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HESA All
UG (all academic |[FT Senior
2011/12 students) | PGT PGR staff permanent | manager |[Professors

56.4% 56.9% 46.6% 445% 37.4% 27.5% 20.5%

BME (UK

domicile/na

tional) 18.8% 18.9% 15.7% 7.7% 7.6% 4.3% 6.3%
Disabled

(disclosure
rate) 8.6% 55% 6.1% 3.4% 3.0% 2.8% 2.4%
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The leaders in UK higher education

- 17% of vice-chancellors are women (29 of 137)
(compared to UK parliament around 23%)

- 12% of chairs are women
- 32% of all governing bodies are women
How does this compare across 27 EU countries?

13% of all HE institutions are headed by women
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Presenter
Presentation Notes
Although we have high rates of female participation in HE these have yet to translate into proportional representation in access to leadership and decision making decisions – and HE is of course this is no different to many areas of public life eg Parliament, and the labour market more widely.

Note – as of July 2013, there was no standard measure for head of institution – but HEFCE’s manual account showed 20/129 heads in England were women (Norma’s is UK figure). There are no reliable figures re BME.     

By way of international comparison datasets from the European Commission on women in tertiary education across 27 EU countries reported 13% of all institutions in the HE sector  (Source: She Figures (2009) 

Why are women and minority ethnic groups absent? 

In solving this we need to understand what has brought this situation about.  

It is clearly a complex picture with a set of multi-factoral circumstances  


 



– so whay is this? 
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Subjects - Students
Female students in the majority for all non-SET subjects
Education (75.9%)
Languages (67.9%)

50.9% of SET students were female
Subjects allied to medicine (79.5%)
Veterinary science (75.3%)
Biological sciences (61.7%)

Male students comprised the majority in:
Engineering and technology (84.3%)
Computer science (82.2%)

Architecture, building and planning (67.5%)
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Academic staff by subject (2013, ECU)

SET Non- SET
Female 48.6% 51.4%
Male 57.6% 42.4%
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Presenter
Presentation Notes
Mult-factoral set of circumstances which explain this

Pipeline – need to understand and address the barriers to progression at different stages of the academic –life cycle

Subject women study?  
Louise Morley’s January 2013 stimulus paper for the Leadership Foundation provided a thorough review of the literature in this area and many of the barriers identified will also apply to disabled and BME staff.  The key points reported are summarised below. 
 Primary care responsibilities, while becoming more fluid, still mainly fall to women.  Hiding or minimising these (‘bias avoidance’) is required for career success and time expended on the family depletes time for career demands.  This does not account however for child/parent-free women’s absence from HE leadership. 
Rotational/fixed-term/turn-taking leadership adds complexity to leadership, involves multiple and conflicting affiliations and may impact disproportionately on women.  Traditionally research leaders have been thought most appropriate for organisational leadership, so any under-representation in research leadership is continued. 
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Twin approach
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Athena SWAN Charter

“Within institutions and departments change is happening:
organisational structures and practices are being improved,
there is greater awareness around culture and gender
equality and the importance of good communication is
being highlighted.

For individuals, Athena SWAN has been valuable in
encouraging aspiration, identifying and exemplifying role
models and illustrating potential academic career pathways
and opportunities.” Dame Julia Higgins, Patron Athena Swan
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Where we have been less successful

Diversity gets ‘crowded out’
Uncertainty about solutions
Legal obligations v complexity
Sensitivity of the issues

Role of governing bodies
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Diversity matters

Diversity has an inherent educational value. That is why we need more of it.
The university is an educational institution. Our business is about knowledge.
That means that we all have to learn, all the time... And we will learn more from
those people, those ideas, and those phenomena that we do not know, than
from those we know only too well...

We need to pursue this diversity of people and ideas to increase the quality of
our core business — which is to learn. Only in this way, | believe, can we really
meet our responsibility to our students. We need, and we wish, to prepare our
students to become active and confident participants in a multicultural and
globalised society. Whatever the advantages may be of a mono-cultural
institution, they do not include the opportunity to meet and engage with many
different viewpoints, and to learn about many different environments.

Professor Chris Brink, Vice-Chancellor, University of Newcastle
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