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How will technology impact on Higher 
Education, its delivery and the business 
model that underpins it?
In our 2018 CEO survey, UK CEOs are clear about the 
importance of emerging technologies to key areas of 
their own businesses. They understand the need to 
identify and acquire key skills and to make disruptive 
technologies work for them in achieving competitive 
advantage. 69% agreed that emerging technologies 
will impact their business in the next five years.

The same can also be said for Higher Education 
Institutions (HEIs) whose students have become 
customers who bring with them their own digital 
expectations into university life.

The opportunities are out there and universities are 
learning how to survive and thrive in these changing 
times. How will HEIs take advantage of the digital 
age and stay relevant for academics, staff, and 
current, former and future students?

In this Spring 2018 edition of HE Matters, we look at 
how technology is impacting Higher Education 
strategically as well as the challenges and 
opportunities that come along with implementing 
new technology. The articles include:

• Are robots really stealing our jobs? Discusses 
the workforce of the future and the role Higher 
Education will need to play.

• What are the biggest technology trends in 
Higher Education globally? Explores how 
technology is broadening student access and 
adaptive learning around the globe.

• Delivering strategy through technology 
delves into the challenges universities encounter 
when embarking on big technology projects.

• Investing in people technology examines how 
the right technology investments can make HR 
functions fit for the future.

• Is Higher Education ready for the General 
Data Protection Regulation (GDPR)? Looks 
at the impact of the new regulation and how it 
could prove to be a catalyst for change.

Over the past few months we have been collaborating 
with the Higher Education Policy Institute (HEPI) on 
a research programme to help all of us working with, 
and in, the university sector think about the future, 
focusing on three areas - internationalisation, the use 
of new technology; and the role of governance and 
leadership in strategic planning. 

A final summary report will be launched at the HEPI 
Annual conference in June 2018. HE Matters will 
continue to share insights from the research as they 
emerge via our subject matter experts in our next 
(strategy) edition.

We hope you find this collection of articles useful in 
considering the opportunities and risks your 
institution faces. As always, we are interested in any 
feedback you have on this edition of HE Matters, or 
ideas for topics you would like to see covered in 
future editions. Details of how to get in touch with 
your local Higher Education contact are at the back.

Welcome to HE Matters
Spring 2018

Ian Looker
National Education Lead Partner
+44 (0) 113 288 2019
ian.looker@pwc.com



Will robots really 
steal our jobs?

Automation is nothing new – machines 
have been replacing human workers at a 
gradual rate ever since the Industrial 
Revolution.

But as the extra incomes generated by 
these technological advances have been 
recycled into the economy, new demands 
for human labour have been generated and 
there have generally still been plenty of 
jobs to go around. John Hawksworth 
discusses the challenges posed by 
automation and what this means for 
Higher Education.
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Recently though there have been fears that a new 
generation of ‘smart machines’, fuelled by rapid 
advances in Artificial Intelligence (AI) and robotics, 
could replace a large proportion of existing human 
jobs.

We have just published two related pieces of research 
that throw additional light on these issues.

The first report looks at the impact of AI on the 
economy as a whole. The broad conclusion of this 
analysis is cautiously optimistic – in the long run, AI 
should not only make a significant contribution to 
GDP (around 14% globally by 2030 or around 10% 
for the UK), but should also generate enough new 
jobs to broadly offset the job losses associated with 
automation.

Our analysis highlights the need for 
increased public and private investment in 
education and skills to help people adapt 
to technological change throughout their 
careers. ”

Which industry sectors will be most affected?

Transport stands out as a sector with particularly 
high longer term automation potential as driverless 
vehicles roll out at scale across economies, but this 
will be most evident in our third wave of autonomous 
automation. In the shorter term, the financial services 
could see larger impacts as algorithms outperform 
humans in an ever wider range of tasks involving 
pure data analysis.

Which types of workers will be most affected?

In the short term, we don’t expect large numbers of 
jobs to be automated because it will take time for 
these technologies to mature and roll out across the 
economy. But as we move into the second and third 
waves of automation in the late 2020s and 2030s, we 
find much higher potential rates of automation for 
workers with lower education levels.

In our second study, we drill down further into the 
areas where jobs might potentially be automated over 
the next two decades. To do this, we analysed the 
PIAAC dataset compiled by the OECD, which looks in 
detail at the types of tasks and skills involved in the 
jobs of over 200,000 workers across 29 countries. 

We identified how this process might unfold over the 
period to the 2030s in three overlapping waves:

1. Algorithm wave: focused on automation of simple 
computational tasks and analysis of structured data in 
areas like finance, information and communications – 
this is already well underway.

2. Augmentation wave: focused on automation of repeatable 
tasks such as filling in forms, communicating and 
exchanging information through dynamic technological 
support, and statistical analysis of unstructured data in 
semi-controlled environments such as aerial drones and 
robots in warehouses – this is already underway, but may 
not come to full maturity until the late 2020s.

3. Autonomy wave: focused on automation of manual labour 
and physical dexterity, and problem-solving in dynamic 
real world situations that require taking responsive 
actions (e.g. driverless vehicles) – these technologies are 
already under development, but may only come to full 
maturity on an economy-wide scale during the 2030s.

https://www.oxfordmartin.ox.ac.uk/downloads/academic/The_Future_of_Employment.pdf
https://www.oxfordmartin.ox.ac.uk/downloads/academic/The_Future_of_Employment.pdf
https://www.pwc.co.uk/economic-services/assets/macroeconomic-impact-of-ai-technical-report-feb-18.pdf
https://www.pwc.co.uk/automation
http://www.oecd.org/skills/piaac/
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What does this mean for Higher Education?

Our analysis highlights the need for increased public 
and private investment in education and skills to help 
people adapt to technological change throughout 
their careers . It will require more focus on STEM 
subjects (science, technology, engineering and 
mathematics) where countries like the US and the UK 
tend to lag behind leading nations such as South 
Korea, Japan, Singapore and indeed India and China 
to an increasing degree.

Central and local government bodies also need to 
support digital sectors that can generate new jobs, for 
example through place-based strategies focused on 
university research centres, science parks and other 
enablers of business growth. This place-based 
approach is one of the key themes in the UK 
government’s new industrial strategy and its wider 
devolution agenda.

Universities have a central role to play in helping 
people to adapt to these new technologies. This can 
be delivered by promoting a culture of lifelong 
learning among students, supporting a thriving 
tech-enabled university community and developing 
strong technology links to local communities and 
businesses. Only in this way can the great potential 
of AI and robotics be spread more broadly across 
society.



What are the 
biggest technology 
trends in global 
Higher Education?

The global ‘EdTech’ market is expected to grow by 17% 
per annum to reach $252bn by 2020. Sally Jeffery 
explores the technological trends being experienced by 
colleagues and clients around the world.
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Some of the most important impacts of technology 
common to our Higher Education clients are in four 
areas: 1) broadening student access, 2) adaptive 
learning, 3) streamlining operational decision 
making, and 4) facilitating more international 
expansion.

Improving student access

More mature markets such as the UK and US are 
experiencing declining international student 
numbers of between 3-5% and are investing in CRM, 
marketing agencies and student outreach to boost 
student recruitment. However, in the developing 
countries, where gross enrolment growth rates are 
often in double digits, the student numbers are 
outpacing supply particularly for well-regarded 
institutions - in India, Africa, Asia and the Middle 
East for example. Leading institutions in these 
countries are providing broader access for students 
who cannot get a place, afford a place, get to a 
university by using a self-study model, facilitated by 
technology. 

These students can study remotely but participate in 
exams along with on-campus students. It’s a struggle 
for faculty and not ideal for students but surely better 
than nothing at all, and would be impossible without 
learning management systems or lecture capture etc. 
Video is one of the most popular tools for remote 
teaching and learning, with over 70% of Higher 
Education institutions using it according to a recent 
survey from Kaltura, and a survey by the Book 
Industry Study Group in the US, found that the 
number of students studying at least one class online 
jumped from 10% in 2014 to 40% in 2017.  

Adaptive learning

I believe some of the tools that are based on 
neuroscience (see Axonify, ALEKS, Knewton) have 
the potential to really disrupt Higher Education. If 

you could provide each student with content that 
reflects what they genuinely need to learn, and use 
gamification to engage them and AI to fast track their 
progress, then the potential for faculty liberation and 
curricula expansion is very promising.  

A pilot of Axonify by our PwC academies 
demonstrated faster progress for over 25% of learners 
studying accounting. However, these tools are still 
tricky to set up, and reduce collaborative learning 
opportunities.  Publishers such as McGraw Hill and 
Pearson see “interactive textbooks” as an imperative 
for business survival and are investing heavily in the 
technology.  Revenues from McGraw-Hill Education’s 
digital products now account for close to a third of its 
$2 billion in annual revenue.

The number of students studying at least 
one class online jumped from 10% in 2014 
to 40% in 2017. ”

http://bisg.org/page/research
http://bisg.org/page/research
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Governance

The DNA of many Higher Education institutions is 
defined by consensus building, rules and regulations, 
and respect for the chain of authority. Unlike other 
sectors, Higher Education world-wide is a very very 
late adopter of Enterprise Resource Planning (ERP); 
if ever there was a low hanging fruit, particularly in 
procurement and HR, this is one of them.  External 
Board members, used to their own business 
information systems, find this both puzzling and 
frustrating.   

Too often I hear about well-intentioned computer 
science faculty seeing this as an opportunity for some 
real-world solution development – universities should 
resist the temptation to overcomplicate; instead of, 
cloud computing can be a great solution for avoiding 
this risk.

On facilitating international collaboration 

Technology is connecting faculty and students and 
transforming how they study and in particular how 
they research.  I recall a conversation with a client in 
the USA who was very excited about using a mixed 

Contact

Sally Jeffery 
Global Education &  
Skills Practice Leader
+971 56 6820539
sally.jeffery@pwc.com

Technology is connecting faculty and 
students and transforming how they study 
and in particular how they research. 

”

reality headset and his ipad to direct the Curiosity 
rover on Mars, and agree with a French team, which 
rocks to sample in real time.  

Forget about the “world” being a small place, the 
universe is getting that way too. 



Delivering strategy 
through technology

Too often we hear of programmes that are late, over-budget or 
fail to deliver what was expected. Caitroina McCusker looks at 
the pitfalls universities encounter when embarking on big 
technology projects.
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We have found that the best way to start is 
with:

1. A sound strategy and vision that combines operations 
with technology innovation, analytics and design to 
deliver a set of outcomes that supports business goals and 
needs.

2. A business case that sets realistic expectations about 
budget, taking into account the degree of business change 
required and the costs for implementation and ongoing 
operations.

3. A realistic delivery plan, based on the ability to drive and 
absorb change that also includes immediate projects that 
help with affordability until all the longer-term benefits 
are realised.

These tools aid engagement and communication, 
helping to align leadership for the required change 
from the outset and helping to establish 
accountability for benefits. Without this, support for 
change dissipates later and the focus on driving 
through to completion can be lost.

Once into delivery, a strong nerve is needed to 
remain true to these objectives. We see costs escalate 
through expensive customisation being pushed as 
“must-haves” when they do not support the vision, 
and benefits are eroded as change becomes too 
difficult. Change management has always been a 
challenge, especially in universities where there is a 
federated group of stakeholders and users that need 
to be engaged and aligned. Without this, benefits 
from business change to take advantage of 
technology are not realised and the change is often 
deemed a failure.

While undoubtedly there are challenges when 
pushing the boundaries of technology, most available 
software and hardware is now relatively mature and 
mainstream. 

The challenges are:

• Agreeing a vision of how the HEI will change to 
take advantage of technology and agreeing what 
benefits can be realistically expected from this 
change. 

• Having a procurement process that fails to take 
into account long-term value and simply drives the 
selection of the solution which proposes the lowest 
initial cost.

• Being able to deliver this vision through effectively 
driving changes in the ways of working to make 
use of the technology – it is only here when the 
benefits are realised.

Setting out the case for technology at the outset 
requires careful thought about what they want and 
how this will be delivered. The rapid advancement of 
technology has made it necessary to change  business 
models, change how they relate to customers, and 
change the structure and design of the organisation. 
The business strategy needs to inform, and be 
informed, by technology. 

This is where the ‘Business Integrator’ role comes in, a 
team that specialises in looking at ways of working 
and behaviours aligned to technology. This role is 
focused on, and incentivised to deliver, the benefits 
and outcomes set out in the strategy in two main 
ways:

1. Providing challenge and insight to inform the strategy, 
challenging the HEIs strategy, aligning leadership and 
providing insight about what is realistic from technology 
and business change

2. Helping both the HEI and suppliers remain focused on 
delivery of the outcomes and benefits set out, through 
effective change management and leadership support.

The business strategy needs to inform, 
and be informed, by technology. ”
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Caitroina Mccusker
Partner, Higher Education  
Consulting Leader
+44 (0) 776 433 1623
caitroina.mccusker@pwc.com 

Example: Digital transformation at one of 
the UK’s biggest universities
Higher Education Institutions are facing the 
biggest ever shift in their model of delivery. The 
traditional customer profile has changed for good. 
Competition for students continues to intensify at 
the same time application numbers appear to be 
falling, and political pressure is mounting to 
review domestic fees.

We have been working with one of the UK’s biggest 
universities to get ahead of the game.

The transformation programme is principally 
focused on delivering a great student experience 
through a fully integrated, digital systems 
environment spanning the entire student journey 
lifecycle. 

Bringing back office, student management and 
CRM solutions into one completely integrated 
system is unique in the sector in the UK. The 
solution brings tailored marketing, advanced data 
analytics and social media integration to create the 
best experience possible for their students. 



Investing in people 
technology
Our research has shown that, in Higher Education, up to 40% 
of academics’ time can be taken up with administrative tasks. 
We have been delivering transformation and technology 
projects for universities’ HR systems that will allow them to 
reduce this lost time for their people and to think more 
strategically as an organisation. Kulbir Lehri examines how 
the right technology investments can make HR functions fit for 
the future.

NEXTBACKCONTENTS
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HEIs are undergoing a challenging time at present 
due to the ongoing drive for league table positions, 
the political instability and the need for financial 
sustainability. These all have impacts on HR 
functions which are under increasing pressure to 
evolve in order to reduce costs whilst also addressing 
other challenges.

The types of challenges we are witnessing for 
HR functions include:

Talent management 
University performance is under increasing scrutiny 
in the drive to advance league positions, so HR 
functions need to focus more strategically on 
attracting, developing and retaining the best talent to 
improve teaching standards. This is increasingly 
difficult when the UK talent pool has the potential to 
shrink after Brexit. 

Workforce planning  
As data is very important in driving university 
funding, institutions are seeking to plan both their 
future student populations and workforce more 
carefully. Therefore, the information HR holds on the 
workforce and how it should drive decision making is 
vital.

HR functions need to consider how they 
evolve to ensure they are fit for the future 
and not left behind. ”

Digital expectations  
Staff and students are increasingly expecting to see 
the same kinds of technology in the workplace as 
they see everywhere else. It is often the case that 
student’s technology is more advanced than 
employee technology and this increases expectations 
of a digitally intuitive experience.

GDPR  
With GDPR (General Data Protection Regulation) 
legislation coming into effect in May 2018, there is 
now an increased focus for HR to hold robust 
employee data and implement controls to avoid any 
potential fines.

Given these challenges, HR functions need to 
consider how they evolve to ensure they are fit for the 
future and not left behind . With costs a major focus 
this can be difficult. However not making the right 
investments could have consequences on whether 
HEIs are positioned for success in the future. One of 
these key investments is in technology. 

There are some key considerations when 
embarking on such a technology 
transformation:

• Setting the vision and selecting the right 
technology 
Setting a clear strategic vision and selecting the 
right HR technology vendors are fundamental to 
any technology driven transformation. Sequencing 
of the technology rollout will also need to be 
carefully planned.

• Getting the basics right – data and 
processes 
The quality of data held on current staff, students 
and affiliates is vital as the outputs will drive 
decisions on areas such as workforce planning, 
talent management and funding. From a process 
perspective, HR will need to balance both the 
requirements of all academics and non-academics 
with any desire to standardise processes, to ensure 
that the adoption of any new digital HR services is 
maximised.
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• Planning for new ways of working 
With technology investment, it is likely that roles 
and responsibilities within the HR function will 
need to change. New skills will be required to 
deliver new digital and strategic HR services. 
There will also need to be capabilities in data and 
predictive analytics to enable data driven decision-
making within areas such as talent planning.

• Shifting cultures 
The potential gap between the future vision of an 
institution and the long-established working 
practices highlights the inevitable cultural shift 
that will need to be carefully managed. Focusing 
on staff engagement, whilst also driving 
behaviours that are aligned to wider commercial 
objectives, is key as reductions in engagement have 
been linked to student satisfaction.

Investment in technology and creating a culture open 
to adopting digital services could be the enabler for 
HR functions to play a key role in supporting and 
leading Higher Education through the political, 
financial, regulatory and competitive challenges they 
are facing.  

It would enable them to position themselves to be fit 
for the future and focus on strategic value adding 
activities whilst also helping to reduce costs. We have 
found that those HR functions that have already 
implemented SaaS (Software-as-a-Service) 
technology are now ready to embark on further 
technological advancements including exploring 
robotics and artificial intelligence. 

Investment in technology and creating a 
culture open to adopting digital services 
could be the enabler for HR functions to 
play a key role in supporting and leading 
Higher Education through the political, 
financial, regulatory and competitive 
challenges they are facing.  ”

Contact



Is Higher Education 
ready for the General 
Data Protection 
regulation (GDPR)?

As we have written before in HE Matters, the more accelerated 
the pace of change, and the greater the demands from customers 
and organisations to roll out technology quickly, the more 
opportunities there are for cybercriminals – and universities are 
one of their top targets.
The new General Data Protection Regulation (GDPR), which will 
apply from May 2018, has now raised the bar in terms of data 
security requirements, and also a maximum fine of 4% of total 
revenue for non-compliance, and will need proper consideration. 
Marie Green looks at the impact of the new regulation and how it 
could prove to be a catalyst for change.

NEXTBACKCONTENTS
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The General Data Protection Regulation (GDPR) 
effective date of 25 May 2018 is rapidly approaching. 
GDPR will replace the 28 data protection laws in 
place across Europe, with one single more robust and 
consistent regulation.

The risk associated with non-compliance is high, with 
a maximum fine of 4% of total revenue for non-
compliance, potential reputational risks e.g. brand 
damage, loss of student and staff engagement and 
other potential operational and regulatory risks.

Whilst the risks are high, GDPR also provides 
opportunity for HE HR Functions, to review and 
cleanse data, assess if the existing HR technology 
landscape is fit for purpose, and subsequently gain 
access to higher quality data.

What does GDPR mean for HR in the Higher 
Education sector?

HR technology, processes and policy: A lack of 
investment in technology over the last 20 years 
within Higher Education has resulted in legacy 
systems, which form part of a disparate and federated 
IT landscape. Many universities are already on a 
journey towards simplifying the digital landscape 
and streamlining processes. For those on or 
beginning this journey, data protection measures will 
need to be built into HR systems, processes and 
policies from the start. Those not on the journey will 
need to review their systems, processes and policies 
to ensure they are fit for purpose. Timely access to 
data to allow individuals to access, correct, delete 
and transfer data is essential. Complex systems will 
make this difficult.

What you need to know about GDPR

1. Individuals will have the right to access, correct 
and delete data within 40 days of a request.

2. Universities will be required to rationalise data 
collection and review how long data is held.

3. Data breaches will need to be disclosed to the 
supervisory body and individuals whose data is 
compromised within 72 hours of the breach.

4. Universities will be required to prove permission 
has been obtained for use of data. Clarity and 
transparency of request for consent is essential.

5. Data protection prevention measures must be 
built into processes, policies and systems from 
the earliest stages of data collection.

6. Universities will need to appoint a mandatory 
Data Protection Officer (DPO), forming part of 
the creation of an overall data protection 
strategy and programme.

7. Universities will need to ensure that access to 
personal data is limited to only those who 
require it for legitimate purposes. 

Data held across various workforce groups: 
Due to the disparate nature of the Higher Education 
sector, data is often held locally by Faculties/
Directorates, and roles e.g. Vice Chancellors, 
Academics, Professional Services, and Alumni. This 
includes data on employees making it difficult for HR 
to assess where data is held, what is held, who has 
access to it, what it is used for and for how long it has 
been held e.g. academic records, alumni records, 
diversity and inclusion data. There will be a need to 
communicate GDPR requirements and review all data 
held locally.

Agreeing data retention time:  
Universities often retain historical data relating to 
academic alumni, student records and employees. 
GDPR regulations will require a review of how long 
and what data is held, since universities can only hold 
data as long as is necessary. In addition, measures 
will need to be built into HR policies, processes, 
templates and systems for handling data held by HR 
e.g. of employees who leave the university or how 
data retrieved during the recruitment process is 
handled. As applicants need to provide consent for 
use of data, this may have implications for managing 
talent pools, in a challenging recruitment market.
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Internationalisation of the Higher Education 
sector:  
As universities invest in becoming more international 
it will be key to consider how data will be handled, 
not only for Universities based within the EU but also 
for Universities outside of the EU possessing data on 
EU citizens, this could include employees from across 
all workforce groups, research grants from EU 
countries and many more. A review of cross-border 
data handling will be essential.

Change management in the Higher Education 
sector:  
As employee data is handled across roles in faculties 
and directorates, there will be a need to raise 
awareness throughout institutions to ensure key 
people and decision makers are aware of the law 
change and their role. This will require a change 
programme that will reach both academics and 
professional services, taking into account a need for 
standardisation and autonomy. Universities will also 
need to consider setting up a GDPR change 
programme and appointing a Data Protection Officer 
(DPO) to define GDPR strategy and plans. 
Collaboration across functions, faculties and 
directorates will be critical in running a successful 
GDPR programme and will require HR to work 
closely with IT and Compliance as well as potentially 
playing a management role in overseeing data held 
on employees across the university.

Actions HEIs need to take to ensure GDPR 
compliance

To help on HEIs journey to GDPR compliance below 
are some examples of what action they could take 
based on insights from other organisations:

• Assess if their HR Function is GDPR ready. This 
could include a gap analysis of current HR 
processes, policies, data and systems to identify 
strengths and weaknesses.

• Assess data requirements/legislation relevant to 
the institution and function.

• Setup or review GDPR governance, roles and 
programme structure.

• Review business readiness, change management 
plans and GDPR programme setup. This could also 
include training for employees across the 
university.

HR Functions may seize this opportunity to review 
and transform their HR systems, processes, policies 
and ultimately service. 

Rather than regarding this as another  
thing to tick off on the to do list, GDPR  
could provide the catalyst for change.  ”
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Related content from PwC

In the summer of 2017, we took the opportunity to 
ask our student interns the question "Reflecting on 
your experience of Higher Education and university, 
what would you want from the university of 
tomorrow?” and challenged them to work together to 
bring their ideas to life.

For more information go to: 
www.pwc.co.uk/studentsvoice 

What would you want from the University of 
Tomorrow?

Analysis of how city leaders, working with business, 
educational partners and the public, can deliver good 
growth by shaping visions and identities for places 
supported by local industrial strategies spanning 
skills, infrastructure, innovation and business 
growth.

For more information go to: 
www.pwc.co.uk/goodgrowth 

Our annual index of economic wellbeing in UK 
cities and regions.

Students voice

We've analysed over 200,000 jobs in 29 countries to 
explore the economic benefits and potential 
challenges posed by automation.

For more information go to: 
https://www.pwc.co.uk/services/economics-policy/
insights/the-impact-of-automation-on-jobs.html 

An international analysis of the potential long 
term impact of automation.

Will robots really steal our 
jobs?

Good growth Cities 2017

www.pwc.co.uk/publicservices

http://www.pwc.co.uk/globalmobilityinhe
https://www.pwc.co.uk/studentsvoice
https://www.pwc.co.uk/industries/government-public-sector/education/skilling-up-the-regionsdriving-productive-and-inclusivegrowth.html 
https://www.pwc.co.uk/goodgrowth
https://www.pwc.co.uk/industries/government-public-sector/insights/modern-industrial-strategy-for-economic-success.html 
https://www.pwc.co.uk/services/economics-policy/insights/the-impact-of-automation-on-jobs.html
https://www.pwc.co.uk/services/economics-policy/insights/the-impact-of-automation-on-jobs.html
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This paper sets out recommendations on a wide 
range of specific policies and themes in all of these 
areas, with supporting analysis.

For more information go to  
https://www.pwc.co.uk/industries/government-
public-sector/insights/modern-industrial-strategy-
for-economic-success.html 

Four main themes should underpin the 
government’s industrial strategy: developing 
skills and education; upgrading national 
infrastructure; supporting investment, 
innovation and business growth; and ensuring a 
more regionally balanced economy. 

A modern industrial 
strategy to underpin 
economic success

While HEIs have proven to be resilient, overcoming 
many challenges in the past, they now need to take 
preemptive action to reduce costs and better align 
them to strategic goals so as to develop a robust 
financial model for the future.

In this paper we discuss what HEIs need to be doing 
to ensure financial stability.

For more information go to  
http://www.pwc.co.uk/services/consulting/align-
costs-strategy/align-in-higher-education.html

Financial stability in uncertain times. 

Align in Higher Education

For more information go to  
http://pwc.blogs.com/publicsectormatters/Our latest insights on the issues that matter.
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A successful global mobility framework will support 
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spend time working overseas. It is designed to 
provide a standardised process for managing risk, 
which is crucial at a time when the global tax and 
regulatory environment is becoming more complex, 
which in turn increases the risk of reputational 
damage
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