and Horder, W., 1999, Mental health training; the process of collaboration,
Social Work Education, Vol. 18(4), 449-458.
Slack, K., 2004, Collaboration with the Community to Widen Participation: „Partners‟ without
Power or Absent „Friends‟, Higher Education Quarterly, Vol. 58 (2-3), 136-150.

Stephens, D. (ed) (2007), Higher Education and International Capacity Building:
twenty-five years of higher education links. Oxford: Symposium Books.
Tett, L., Crowther, J. and O‟Hara, P., 2003, Collaborative partnerships in community
education, Journal of Education Policy, Vol. 18(1), 37-51.

47

