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Abstract:

Technology has a potentially rich, but largely unrealised, role in teaching and learning.
Thisroleis defined variously by what the teacher has available, has had time to learn, or
can find an appropriate use for, and by what students have access to, are familiar with,
and are willing to use. In all of these ways, technology usually plays an adjunct role to
others, more traditional modalities for teaching and learning, including lecture,
laboratory, library, textbook, tutorial, and practicum.

Researchers perceive problems arising from the significant cultural and organisational
differences affecting the management and leadership environment of the modern higher
education institutions integrating technology in relation to traditional higher education
institutions. This present study describes and analyzes the culture effects in higher
education organisations that are challenging the future pre-eminence of the use of
technological tools in teaching in higher education. This study tries to explain that, in
order to understand opportunities for change in higher education institutions, one must
understand that the external environment is by far the most powerful source of internal
change. The findings support the view that transformational |eadership, collaboration and
the classroom culture are three major characteristics of change in higher education
institutions, where integrating technology is considered as a way to help the university to
be a more effective learning organisation.

1  Introduction

Every person carries within himself or herself gats of thinking, feeling, and potential acting
which have been learned throughout their lifetitdefstede [1] defines culture as a collective
phenomenon, because it is at least partly shartdd peiople who live or lived within the same
social environment, which is where it was learneds the collective programming of the mind
which distinguishes the members of one group cegmaty of people from another [2]. Hollins
[3] defines culture as the underlying phenomenadigg humanity. Hollins cites a definition of
culture by Barrett [4], as “the body of learnediéks, traditions, and guides for behaviour that are
shared among members of any human society”. Ga&llan Chinn [5] suggest that culture is a
way of perceiving, believing, evaluating, and behgv Culture has many different
characteristics: culture is learned, not inheriteds shared through values and behaviors; inis a
adaptation of accommodated natural resources amoloement conditions {5]; and it is a
dynamic system which changes continuously becauseve developments or new information.

The concept of culture came to education from tharate workplace with the notion that it
would provide direction for a more efficient ancalde learning environment [6]. Higher



education (HE) institutions are learning organgsadithat provide explicit opportunities to reflect
on and evaluate past actions and decisions [7]en@H8] looked at profiled effective and
ineffective organisational cultures. He found tkdtcational institution culture correlates with
teachers' attitudes toward their work in such a W&y stronger educational institution cultures
had better-motivated teachers. Although moral pseps natural, it will flourish only if leaders
cultivate it [9]. Fullan argues that moral purpdsss a tendency to become stronger as human
kind evolves. However, in traditional HE instituig as in all learning organisations, innovation
is introduced with difficulty. Teachers are, oniadividualist basis, free to innovate within their
own classrooms, provided either that this doesredk the system's rules and regulations or that
breaches can be protected from the knowledge oérgup. In pure collegial systems the
institutional focus is supported by collaborativdationships through which members work
together to implement any change designed to eeadisared goals compatible with the
institution’s mission. The best teachers integth&eintellectual, emotional, and spiritual aspects
of teaching to create a powerful learning environtr{&0]. Therefore, in an environment with
strong organisational ideology, shared participaticharismatic leadership, and intimacy,
teachers experience higher job satisfaction ane hawreased productivity. In order to stay
updated in a fast-changing environment, everyonernorganisation needs to be learning
continuously. An organisation that can learn ingastits capacity to embrace the future, because
its members are continually focused on enhanciryexpanding their collective awareness and
capabilities, and on continuously improving thelgyaf what they do [11].

Organisational learning is facilitated in a climafeopenness and mutual trust that allows people
to embrace experimentation and change without rigelpersonally threatened. However,
Goodman [12] acknowledges the complexity and diffic of change in higher education
institutions which do not have good mechanisms#mrand adapt to environmental change. The
quality of work relationships in an education eowiment has a great deal to do with the
institution’s ability to improve [13]. The degreé @penness, trust, communication and support
that staff share, encourages not only learning &lsb work satisfaction and improved
productivity and performance.

Learning is also encouraged if the people live witkegrity, openness, commitment, and
collective intelligence [14]. The organisationalltate in a learning organisation is based on
shared responsibility, thus enhancing membersitahid understand interdependency [15]. In a
higher education institution where staff membewrd feee to ask questions in order to enhance
their understanding, and to question existing prast and structures, members’ ability to
understand interdependency is enhanced. They uaddreow their individual roles contribute
towards reaching the overall vision of the insidnt The only way of getting the best from
academics is through leadership by democraticicgaative structures with broad representative
membership. In this sense, management is effedhiveugh facilitating and co-ordinating
everyone’s best efforts, and not through contrgllin

Teachers must be skilful in building trust and kkshing rapport with other teachers and
administrators, dealing with organisational proesssnanaging their own work and building
skill and confidence in others. Members of theaorgation realise that they are part of
interrelated systems working together to meet asgdions’ needs. The organisational culture is
expressed through customs, traditions, ceremonigals, norms, heroes and heroines that come
to characterise each learning organisation. Cuigieeconstructed reality, and as such, demands
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considerable thought, skill, integrity and consiste on the part of the leader to build and
maintain in a way that connects all of the learnimganisation community [16]. Clarifying the
leader's role in building and maintaining organgl culture is but one aspect to be considered.

This study outlines three major characteristicsadbpting change in HE institutions: hiring
professional teachers to develop cultures in taestbom, developing collaborative relationships
among teachers to develop updated-curricula andueaging leaders to be transformational to
deal with the change effectively. It starts bycdssing macro cultures in HE institutions in the
next section. Section 3 studies the organisatienaironment and leadership. Section 4 discusses
the managing change and outlines strategies togeanhaSection 5 represents web-based higher
education institutions. Finally, section 6 conclsid@ith some observations regarding the
integration of technology in social environmeninagdl as in educational institutions.

2  Macro Culturesin Higher education institution

Abercrombie, Hill and Turner [17] argue that newmirers of a group have to be socialised into
its culture. Therefore, organisations may contairious sub-cultures based on different groups,
rather than a single organisational culture. Theray be also multiple cultures in an
organisation. A constructive approach in this diget is then to identify crucial issues that
educators think are important for preparing teasHer cultural diversity. The interactive and
context-driven nature of teaching requires edusatortake into account the students’ social-
cultural environments in which their education ascuThus, macro-cultures are societal cultures
where organisational cultures are nested withirga@isational culture refers to a collection of
theories that attempt to explain and predict hoganisations and the people in them act in
different circumstances [18]. Schein [19] emphasi$e influence of homogeneous and stable
groups within an organisation which he considersp@stal in determining strong or weak
cultures and the ‘character’ of that culture.

A higher educational institution culture is basedtle belief that college and university faculty
members share a common view of the world and aflacship and have similar understandings
of the nature and purposes of higher educationtlamdole of faculty [20]. Besides, each student
brings to the campus special talents and persgsstas well as challenges and needs. This
diversity tremendously enriches the educationalirenment with students with different
cultures. The most common use of the term refersdiiferent ethnic or national
backgrounds. This is often referred to as a "nmacutiure.

The organisational culture is influenced by the raamiltures, policy contexts and communities
in which an institution is located [21]. Thus, anggational culture in higher education means that
there is the shared connection between the goalkeohcademy and those of the individual.
However, those goals are subjects for change. Aleager is able to change the culture of higher
administrators, department heads, faculty, andesiisd An example might be a new president
who wants faculty to spend more time on researc¢h external funding potential or he or she
may want to integrate technology in all departmeBesides, the culture of administrators may
be different from that of faculty as it is increagly difficult to find qualified candidates for

presidential and other senior positions in largdteges and higher education institutions [22].
Moreover, culture influences how people deal wibhftict and with participation. According to

Bond [23], the disturbance of interpersonal rel&i@nd group harmony through conflict can
cause lasting animosity in some cultures. As a lteshe society tends to avoid open
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confrontation and assertiveness. In group contdig is manifested by teachers and head
teachers tending to avoid open disagreement, \wghl¢ader's view apparently being accepted
[24].

Organisational climate and culture are closely dohko creating a learning environment and
improving learning opportunities in an institution/lodkowski and Ginsberg [25] propose an
intrinsic motivational framework for a teacher thatognizes the importance of linking content
to the cultural backgrounds of students as a wayeritbhance student involvement while
maintaining their cultural integrity. An effectiveulturally responsive teaching should be
characterized by the following: respect for diversengage motivation of all learners; create a
safe, inclusive, and respectful learning environineerive teaching practices from principles
that cross disciplines and cultures; and promatgge and equity in society [25].

The higher education environment needs to be umsrdly, supportive of a community of
learners, and to communicate caring and respecevery learner. In such an environment,
learner growth and the potential of academicsitoudate that growth can be maximised [26]. A
higher education institution that will succeed rhi@ving an academic excellence is one that
creates the kind of learning environment and camgusmunity that supports continuous
learning of all of its members. Such institutiongl,wwhere necessary, take risks and design
radically new approaches to embracing the impezaifwchange [27].

The question that needs to be considered is holehigducation institutions can best cope with
and prepare for the many uncertainties and contpmsexiand support learning for a future about
which very little can be predicted [28]. The negttson discusses the fact that transformational
leadership is needed in changing academic envirohna@d that such leadership needs to be
distributed in order to deal with the many divedsenands of higher education.

3  Organisational culture, leader ship and management

Organisational culture and leadership and theioglship between them became a focal point for
writings on educational institution culture. A widenge of organisational theories were adopted,
some of which gained popular acclaim, some focusedorganisational culture [19], some
carrying the effective management label [29], s@deacationally based [30], some exploring the
relationship between educational institution a@tand change [31], and some studying the
micro-politics of educational institution organiset [32].

Nevertheless, the success of a learning organisaibes on its organisational culture [33].
Impressive evidence indicates that healthy andngtiearning organisation cultures increase
students' motivation and achievement, and teackatisfaction and productivity. Schein [19]
contends that the “bottom line for leaders is thétey do not become conscious of the cultures
in which they are embedded, those cultures will agenthem.” He argues: “Leaders create and
modify cultures. Culture creation, culture evolati@and culture management are what ultimately
define leadership”. Leaders need to conduct “thstrdetion of culture” and to reinforce the right
kind of culture [19]. Schein's approach is deeped anore useful than many; he studies
organisational culture from an anthropological peddive and explains the leader's role in
shaping it.

Most people would probably agree that organisationlure is holistic, referring to a whole; it is
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historically determined, reflecting the history dfie organisation; it is related to the
anthropologists’ issues such as rituals and valiies;socially constructed; and it is soft and at
the same time difficult to change. However, becaokdhe important role of practices in
organisational cultures, the latter can be consiieomewhat manageable. Changing collective
values of adult people in an intended directioexsemely difficult, if not impossible. Values do
change, but not according to someone’s master Qlahlective practices, however, depend on
organisational characteristics like structures systems, and can be influenced in more or less
predictable ways by changing these [1]. Collectpractices also depend on interpersonal
relationships both inside an organisation and datsit. In learning organisations with
collaborative cultures, staff and administratorgkvtmgether for the good of students. Energy,
commitment, and motivation are likely to be high@hange and improvement will be conscious
and collegial. Teachers' sense of efficacy andepndll be higher [9, 34]. Staff and
administration can work together to build collakive cultures. Therefore, the type of collegial
relationships and the development of these relshims may represent the infrastructure of
improvement and enhancement in any institution.[35]

Blackstone [36] emphasises that academics in thbehieducation environment are just as
important as those in senior leadership positianstlie success of the organisation, as their
intelligence, experience and skills are used toresidexternal environmental challenges. The
bottom line is that the leader is the primary adtoarrier for the organisation,” Schweitzer [37]

concludes. “If the leader's attitudes and behawdorsiot match the culture that you are intending
to build, it will not work. The leader and the auk must be in sync.”

Senge [38] argues that leadership for deep chaegeires replacing the myth of the “hero
leader” with the concept of leadership communitiHsese communities, he believes, enable the
building of leadership capacity throughout the aigation so the organisation can continually
adapt and reinvent itself. Teacher leadership aka many forms. It may include: (1) advocating
the vision for staff development, (2) participating learning organisation and district
improvement teams to help determine goals andegied, (3) conducting classroom and
institution wide action research to determine iuatpes are improving the learning of all students,
(4) mentoring new teachers, serving on peer reyianels to provide support and assistance to
new and veteran teachers, and (5) working on spasgignment as coaches or instructional
guides to provide ongoing professional learningtti@ir peers.

Lambert [39] argues that leadership is about legrmogether, and constructing meaning and
knowledge collectively and collaboratively. It inves opportunities to surface and mediate
perceptions, values, beliefs, information, and egxions through continuing conversations; to
inquire about and generate ideas together, to teesdflect upon and make sense of work in the
light of shared beliefs and new information; andcteate actions that grow out of these new
understandings. Such is the core of leadership.

Effective leaders are committed to the successvefyene in the organisation, and involve
everyone, so that individual members understand thewumerous parts of the organisation are
interrelated and why every individual’s work is @gsential component for success. Members and
groups within the organisation learn to understédrad the decisions they make affect the entire
organisation, and learn to take each other’s istsrmto account. Decisions are made by all in
the organisation. The increased involvement of nmesiin making decisions leads to better
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decisions, as people who work within the systemehawost insight into how it works and the
changes necessary to improve it [40].

Thus, what is expected from leaders continues ¢oease [26]. Leaders are expected today to
create learning communities in their learning orgations and to engage the broader learning
organisation community in creating and achievingc@npelling vision for its learning
organisations, while serving diverse student pdpra [41]. The leader's role changes from
authoritarian style to instructional. Leaders nmaisep in curriculum, instruction, and assessment,
while they preserve their role of being the keyspes in determining whether a learning
organisation succeeds. Leader's responsibilityifgerovement lies in supervising, coaching
teachers, and working with them on development kit support real learning organisation
improvement [42]. In other words, leaders shouldoemage constructive changes.

3.1 Distributed transformational leadership

Transformational leadership is value-driven. Thadber sets high aims and purposes for
followers, engaging them through inspiration, exkmp practice, collaboration and trust.
Transformational leadership aims at respondingheonge quickly and at bringing out the best in
people. Such leadership is change-oriented andratett the development and survival of
organisations in times of environmental chaos wihén necessary to make strategic changes to
deal with major threats and opportunities. It desivts power from shared principles, norms and
values. Leaders, who encourage and support tranafmm share power, are willing to learn
from others and pay specific attention to intellattstimulation and to each individual’'s needs
for achievement and growth [43-45].

People in different roles and at all levels of arigations are increasingly being called upon to all
be leaders in their own right [46]. The particut@iaracteristic of higher education institutions as
knowledge-intensive organisations is good leadprshhich is usually naturally distributed
across a team or workgroup. Therefore, the digetbgharacter of leading in which the focus is
much less on the leader as an individual, seentscylarly compatible with higher education
contexts [47]. The leader is conceived as first mgnequals and the characteristics of the group
being led is carefully considered. The approactisfiersed leadership takes the spotlight off the
heroic leader and the team is highlighted. Thedaswon leading others to lead themselves, either
through dispersal of power or through liberatingntemembers so that their abilities can be fully
utilised [48]. What emerges is more productive tlsimply good leadership from the top.
Leadership is much more diffuse than is traditipnbkelieved. It can be exercised at all levels
within organisations and all participants are cégald practicing it in some way. By focusing
only on the behaviour of senior people, one ruesigk of losing sight of those aspects of human
behaviour in organisations that lead to effectigsrn@nd consistently high quality. Especially in a
higher education institution, which is knowledgéemsive and in which the quality of the
institution is largely dependent on the qualitytefhuman resources, it is not possible to excel by
relying on good leadership at the top only. Demiicr&mpowering leadership involves power-
with rather than power over, and the teams withiohsan empowered community become
leaders themselves [47]. Thus, the managementafdimmunity is critical.

3.2 Managing the diversity
Valuing Diversity is recognising and respecting tredue of human differences. Managing
Diversity is creating and sustaining an environmghere everyone can achieve his or her full
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potential. Despite the substantial numbers of swydittle is known about what distinguishes

between good and bad management [49]. Furtherntbeee is little agreement about what

constitutes, and is meant by, managerial and lshgeeffectiveness. Managing planned change
is concerned with activities that are intentionadl gyoal oriented. It seeks to improve the ability
of the organisation to adapt to changes and toggharganisation members’ behaviour [50].

Barker [51] observes that “articles abound on lestup; however, few evaluate the impact of
leadership and its effectiveness within the orgatios”, especially when it comes to higher
education institutions. Consequently it is stiletbase, after many years of leadership research
that little is known empirically about what differtates between highly effective and less
effective leaders and managers [52,53]. The diffezebetween leadership and managership is
debatable but it will not be discussed in this gtud

Managing the diversity is one of the biggest chgjis faced by higher education institutions
[54]. Accepting the challenge of diversity impliesmong other things, changing the
organisational culture, re-conceptualising appsdpri leadership styles, restructuring
organisations, reformulating what constitutes gteathing, and developing staff and students to
work and learn in an organisation that is veryat#ht from what it used to be [55]. Demands for
better quality teaching and support services fadestits, accountability, transparency, quality
assurance and cost-effectiveness are made byattee thte business sector and society in general.
These demands have put increasing pressure onrhggheation institutions worldwide to
demonstrate the value they are adding to the iddaliand to society as a whole [56,57].

4  Managing change and developing strategies

Educational institutions are influenced by the stati events constantly occurring around them
[28]. Recently, several developments in the worg@lahanges in student demographics, and the
economic trends have been forcing educationaltinistns to change. The growth of knowledge
in any field is rapidly outstripping any individislkbility to remain up-to-date. Knowing how to
access information rather than memorizing infororatis central to coping with this rapid
change. Growing numbers of students are workingtpae while enrolled in full-time programs;
current educational delivery systems do not meeir thnigue needs. Classroom space within
colleges is fully utilised while at the same tinmea@ments are expected to increase. There is little
or no money for expansion. Access to the Interdletva learners to take courses virtually
anywhere in the world (accreditation is still a aragonsideration). Geographic location is no
longer relevant; we are in global competition vathother educational providers on the Net.

Thus, educators must demonstrate a history of gsaieal growth and development [58]. They
should be aware of their role in social change lamdble to justify to themselves the role they
play. Innovations involve the erosion of older pi@es whenever it takes place, and educators
should be sure that they want to erode these iwaditbefore they encourage change [59]. So,
educators retain control over content, standarelsigd, and assessment of student learning while
giving up control of delivery of information.

Besides, the university culture provides a genedahtity for all faculties, regardless of
disciplinary affiliation, and concerns three basatues generally shared by faculty members: (1)
the pursuit and dissemination of knowledge as tiipgse of higher education; (2) autonomy in
the conduct of academic work; and (3) collegia]®®]. The first value, that of pursuing and
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disseminating knowledge, requires faculty memberdd knowledgeable and to convey their
learning through teaching, inquiry, and publicatiorhe second value, that of expecting
autonomy, gives freedom to advance knowledge witirdarference, through such structures as
peer review, tenure, and relatively independerdriggducation institutions. The third value, that
of collegiality, provides mutual support, socialeraction, and faculty governance [61]. An ideal
academic community is a university in which the outr of learning, academic freedom, and
collegiality are strongly valued.

Thus, managing change in a HE institution can beldped by adopting strategies to manage it.
The strategies can be the classroom culture amatelum construction.

4.1 Classroom culture

The class has a culture, or sub-culture, of its.dwhas shared values, information, techniques,
interpretations and meanings. The teacher hasiteat@nd critical role in creating a classroom
that respects diversity and ensures the self-woftlall students as conditions essential for
culturally responsive teaching. This framework shdte interrelationships between three levels
of culture: personal, microculture, and macroceliutr considers the personal cultural identity as
a pool of constructs, values, beliefs, and attistiasheany of which may be part of micro-cultural
groups one may belong to. Microcultural groupsiareirn influenced by the macro-culture. On
the other hand, whatever the students learn ifylikebe cultural in two senses. In the first place
they share the understandings generated and sdtaintheir own classroom group. In the
second, these understandings are also shared evitircgroups outside the classroom, that is,
they are part of the cultural currency of the beyagbciety. On this view, the teacher generates
and fosters a culture within his or her class. fr@nmore, a classroom culture can be seen as an
interface between two sets of cultures: the teacaed the students, and so an arena of conflict or
contestation.

If the class is to make the culture its own, it tnaeme to found its own social life on it.
Therefore, the sub-culture of an educational in8tih must be seen in the context of the total
culture of a society or civilisation [62]. Cultuie a dynamic field within and through which
individuals make contact with one another [63]. Wit a class two types of culture are
transmitted. On the one hand, predominantly saamaerstandings may be inculcated such as
morals, manners and attitudes to life. On the othand, education may transmit the
understandings which are implied in curriculum. Eators are responsible for controlling the
experience of educational groups and for contrgléind directing the learning of the class.

A study done by Steineke and Qldéd] on Norwegian higher educational institutions dssas
the management of the interface between formal ledye production and the skills
requirements of the local labor market. Andersob] [@rgues that HEI-industry relations may
include technology transfer programs, research park well as consulting. Thus, the most
important form of knowledge transposition from tH&Is to their local environment follows
from their production of university college candiela The students’ knowledge experienced in
classroom, contributes to regional competence deweabnt.

Therefore, before introducing any new technology inlassrooms, teachers must be able to
justify its contribution [66]. In order to use ITowstructively, educators may have to use
technology when it helps them do their good workdre Moreover, no teacher or classroom
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exists in isolation. Implementing technology isissue for the entire educational institution. For
example, the advent of network technologies anésxcto the Internet in educational institutions
has brought attention to the need for learning msgdion-wide technology planning. Thus, many
organisations in recent times have changed theiking culture to embrace such ideas as group
working and self-management teams. As such, tliedattion of group computing technology
into an organisation, either business or educdtioslaould be considered carefully [67].
Therefore, the purchase of classroom computerspeggkntation equipment does not guarantee
the effective integration of technology into teahiand learning. Classroom management
strategies, facilities design, and long-range tetdgy planning are equally necessary to realise
technology's potential for education. Classroomigiesllows the educators to plan classroom
layout and technology resources for the effectiviegration of computer technologies into a
university. Planning considerations are absolutelgessary if these technology expenditures are
to make any real educational difference. They afig@delines for long-range planning that seek
to equip and empower teachers for technology-erdthimstruction.

Thus, the use of group computing as software swigtthat enable groups to work together by
using Information and Communications TechnologyT{lGupports the collegial sharing. Such

support leads to greater readiness to experimethttae risks, and with it a commitment to

continuous improvement among teachers as a re@umypert of their professional obligation. In

this sense, collaboration and collegiality are sasnforming vital bridges between learning

organisation improvement and teacher developm@it [6

On the other hand, teaching at higher educatiotitutisns is currently facing a number of
challenging developments. Students have to adbetight study programs in order to graduate
within fixed time limits, and the budgets of higheducation institutions are under almost
constant pressure [69]. In response to these dawelots, educators and educational institutions
are in search of teaching methods, techniqueseafthblogies that make teaching more efficient
and effective. As a result, various forms of Infatran and Communication Technology (ICT)
are often deployed. The potential uses of ICT incation range from providing analytical tools
and eliminating distance barriers to replacememepétitive tasks. In terms of teaching methods,
collaborative learning in face-to-face settings slaswn to be a highly effective learning strategy
[70]. In contrast to more traditional forms of edtion where the primary interaction between
teacher and students is where the teacher speakstadents listen, collaborative learning
emphasises group or cooperative efforts among stsidend often focuses on the interaction
between students themselves. This process helgendtuconceptualise, construct and initialise
procedures and knowledge [71]. Also sharing infdromahelps students deepen understanding. It
is in this learning environment that ICT techno&sgsuch as group computing could enhance the
educational process.

Therefore, collaborative technologies can suppdttcational organisations in the creation of
new relationships and in introducing new ways ofkig. These new approaches challenge the
old hierarchical organisational structures and aded teaching approaches, which are not
flexible enough to meet today's requirements. Baddr and Deal [72] argue that to understand
opportunities for change in higher education insths, one must understand that the external
environment is by far the most powerful sourcentéiinal change. Further, successful change, or
successful implementation, is none other than legsrbut it is the teachers in the system who
are learning along with the students. Thus, thehotktadopted by teachers to learn and the
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conditions under which they are most likely to teaare useful for designing and carrying out
strategies for implementation.

4.2 Curriculum construction

Collaboration and collegiality are promoting prafiesal growth and they are also widely viewed
as ways of securing effective implementation ofeaxdlly introduced change [9]. Their
contribution to the implementation of centralisedirrculum reform is a key factor.
Implementation means curriculum change. For teacher classrooms, new materials are
important, but are ineffective by themselves. Cleaalgo involves new behaviors and practices,
and ultimately new beliefs and understandingsn¥bives changes in what people know and
assume. Therefore, collaboration and collegialitind teacher development and curriculum
development together. Indeed, the failure of mamyriculum development initiatives is
attributable, at least in part, to the failure toldb and sustain the collegial working relationghip
essential to their success.

A curriculum is brought to life in support of th@csal interaction that takes place in the
classroom. Since the curriculum is regarded adextsan of culture, it must be seen in relation
both to the social life of the classroom, of whitks the medium, and to the background of the
culture of the society as a whole [73]. Therefamnee of the principal characteristics of higher
education curriculum is a strong vocational emphabiaditionally, HE institutions have existed
as autonomous institutions characterised by lowlewf territorial embeddedness [65]. This is
now changing, where HE institutions traditionallsgvie been established in order to accelerate
economic development in sparsely populated areds General educational effects may often be
sacrificed to the desire to make the teaching @heabject an introduction to, and a preparation
for, a later specialisation which is directed tosiga vocation. Thus, the practical element in the
curriculum can obviously play a part in the edumatf every student. The training and learning
elements of a curriculum are controlled by the heacNow, the institutions of higher education
are managing the interface between knowledge ptaotuand the local labor market.

Besides, the emergence, development and diffudiorfarmation technology (IT) have changed

society dramatically, into something which is nownetimes called the information society. 1T

makes it possible to collect process and transmfotrination much faster and more cheaply than
before. The changes have had effects on the ecqgnprogluction, services and society as a
whole and are used in the area of education [7&ufy members and administrators should
evaluate the curriculum and how it should be reladeinformation technology (IT). Departments

can design the curriculum for their majors accaydin their own distinctive approach, and

students can choose the program that fits in béht tweir values and goals. Higher education
institutions can design their core curriculum adaay to an overall educational philosophy.

Because decisions about program philosophy andseocwntent are made by the faculty, the
contents of and boundaries between courses aribléexhey can be changed to suit evolving
circumstances, not least the interests of thedtadents [76].

As a result, culture essentially implies standandaorms: so does curriculum. Individual action
within culture gains its coherence from the staddasr norms which underlie it: so does the
action of the teacher in the face of the curricylémce both the teacher as a transformational
leader and the cultural sociologist are deeply eamed with the standards adopted by groups.
Society expects higher education to link its cudien more relevantly to social and economic
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needs. Society also expects higher education tonbeanore flexible in its courses and degree
offerings in order to meet new educational needsidR changes in the discipline areas of
knowledge, along with rapid growth in the volumetioé overall knowledge base, are fuelling a
growing emphasis on life-long learning and learnioglearn. Besides, students demand that
higher education be at their door, not that thewthés door.

5  Towardsweb-based higher education institutions

This analysis views higher education as an opetesysvith advanced learning as its core
purpose. The system has evolved into a highly cermgét of institutions that have organised to
achieve this core purpose. Higher education irigiits will change radically or perhaps even
cease to exist in the 21st century. This achieverrem be explained by leadership adaptation of
a vision to new challenges, service oriented highducation institutions, on-line higher
education institutions and simulating learning eowvment.

Adapting a vision to new challenges: A coherent vision specifies the particular values a
beliefs that will guide policy and practice withime HE institution. Academics need to take part
into the decision-making process and they shoule lzashared vision for creating an effective
learning organisation [26]. The creation of a uisie not a static event, because the vision must
change as culture changes. The transformationdétship enables the adaptation of a vision to
new challenges to be more successful in buildirengtHE cultures.

Service-oriented higher education institutions: Leaders of colleges and higher education
institutions must affirm their basic belief thaete organisations exist to serve others, and they
must do so by way of acts and deeds, not simplintensifying their rhetoric. One example of
services is by extending classroom tradition. Tkiereded classroom connects learners who are
separated from each other and the instructor throlig use of educational technologies such as
the web page of a course, which is available tmaeyon the internet. The program and module
web pages can provide students with everything tle®d to know such as the course outlines,
regulations and procedures, independently of tiowgtion, and distance, and allow for students
to study together. Besides, WebCT, Blackboardngraher tools, not only present information
but also receive it. Such tools can handle infaionagiving task much more effectively than
traditional methods [77]. They offer opportunities students to learn through asynchronous
interaction with each other and a faculty memb@&}.[Thus, technology has the ability to manage
learning and administer programs as well as to lealadge databases, for example information
about the university, the department, differenigpams and modules. Besides, computer-assisted
assessment can be used by posting multiple-chestieg on the material.

Virtual higher education institutions also called on-line higher education institutions:
Growing demand among learners for improved acciisgibnd convenience, lower costs, and
direct application of content to work settings aslically changing the environment for higher
education globally. In this rapidly changing enwingent, which is increasingly based within the
context of a global, knowledge-based economy, ticadil higher education institutions are
attempting to adapt purposes, structures, and gmogrand new organisations are emerging in
response. Organisational changes and new develdpnaga being fuelled by accelerating
advances in digital communications and learnin@rietogies that are sweeping the world [79].
Growing demand for learning combined with thes@émézal advances is in fact a critical pressure
point for challenging the dominant assumptions ahdracteristics of existing traditionally-
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organised higher education institutions in the ZEsttury. This combination of demand, costs,
content application, and new technologies is oggtine door to emerging competitors and new
organisations that will compete directly for stutdeand learners. The recent developments of the
worldwide web, digital satellite technology, andwnapplications of virtual reality to build
simulated learning environments are predicted te lparticularly dramatic effects upon learning
environments at all levels [12]. Higher educatiastitutions are experimenting with improving
accessibility to existing programs, designing neagpams to take advantage of these emerging
technologies, and marketing their programs to nedieances and in new ways. Completely new
models for higher education institutions are befogmed around the promise of virtual
environments. Virtual Learning Organisation are {§iipported university is an initiative of
many institutions of higher education (tradition@igher education institutions and higher
education institutions for professional developmef@ne of the aims of this initiative is to
facilitate and support a transformation of highéu@ation from supply-driven to demand-driven
education. In this new education students activetyn, with interest and motivation, taking
responsibility for their own learning [80].

6  Conclusions

Many higher education institutions will have difflies capitalising on web-based course
potential. First, they are not in the product mérigbusiness with appropriate venture capital to
support high-end Internet learning. Second, insbihg don’t have the creative development staff
to support such venture. Third, higher educatiatitutions are slow to react to market changes,
for example how long it takes to get curriculum rofpes through the system [81]. Once the
curriculum is in place, higher education institagostill face challenges from accelerating
program growth, faculty shortages, and the incrgpsiomplexities of e-commerce business
models and their supporting technologies.

The emerging global economy, characterized byrnheeased international movement of capital,
products, technology, and information, is accemigatconomic competition and means that
students’ knowledge and skills must meet intermaicstandards. Organizational downsizing,

already common in corporations and government agenis spreading to colleges and higher
education institutions. The implications of thesacro-environmental changes are substantial.
Educators need to rethink their basic assumptitesitaorganizational structure and curricular

programs. To better serve an information-age sgceducational organizations needs to be
transformed by requiring teachers to design andagennot deliver, customized learning

experiences that include many options, includirapndtalone technology and opportunities to
learn outside of school. Educational institutiongsinbecome self-transforming organizations to
take advantage of what is known about learning whdt is known about using technology to

enhance teaching [82].

Educational leaders must change the existing @ilamd structure of their organisation by
involving people throughout the organisation inyatematic and ongoing analysis to identify
emerging or potential developments in the exteemaiironment that could affect their learning

organisation’s future. Binding the intellectuampr of stakeholders (boards of trustees, faculty,
staff, students) to identify signals of change,lgs®the implications of these signals for the
organization, and design actions in light of thasplications, organizational leaders are able to
develop and implement creative plans. Because thless incorporate the thinking and support
of the majority of stakeholders, they can transfah@ organizational culture and align it with
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changing realities [83]. Leadership skills and iapilmust be refined and strengthened,
particularly through training and professional depenent [84].

An issue of electronic university is what value pkaced on the social and interpersonal
interactions between students and faculty in asobesn. Students need to be able to interact
socially and understand the differences betweeropet interactions (roommates, friends ...)
and business interactions (preparation of poteatighloyees). Many educational experts believe
that a new learning paradigm is being created withintegration of technology into learning
organisations [85].

Higher education institutions are responding tceexdl forces to produce innovation. Internal
forces can also affect innovation, but do so inghape of evolving disciplinary and professional
cultures, over which institutional leaders and nggma have limited leverage. Therefore, new
models of higher education will emerge in the fatufhe models are designed to create a
competitive advantage in a rapidly changing andvgrg marketplace. With rapidly developing
learning technologies creating new possibilitiesdoganising learning for adults, these models
are both competing with and causing change in, ttaditional residential model of higher
education. Benefits of this new competitive envimemt include removing barriers to existing
educational programs, responding more effectively quickly to emerging educational needs,
improving educational quality, and achieving loegat cost efficiencies. However, the challenge
for teacher education is to produce teachers whoadapt technology to their needs before the
technology makes learning organisations themseltvelevant. This will enable the electronic
community of teachers that could support and eragmiiong term professional development,
from initial teacher education to continuing prafiesal development, to be firmly established as
a natural part of teacher’s practices.

As a result, higher education institutions haveestablish their priorities clearly often through
planning but also by articulating their strategiedtion in an explicit fashion.
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