Rethinking the management of Human Resources in a Learning Community, In a Knowledge Economy

The economy, in which we live today, global and interconnected as it is by information and other technologies, has come to be regarded as a knowledge economy, because knowledge, in our time, has become the dominant wealth generating resource.

Land, will continue to be important; financial capital will always be vital, but the nature of labour required to service a knowledge economy demands that we rethink the way in which we look at human resources. Similarly, knowledge has always been important and has often been seen as a source of power, but knowledge and especially what we do with knowledge, has never been so powerful as it is today.
So, for some time now, some of the best minds in the world have been trying to think through how to deal with knowledge and how best to make it work for us. This has been especially true in industry where competitiveness in the marketplace determines whether a company thrives or dies. And this has also been especially true since 1989 when the Berlin Wall fell making an interconnected world our new reality. The knowledge world in which we live today is driven by scientific breakthroughs in genetics, material science and quantum physics and mechanics which now literally allow us to create life, new materials and a whole new nano world and of course communication technologies.
Rethinking how to leverage the knowledge era is an on-going activity. Peter Drucker, in the 1990’s may have popularized the redefinition of labour as intellectual capital and he would have gone on to add that the source of all competititiveness was innovation(that is to say, the application of knowledge to create something new or different) but as early as 1965 at least one economist had already suggested that in great part capital consists of knowledge and organization (and we know that organization involves effective use of knowledge to manage and deploy resources impactfully).
Where is intellectual capital formed if not in the human mind? And where does innovation come from if not from the human imagination? And what is vital to stimulation of the mind and the imagination if not exposure to knowledge and the opportunity to learn? We always knew that at the University but perhaps we have been taking it for granted and perhaps we still do. Work today is mind world – it requires competence, imagination and creativity.
Within the last few decades, however, a number of new concepts have emerged in response to the knowledge economy and most of these concepts have emerged through interaction with industry. One such concept is “the Learning Organization”, made popular by Peter Senge but written about by several others both before and after his publication of The Fifth Discipline. The basic principle guiding thinking in this area is that people working in a business organization can learn from one another, that working in teams facilitates this process of learning together and that sharing information, knowledge and know-how in wider and larger groups, can build a community of learners whose formal and informal exchange of both tacit and explicit knowledge can spur organizational learning and build competitive capacity for the business. In The Fifth Discipline, Peter Senge identifies five (5) significant attributes of a learning organization – building a shared vision, systems thinking, personal mastery, mental models and team learning. It is not necessary to elaborate on these here but it is important to note that the work of Senge and others meant that the more knowledge and skills an employee possessed and the faster that employee could learn or be trained to do new things or many things or the more resourceful that employee was in resolving issues, or finding solutions or coming up with better and more innovative ways of doing things, the higher their competency level in a range of key attributes, the more valuable such an employee would be to any organization or institution.
It also meant that business organizations would of necessity have to build up learning, teaching, training as well as knowledge and skills transfer capacity which could then feed innovation and make competitiveness sustainable. Most progressive businesses operate in this way today and have nurtured and developed an educational component to their character; so supporting a learning culture, managing employee development, deploying knowledge strategically throughout the organization, building learning and knowledge networks have now become an indispensable part of any progressive, competitive institution. And I think that it is fair to conclude that the best businesses today create a learning environment and have transformed themselves into something of a self-driven learning community. 
But business organizations have gone way beyond that now. They are into knowledge management and the key to this phenomenon in our knowledge age is the marriage of human capacity and information technology. Successful organizations now store all the relevant data that they need or ensure that they have access to them, keep abreast of the most powerful and up to date software and their applications, ensure that employees are trained to harness the full potential of enterprise systems available to the organization, hire the best people that they can find, and hold regular forums to ensure that information sharing, problem solving, knowledge dissemination, and continuous learning take place, while they devise methods to attract and retain the best employees. I will come back to this issue of knowledge management a little later. However, I want at this point to simply raise the issue of knowledge workers.
It has become clear to business organizations that to be competitive on a sustainable basis an organization must continuously learn and the question arises, how can organizations learn continuously unless the people who constitute the organization also learn continuously so that intellectual capital continues to appreciate, knowledge both implicit and explicit continues to grow? And on the recruitment side the better educated and the greater the absorbtive capacity of new employees, the greater their value. 
The demand for knowledge workers, intellectual capital assets, and significant absorbtive capacity not only intensified training and development activities inside organizations but increasd the demand for university and tertiary educated graduates. Lin Su Kim (who was at the time of writing his book Chairman of the National Science Council) made the point in the 1990s, writing about industrialization in Korea in his book, Imitation and Innovation, that the minimum level of absorbtive capacity required for industrialization to take place both at the imitation and the innovation stages of industrialization could only be provided by tertiary level exposure. In the Service Industries too, the simple need for clear communication and managing human relations required better educated workers for tasks which continue to grow in sophistication. I don’t need to remind a gathering such as this that the literature linking tertiary expansion to growth and development is quite substantial.
Just as universities began responding to demand in the market place, so too governments also began to respond, expanding the number of institutions, to increase the number of citizens exposed to post secondary and tertiary opportunities. And the private sector, as well, responded to a market opportunity as private for profit educational institutions flourished. Moreover, within recent times a general consensus has been built that education must be made to be accessible to all and that a 50 or 60 percent participation rate at the tertiary level was desirable for any country to be able to compete reasonably in the global market place. For a time relevance and work readiness was an issue for Universities and it continues to be. However the world demand for university and other tertiary level trained graduates continues to be at an all time high and so we continue to produce them. It is reasonable to claim, therefore, that enlightened businesses have taken on something of a corporate university character, that universities have been forced to respond to the enlightened practices of business and that the more responsive universities have been led by the market and by responding in this way have tended to become not just market-driven but more business-like in their approach to education as competition has increased and the education market has become more diverse.
In the less developed countries of the Commonwealth many of our University graduates migrate to the more developed countries however. The brain drain phenomenon is a reality in the Caribbean as it is in most of the developing countries in the Commonwealth and in the developing countries generally. In the Caribbean it is particularly grave because of the small size of the population in all of our countries and as a result some Caribbean countries are among the highest exporters of intellectual capital on a per capita basis in the world. This has been documented in OECD and World Bank studies of recent vintage. And this is where the story of the latest cycle of globalization and the emergence of the contemporary knowledge economy begins to diverge and glaring gaps between industrialized and developing countries begin to emerge.
The reason for this is not just that the global pool of intellectual capital is insufficient to meet the demand from the global knowledge economy, or that opportunities for University graduates are more attractive in the more industrialized countries than they might be in developing countries, but that the economies of the developing world and certainly those of the Caribbean are not transforming rapidly enough nor diversifying fast enough to build productive capacity and to integrate with the global economy and evolve in the direction of a knowledge economy. The knowledge economy required to absorb increasing outflows of knowledge workers simply does not exist because transformation and diversification of Caribbean economies on the scale, scope and pace required has not been taking place. Clearly, development will not take place on the basis of increased numbers of university graduates alone. Development requires entrepreneurship, new business creation, investment and reinvestment, in addition to innovation in existing industries to harness the intellectual capital output from the tertiary sector for productive endeavour including institution-building and capacity growth.
One may argue that one of the challenges seems to be that not enough of the University graduates produced in the region are becoming entrepreneurs and creating businesses. We must take into consideration, however, that significant expansion at the University of the West Indies only began about seven years ago. In fact the size of UWI’s student population reading for degrees has doubled over that period to 40,000. The University of the West Indies is now celebrating its 60th anniversary which means that it took 53 years to get to 20,000 and seven years to double that number. This simple fact tells its own story. Moreover, the increase in the number of tertiary level institutions across the region has really only taken place over the last two decades. And in spite of ambitious targets set by individual countries (60 % tertiary participation by 2015 in Trinidad and Tobago; one graduate per household in Barbados by 2015) and significant strides made in these countries and also in Jamaica which now has over 50 tertiary institutions operating on the island) the participation rate for the region as a whole is less than 15%, a target that was set by CARICOM to be achieved in 2005. Students in Trinidad and Tobago and Barbados are currently supported by the State, but in the rest of the Caribbean, tertiary education is a private responsibility and a comprehensive system for student loan financing has not yet been developed. In addition one government in the region has taken a decision to redirect resources to preschool education as that country’s first priority in Education. There is no guarantee, therefore, that across the region as a whole, dramatic increase in tertiary participation numbers will be achieved. So in the region as a whole, both the tertiary participation rate and the absorption capacity of the regional economies present challenges.
Clearly there is a financing gap which stands in the way of dramatic expansion of tertiary education across the Caribbean. I have already mentioned that even at the current rates of throughput of graduates from the tertiary sector we have a brain drain challenge for various reasons. How then do we develop the kind of economy which can absorb larger numbers of knowledge workers and sustain them in a lifestyle that would make it viable for them to live and work in and contribute to the region? Clearly one of the answers must be that we must close a second gap which I have already identified which is the entrepreneurship, new business creation and investment gap which is standing in the way of a more rapid diversification and a more intense level of integration with the knowledge-driven global economy. One key intervention in this area has been the establishment of the Centre for Entrepreneurship at the University of the West Indies in which Republic Bank Limited is a partner. This institution is meant to turn ideas into business creations on an annual basis.
There is, however, a third gap that needs to be bridged and that is the knowledge gap itself –  which exists between the developing world and the more industrialized centres of global business, commerce and education, and certainly such a gap exists between Caribbean countries and the world’s major economies.

Permit me to argue that the knowledge gap which exists in such areas as the application of information technology, more effective integration of human capital and technology capacity, science and technology, research, innovation, level of tertiary participation, patents, the emergence of knowledge industries, the absence of coherence and synergy and even sufficient functional cooperation among complimentary institutions and resources, the absence of a systems approach to the management of knowledge resources and a general deficit in organizational and coordination capacity  – these significant gaps can only be bridged if the University system is supported to play a leading role in the development strategy of the region which must involve the development of a knowledge sector and of enhanced knowledge capacity. Secondly, if systems thinking informs the development strategy of the region to the extent that the critical sectors of development are brought together in a rational, complimentary way so that strengths can be leveraged, internal gaps bridged, and an integrated, mutually reinforcing effort can focus on objectives and results, this would make a decisive difference in rationalizing the development of a knowledge sector in the region. Organization, we must remember, is an important part of capital.
This is necessary because even if the University system leads the charge to close the knowledge gap between the Caribbean and the more advanced countries of the world the only way competitive capacity will be developed is if direct benefits accrue to government and public administration, industry and community sectors where institutional capacity needs to be built and effective knowledge management becomes a factor. As Michael Porter has pointed out, countries compete through the competitive businesses that are created on their landscape and the institutional infrastructure that support a progressive business environment.
Moreover, it is my view that there also exists governance, policy and implementation gap in the Caribbean which may very well be undermining the capacity of Caribbean countries to develop in a sustainable fashion which may well be because of the narrow partisan nature of regional politics. I will not dwell on, or elaborate on the issues related to these except to highlight some of the glaring challenges. I will mention only three. First of all crime, gangsterism and criminal activity are threatening to overrun some of our societies. Ultimately this has an impact on the cost of business and services and on the quality of life and these have implications for competitiveness, attraction and retention of intellectual capital, stimulation of entrepreneurial initiatives and on investment.
The second is the challenge of agricultural production in the wake of escalating global food prices stimulated by high energy costs, increasing demand, natural disasters, changing weather patterns and the diversion of agricultural production to alternative energy uses.

The third is the high cost of energy and the need in these sunshine countries to address the issue of alternative energy in a systematic and methodical fashion.
If the University is to be the key driver of development and if it is to play a brokerage role in bringing key knowledge institutions together, both regionally and internationally, for development purposes precisely because we need to close the knowledge gap to play a meaningful role in the knowledge economy then concerns such as these must influence any human resource management approach at the University. So the first order of business should be the management of knowledge at the University in a way that needs to be quite different from the way in which we have been proceeding.
I began this talk by focusing on industry competitiveness and the understanding by industry leaders that learning was central to the building of competitive capacity and that nurturing a learning culture and building a learning organization by harnessing and sharing tacit as well as explicit knowledge within a company was essential to sustainable growth.

But universities have always been learning organizations and their main business has always been the management of knowledge. Universities have from time immemorial been regarded as communities of scholars. Almost half a century ago Robert Hutchins, one of the great Presidents of the University of Chicago, underscored his vision for that particular University with the label “The Learning Society.” And, indeed, universities are functioning learning communities dedicated through teaching and learning to the delivery of knowledge; through research to the discovery and creation of knowledge; through public education to the dissemination of knowledge; and through intellectual engagement to the exchange of ideas and the transfer and creation of knowledge.

But universities now have to manage knowledge differently and this issue of knowledge management in a university setting, that is to say a learning community par excellence, is what, in my view, should be the main determinant of human resource strategy and policy.

I take this opportunity to remind you that I took the position earlier that in the countries of the Caribbean where the population is so small and development such a challenge in our knowledge era, that the University must take on the responsibility as key driver of development, simply because it is the most potent knowledge source and must also play the role of broker and attractor – bringing together and leveraging, both regionally and internationally, key knowledge institutions including other universities or elements of these. Moreover, in our time, we are well aware of the interdependence between the key institutions of society and the market place (government, business, civic institutions) and the University. We have also noted governance, policy and implementation issues which require University/Government/Public Sector interface. And we are all fully aware of the value of University/industry collaboration to facilitate invention, innovation and mutual influence. It also goes without saying, that in a world where interconnections are increasing and intensifying everyday, cooperation, collaboration, the seeking out of complementarities and synergies through partnerships, clusters and networks are an absolute must in any community, society and region. This is essential for the Caribbean region and fundamental to building knowledge capacity capable of facilitating and driving development.
So what knowledge do we need to manage at the University and how do we need to do this? And what would be the most effective human resource management approach that must accompany the knowledge management strategy?

When we manage knowledge what we are really seeking to do is to generate value from intellectual and knowledge based assets. In the corporate environment what companies try to do is to draw out what employees, customers and other stakeholders know, give structure and form to it and share this information among employees, across departments and even with other partner companies and stakeholders in order to come up with best practices. What companies regard as explicit knowledge-based assets are those things which can be documented, stored and retrieved such as trademarks, business plans, market research, patents, customer lists and so on.

Tacit knowledge, on the other hand, or know-how contained in the heads of individual employees, is much more difficult to capture and companies often wrestle with various methods to recognize, generate, share and manage it. But, generally, some of the approaches that companies take to tap this resource involve project teams, problem solving, post-mortem sessions, debriefings, round-table sessions, workshops and so on. And earlier, I mentioned the link between human minds and computer capacity. We in the University need to begin to learn from industry.
The knowledge-based assets of any University are far greater than can be found in most companies in terms of both explicit and tacit knowledge and the intangible assets of a University are as abundant as the tangible ones and generally a University—any University—has more intellectual capital assets per square foot in a diverse range of areas than most organizations, no matter how much they have become learning organizations.

And Universities are learning organizations in one sense, but do people in universities learn together? The fundamental challenge today, therefore, is what do we do to harness and deploy those knowledge resources which can make the greatest impact; and for a University such as the University of the West Indies; the critical challenge is how do we make the greatest development impact. This University has made, in its 60 year history, a tremendous contribution already. Had the University of the West Indies not been here over the last six decades I doubt very much that most of the countries of the Caribbean could have attained the classification of high human development and medium human development countries which they have earned today. However, as I have argued in this presentation, the developmental impact needs to be greater in the context of some of the gaps which we have identified. How do we do this?
Earlier in this presentation, I mentioned the economic assessment that capital was mostly knowledge and organization and I further argued that that organization was really the strategic use of knowledge to harness, deploy and manage resources. And, therefore, I wish to suggest that we need to create a central strategic unit for harnessing, deploying and managing knowledge resources within the university system. The purpose of this unit would be to identify the key knowledge centres, and pockets within the university system, identify their value and significance in relation to relevant stakeholders, internally and outside, and determine ways and means in which value can be multiplied. Once this is done, such a unit would work within the University structure to deploy resources for value creation both within and outside the university. This requires moving from the macro view to take a micro perspective but the ultimate effect will be multiplication of value and macro impact. I will illustrate by one example – what if, for instance, we brought all faculty involved in alternative energy research together to build a cluster and sub-clusters of intensive research involving faculty, graduate students, undergraduate students, post doctoral attachments, building international partnerships to mutually support related research and build local and regional partnerships with industry and relevant government agencies to guarantee some sustainability and ongoing stakeholder interest in the project.
Another project for such a strategic unit would be to identify all Caribbean agencies and link each one of them with relevant departments, faculties, units of the University to create collaborative knowledge networks and this can be expanded to include international partners as part of a network working with the International Office. One such critical area for instance would be water resource management; but another perhaps even more urgent would be agricultural production and food security. It will be, of course, immediately recognized that both areas are inextricably connected. Clearly to make the desired impact on development—government, industry and stakeholder engagement would be critical for the University. While the dominant focus of the alternative energy project would be research, innovation and discovery of solutions, the vital focus of the second would be knowledge sharing, transfer, dissemination and diffusion and the creation of a learning community and network for direct and immediate impact.
A third challenge would be for such a unit to manage the process of finding out what the urgent needs of business and industry are. This can be done by interviews and site visits, by consultation with micro sectors, and by creating networks for dialogue and discussion. This will impact not just on syllabus, curriculum and teaching and learning methodology but would also give the University opportunities to be a solution provider to individual companies, or sectors, a partner in research and innovation and ongoing collaborator in support of industry competitiveness. This unit of work would need to be supported by institutional research capacity.
The same needs to be done in relation to regional governments. Priority regional challenges can be addressed, but solutions to pressing national problems can also be pursued. Again this would mean matching University resources to the problems and challenges and building a collaborative community of stakeholder learners to ensure that results are achieved. Again I suggest examples: a pilot project on poverty reduction or eradication in a small island. A crime reduction project in any one of the countries in the region. A strategic intervention to facilitate entrepreneurship, business creation and new investment. And all of these projects can involve civil and community organizations in addition to the other key stakeholder players.
A university cannot be organized in the traditional way if it wishes to do these things. The University of the West Indies cannot afford not to do these things if it wishes to play a central role in development of the region. If the University of the West Indies fails to do these things it will become less and less relevant and will become marginalized and will be forced into the limited role of provider of certification which, in such a context, may well lose its value. On the other hand if the University of the West Indies acknowledges that these things must be done-that the University cannot have walls in an interconnected world, that there need be no boundaries to the teaching, learning and research imperatives, that its impact on development must be made visible and strongly felt-then the University must reorganize itself and rethink human resources. 
It is not, however, everything that needs to be radically rethought and reorganized and in any case the strategic plan 2007-12 will itself trigger such transformation as is needed in the key areas already identified. But there is a responsiveness to development needs and demands from the private, public and civic sectors that must be taken into account and new human resource strategy is required to deal with that.

First of all, there is a maintenance function required of the University system that must be ongoing as a kind of treadmill cycle from application to graduation and everything in between from August to August in any given year.  The Human Resource issues for this part of the system would reasonably be such things as—rethinking processes, efficiency and effectiveness, integration of human and information systems, redesigning jobs as efficiency gains are made, customer satisfaction, teamwork, knowledge sharing and training and development for productivity gains, intellectual capital appreciation and continuous improvement. All of this needs to be driven by the strategic imperative of administrative and managerial transformation, so that even the maintenance support systems are not by any means static and one assumes that as the managerial and administrative systems are transformed, jobs will be reconfigured, some attrition will take place, new recruits will be better educated and trained and a learning culture will be nurtured to support a responsive, highly effective system of administration. The Registry, the Bursary, the Deans and the IT Unit need to make this happen across the university system with the support of Planning and Development. However, while this must be done for efficiency and effectiveness it must not be done in the name of efficiency alone. For as Harvey Mackay points out in Swim with the Sharks without Being Eaten Alive, “Efficiency achieved at the expense of creativity is counter-productive. In addition, working employees also need time to THINK.”
The second key group of University workers is required to support transformation of the four (4) key academic imperatives leading to quantum leaps in teaching and learning quality at both undergraduate and graduate levels and significant strides in research and Innovation. I will not address education for the underserved areas of the region because a new campus structured for delivery has been established for that.
This means that we need to build a teaching and learning enterprise, a graduate studies enterprise and a research enterprise that are both individually well serviced and interconnected enough to leverage resources from one another. The requirements for this have to be carefully thought through because this is not a maintenance function or even a continuous improvement function although elements of both are required: but it is essentially an area that has to be transformed. Human Resources Department at UWI has a key role to play in working with Planning to identify internal learning communities and networks for the purpose of nurturing and developing talent pools.
What does transformation for teaching and learning mean? At the very least it means things such as managing the quality of student intake, retraining of existing staff and training of incoming staff, improved student performance over time, curriculum renewal, constantly improving evaluations of educational experience at UWI, job search success of graduates, positive employer feedback on work performance of graduates, recognition of outstanding performances by both students and teacher, developing capacity in scholarly work on Teaching and Learning issues and ensuring that the action steps required to achieve these things are in fact taken.

Effective human development strategy requires us to bring together all personnel involved in such an enterprise which seeks to achieve these objectives, from Professor to Clerk so that a continuous learning community is built to effectively achieve such objectives. And this would need to be supplemented by restructuring and recruitment in addition to training development. One of the new roles of HR management would be to facilitate this and just as we have the Instructional Development Unit perhaps we need to design a staff development capability which would focus development, enrichment and retention of employees.
How would a transformed research enterprise be built? Clearly we would have to begin by drawing on international best practice and do some of the following: Compulsory training for students in research methodology and related areas; Establish a framework for PhD/MPhil supervisors to undergo training and upgrade every three years or so; Establish reasonable norms for graduate supervision of a manageable number of students; Guarantee support for full time student researchers by organizing s mini research industry internally; Develop sustainable research clusters of relevance; Monitor the number and quantum of research grants won; Monitor and measure research productivity in terms of output; Effective regional/international supervisory committees; Effective international research partnerships.
To support a research enterprise of this nature again the community of university personnel involved in this have to be brought together and a learning community created to support the enterprise. Traditional systems are not going to get us the results we seek and it will be necessary to develop existing employees, recruit new people and rethink structure. But a learning community also needs to be built to support development on a sustainable basis.
Finally, support for the development mission of the University, that is to say, playing the role required to bridge the knowledge and capacity gap in the society will require a whole new breed of employee – these must be leadership oriented, entrepreneurial in spirit, collaborative types who can bridge worlds and make things happen. Developmental initiatives taken by the University will of necessity, as we have indicated, be collaborative both from the point of view of personnel within the University as well as in terms of the collaborating institutions with which the University works. This will mean that work of this nature done by UWI internal stakeholders must be taken into account for students, faculty members, support personnel and so on and this would mean developing systems for taking such things into account whether it involves course credit, grades or recognition as academic output because at the end of the day contribution to development should not be at a cost to the individual, rather, it should be incentivized. .And development interventions will make the University relevant and responsive and ultimately help to bridge the development gap which itself will help to reduce intellectual capital flight.Actions in favour of regional development which harness and broker national, regional and international resources will also be in keeping with the Strategic Plan 2007-2012 which calls for national engagement, regional integration and international partnerships. To achieve this, the management of outcomes will also be critical and much organization and capacity-building is required.
For a University to do all of these things, significant financial support is required and one hopes that the direction in which the University is headed will not only generate more earned income but will also generate more grant funding from government and business regionally and other interested parties internationally.

I close by summarizing my main points. Universities all over the world have been moving more or less in the same direction since the 1990s but the difference between industrialized and developing countries is that developing countries cannot absorb their graduates and a brain drain is occurring. A university such as the University of the West Indies must conceptualize its developmental role more broadly.
A development gap exists between the more advanced countries and the developing world and this is glaringly so in the knowledge sectors. Universities in developing countries need to play a role beyond that of providing knowledge workers for a global knowledge economy. They need to play a role in developing the knowledge economy in their home base by making developmental interventions that would facilitate entrepreneurship, new business creation, innovation, better policy making and more effective implementation and brokering knowledge resources, regionally and globally.

The University of the West Indies has played a key role in human development in the past and must be prepared to play a larger developmental role now. This larger developmental role will require UWI to think through a knowledge management strategy which would inevitably necessitate a rethinking of approaches to Human Resource Management.
Universities can learn from industry about knowledge management just as industry learnt from Universities how to become learning organizations. The key issue is to transfer knowledge, understand its implications, customize it and then culturize it so that it becomes part of the institution.
A knowledge management strategy for UWI will require it to operate in three different but interconnected domains- a maintenance domain, a transformation domain and an entrepreneurial domain, in the context of the Strategic Plan. 

For UWI to play a developmental role, a strategic knowledge management capability needs to be established, supported by institutional research capacity and working through HR and other university structures to foster learning communities internally and establish working partnerships and learning networks externally.

Illustrations of how some of these would work and the potential impact they can have, have been outlined.
The University of the West Indies is only 60 years old and it would be very difficult for this University to become the best in the world in all things, although there are particular areas in which we can be best in the world, there are also possibilities through networking to be part of the best network in a particular area, and in our mission we clearly state that we aim to be best in the world in things Caribbean. In the meantime it would not diminish us in any way for the University of the West Indies to be perceived by its key stakeholders as the best FOR the world of people, community, institutions that we serve.
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