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Executive Summary
1. This major project funded by the Leadership Foundation for Higher Education and carried out by a team from the Centre for Public Policy and Management at Glasgow Caledonian University, researched gender balance in management in Scotland’s higher and further education sectors. Detailed qualitative and quantitative research was undertaken in three Colleges and three Universities in Scotland between 2005 and 2007. A number of College and University Principals out-with the case study institutions were also interviewed.
2. The first section of the report presents a descriptive statistical analysis and literature review of gender equality issues in the college and higher education sectors. The analysis reveals that although female participation in the higher education sector has doubled since the mid 1990s, this expansion was mainly concentrated in the lower academic grades and part-time or fixed term employment. Female academics make up the majority of the part-time workforce, which impacts upon their earnings. Horizontal gender segregation continues to represent a significant labour market rigidity whereby women are concentrated in subject areas traditionally associated with feminised occupations such as nursing and education. Perhaps due to the emphasis placed on teaching, the Scottish further education sector fairs much better in terms of gender, but still displays severe vertical segregation. Men are disproportionately represented as Principals in Scottish Colleges. As in higher education women make up two-thirds of the part-time labour force and over 60% of administrative and support staff within academic departments.

3. A review of academic literature examining the lack of female representation in management in higher and further education indicates that many factors impact upon women’s career trajectories. These can be categorised as those pertaining to structural change, gendered characterisations of management itself and motherhood and work-life balance issues.

4.   The key findings of the primary research in the Colleges included the following:

· Women were under-represented among College Principals and Boards of Management. At other levels of management and promotional structures there was relatively little vertical segregation by gender. There was however a pattern of horizontal gender segregation by subject and curricular area: this was reflected dramatically amongst the student population but also indicated among staff.
· There was an over-representation of women in part-time positions and greater concern among women than men regarding work-life balance issues.
· Women spent more time than male academics in teaching activities and administrative duties.
· Male and female staff believed that Colleges operated fair, transparent and accessible Equal Opportunities Policies with regard to promotion. However, females believed that institutional leadership and management could do more to advance women’s career development. Men did not believe this.

5.   The key findings of the primary research in the Universities included the following:

· There was a considerable degree of vertical segregation in Universities. Women were seriously under-represented in the more senior positions and groupings and also in the key governance body, the University Court. There was also horizontal segregation including clustering around subject and curriculum areas.
· There were no significant differences in roles between male and female non- academic staff, or between male and female academic staff. However, female academics spent more time on teaching and administrative duties than male academics. The implication is that research, a key activity of the academic job and a vital aspect for advancement, is accompanied by these other priorities to a greater extent for women than for men. This is consistent with the recognised gender bias of research assessment as indicated in the Research Assessment Exercise.
· Although work-life balance concerns were expressed, these concerns were not considered a disincentive to applying for promotion for either males or females.
· Male and female staff believed that Universities operated fair, transparent and accessible Equal Opportunities Policies with regard to promotion. However, females believed that institutional leadership and management could do more to advance women’s career development. Men did not believe this.
· There was a perception that given the male dominated or biased structures in Universities, women required visibility to gain recognition; a particular dimension of challenge here was the relatively high proportion of females in part-time positions, often by definition less visible than full time post holders.
6. A number of recommendations are made. For Colleges it is recommended that consideration be given to:

· Assessment of Board of Management appointment procedures to address female under-representation;
· Structuring of career development for part-time staff;
· Separation of curriculum management from subject background to address horizontal subject based gender segregation;
· Initiatives to encourage males and females into non gender traditional subject and vocational areas;
· Investigating a series of issues around access to development opportunities, appointment procedures, information and support available for career advance, as part of a broader consideration of the gender impact of organisational policies and practices.
For Universities it is recommended that consideration be given to:
· Assessing Court appointment procedures to address female under-representation;
· Court and other senior governance bodies using their corporate powers to address under-representation of women at governance, policy and managerial levels in the institution;
· Assessing and monitoring allocation of research, teaching and administrative activities for male and female academic staff and developing strategies to address serious gender imbalances;
· Evaluating career development opportunities for part-time staff;
· Recognising that positive actions and critical events may be required to give female and male staff equal visibility and recognition;
· Investigating a series of issues around access to development opportunities, appointment procedures, information and support available for career advance, as part of a broader consideration of the gender impact of organisational policies and practices.
Section 1: Research Project Background and Methodology

1.1. Introduction

The Leadership Foundation for Higher Education was established in June 2004 to provide support and development opportunities for leadership, governance and management in Higher Education (HE). The Leadership Foundation could in many ways be considered as an instrument of modernization in HE. Launched by the then Chancellor of the Exchequer Gordon Brown, its aim is to address leadership as key to the future; gender and other equalities are seen as important dimensions to this (‘promoting equality and diversity by creating a larger pool from which future leaders, governors and managers can be drawn’). The organisation has identified a set of fifteen key ‘strategic challenges’ for the UK HE sector including widening participation, governance and funding. These drivers for change are all underpinned by the cross-cutting aim of embedding equality and diversity. In recognition of this objective, the Leadership Foundation in Scotland has developed an agenda for enhancing equality and diversity in the development of HE management. This includes, but is not limited to, the creation and dissemination of labour market research, linking issues of governance to issues of diversity. As part of this agenda, a team of researchers, based in the Centre for Public Policy and Management at Glasgow Caledonian University’s Business School conducted research, analysing enablers of and barriers to the promotion of equality of opportunity between male and female, higher and further education management and promoted staff. It was agreed to include both further and higher education in the research. In Scotland there is a single Funding Council for both sectors; there is a stronger link between further and higher education than other parts of the UK - for instance substantially more higher education provision occurs in Scottish Colleges; comparisons and contrasts between the sectors is in itself interesting. It was agreed that the final project report would be delivered to the Leadership Foundation by the end of November 2007.
1.2. Research Methodology

The research team selected three institutions of higher education and three further education colleges for case study analyses. The selection of institutions was non-random to ensure an optimal mix of ancient, old and new universities; a geographic spread of institutions across Scotland (mix of urban- and rural-based institutions); a mix in size of student and staff complement in the various selected institutions. The research was conducted from 2005 to 2007 with the voluntary participation of the six institutional case studies. 

The first stage of research was to build a picture of women’s position in the sectors in Scotland, making use of available secondary sources. Following this, a case study methodology was used which was both qualitative and quantitative in nature involving semi-structured elite interviews, some structured interviews with management, and an online survey of both academic and non-academic staff. The case study institutions were selected on a non random basis to ensure a geographical spread, a variety in age of institutions (especially in the university sector with case studies including ‘ancient’, 1960s and post 1992 institutions), a mix in size of staff and student populations and in curriculum balance, in order to present a strong cross section sample of each sector.  Interviews were held with senior staff and all staff surveys were used resulting in a response rate of 30%. A series of questions were asked, relating to:
· Job role and activities;

· Perception of transparency regarding promotion;

· Supportiveness of line managers to career aspirations;

· Perceptions of the ease of career advance for men and women;

· Perceptions on the supportiveness of organisational leadership and culture towards career advancement.

Ethical standards were adhered to and institutions were anonymised. Participants too were given assurances of confidentiality and anonymity.
The primary stage of the project involved collecting and analysing data on the nature of women’s participation in the sectors from sources including HESA, AUT and the SFC. The results of these findings are presented in Section 2 of this report. Section 2 provides an overall perspective of women in the higher education (HE) and further education (FE) sectors. It highlights the challenges women face and therefore invites a cross-sector comparison of gender equality in college and higher education. Although the analysis of sector-wide statistics is comprehensive there are nonetheless gaps in the data. These gaps pertain primarily to a detailed breakdown of management strata within HE and information concerning staffing by subject area in FE. An extensive literature review was also undertaken providing a robust theoretical underpinning for subsequent case study design. 

The research sought to address the following questions:

· What barriers exist to women becoming managers in HE and FE sectors?
· What enables women to become managers in HE and FE sectors?

· What can be done to improve the gender balance of HE and FE management?
The Primary Research Findings and Recommendations are outlined in Sections 3 and 4. In the Appendix, the research conducted in each of the case study institutions is outlined in some detail along with a presentation of the research data.
The case studies have been designed around the following separate but intersecting phases:
1.2.1. Phase One – Document analysis and collection of ‘hard’ data
This phase drew a detailed picture of women’s participation in the case study institution and briefly assessed the equal opportunities policies and/or strategies. This analysis enabled researchers to conduct an “audit” of gender related data collected by the case institutions and to assess the ethos of gender equality policies at the institution. The collection of gender disaggregated data by each institution is a useful exercise in light of the Gender Equality Duty (DTI 2006). The Gender Equality Duty requires publicly-funded organisations to actively promote and mainstream gender equality in policy, practice and service delivery, as opposed to reacting to incidences of discrimination. 
1.2.2. Phase Two – Managerial Interviews

The interviews were conducted using a semi-structured questionnaire with male and female senior and middle managers in the case study institutions. The sample size per institution varied; at larger higher education institutions the number of managers interviewed was on average fifteen and at smaller further education institutions the number of managers interviewed was on average ten. The research with senior management constituted elite interviews with a non-random sampling to ensure the researchers captured the views of those involved in strategic decision making (for example the Principal) and those involved in implementing the institution’s equality agenda (for example the Human Resource Director). Male and female middle managers were often randomly selected from various grades, occupations and operational responsibilities. The interviews were analysed and then compared with data captured in Phase Three. 

1.2.3. Phase Three – Online survey to all permanent staff

Staff views were gathered using an online survey instrument (SNAP) and then analysed using a statistical analysis software package (SPSS). The results from Phases One, Two and Three are therefore presented in the following sections of this report for the confidential consideration of the case study institution and for inclusion in a final report of research findings to the Leadership Foundation for Higher Education. For the purposes of this report and dissemination the identity of the case study institution has been anonymised.  
1.2.4. Principals’ Interviews’

Towards the conclusion of the research, two College and two University Principals (all female) were interviewed on the basis of anonymity and confidentiality. These interviews involved Principals of institutions not covered by the case study research. The analysis of these interviews is presented in Section 3.3.
1.3. Dissemination.
An interim position paper was presented to the Leadership Foundation for Higher Education in early 2006. A number of Conference Papers and other refereed publications, all carrying acknowledgement of the Leadership Foundation for Higher Education as funder of the research project, have been produced for: the International Research Society on Public Management Conferences; Gender, Work and Organisation Conferences; Public Management Review and Educational Management Administration and Leadership journals. All the participating case study institutions have been provided with a research report covering the results of the research carried out in the organisation. In all instances the dissemination has been well received. 
Section 2: An Overview of Women in Higher and Further Education

2.1. Introduction

The UK Higher and Further Education sectors have experienced rapid expansion in the last decade. Since 1995/96 there have been 26% more entrants into HE (Scottish Executive May 2004). The market for academic labour has expanded in line with increasing demand for post-compulsory education – staffing levels in HE increased by over 16% in the same period (AUT October 2004). Current figures indicate that women in Scotland are 25% more likely than men to enter HE as students (SFC 2006). However, only 40% (headcount) of academic staff are women and women are much less likely to be in senior posts in Scotland’s HE sector (Ibid). The gender pay gap is currently 18% for higher education professionals and 13% in FE (ONS 2005). There is evidence that the lack of women in senior positions in HE underpins the sector’s relatively large gender pay disparity (Ward 2001). Furthermore, the extent of gender imbalance in the management of HE has led the EOC Scotland to identify women’s continuing under-representation in senior management as a key area of concern (EOC 2002). The Equality Act 2006 (DTI 2006) imposes a statutory duty on all public bodies to promote equality of opportunity between women and men, as well as eliminating unlawful discrimination (EOC 2005).   It also imposes specific duties, including one on equal pay on a range of larger public bodies including universities and FECs. The role that women play in the delivery and governance of further and higher education must therefore be addressed as part of the equality agenda throughout the UK, to meet the needs of the growing female clientele.

A descriptive analysis of women and men in the HE and FE sectors reveals that significant improvements in female participation have been made, but that participation remains highly gendered. Women continue to be under-represented as managers and leaders in both sectors and, in the general workforce, are over-represented in marginal employment on fixed term and part-time contracts. Their segregation in a limited number of subject areas (or ‘cost centres’), those traditionally associated with ‘feminine’ interests and aptitudes, is still apparent. Employment in the non-academic services is also gender segregated where women dominate the administrative and secretarial roles and men are over-represented as scientific and technical support staff. 
The following section of the report provides a brief review of the academic literature exploring the interplay of gender, management and leadership in higher and further education, leading to possible explanations of the lack of gender balance in leadership and governance in the HE and FE sectors. 
2.2. Women in Higher Education 
In HE, women are under-represented in the highest job grades (vertical segregation), coupled with an over-representation as non-permanent, part-time staff. The HE workforce also displays marked horizontal segregation by gender, where women’s employment is concentrated in subject areas traditionally associated with stereotypical female interests and aptitudes. 

2.2.1. Gender at Governance Level: University Courts
The Court is the key university governance body and is composed mainly of non-executive members responsible for providing institutional leadership (Committee of University Chairmen 2004). The Committee of University Chairmen produced in 2004 a Governance Code of Practice and General Principles of Governance. These covered issues ranging from the ‘proper conduct of public business’ to ‘human resource management’, ‘health and safety’, ‘ procedural matters’, ‘corporate decision making’, ‘conflicts of interest’ and ‘promotion of openness and transparency’. A survey of University Court membership in Scotland shows males comprise 70% of all members. 

It is often noted that more balanced gender representation is difficult in bodies which draw on local or regional elites, since such elites are themselves more likely to be male dominated. Research in other sectors (e.g., the enterprise sector) indicates a dominance of business representatives and senior business managers who are more likely to be male (McTavish and Pyper 2007). However, this is not a wholly adequate explanation for severely skewed gender balance. The research in individual universities indicated that in some cases, while those with business backgrounds on the Court were numerically important, professional and public sector backgrounds were equally so – and this is a domain where female representation at senior levels is relatively more significant. In other words, in this category there should be less of a problem with a suitable female talent pool than perhaps is the case in the business sector.

There is a similarly gender imbalanced pattern in the key governance and management bodies within universities and this is indicated in some detail for the individual institutions researched. 

2.2.2. Vertical Segregation

HESA data indicates there are 19,149 people employed in public-funded higher education institutions (HEIs) in Scotland. The data can be broken down into three broad categories: ‘academic professionals’, ‘non-academic professionals’ and ‘managers’ (see Table 2.1). 
Table 2.1: Activity of Staff in Scottish HEI (Full Time Equivalents)

	ACTIVITY
	Male
	Female
	Female (%)

	Manager
	449
	298
	40

	Academic Professional
	9292
	6017
	39

	Non-academic Professional
	1434
	1659
	54

	TOTAL
	11175
	7974
	42


Source: HESA Staff Records 2004/05. 
These categories are somewhat problematic in that ‘academic professionals’ include academic staff that have managerial and leadership responsibilities. However, the ‘managers’ category only includes non-academic managers. This is due to the large element of double counting that could occur where academic staff have multiple roles. Therefore statistics for these grades of staff are used (Table 2.3.) to complement the data in Table 2.1. A desk-based survey of senior management strata in Scotland’s universities indicates that Scotland’s ‘top teams’ are only around one-fifth female (see Table 2.2).
Table 2.2: Scottish Universities*: Senior Management Profile as of December 2005

	POSITION
	Male
	Female
	Female (%)

	Principals/Vice Chancellors
	11
	2
	15

	Deputy Principals
	17
	3
	15

	Vice Principals/Pro-Vice Principals/ Pro-Vice Chancellors/ Assistant Principals
	35
	7
	17

	Senior Management/Principal’s Group
	102
	23
	18

	Deans**
	69
	17
	20

	TOTAL
	234
	52
	18


*The survey includes all Scotland’s universities – 13 institutions. Excluded from the sample are two higher education institutions without university status, two specialist art schools, one specialist music and drama school, one specialist agricultural college, the University of the Highlands and Islands as yet without university status and The Open University. Institutions surveyed ranged from one with no females in any of the above categories, to the most gender balanced with around one third of the Senior Management Group female, another with around one third of Deans female. One institution had more female than male Deans.

** A number of institutions have a devolved college structure with the designated post ‘Head of College’. This post has been treated as a Dean equivalent.
An explanatory framework for this gendered picture can be found in terms of career trajectory. A survey of the career background of UK Vice Chancellors indicates a science, engineering and technology background as the most common route (60% have this background – Bagilhole 2004); women are more likely to come from the arts, social sciences and humanities. The picture is also similar for Scotland (McTavish, Miller and Pyper 2006). Though the current profile may not be a guide to the future, the present linkage between subject background, gender and seniority at top level is notable. 

Figures from HESA indicate that women’s participation in the Scottish HE workforce is pyramidic in nature, with men dominating in the highest academic job grades of professor and in senior lectureships and research posts. Only 14% of Scottish professors are women and only 27% of senior academics are female (see Table 2.3). 
Table 2.3: Job Grades of Staff in Scottish HEIs (FTEs)

	JOB GRADE
	Male
	Female
	Female (%)

	Professor
	1614
	252
	14

	Senior Lecturers & Researchers
	2027
	761
	27

	Lecturers
	2346
	1911
	45

	Researchers
	2139
	2006
	48

	Other Grades
	1166
	1087
	48

	Unknown/Not applicable
	1883
	1957
	51

	TOTAL
	11175
	7974
	42


Source: HESA Staff Records 2004/05. 

2.2.3. Horizontal Segregation

The latest available figures for Scotland indicate that of 35 ‘cost centres’ approximating academic subject areas, women are seriously under-represented (less than 25%) in 12, mainly in scientific and technical cost centres. Men represent only 24% of nursing and paramedical studies staff, but this is the only ‘cost centre’ where men are severely under-represented.  These cost centres are indicated in Table 2.4.  While horizontal segregation is significant in these areas, it should be noted that there is a trend to desegregation and internal gender balance in a number of important subject areas e.g. business, medicine and law.
Table 2.4: Cost Centre Segregation by Gender 

	COST CENTRE
	Male
	Female
	Female (%)

	Female Dominated
	
	
	

	Nursing and Paramedical Studies
	208
	657
	76

	Male Dominated
	
	
	

	Physics
	1057
	78
	7

	General Sciences
	46
	12
	21

	General Engineering
	301
	73
	20

	Chemical Engineering
	31
	3
	9

	Mineral, Metallurgy and Materials Engineering
	51
	11
	18

	Civil Engineering
	68
	9
	12

	Electrical, Electronic and Computer Engineering
	375
	51
	12

	Mechanical, Aero and Production Engineering
	267
	43
	14

	Architecture, Built Environment and Planning
	299
	89
	23

	Mathematics
	305
	67
	18

	Information Technology
	662
	199
	23


Source: HESA Staff records 2004/05. 
Women are also concentrated in traditionally feminised areas in non-academic roles. For example, HESA data indicates that in the UK, 94% of staff categorised as ‘secretaries, typists, receptionists and telephonists’ are female (HESA 2005).

2.2.4. The Gender Pay Gap and Employment Status

Despite the large increase in female employment, the current gender pay gap in Scottish Higher Education is around 18%; compared to a Scottish all sector average of 12% (ONS 2005) and a Scottish public sector average of 10.5% (Ibid). Women are also more likely than men to have non-permanent contracts or to work part time (SFC 2006) as indicated in Table 2.5.
Table 2.5: Employment Status of Staff in Scottish HEIs (FTEs)

	JOB STATUS
	Male
	Female
	Female (%)

	Not full time
	1027
	1413
	58

	Full time
	9039
	4780
	35

	Not permanent
	4004
	3475
	46

	Permanent
	6062
	2718
	31


Source: HESA Staff Records 2003/04 cited in SFC 2006:41.
Some studies have concluded that the difference in earnings between men and women can be explained largely in terms of grade, rather than within grade differentials, as stated by Ward (2001):

“The dominant contribution of rank to both the determination of female academic salaries and the gender salary gap suggest vastly differential opportunities for promotion faced by men and women and problems for women researchers on short term contracts.” (Ward 2001: 1680) 
Thus, there is a relationship between gender imbalance at the top of the HE organisation and pay differentials between men and women in the HE sector. Moreover, the gender pay gap is more pronounced when employment status is considered: disproportionate representation of women as contract research staff (CRS) is indicated and this could be contributing to the Scottish HE pay gap. As expected, median earnings for CRS compare unfavourably with non-CRS wages. Median earnings for CRS were £20,000 to £25,000 and £25,000 to £30,000 for non-CRS staff (SHEFC 2005). Employment status for research staff clearly contributes to explaining women’s disadvantaged position as staff in Scottish HEIs.
2.2.5. Research Activities

An analysis of the 2001 RAE showed that only 32% of female staff in the UK were likely to be counted as research active compared with 52% of male staff (AUT July 2004). The ‘RAE gap’ was also shown to be 1.6 for the UK, meaning that men were more than one and a half times as likely to be to be counted as research active in the 2001 RAE. The gender imbalance in HE research activities is also evident in an institutional analysis of the ‘RAE gap’ shown in Table 2.6. This table indicates that in some Scottish HEIs contributing to the 2001 RAE, men were up to twice as likely as women to be counted as ‘research active’. The UK and Scottish averages are congruent at 1.6. The UK figure rises, however, to an overall ‘gap’ of 1.9 when ‘teaching only’ and ‘research only’ staff are included (AUT July 2004). The relative under-representation of women in the RAE is most likely due to a combination of labour market rigidities including: 
· Direct and indirect discrimination based on gender;
· The reproductive role of women and subsequent careers breaks; 

· Differing types of primary employment functions for males and females (Ibid).
It has also been noted that the level of female representation was particularly low in HEIs with locally determined job grades and rates of pay (Ibid) – the prevalence of these institutions had been increasing towards the 2001 RAE. Other institutional differences in the gender RAE ‘gap’ are also of some note. The Robert Gordon University had the widest gap of 2.6 while Queen Margaret University College, Edinburgh was the narrowest gap at 1.1. Three of the four ‘ancient’ Universities, Aberdeen, Glasgow and Edinburgh average a gap of 1.3 whilst the other ancient HEI, the University of St Andrews, has a relatively high gap where men were twice as likely as women to be counted as research active in the 2001 RAE.
Table 2.6: Staff counted as research active in 2001 RAE * and RAE ‘gap’ by gender

	INSTITUTION
	Female (N)
	Female (%)
	Male

(N)
	Male

(%)
	RAE gap*

	The University of Aberdeen
	110
	55%
	385
	75%
	1.4

	University of Abertay, Dundee
	0
	N/A
	5
	N/A
	N/A

	The University of Dundee
	90
	37%
	345
	63%
	1.7

	The University of Edinburgh
	210
	51%
	795
	68%
	1.3

	Glasgow Caledonian University
	65
	15%
	125
	26%
	1.7

	Glasgow School of Art
	25
	N/A
	45
	N/A
	N/A

	The University of Glasgow
	180
	50%
	615
	64%
	1.3

	Heriot-Watt University
	25
	32%
	230
	61%
	1.9

	Napier University
	30
	12%
	95
	25%
	2.0

	The University of Paisley
	10
	12%
	40
	18%
	1.6

	Queen Margaret University College
	30
	41%
	25
	46%
	1.1

	The Robert Gordon University
	25
	10%
	70
	25%
	2.6

	The University of  St Andrews
	50
	36%
	280
	71%
	2.0

	The University of Stirling
	70
	62%
	195
	77%
	1.2

	The University of Strathclyde
	105
	46%
	415
	62%
	1.3

	SCOTLAND AVERAGE
	N/A
	35%
	N/A
	52 %
	1.6

	UK AVERAGE
	N/A
	32%
	N/A
	52%
	1.6


Source: Source AUT (July 2004)

*Males more likely to be counted as active in 2001 RAE (1.0 denotes equal likelihood).
RAE assessment panels also show a picture of gender imbalance. In 2001, less than 25% of RAE panel members and 1 in 7 of panel chairs were women; the panels chaired by women were responsible for allocating less than 10% of RAE funding (Morley 2005). The position was such that the Roberts Review of the 2001 RAE recommended that ‘the funding councils should monitor and report upon the gender balance of sub panel members, sub panel chairs, panel chairs, moderators and senior moderators’ (Roberts 2003 Recommendation 13f). Nonetheless, the gender composition of panel chairs for 2008 RAE is outlined in Table 2.7, indicating little change from 2001.

Table 2.7: 2008 RAE Panels (as at August 2005)

	POSITION
	Male
	Female
	Female (%)

	Main Panel Chairs
	9
	6
	40

	Sub Panel Chairs
	57
	10
	15

	Panel and Sub-Panel Membership
	746
	259
	26


Source: Compiled from RAE 2008 web site
The importance of the RAE, which allows for the grading and comparability of research outputs between institutions and between individuals, cannot be understated. Research ‘quality’ has become the means by which the sector can be externally and internally rated; it is often used as a proxy by which individual productivity and career prospects can be judged. Hence, the significance of research output to the academic career is substantial. Research activity is demonstrably gendered and could form part of the explanation for the lack of female representation in the highest strata of higher education.
2.3. Women in Further Education
The FE sector is primarily concerned with vocational learning and community outreach and has only more recently engaged in knowledge creation and/or transfer (see McCann and Donald 2005). Teaching staff represented 61% of the total FTE head count in 2004/05 with the majority of the total FTE staff in FECs (57%) being female. As Table 2.8 indicates, while 61% (13,215) of all staff are permanent, 51% (6,711) of all teaching staff are part-time or on temporary contracts. Even though the FE sector displays more gender balance in terms of participation, overall women are over-represented among part-time staff (65% female) and slightly under-represented (40% female) among full time (see Table 2.9).
Table 2.8: Primary Terms of Employment (Headcount) 2004/05 in Scottish FECs

	MODE
	TEACHING
	NON-TEACHING (support)
	TOTAL

	Permanent
	
	
	

	Full-time
	4688
	4824
	9512

	Part-time
	1674
	2029
	3703

	SUB-TOTAL
	6362
	6853
	13215

	Temporary
	
	
	

	Full-time
	97
	527
	624

	Part-time
	6711
	1065
	7776

	SUB-TOTAL
	6808
	1592
	8400

	TOTAL
	13170
	8445
	21615


Source: Statistics Branch, SFC (2004/05).
Table 2.9: Academic Staff in FE by Gender (FTE) 2004/05 in Scottish FECs

	MODE
	Male
	Female
	Female (%)

	Full-time
	2726
	2284
	46

	Part-time
	726
	1337
	65

	TOTAL
	3452
	3621
	51


Source: Statistics Branch, SFC (2004/05)
2.3.1. Gender at Governance Level: College Boards
College Councils were established in Scotland in 1989 under the Self Governing Schools Act. The majority of representatives on the Councils were from the business and commercial sectors. The business and commercial representation on Councils was intensified with the passing of the Further and Higher Education Act in 1992, creating Boards of Management for each college with responsibility for the management of college affairs. A telephone based survey of all College Boards of Management in 2006 indicated average female membership of College Boards at just under 30%. Only 4 of the 43 colleges had females as Board of Management Chairs. A recent (2006) survey and report on Scottish Colleges by the Scottish Executive indicates only 26% of Board members are female. The report states ‘the representation of women on college boards is not good. Only a quarter of non-executives are female. Clearly there is more effort required to improve gender balance in the Scottish college sector’ (Scottish Executive, Enterprise and Life Long Learning 2006: 29). The comments made about gender representation (see Section 2.2.2) challenges in bodies drawn from local (often business) elites with regard to University Courts apply similarly to College Boards. The gender pattern in key college management bodies is outlined in the case study colleges. 

2.3.2. Job Segregation

Although there is considerably less gender disaggregated data publicly available for FE staffing levels than there is for HE, it can be shown that academic job grades in the FE sectors are more evenly balanced between men and women; this also applies at Head of Department level. Table 2.10 shows that 45% of all Heads of Department and 51% of Lecturers/Instructors/Senior Lecturers are female. However, women constitute 61% of academic staff in the ‘other’ category and make up just under a fifth of all Research/Lab assistantships. The ‘other’ category relates to staff attached to academic departments who provide direct administrative support to teaching staff, for example, departmental secretaries (SFEFC 2005). The over-representation of women in this category is therefore partially explained by their concentration in administrative roles while their under-representation as research and laboratory assistants could be due to the male dominance of scientific subject areas. Therefore, although FE displays less vertical segregation by gender, there is nonetheless horizontal gender segregation in the sector with male and female staff assuming gendered roles. 

2.3.3. Cross-college Staff and Management 

An analysis of cross-college staffing levels gives a slightly different gendered picture. The cross-college category describes all staff that “perform a central function and cannot be assigned to a specific academic department/school/faculty” (Ibid:8) which includes senior management staff as well as janitorial staff. Table 2.10 indicates that women constitute less than a quarter of all Principals of FECs (10 out of 44) and only 38% of Depute/Assistant Principals. The low proportion of college Principals who are female should be viewed in the context of the very low starting point in the early 1990s. At the beginning of the 1990s women constituted just 3% of Principals in the UK (Murray 1995) with a similar figure for Scotland. Scotland’s first female Principal (excluding small specialist nursing or secretarial colleges) was appointed in the mid 1980s. The career / subject trajectory explanation outlined above (see Section 2.2.2) to help explain gender imbalance amongst University Principals does not apply in the college sector. A postal survey of College Principals carried out in 2006 (response rate was 45% with a male/female response in proportion to their numbers in the population) indicated 30% had a background in technology, science, engineering and other traditional male educational/vocational areas; the remaining 70% had a social science, arts and humanities background; 70% of the male Principals had a social science background, much the same as the figure for female Principals. While looking down the ranks of senior management, female representation becomes more balanced; 44% of ‘other senior management’ staff were female in 2004/05. However, even this figure is disproportionate to the 57% female workforce in Scottish FECs.  
Table 2.10: Staff by academic department/cross college, grade of post and gender (FTE)

	STAFF GRADE


	Male
	Female
	Female (%)

	Academic Departments
	
	
	

	Head of Department
	168
	136
	45

	Lecturer/Instructor/Senior Lecturer
	2929
	3013
	51

	Research/Lab assistant
	77
	30
	28

	Other Staff
	279
	442
	61

	SUB-TOTAL


	3453
	3621
	51

	Cross College Staff
	
	
	

	Principal
	34
	10
	23

	Depute/Assistant Principal etc.
	81
	50
	38

	Other Senior Management
	128
	97
	43

	Lecturer/Instructor/Senior Lecturer
	56
	47
	46

	Research/Lab assistant
	29
	15
	34

	Other Staff
	1563
	3146
	67

	SUB-TOTAL


	1891
	3365
	64

	TOTAL

	5344
	6986
	57


Source: Statistics Branch, SFC (2004/05).

2.4. Explaining the Gender Imbalance 

As the preceding sections have shown, women in FE have attained a significantly increased profile in student, staff and management numbers since the incorporation of FE colleges as self-governing institutions in 1993. Similarly, female employment in HE has also increased significantly since the mid 1990s. However, vertical segregation by gender remains a key feature of both sectors, with women occupying proportionately few of the key strategic leadership positions in Scotland’s FECs and HEIs. Academic research has frequently employed a mixed-methodology approach to analysis of the gender imbalance in the highest strata of university and college management, often combining statistical analysis with qualitative evaluations of circumstances at institutional or divisional levels. The empirical data offers few incontestable conclusions with regard to women’s experiences in HE and FE; experiences are varied and diverse, and the impact of gender on career outcome could be a question of perception and institutional variation. Nevertheless, some key ‘themes’ in terms of problems and opportunities are identifiable with respect to gender and management and these can be gleaned from the existing academic literature.
2.4.1. Structural Change
Economic changes and structural shifts in the economy have had a major impact on further and higher education and on the role and position of women working there. (Deem et al 2000). The skills and qualifications that once underpinned heavy industry no longer carry the same importance that they did at the time of individual colleges’ foundations. “As British industry has changed,” claims Cole (2000: 207), “so has FE.” In addition, competition for funding and students has led to a diversification of college curricula, most dramatically evident in the former mono-technical vocational colleges that have become community education institutions with heavily pluralised courses and specialities in areas with greater female presence. Yet while helping to tip the gender scales in favour of greater female representation, Deem et al. (2000) argue that FE’s ‘feminisation’, rather than representing a positive empowerment for further education workers, actually reflects a reduction in professional status, a general decline in teachers’ pay, worsening career conditions, a rejection of this career by men and the predominance of part-time workers. Feminisation, therefore, does not imply gender equality or balance, but specifically encapsulates “the replacement of relatively expensive workers with less expensive female workers, as work has been redesigned and codified” (Ibid: 223). Similarly, much of the recent research literature has attempted to investigate the changing role of HE within the context of ‘globalisation’ and structural change. In the last two decades or so, HE has undergone the transformative process associated with the introduction of New Public Management (NPM) into the public sector (see McTavish, Miller and Pyper 2006). 

Case study research shows that the experience of structural change in FE has meant that many management structures are larger but flatter, resulting in a glut of women in positions for which competition is aggressive, workloads are heavy and rewards are variable and not always guaranteed (Harper 2000). Many women in academic middle management describe themselves as burdened with unfulfilling administrative work and mediation duties, acting as communication filters between senior management and teaching staff (Leathwood, 2005; Shain, 2000, Prichard and Deem, 1999). According to the Prichard and Deem (1999) and Leathwood (2005) research, some senior managers use ‘people skills,’ which are stereotypically associated with feminine aptitudes, to cajole middle managers to implement policies (occasionally unpopular); senior managers are thereby implementing policies from a comfortable distance. 
Other writers, however, have commented that structural change may have instead brought enhanced possibilities for promoting equality in HE and FE by providing a ‘space’ for equal opportunities policies and/or strategies and by relinquishing old ‘exclusivist’ modes of governance, particularly where ‘academic-managers’ are also feminist or ‘femocratic’ (Deem 1999, Luke 2001, Yeatman 1995). In FE, for example, though presently occupying a disproportionate number of lower-status managerial positions, it is suggested that by sheer force of numbers the women who are now working in colleges should both increase the profile of successful women in the sector and create expanded opportunities for women’s general advancement into senior management. Some evidence of this gradual balancing can already be seen in Scotland, where there are now 10 female college Principals, or almost a quarter of the national total. In HE however, the pyramidic nature of women’s participation in HE in terms of job grades and senior management undermines this perspective. 

2.4.2. Management and Masculinity 

The introduction of NPM in HE and FE has been problematised by many authors (see for example Deem 1998, Shattock 2002, Delanty 2003, Middlehurst 2002, Shain 2000 and Leonard 1998) but those focussing on the gendering of new forms of management are of particular interest. Many studies have illustrated how the restructuring of universities and colleges towards enhanced ‘marketisation and managerialism’ (Thomas and Davies 2002) has prioritised the ‘masculine’ in terms of management, organisation and even knowledge production itself (Goode and Bagilhole 1998, Kerfoot and Knights 1999). This it has been argued re-emphasises a competitive and individualistic environment that excludes or marginalises ‘femininity.’ Leonard (1998) suggests that; 

“the cultural shift in educational philosophy from professional concerns to economic principles of marketisation, unit autonomy and performance targets has been received by many of the men involved in the running of FE as an opportunity to reclaim these organisations as both male-dominated and masculine” (Leonard 1998: 82).  

Leathwood’s (2005) case studies indicate that while an ability to assuage staff may be valued as a core skill of effective management, a ‘feminine’ approach can be met with derision in a culture where hard-headed efficiency is seen as an obligatory characteristic of the NPM executive. Women in the study frequently cited this contradiction as a source of job stress and a possible barrier to success in a given organisation (Ibid). Age and demeanour were also mentioned as factors that could seriously curtail a woman’s opportunities, as an older woman with close relationships to colleagues might be perceived as too maternal to become a successful manager; men, on the other hand, were accorded wisdom and experience with age.

Yet the differing styles that men and women bring to management, argues Cole (2000), a factor often cited by senior academic management executives when discussing the recent increase of women into top-level jobs. Rather than adopting a gender-neutral discourse, many managers are recognising that diversity at senior level brings different problem-solving approaches and fosters relationships between employees that offer an opportune alternative to the environments of pre-NPM educational management. However, the true extent to which formalised equal opportunities provision can be judged to have impacted upon gender balance is, to a certain extent, obscured by the lack of detail contained in the publicly available statistics. More qualitative indicators are needed in order to clarify the position with regards to women’s access to power and decision making structures in HE and FE. 

2.4.3. Management, Identity and Expectations of Women in Management

Related to the ‘Management and Masculinity’ explanatory framework are a range of explanations around the complex and nuanced area of management, identity and expectations of women in management. 

Well documented are the barriers faced by women in many areas of management, perhaps the most obvious of which is that management, and management theory, if not considered ‘male’ are at best ‘gender blind’ and therefore unaware of gendered processes (Wilson 1996; Linstead 2000). The experiences of many women do in fact show the need to take on board male behaviours in order to succeed in management (Wacjman 1998; Maier 1999). Recent research in the HE sector, based on a study of a business school where the majority of managers are female, indicates tension between women’s individual identities and their managerial identities due to the predominance of masculine practices and values in the organisation (Priola 2007).

Identity and expectation can create particular complexity for women. For once they ‘start to behave like a man’ they are not considered a ‘proper woman’ (Maddock 1999). In addition, given the historical and traditional gendering of organisations there may be additional pressures on women who do ‘make it’ to accept the ‘women in management’ mantle. Much of the literature indicates (unsurprisingly) unease among many women managers in assuming this added burden (Rindfleish 2000; Mavin 2006). In fact, research shows that women to women relationships in gendered organisations may range from gender solidarity to female misogyny (up and down the organisational hierarchy) in a wide range of political responses to organisational advance and positioning (O’Leary and Ryan 1994; Greer 2000; Mavin 2006). 

Though the increasing emotionalisation of management practices associated with trust, ‘emotional intelligence’, informality (Misztal 2000; Kerfoot 2002) - ‘all associated with white middle class femininity’ (Swan 2006) – may be expected to be more in tune with females in management, empirical research shows these characteristics can be more valued when displayed by male managers (Wacjman 1998; Swan 2006).

2.4.4. Motherhood and Work Life Balance Issues

Some authors have emphasised that the biologically determined differences between men and women which underpin gendered identities have a bearing on women’s access to senior positions. Motherhood, for example, has been considered by many authors investigating the gender imbalance in the management of HE (Heward 1996, Munn-Giddings 1998, Mackinnon and Brooks 2001). Scholars have argued that what happens in the household is the most powerful explanatory factor in assessing the relative positions of men and women in academia, not least because women are unable to assert the ‘power of absence’ when they can work at home (often the case in an academic environment), meaning that their partners are more able to shirk domestic responsibilities (Probert 2005; Morehead 2003). Munn-Giddings (1998) has also argued that for women wishing to combine family life with a successful career, the barrier caused by lack of separation between home and work is particularly severe in academia (Munn-Giddings 1998). Deem (2003) has also shown that it is motherhood (and not parenthood per se) that is problematic through her analysis of manager-academic careers; this could be because the traditional assignment of gender roles suggests that men’s careers are often supported by women’s domestic labour. Acker and Armenti’s (2004) studies of Canadian academic women confirmed that the strategies employed to deal with the aforementioned overlapping of work and home life could be summarised as “working harder and sleeping less” (Acker and Armenti 2004:3) resulting in increasingly stressful lives. 
The literature base covering women managers in HE and FE is extensive, offering a wealth of analytical angles and case study data. The introduction of NPM and incorporated FE colleges has ruptured many accepted views on the gendered educational institution, in which masculinity and management were largely considered synonymous. It is possible to conclude from qualitative inference and quantitative analysis that gender balance in both HE and FE is a clear factor in managerial dynamics and job satisfaction among staff (Ward and Sloane 2000) and an increase of women in senior managerial roles is predicted to leave a lasting imprint on education at all levels. Little attention, however, has been given to addressing the specificities of these sectors in Scotland, which historically differ from their counterparts in England, Wales and Northern Ireland. 
While examining this issue on a Scottish level, it is crucial to relate empirical research to the UK government’s equality legislation which presents an opportunity for future research to address gender imbalances on an organisational scale. Thus, the research project examines the higher and further education sectors and within this context closely examines the individual structures and practices of universities and colleges. Moreover, with the increasing number of women entering education as students and members of academia, particular attention therefore needs to be paid to improving practices in employment and service delivery. 
Section 3: Summary of Primary Research Findings 
3.1. Further Education Colleges
>   Women comprise over 50% of the overall student population in Scotland’s colleges and the case study institutions also indicated this. However, these proportions were not evenly spread across all areas of college activity. There was considerable horizontal gender segregation in curricular areas in all of the colleges, with particularly strong female representation in care and management (up to 75%). There was also a degree of horizontal segregation among staff. The segregation and clustering of students into male and female stereotyped curricular and vocational study was considered by the Women and Work Commission (2006) as a vital factor contributing to unequal gender outcomes in the labour market.

>   College Boards of Management were male dominated in line with national patterns, though one of the case study colleges displayed a more gender balanced picture than the national average. Most colleges appear to have difficulties attracting sufficient numbers of women to Board membership – an issue even more accentuated for women (and men) of black and ethnic minorities. A key focus of college management when considering Board appointment appears to be the location of specific skills (e.g. legal, financial, property related, or marketing) to help the Board fulfil its strategic function  rather than gender balance per se.

Boards are not governed by specific regulation regarding appointments or endeavours to make representation more balanced; there is some encouragement by Funding Council and others, though this carries no incentive or penalty. The Commissioner for Public Appointments has no locus here. The descriptive (under) representation of women is important in that it may perpetuate male dominated values and organisational practices. Nonetheless, in the colleges studied the key internal governance bodies had a gender composition broadly representative of college staff which comprised more females than males.

>   College Equal Opportunities Policies indicated some good practice. All the colleges were committed to a positive and pro-active approach to equal opportunities. Policies generally committed the institution to promote and embed principles of equity in all college services, ensure freedom from harassment and equality of opportunity, provide complaints procedures for the reporting of contraventions of the fair treatment ethos. Training courses on diversity and other HR issues were undertaken periodically with responsibility and accountability for all equality issues taken at the most senior levels of the organisations. Procedures were transparent with high level College Committees overseeing the institutions’ policies and procedures. An ‘Investors in People’ award in one of the colleges was indicative of good employment practices. Systems and procedures were in place (or planning for such at an advanced stage) to meet the data monitoring requirements of the Gender Duty. One College Principal outlined a detailed plan for a series of gender impact analyses covering a broad range of college activities.

In the context of this generally positive and good practice approach at policy level, the qualitative and quantitative research within the colleges analysed the responses of male and female staff in terms of experiences of actual practices, approaches and procedures ‘on the ground’ within their institutions.
>  There is a body of research and literature (see Section 2) indicating that in the development and evolution of colleges over the last decade, market and managerially focused reforms have flattened structures; increased competition for positions; prioritised the ‘masculine’ in terms of management and organisational practices. This accentuates a competitive and individualistic environment and so tends to be less than gender inclusive. It has also been indicated that this can be a cause of stress and a career barrier for women. The research did indicate a shortage of opportunities for promoted posts and in some cases a perception of ‘top down directive managerialism’ was articulated. However, in all cases the management style was considered open and participative with little difference noted between male and female interview and survey responses. As outlined in the case study research, one of the institutions ‘offers a conducive environment for female career progression and gender equality’.

>   There is over-representation of women in part-time positions. In some colleges this was significant with up to twice as many female than male staff on part-time contracts. This may be a representation of flexible working practices which accommodate personal choice and enable labour market participation for many individuals who require significant time to undertake domestic and other responsibilities; since many such activities (e.g. caring and domestic) fall more heavily on women this can be considered a positive employment practice recognising gender differences. Yet there are more negative connotations. The issue of maternity leave and/or career breaks can be viewed negatively by organisations and can have implications for the way in which women’s performance is consequently rated for career advancement. Research across sectors also indicates career limitations for part-time post holders. It has been shown too that the gendered identity of ‘motherhood’ results in the traditional assignment of gender roles with the result that men’s careers are often supported by women’s domestic labour (see Section 2). It could be argued that managerialist job demands result in difficulties associated with reconciling a work-life balance and the gendered perception of women by the organisation creates barriers to career progression. Indeed it can also be argued that a proliferation of part-time job opportunities may itself be indicative of a lack of flexibility for full time academic posts. The research shows that women are more concerned about managing a work-life balance and in particular female academics (41.8%) were more concerned about a work-life balance than male academics (19.2%). Indeed a College Principal interviewed stated ‘I could not have done this job if I had had children…I don’t know how other [female Principals] could manage this job with a young family’.

>   For academic staff there were no significant gender differences in teaching activities and administrative duties. However, female respondents (41.1%) reported that they spent relatively more time than male academics on lecture preparation (29%).

>   Generally positive views were held by males and females on Colleges’ approach to equal opportunities and on fair and transparent procedures for promotion and career advance. The majority of respondents irrespective of gender agreed that women and men have equal access to promotional opportunities in the organisation. However, when asked ‘whether it is more difficult for women then men to advance in the organisation’ the majority of females remained neutral; the majority of males strongly disagreed with the statement. Staff were also asked ‘whether leadership of the organisation could do more for women’s career development’: the majority of females were neutral, but the majority of males disagreed. There are clear differences in perception between men and women regarding how easy it is for females to advance and the extent to which institutional leadership could do more to aid women’s careers.

>   There is a considerable body of literature and research outlining the difficulties and barriers faced by women in reaching the most senior levels in organisations. Explanations range from the unequal burden of extra work responsibilities borne by the genders with the consequent impact on career break and work life balance, to the traditional male domain view of management, to the requirement for females to adopt masculinist norms, to the differential perception of ‘feminine’ qualities when practiced by men and women. Indeed one (albeit isolated) interviewee indicated there were too many women in senior positions in the organisation, her argument being they were not ‘normal’ women with child care and other such responsibilities. It is argued that a challenge to traditional and stereotyped views and a powerful pressure for change will only appear when a ‘critical mass’ of women reach the top level. However, a major irony in the college sector is that there are substantial numbers of women in senior positions and indeed a relative lack of vertical segregation, yet only 23% of Scottish College Principals are female. Critical mass is presumably still to be reached at Principal (and indeed Board of Management) level.

3.2. Higher Education

>   The student mix in higher education is different from the college sector. Universities are less reliant on nearby local communities providing the majority of the student body, though in Scotland more students are home based than in other parts of the UK. The proportion of female students in Scottish universities, though broadly equal to males, is rather less than in colleges. Staffing is rather less gender balanced and the case study institutions reflect this: around 60% of staff are male with the differences between the institutions explained broadly by horizontal and subject/curricular segregation. One of the more extreme aspects of horizontal segregation – the severe under-representation of women in science, technology and engineering – is being addressed through the Athena project with significant Athena initiatives underway in some of the research case studies.

>   University Courts are far from gender balanced. The research sample ranged from 16% to 37% female membership. This is very difficult to justify. The gender composition of Court Committees is broadly similar. Like College Boards of Management, University Courts are not governed by specific regulation regarding appointments or the attempt to make representation more balanced, other than by self regulation. For example, the Commissioner for Public Appointments has no locus here. Nonetheless, University Courts are considered highly prestigious bodies often with a national as well as local focus. The descriptive (under) representation of women is important in that it may perpetuate male dominated values and organisational practices throughout the organisation. And indeed the key internal governance and policy bodies in the universities have on average less than 30% of membership as female. This is rather ironic given that universities have on the one hand developed a stronger ‘steering core’ in terms of their central governance bodies and on the other a commitment throughout the sector for greater representativeness as witnessed through the policies of a range of bodies from the Equalities Challenge Unit to the Committee of University Chairmen.

>   All the institutions displayed a commitment to Equal Opportunities and related policies on diversity, inclusion and increasing representation of under-represented groups in student and staff applications and profiles. All had appropriate committees to deal with these issues, in some cases a Committee of Court. All had staff with designated responsibility in this area and some had very senior staff dedicated to equal opportunities activities. All the Universities had systems in place for monitoring equality and in at least one case, mechanisms to ensure compliance of devolved units with the institution’s policies and practices; all appeared prepared for the data requirements of the Gender Duty. One institution had ‘mainstreaming equality and diversity into all University activities’ as its key objective in its Equal Opportunities Policy. The same University outlined specific priorities and strategic aims in setting and monitoring targets.

 Given the broadly ‘good practice’ approach at policy level, though in the context of significant institutional vertical gender segregation, the qualitative and quantitative case study research analysed the responses of male and female staff in terms of their experiences of actual practices, approaches and procedures ‘on the ground’ within their universities.
>   There was evidence in at least one institution of ‘an over-managerialist’ approach, an over controlling, bordering on the ‘macho’, display of ‘typically male traits’. Some interviewees related this to cost consciousness and related increased job demand, directives and targets. But in most institutions, there was a perception of a collegial approach to management, collaborative and relatively participative in tone. The ‘academic/management’ divide was commented upon extensively. The particular focus of perception was that managerial activities for academic staff were often unwelcome due to increased work burdens and the consequent long hours’ culture: such activities were considered as additional to the main research thrust of the academic job; given the importance of research in the academic career, neglecting research is not a serious career option. Alternatively, managerial or administrative roles were often considered as displacement for research and other academic activities, perhaps for those having reached a research or career plateau. The work burden perspective could be seen to impact more severely on female staff given their unequal commitment to domestic and caring responsibilities vis-à-vis males: this therefore is particularly significant for women pursuing active research as part of their career plans.
Given the environment in universities due to the male domination of many governance, policy and managerial structures, visibility – the ability to be noticed and recognised - was felt to be important in helping females advance in a masculine styled organisation.

>   There were no significant differences in the roles (e.g. administrative duties), length of service and manner of appointment for non-academic staff. For academic staff there were no significant gender differences for some roles such as income generation, administrative duties and networking. However, female academics spent more time (twice as much) on teaching than their male counterparts. The research indicates little difference between the genders in roles and responsibilities, but female academics spent more time on administrative duties. A clear implication is that research is more likely to be accompanied by other priorities for females, arguably indicating less time available for research; this reinforces the gender bias of research and RAE activity in favour of males outlined in Section 2.

>   Concerns about work-life balance were expressed by both genders in interviews. This was generally in the context of achieving fulfilment of research and other job commitments. Notwithstanding the comments above regarding the greater proportion of time spent on administrative duties by female academics, there was no indication in survey responses that adverse impact on work life balance was a key factor in persuading either gender to apply or not apply for promotion. Marginally more male than female non-academic staff applied for promotion, but there was no significant gender difference between male and female academic staff applying for promotion, though in one university where there was a clear parity in male and female applications for internal promotion, women were less likely to be promoted – a situation to be monitored and explored further. For those not applying for promotion (male and female) concern about work life balance was not a significantly dissuasive factor.

>   The majority of respondents, male and female agreed that ‘men and women have equal access to promotional opportunities’ but significantly more males and females (academic and non academic) responded positively to the question. Men had a positive view of leadership, culture and equality policies in terms of opportunities available for female career advancement – it can be inferred that men perceive there is little gender bias operating in this area; but by contrast, women have less favourable perceptions and believe there is a relationship between leadership, culture and the difficulties of female career advancement. However, there was some concern about inadequate dissemination of information about career opportunities, and in one institution this was felt more by females than males.

3.3. Women in Leadership: Pathways to the Top
Elite interviews were conducted with four female Principals of higher and further education institutions in order to gain their perspectives (based on personal experience) on gender balance in management and leadership. For the purposes of anonymity their views are generalised but their gender-career biographies could be extrapolated for other women in leadership positions. Their experiences provide useful and insightful perspectives which provide a basis for learning lessons as one Principal noted:

“I would recommend ‘don’t do what I did, do what I say’…”  

3.3.1. Career Paths
All the women interviewed had serendipitous career paths to their current leadership positions with no conscious career plan. Their career trajectories were for the most part fortuitous with career opportunities described as “being at the right place at the right time.” These opportunities occurred in part due to structural changes (e.g. the feminization of the FE sector as described in Section 2) and personal circumstances and/or conviction. For example one Principal described how the reform of the FE sector provided the opportunity for secondment which developed her skill set and thereby enabled further career developments. Similarly, structural change in a HE institution enabled a Principal to share job roles by combining her academic career and concurrently gain management experience. This combined skill set facilitated her career advancement. A Principal described her personal conviction as a motivating factor in applying for a promoted post. She, with the encouragement from colleagues, applied for a post because she believed she was more suitable for the position than other candidates. This conviction was a reactionary motivation as opposed to an initial belief in her suitability for the promoted post as the following quote suggests:

“When the post came up I decided I did not want to be bossed about by people who I thought were unfit to run the department. I thought it was better to do it myself than be managed by him. I was approached by colleagues and told ‘you better go forward or it’s going to be X’.”

Another Principal referred to some women, who suddenly face a change in personal circumstances (e.g. change in marital status, being a single parent) becoming more career-orientated (see White, 2000; Rapoport and Rapoport, 1980). This particular change in personal circumstances reflects a challenge to traditional norms of men being the dominant “bread-winner” and women assuming career advancement positions not necessarily out of choice but due to socio-economic imperatives. 

The serendipitous career path as described by the female Principals is consistent with most research concerning women’s careers. Research conducted in the USA, Europe and Britain found that women do not consistently hold career plans and that the sex differences in career plans are much larger in Britain than the USA (see Hakim, 2004). Similarly, the UK’s Women and Work Commission report (2006) recommended that a concerted effort needs to be undertaken to ensure girls and women have informed career choices to avoid occupational gender segregation. The sex difference in career paths and planning is in part due to socialisation where sex role stereotypes perpetuate the belief that male careers are more important and men are the “providers.” Thus, men are afforded a primary-income status whereas women, even if in full time employment, are regarded as secondary earners with their primary sex role being domestic work (see Hakim, 2004). This sex role stereotyping of women and consequently their engagement in the formal labour market is not seen as “careers” but rather secondary to male careers and/or household income in a heterosexual partnership. These traditional sex role stereotypes do not identify women as work and/or career focused but rather it is assumed women will be transient in the labour market due to career breaks such as maternity leave. Arguably, women’s careers are therefore not planned and they often have to carve out careers wherever opportunities present themselves. This may be consistent for the women interviewed in this research with many taking advantage of development opportunities within a horizontal gender segregated career.

The adhoc nature of women’s careers has implications for their career trajectories into senior management and leadership positions. Firstly, fortuitous career opportunities will enable the careers of a few as opposed to systemic career opportunities for many. Secondly and related to the former point is that the lack of systemic and systematic career planning limits an organisation’s human resource capacity which impacts upon the organisation’s efficiency, effectiveness and productivity. Arguably, a lack of career planning limits an organisation’s ability to succession plan and draw upon a diverse pool of potential talent. Finally and pertinent to the concern of this report is that the lack of career planning for women contributes to vertical gender occupational segregation. 
3.3.2. Career Barriers and Enablers

A career barrier noted by all the Principals was the patriarchal and even ‘macho’ culture which exists in organisations. This patriarchal culture which is present in society manifests itself in organisations in the form of direct and indirect discrimination. The career barrier of organisational patriarchy is unsurprising given the survey for this research and as noted in other research studies (see Section 2). The Principals observed direct and indirect gender discrimination in their organisations and sectors. This discrimination ranged from sexist attitudes during a job interview, to women’s contribution to the organisation being undervalued, being ‘invisible’ to the organisation when there were opportunities for promotion, to women who assimilated masculinity/ masculine styles of management in order to career advance in a masculine organisational culture. Of concern to some Principals was the use of private sector recruitment and selection consultants or ‘head-hunters’ in securing candidates for leadership positions. These consultants they believed held patriarchal prejudices often underpinned by cues received from the executive and non-executive members of universities and colleges. Some of the Principals interviewed stated that:

“Basically we have a patriarchal society in the UK today…this is reflected in organisations…We see horizontal segregation in relation to cleaners, janitors, gardeners etc…at that level a range of gender segregation is evident, reflecting the sector and society. It’s society that puts men and women in different roles and organisations reflect that. Regarding vertical segregation…a different process is at work here…the willingness and aptitude to apply for promotion. Women are the key carers for children and dependants. They have career breaks, they patch and match their careers. Women also generally follow their partners wherever they are promoted to. So that’s what I think at that level – generally, there is a prejudice to appoint women at very senior posts. Head-hunter companies may have a role to play here in not short listing women in the first place.”
“When I was recruited by the previous Chair...[he] told me that the recruitment consultants reported that I was a ‘non-entity’. The consultants from a very reputable firm had a very sexist, stereotypical view of what kind of person they wanted. I only got an interview because the panel looked at my CV more critically and decided they needed to see me. So recruitment consultants have been my biggest barrier at my last couple of interviews. They think they know the sector, but seem to have a more traditional view, probable because they deal more with the private sector. They probably look for a more glossier, extrovert, showy type.”
“When I was interviewed for the post of Vice Principal at… it was an all male interview panel with no HR input, no external, and no female presence. I didn’t get the post that time around because I believe there was no counterbalance. Other than that I have been lucky.”
Moreover, these patriarchal prejudices lead to a number of barriers which inhibit female career progression. These include disadvantaging women due to career breaks and structuring jobs which negates a work-life balance. As discussed in Section 2, the issue of maintaining a work-life balance is perhaps more pertinent to women given that they still undertake a disproportionate amount of domestic and caring work in addition to their engagement in the formal labour market/ workplace. This leads to female time poverty where patriarchal societal and organisational attitudes undervalue women and perpetuate their status as secondary labour market workers. As one Principal noted:

“The higher a woman moves up in the system, the more she has to balance the job with her domestic commitments. Management jobs require a high degree of flexibility, time and commitment. Women on balance face more of a dilemma because of their responsibilities at home - they are reluctant to give up family time. Women tend to see themselves as not fitting the role.”

If societal and organisational patriarchies interact to the exclusion of women, then how do women, like those interviewed, progress into management and leadership positions? There are a number of career enablers to female careers. All the Principals noted the value of role models and mentors. These they described as people, both men and women, who took an interest in their careers and actively supported, encouraged and championed their career interests and aspirations. Many of the Principals noted the value of training in their career development and were encouraged by mentors to participate in training and other career development opportunities. A training programme which was highlighted by the Principals was the “Top Management Programme” delivered by the Centre for Strategic Leadership of the National School of Government.

 It is evident from the interviews that these women have exceptional skills and professional acumen which was not only recognised by mentors but also provided them with the personal conviction and confidence to succeed in a male dominated environment. It is therefore not surprising that as these Principals reflected upon their careers they noted that other women did not have the ‘confidence’ to challenge the patriarchal organisational culture. The following quotes by Principals illustrated this point:

“Women tend to say they will go for senior positions if they are asked...if they are supported. They won’t just apply. Women are more modest – that’s the way we are brought up… they are more realistic about their achievements. It’s the old adage, men look at a job description and see 4 things out of 10 they can do but will still apply. A woman will see 1 thing out of 10 she can’t do and will not apply. It’s about confidence.”

“I didn’t ever see myself as a manager…so if you are not really seeing yourself that way you tend to hold back. More role models are needed….that breaks down the barriers.”

“Women lack confidence in going forward for these senior posts. What I have noticed personally is that more tend to go for senior posts as a result of their marriages breaking down. They seem to see themselves in a different role….they have to shoulder the economic burden. When things go wrong at work, for men, it’s the tools that are wrong but for women, it’s the women that are wrong….”
“But the problem is women have to juggle family with top job appointments. They juggle more activities than men….at home responsibility mainly falls on women’s shoulders. Top women have very little time and the numbers of activities is what puts women off ... family, multi-tasking, non-executive board membership etc. Women get exhausted! Women don’t seem to respond to advertising so they need to be head-hunted. I have approached very senior women but they are too busy because of the volume of activity they have. It seems to be the same - women spread thinly. So with regard to your question what should we do? The answer is mentoring programmes.”

As mentioned in the quote above, time poverty limits female engagement in the workplace and organisation. Thus, women who can assume these roles and are work-centred invariably have higher career trajectories (Hakim, 2004).  In a perverse sense a career enabler for women is conforming and/or assimilating into the patriarchal norms of the organisation. These can include sacrificing a work-life balance, adopting stereotypical masculine styles of management and even female misogyny (see Section 2). As one Principal noted:

“A huge exception is the women managers who manage like men…I’ve seen colleagues comment on women who are ambitious, bossy and domineering. But I want women to be ambitious and not take this as a criticism.”

However, the Principals stated that these stereotypical masculine styles of management may enable some women in their careers if these norms are valued by a patriarchal organisation but it is transformational styles of management which are valued by colleagues. The transformational style of management which is underpinned by stereotypical feminine behaviours such as emotional intelligence, good interpersonal skills, empowering others, etc they believe is much more effective in achieving organisational outcomes (see Alimo-Metcalife, 2005). The following quotes from the interviews highlight this point:

“Do male and female Principals manage differently? Probably - although I don’t think they necessarily have to. Women on the whole have a better take on the emotional side of it – in the ‘softer’ areas.”

“There is more ‘command and control’ among men. In my experience there should be less devolution of real power and control. It creates a lot of stress. We’re trying to create a balance to our team. To co-operate in and support each others work.”

3.3.3 Governance, Policy and Practice

All the Principals noted the dominance of men in executive and non-executive bodies in their organisations and sectors. When confronted with the descriptive data of the gender imbalance which exists at governance levels, most of the Principals stated that they are attempting and persevering with initiatives to include more women in governance bodies of their organisations. A problem experienced was the dearth of women applying for positions primarily, it was they argued, due to female time poverty (see discussion above). The Principals, as the few very senior female leaders in the Scottish education sector, have proactively embarked upon initiatives such as organisational development plans, focus group activities, mentoring, job role sharing, etc. 

These females constitute the elite of women who have managed to attain peak leadership positions. However, because they are few in number they find themselves “stretched” by the multitude of roles expected of them: leading their large organisations, and introducing more progressive and reformist policies there; invited to be members of various governmental and non-governmental bodies. Their executive and non-executive membership on various bodies provides them with the opportunity to substantively represent women in policy formulation. The female Principals serve on a host of organisational boards and committees at a strategic decision making level. Nonetheless these women tire of bearing the “women in leadership” mantle (see Duerst-Lahti and Kelly, 1995). One Principal commented that in 2000 a number of women attained leadership positions in the further education sector but were viewed in a prejudicial manner:

“Most of the female Principals are known as the ‘Millennium Principals’ and I find the hype rather insulting… it’s has nothing to do with my ability in management.”

The Principals appear to be supportive of the Gender Equality Duty as a policy instrument to raise awareness about gender inequality and to collect data in monitoring the progress toward addressing sex discrimination. However, at least two of the interviewees had some reservations; their concern was that the Gender Equality Duty would become another bureaucratic process of “tick box” exercises. Nonetheless, they all believed that the Gender Equality Duty was a positive step in mainstreaming gender equality into organisational planning and decision making.

Section 4: Recommendations and Conclusions 
4.1. Further Education Colleges

Although less than one quarter of College Principals in Scotland are female, below this level of management the staffing shows little vertical gender segregation; this is a different picture from the university sector. Nonetheless, in addition to the low proportion of female College Principals, the most senior level of college governance – Boards of Management – are heavily male dominated.

· It is recommended that consideration be given to Board of Management appointment processes and procedures in addition to those for the most senior positions in the Colleges, to address serious female under-representation. This should include formulation of guidance (and the monitoring of procedures) to any intermediaries used, for example, recruitment and search consultants.

Part-time contracts are used substantially in the college sector. Although such arrangements are positive and accommodate the wish to combine employment with a range of other activities, there are indications in further education (and other sectors) that part-time employment is less valued by the organisation. The research indicated a significant use of part-time contracts especially for female members of staff. Women academic staff in Colleges were significantly more concerned about work-life balance than males. Part-time working may be indicative of lack of flexibility or difficulties in arranging appropriate work-life balance alongside full time academic posts.

· It is recommended that Colleges consider a structured career development path for part-time employees and those on temporary contracts.

Horizontal segregation among staff along traditional gender stereotyped subject and vocational areas was noted. Although a survey of Scottish College Principals indicated that ‘male’ subject discipline background (e.g., engineering, science and technology) was less of an accompaniment to the profile of Principals than was the case in Universities, the significance of subject and job stereotyping has been considered by many (e.g., the Women and Work Commission 2006) as a major factor in unequal gender outcomes in the labour market. It is important that Colleges consider ways to break the link between traditional subject leadership by gender; address female students over proliferating in traditional female subject and vocational study; tackle the situation where women are overwhelmingly under-represented in traditionally designated male skill and job related areas. Some successes have been made in both the college and university sectors e.g. Women into Technology, Women into Science and Engineering initiatives in further and higher education, the Athena initiative etc., the latter mainly in the university sector.

· It is recommended that Colleges consider ways of separating curriculum management from subject background. For example synergistic combination of (say) care and sciences into a unified management unit could lead to men in management roles in care curricular areas, women in sciences.

· It is recommended that Colleges consider initiatives to encourage females and males into non-traditional subject areas with bodies like Scottish Enterprise, Funding Council, European Union and through initiatives like the Modern Apprenticeship Scheme. This will indeed build on some initiatives already undertaken or under consideration in the sector.

All the Colleges surveyed displayed fair and transparent Equal Opportunities Policies; men and women generally agreed that in the context of these policies, opportunities were equally accessible by each gender. However, male staff felt that institutional leadership could not do more to aid women’s career advancement; women that it could.

· It is recommended that Colleges consider the gender impact of organisational policies and practices on career advance for women. 

This will involve investigating a series of issues. Are appropriate development opportunities provided to position males and females equally for promotion, and in particular are these available for part-time and temporary staff? Is there adequate gender representation on selection, promotion and recruitment panels? Are men and women gaining equal access to the necessary job roles and other activities to prepare them equally for promotion? Are the genders equally and adequately informed about advancement opportunities? Are men and women both able to access support, information dissemination and other networks?

4.2. Higher Education
The Universities displayed gendered vertical segregation. There is under-representation of women at senior levels of governance, leadership and management.

· It is recommended that consideration be given to University Court appointment processes and procedures in addition to those for the more senior positions in the Universities, to address serious female under-representation. This should include formulation of guidance (and the monitoring of procedures) to any intermediaries used, for example, recruitment and search consultants.
· It is recommended that the Courts and other senior governance bodies use their corporate powers to monitor and address the under-representation of women on internal governance, policy and management groups within universities.
For academics, research activity and outputs are critical for career advance. Females appear to be carrying greater proportions of teaching and administration in their work loads than men.

· It is recommended that institutions as a first stage assess and monitor the allocation of research, teaching and administration activities by gender and secondly, develop strategies and actions to address broad gender imbalances.

The positive nature of flexible (including part-time) working opportunities is recognised; the institutions researched all offered part-time and other flexible practices. There is however some indication that part-time employment may be less valued by organisations, given the decreased visibility of many employees in this category. For obvious reasons, there is a greater preponderance of females among part time staff. In addition, a ‘visibility deficit’ can be thought generally to impact on women more than men, given that to a considerable extent Universities’ management and leadership structures are associated with men.

· It is recommended that Universities evaluate career development opportunities, the manner in which part-time employees are assessed and valued and recognise that where management and leadership structures are male dominated, positive actions and critical events may be required to give female staff equal visibility and recognition to men.

All the universities surveyed operated in accordance with fair and transparent Equal Opportunities Policies; men and women generally agreed that in the context of these policies, opportunities were equally accessible by each gender. However, male staff felt that institutional leadership could not do more to aid women’s career advancement; women that it could.

· It is recommended that Universities consider the gender impact of organisational policies and practices on career advance for women. 

This will involve investigating a series of issues. Are appropriate development opportunities provided to position males and females equally for promotion, for example are career break portfolios given appropriate support? Is there adequate gender representation on selection, promotion and recruitment panels? Are men and women gaining equal access to the necessary job roles, research and other activities to prepare them equally well for promotion? Are the genders equally and adequately informed about advancement opportunities? Are men and women both able to access support, information dissemination and other networks?
4.3. Conclusion
The research has shown that there is persistent occupational gender segregation in both the higher and further education sectors. Despite the adoption and in some cases the implementation of equality policies, there nonetheless remains a persistent gender imbalance in management and leadership in these sectors. This imbalance is particularly pronounced at executive and non-executive leadership levels. A number of recommendations (see above) have been made in order to address gender inequality in the higher and further education sectors. Overall, suggested activities to promote women in management and leadership could include the following recommendations. Firstly, given the findings that women tend to have adhoc career trajectories, line managers could systematically assist and support women in their career development plans. This support could include identifying training and educational opportunities, potential post and/or job role vacancies, secondments, job role sharing, etc. However, to give the requisite range of development opportunities and experiences, the organisation will have to consider that the re-design of jobs and roles should be structured in such a manner to facilitate female substantive participation rather than exasperate female time poverty. Secondly, a career development plan could be part of an informal (e.g. coaching) or formal (e.g. annual performance review) process. It was interesting to note that the surveys conducted with all staff for this research found that performance reviews did not feature as a significant variable in applying for promoted posts. This may be a wasted opportunity where line managers could constructively and supportively review performance and identify potential areas and opportunities for career development to facilitate advancement.

The Leadership Foundation for Higher Education could play a strategic and proactive role in promoting gender equality by assisting institutions in adopting a series of recommendations. Specifically,

· The Foundation for Higher Education should consider collecting gender (and ethnic minorities, disabilities, etc) disaggregated data from higher education institutions and ensure the central collection and dissemination of this data. Although some gender data exists from organisations such as HESA, the researchers found gaps; the data was not readily available and were not always collected in a meaningful and standardised manner. The introduction of the Gender Equality Duty should make the collection of this data easier as it will require each higher education institution to collect gender disaggregated data. It is therefore suggested that the Foundation use this report as a benchmark, collect and monitor gender disaggregated data on a longitudinal basis and continuously monitor improvements in the sector. This may necessitate a gender or equality mainstreaming post within the Foundation.

· The Equality Act (2006) and Gender Equality Duty will necessitate training for manager and leaders of higher and further education institutions. Currently training on gender mainstreaming is non existent or at best disparate. The Leadership Foundation for Higher Education could play a role in training managers and leaders on mainstreaming gender equality in organisational, employment and leadership practices.

· There was evidence of good practices (e.g. the Athena Project) and it is suggested that the Leadership Foundation for Higher Education play a role in disseminating and mainstreaming good practice vis-à-vis gender equality initiatives to various institutions within the sector. Consideration could also be given to introducing ‘Athena’ type initiatives across a broader range of subject and discipline areas.

· Formal and informal mentoring and coaching activities should be developed by the Leadership Foundation for Higher Education; or institutional initiatives should be supported and facilitated by the Foundation.
· The Foundation could address horizontal occupational gender segregation by working in partnership with professional associations to encourage and facilitate female progression into non-traditional career fields and occupations.

· The Leadership Foundation should play a role in training and nurturing leadership talent to specifically address vertical occupational segregation over the long term. Good practice training and development programmes such as “The Top Management Programme” be expanded and embedded throughout the education sector. These training programmes should not be gender blind or neutral but rather mainstream gender equality issues within the training programme.

· Additionally, the Foundation could work in partnership with various bodies such as the Association of Commonwealth Universities’ Women’s Programme, the Office of the Public Appointments Commissioner, the Human Rights and Equality Commission and Women and Equality Unit to address gender inequality, ensure the implementation of equality policies and assist women into leadership positions.

APPENDIX 1
COLLEGE A CASE STUDY
Section 3: College A Case Study

3.1. Context and Background

The College is a large urban based community college offering a broad range of     vocational as well as leisure based provision. It is particularly active in social care, health and sports related programmes, business, computing and information technology, construction and engineering, adult basic education and English as a second language. It has learning and training programmes for students with special needs and has considerable activity off campus in the broader community. The College also actively recruits international students.

Tables CA 3.1 and CA 3.2 indicate College staff numbers by gender and staff numbers by gender and grade.

Table CA 3.1: College staff numbers by gender, 2006

	Staff
	Male
	Female
	 Female (%)
	Total

	Academic
	138
	243
	64%
	381

	Support
	61
	159
	72%
	220

	Total
	199
	402
	67%
	601


Source: College Human Resources Department
Table CA 3.2: College staff numbers by gender and grade, 2006

	Position
	Male
	Female
	Female (%)
	Total

	Senior Management Group
	3
	3
	50%
	6

	Faculty Head
	4
	2
	33%
	6

	Senior Lecturer
	6
	4
	40%
	10

	Section Leader
	12
	16
	57%
	28

	Programme Co-ordinator
	34
	47
	58%
	81

	SVQ Assessor and Recreation Supervisor
	4
	9
	69%
	13

	Lecturer
	75
	162
	68%
	237

	Support Staff Manager
	7
	6
	46%
	13

	Total
	145
	249
	63%
	394


Source: College Human Resources Department
These figures present an interesting picture. There are twice as many females employed in the College as men. Amongst academic staff, at the basic lecturer level less than one third is male. In the higher grades the picture is patchy: at the most senior level there is gender balance (though this 50-50 balance is not the proportion found at non-promoted lecturer level where there are many more females); there are more female section leaders, programme co-ordinators and assessors/recreation supervisors though again proportionally not as many as at lecturer grade; there are more male senior lecturers and faculty heads than females. There is some vertical gender segregation represented here. This may be corrected to an extent over time: the higher numbers of female programme co-ordinators may feed through to higher grades. With support staff too there is vertical gender segregation: less than 30% of support staff is male, though there is an almost even gender split amongst support staff managers. 

In the College as whole there are many more female than male part-time staff            (see Table CA 3.3). While this may suit the career pattern of some, it may help account for aspects of vertical segregation. Research across a number of sectors indicates the adverse long term impact which sustained part-time working can have on career prospects.

Table CA 3.3: College Staff, Full Time and Part Time by Gender, 2006

	Staff
	Male
	Female
	Female (%)
	Total

	Full Time
	126
	148
	54%
	274

	Part Time
	73
	254
	78%
	327

	Total
	199
	402
	67%
	601


Source: College Human Resource Department

3.2. Gender and Governance
The College Board of Management displays a gender balanced membership.

Table CA 3.4: College Board Membership
	Background
	Male
	Female
	Female (%)
	Total

	Public Sector
	4
	5
	56%
	9

	Professional
	1
	0
	0%
	1

	Private / Business
	1
	1
	50%
	2

	Unknown
	0
	1
	100%
	1

	Total
	6
	7
	54%
	13


Source: Information supplied by College

Such a gender balanced Board is uncommon in the college sector. The average female membership of College Boards is 26-30%. The relatively high percentage of membership of this College Board with a public sector (69%) background helps explain the gender balance as can be seen from Table CA 3.4. 

While there may be some debate about the representation of sectors on the Board, the gender balance represents good practice, in keeping with government policy on representation on public funded bodies.

With regard to key management bodies within the College, there is a pattern of gender representation more in line with the gender balance of the workforce, as indicated in Table CA 3.5.

Table CA 3.5: Key Governance and Policy Bodies

	
	Male
	Female
	Female (%)
	Total

	Strategic Management Group
	6
	3
	33%
	9

	Business Management Forum
	7
	12
	63%
	19

	Academic Quality Standards Committee
	3
	9
	75%
	12

	Academic Advisory Board
	2
	7
	78%
	9

	Total
	18
	31
	63%
	49


Source: Information supplied by College

Most of these bodies have gender balance proportions approaching the proportions of genders in the College, with the important exception being the Strategic Management Group with twice as many males as females. This body comprises the Senior Management Group (3 males, 3 females) and three of the six Faculty Heads. There are two Heads for each Faculty, one Strategic and one Operational. All three Strategic Faculty Heads are male, each of the Operational Heads female. The Operational and Strategic split of the Faculty Head posts will be reviewed by the College. Senior managers in the College are aware of the gendered nature of the Strategic/Operational split and the implications of this.

3.3. Equality Opportunities

The College is committed to a positive and pro-active approach to equal opportunities ‘which encourages, supports and values diversity’. The policy commits the College to:
· Promote and embed the principles of equity in all College services and in every aspect of College life.

· Ensure equality of opportunity and freedom from harassment for all students, staff and visitors by opposing and countering all forms of discrimination on the grounds of gender, marital status, family responsibility, health status, sexuality, age, disability, race, ethnic or national origin, colour, religious or political belief, class, educational attainment, spent offences and mental health.  

· Provide complaints procedures for the reporting of any events which contravene the ethos of fair treatment.
There is a range of documentation which supports this policy: Inclusiveness Statement; Racial Equality Statement; Disability Statement; Equality and Diversity Procedure; Student Charter; Racial Equality Policy Statement. The College also has a three year rolling Equality and Inclusion Strategy and Equality and Inclusion Action Plan.

The Equality and Diversity Procedure is intentionally broad in scope, addressing the Board of Management and College committees, the presentation of correspondence and promotional material, recruitment, selection and development procedures for staff and students, the use of College facilities and the delivery of the curriculum. The Principal has responsibility for overseeing the effective implementation of this procedure and the Strategic Management Group responsibility for monitoring the procedure.

The Recruitment and Selection Procedures for Staff ensure that a person specification is set out ‘free from bias [outlining] the appropriate standards required from candidates in relation to qualifications, training, work experience, knowledge and skills’. Selection ‘will be free from bias and based on application documents and candidates’ performance at interview’.
The equality policy and associated procedures are communicated throughout the College and training is provided to staff to support the implementation of the Equality and Diversity Procedure. Training is monitored by the Staff Development Officer assisting the Assistant Principal (Quality Development and Human Resources).

Job application and recruitment is also monitored. Forms and procedures are monitored regularly ‘so that only information essential for the job is sought’. There is also a system in place (under the supervision of Assistant Principal, Quality Development and Human Resources) to monitor the Equality and Diversity Monitoring Forms and a system has been established to profile and monitor applications for posts, candidates interviewed and new appointments.

The gender disaggregated data, the policies and procedures in place are examples of good practice. The College too appears to be committed to broader aspects of equality and diversity: it has wide reaching partnerships with community and other organisations and is actively involved in training and educational provision for asylum seekers.

Section 4: Research Findings

4.1. Management Interviews

The elite interviews at the College involved a sample of nine managers, four of whom were females and five were males. The interviewees were asked questions relating to their career path and aspirations, the culture of the College and specific questions related to gender equality/balance. The following sections provide an analysis and discussion of the responses from interviewees and include quotes given in response to the questions asked.

4.1.1. Perceptions of Management

Interviewees in the main had positive views and comments to make about management and organisational style. It was generally thought to be supportive, open and collaborative. Some attributed this to the (female) Principal and contrasted this approach with previous FE management:

‘The management style is supportive…previously it was a much more in your face style.’ 
· Female

‘The preferred style is to support staff at levels where reasonable. The previous Principal had a completely different approach. He was like a red faced bull…when you see that type of leadership at the top, it must influence people - that’s the way you do it.’ -     Male
‘The culture is open and inclusive - the previous Principal who was male had a direct or ‘industrialised’ approach to management…pre-incorporation this was the natural style of many FE managers, particularly those who came from a construction or engineering background. There is still a legacy of managers from that era but the culture has generally evolved into a more collegiate one.’  -    Male

However, there was a view expressed which did not think that the gender balance at senior management level was a particularly supportive signal for women as a whole in terms of role models or inspirational signifiers:

‘There are too many females in senior management positions and these are not particularly good role models as a whole since many are single and/or childless.’        -    Female

The ‘open door’ and ‘consultative’ theme came across with most interviewees. The majority of interviewees did feel that the culture was one which provided strong leadership from the top but it was also noted that other levels of management (e.g. Faculty Heads) were permitted to develop their own approach without micro intervention from the Senior Management Group.
4.1.2. Gender Equality and Balance
There was a general feeling that much of the gender inequality and imbalance in the past had partly been corrected due to the reduction and in some cases demise of ‘traditional’ male job and vocational training - in construction, engineering and many manual trades - and the rise of many service sector, caring and other vocational opportunities with more gender balanced profiles. This brought with it ‘a different type of staff member into FE and the gender balance of staff began to change’ (male).

It was generally felt that gender was not an inhibiting factor to career advancement in the College. A female manager in computing science (an area more male dominated than others) noted:

‘My predecessor found gender imbalance in computing difficult…but the men I work with are new men (sic) who exhibit no overtly masculinist qualities at work…I have never felt limited in my opportunities at the college because of my gender.’

Several respondents (male and female) stated that gender issues did not arise in staff complaints. One female manager stated:
‘… [there is] no notion that men are more powerful at the college - men and women are 

treated equally…I have never felt that men are a dominant group here.’

There were however some indications of gender bias of a rather different sort – perhaps a ‘legacy bias’ rather than one currently in play. A male manager in a faculty with many more women than men commented:
‘The gender balance is currently better than it has ever been. It has been said that the previous regime [headed by a female] was bitchy and backstabbing and indeed some, many, women have told me they would rather be managed by a man than a woman…I am sure this refers to the old regime rather than a general belief. The previous manager who was female was thought to be paranoid and over-critical of staff.’

There is an emerging body of research and writing which addresses the fact that having a number of women in managerial positions does not necessarily eliminate discriminatory and stereotypical attitudes towards female employees. Indeed in some cases women in positions of authority may protect their own position, adopt stereotypical behaviours towards other women and in other ways too present a barrier to other women advancing in the organisation (see for example Mavin 2006).
It is often argued that concerns about the ability to manage a work-life balance increases when women in particular apply for promotion, due for example to maternity, in addition to the recognised unequal gender burden of domestic commitments. Some scholars have argued that this therefore negatively impacts upon women’s decisions to pursue career advancement. Participants were therefore asked questions relating to work-life balance and whether this would affect career decisions. In the main those interviewed felt there was a work-life balance and that the College senior management was broadly supportive. The following comment reflected sentiments which were not uncommon:

‘The College is very good at recognising that the family is very important. I have a child with health problems and I am permitted to attend to his needs as much as is necessary.’ 

· Female

There was though a number (2 males, 1 female) who felt their current difficulties in this area were short lived or temporary, due to either personal circumstances or the college estate development programme. One female manager was less happy than most about her work-life balance:
‘It’s a busy job. I come in at quarter to eight in the morning and usually leave later than five every night, but I’m trying this term to leave at five. But it’s a constant job.’

There was however a view that maternity/paternity leave in particular could put a strain on resources affecting staff members’ work-life balance:

‘Maternity and paternity leave can be difficult for all staff [it] means staff have to do more…it has resource implications and requires staff to pull together and combine responsibilities.’ -    Female

Some of the interviewees did clearly recognise that there was some horizontal segregation in the college with female staff (and students) over predominant in some areas:

‘Predominantly female cleaning, catering, some secretarial and administration staff work with conditions less than ideal with regard to pay, holidays, benefits.’ -    Female

Another interviewee,

‘…felt that the College is really lucky in having a gender balanced management team but [that there were] some areas gender biased. For example I.T. (generally male biased), holistic therapies and many areas of Care (generally female biased).’ -    Male

Another saw this differently:

‘There is segregation between academic subjects, but there are no real barriers to advancement based on gender and this is not a cause for concern in senior management circles. Female predominance in support services at the College facilitates non-academic management opportunities for women.’ -    Male

To conclude, there seems to be a general awareness of equality and diversity policy and the attendant issues in the College with all interviewees viewing this positively. One male stated that much more communication and presentation of equality and diversity policy is targeted at the student population than amongst employees. There was a recognition of some horizontal gender segregation and a recognition by some that the significant female presence amongst part-time staff could have adverse impact on female career progression. 

One female interviewee noted that:

‘Temporary and part-time lecturer positions are ideal for people needing flexible working hours, but advancement and promotion are inevitably delayed.’

Most interviewees agreed that gender balance was much better than in the past and that there was general equality of treatment of women and men.

4.1.3. Career Enablers / Barriers

Interviewees have on average over 12 years working experience at the College, the longest being 20. Most have been in the FE sector more than 12 years. Many interviewees started at lower levels in the college and have been promoted on merit.

The motivations for applying for promoted posts were varied across the interviewees. A desire to move from the schools sector to operate with the post-16 age group was mentioned by two interviewees (one male and one female). One interviewee (male) who came from the business sector felt a personal desire to work in education and saw an opportunity for his ‘skill set offering’ at the time of college incorporation [when colleges were removed from local authority control and therefore became responsible for a range of managerial activities previously undertaken by the local education authority]. Three respondents (two male, one female) saw an opportunity to move from a ‘relatively narrow teaching related role’ to an ‘education-business’ function within the College (marketing, staff development, and estate project management). One male interviewee saw an opportunity to move into a more strategic position in the College, while one female who did (successfully) apply for promotion ‘to preserve the function and management style of the section’ felt discouraged by ‘grumpy old men’. One female saw promotion as an opportunity to move from job share (which she had taken due to child care commitments) to a full time, permanent position.

Most of those interviewed were generally satisfied in their current post. A number of respondents (males in the main) had aspirations to move to the ‘next rung’, but a number of others (male and female) had no particular ambition to advance within the college. One (female) ‘wished to make a difference’ and felt this could not be achieved in the College and wished to ‘consider the Inspectorate’. Another female, satisfied in her position ‘did not want the responsibility’ that she felt further promotion would bring. Yet another female had ‘no desire to climb the career ladder further…- a sideways move would be more appealing’. Several respondents commented that the College structure was not awash with career opportunities, with one (female) stating that the ‘college structure is not conducive to career advance - promotion is based on dead man.’
Section 5: Discussion and Conclusion

Data provided by the College presents a picture of a gender balanced Senior Management Group, though the rather broader Strategic Management Group alters the picture. Here, the greater number of males is accounted for by the fact that the Strategic Heads of Faculty are all male and the Operational Heads are all female – only the former are members of the Strategic Management Group. Given the importance of the Strategic Head of Faculty, the gendered nature of these posts is worthy of consideration by College Senior Management. However, the small number of posts involved must caution against the significance inferred from this gender breakdown.

The College has many more female than male lecturers. There is hierarchical gender segregation, (since overall gender proportion) is not matched further up the college hierarchy, though the position is patchy and uneven. There may be a pipeline effect operating over time: there are for example greater numbers of female than male programme co-ordinators and this may feed up into more senior positions. However a key factor may operate against substantial breakdown of this vertical segregation: the large proportions of female lecturing staff that are part time, given the career inhibition associated with part time, temporary and flexible working. Such a situation is not uncommon in the sector, but it may be exacerbated in this College due to the high level of provision in health and social care and the well documented occupational gender segregation and predominance of females found in these sectors.

The College Board of Management was, unusually for the sector, gender balanced. There was a high proportion of Board membership from a public sector background.
Among those interviewed there were a variety of motivations for applying for promotion. One female indicated a key reason to be maintenance and preservation of a certain way of working and management style in her area of operation. A number of males wished to gain greater control over College operations or to get closer to College strategy making. Two females wished to go no further career-wise, either because the added responsibility was unappealing or because further promotion would increase the distance from student and learner activity. A number (both male and female) saw promotion in incremental hierarchical terms, moving up the organisation being the natural thing to do. Two (1 male and 1 female) saw promotion as an opportunity to take on a different cross College role. In general it was recognised amongst those who did have promotion aspirations that there were a limited number of promoted posts available.

All managers recognised the changes which had occurred in the college sector and that attitudes to equality (gender and in other areas too) had altered significantly in the last 10-15 years. There was strong commitment to equality and diversity in the College and considerable effort had been taken to document this and to ensure that equality and diversity is embedded across all areas of College activity, internal and external. It was noted that profiling of applications for promotion and new posts was being undertaken. This is encouraging given the Gender Duty provision of the Equality Act 2006.

All managers confirmed the management style and culture to be open and collaborative, though clearly directed from the top. There was unanimous agreement about the equal treatment of men and women in the College and equal opportunities given for promotion between the genders. 

For those interviewed, work life balance was not a problem area, though it was recognised current developments in the College placed a temporary pressure on some individuals. However there may be a hidden work life balance issue evidenced by the large proportion of part time lecturers who are female. Two (female) managers noted that part time employment was attractive, or indeed necessary, for many (mainly women) requiring flexibility for child care and other domestic commitments; ‘this was the only way their work and other aspects of their life could balance’, yet this meant that ‘advancement and promotion are inevitably delayed’.

Recommendations

There are a number of recommendations which the College may wish to address. To:
· Continue the auditing and monitoring of diversity and equality practices, including job profiling of new appointments,

· Consider the gender balance of the Strategic Management Group, particularly the configuration of the Strategic Head of Faculty posts,

· Provide career development opportunities for part time staff,

· Continue the efforts made to ensure equality and diversity is mainstreamed in all areas of college activity.

APPENDIX 2

COLLEGE B CASE STUDY
Section 3: College B Case Study

3.1. Context and Background 

The College is one of Scotland’s largest FE institutions and offers a diverse range of provision with a strong vocational training dimension in many option areas, and general skill development or academic enrichment programmes comprising the basis of others. Classes in applied technology, computing science and construction are multitudinous, as are programmes in the arts, business and community care. The College actively recruits international students, who constitute an increasingly large proportion of the student body and contribute significantly to the demographic changes currently taking place in the largely rural region. As Tables CB 3.1 and CB 3.2 illustrate there are substantial numbers of female students and staff. Furthermore, Table CB 3.3 shows a relative gender balance in management with a higher proportion of women in some grades (for example the Institute Directors). Thus from the data supplied by the College’s Human Resource Department, one can conclude that vertical gender segregation does not exist at the College. As consistent with the FE sector in general, the College has a high proportion of part-time female employment (65%). 
Table CB 3.1: College student numbers by gender, 2004-05

	
	Female
	Male
	Total

	Site 1
	6897
	6670
	13567

	Site 2
	3291
	3001
	6292

	Total
	10188
	9671
	19859


Source: Scottish Funding Council, 2006
Table CB 3.2: College staff numbers by gender, 2006

	Staff
	Female (%)
	Male (%)
	Total

	Academic 
	268 (55)
	215 (45)
	483

	Support
	274 (67)
	136 (33)
	410

	Total
	542 (61)
	351 (39)
	893


Source: College Human Resources Department
Table CB 3.3: College staff numbers by gender and grade, 2006

	Position
	Female (%)
	Male (%)
	Total

	Curriculum Head
	55 (53)
	48 (47)
	103

	Department Manager
	11 (52)
	10 (48)
	21

	Institute Directors
	6 (67)
	3 (33)
	9

	Other Directors (Academic)
	2 (40)
	3 (60)
	5

	Lecturers
	160 (56)
	125 (44)
	285

	Tutors
	34 (57)
	26 (43)
	60

	Total
	268(55)
	215 (45)
	483


Source: College Human Resources Department

3.2. Gender and Governance

Despite the evidence that vertical gender segregation does not exist within the College, as Table CB 3.4 indicates there is a gender imbalance in the Board of Management. Two thirds of Board Members are male. Several comments can be made about the context of gender imbalance at governance level. The legislation creating Boards of Management intended to give local interests (particularly business interests) an important role in college matters. As discussed in preceding sections business sectors tend to be male dominated, which is reflected in Board Membership of this College. Second, government has made a commitment to increase the representation of women at leadership levels in the public sector (see Modernising Government White Paper, Cabinet Office 1999) and in public appointments (see Cabinet Office 2001). Although 40% of the Board membership of this College has a public sector background, this does not translate into an increased representation of women at governance levels of this College. The College will need to pay attention to the representation of women at Board level since broadening representation in public appointments has been a key objective of government thinking: much of the thrust in the 2001 Cabinet Office report was to address a ‘democratic gap’ and increase the representation of under-represented groups, including women, as a key element of modernised democratic accountability (Barmes 2002; Cabinet Office 2001). Subsequent reports have drawn attention to the need for the Commissioner of Public Appointments (OCPA) to continually address this issue (e.g. Committee on Standards in Public Life 2005; Cabinet Office 2004). 
Table CB 3.4: Board Membership (2006)

	
	Female (%)
	Male (%)
	Total

	Background
	
	
	

	Public Sector
	3 (50)
	3 (50)
	6

	Professional
	0 (0)
	1 (100)
	1

	Private / Business
	1 (20)
	4 (80)
	5

	Unknown
	1 (33)
	2 (67)
	3

	Total
	5 (33)
	10 (67)
	15


Key management bodies within the College indicate little gender segregation (in keeping with the general absence of vertical gender segregation). Table CB 3.5 indicates the gender composition of key governance and policy bodies within the College.
Table CB 3.5: Key Governance and Policy Bodies

	
	Female (%)
	Male (%)
	Total

	Health and Safety Committee
	3 (33)
	6 (67)
	9

	Joint Negotiating and Consulting Committee (Lecturing)
	5 (62)
	3 (38)
	8

	Joint Negotiating and Consulting Committee (Support)
	4 (57)
	3 (43)
	7

	Academic Board
	11 (48)
	12 (52)
	23

	Curriculum Development and Quality Committee
	6 (60)
	4 (40)
	10

	Learning and Teaching Committee
	7 (64)
	4 (36)
	11

	Diversity Committee
	10 (83)
	2 (17)
	12

	Total
	46 (58)
	34 (42)
	80


Although overall there is a broadly balanced gender representation on these bodies, there is nonetheless a horizontal gender segregation of roles, i.e. men are over-represented on the Health and Safety committee and women over-represented on the Diversity and Curriculum Development committees. 

3.3. Equality Opportunities

The College’s Equal Opportunities policies and procedures are published as a six page booklet, covering the organisation’s motivations, procedural guidelines and monitoring processes for diversity and equality issues. The College explicitly addresses questions of discrimination, stating a clear assurance that ‘those responsible for selection must guard against assumptions based upon an individual’s…race, gender, sexual orientation, age, disability, religion, political beliefs, creed or social persuasion, trade union membership or responsibility for dependents/employment status.’

Because minority groups in some of the demographic categories outlined above are under-represented in FE sector employment, the College does engage in some positive action measures, such as ‘where appropriate… [advertising vacancies] to local ethnic minorities and organisations involved with those with a disability.’ The recruitment process, however, is merit-based designed to favour only those whose experience and qualifications make them exceptionally suited to the job. 

The seriousness with which the College takes Equal Opportunities is emphasised through training and induction programmes, and is incorporated into Diversity Training and ‘HR issues’ training courses offered periodically by the institution. The College attempts to communicate and reiterate the idea that the guidelines presented in its EO policy are to be upheld by all staff and students, and a formal administration system exists for handling related issues. The HR Manager is invested with considerable responsibility for ensuring the effective communication and implementation of the policies among senior staff and organising relevant training. Directors and managers are also asked to take an active role in promoting the policy among their divisional staff, and to maintain awareness of Equal Opportunities in their areas of responsibility. The Principal’s Group and Board of Governors are also required to take responsibility for ‘ensuring that the Equal Opportunity policy and procedure is communicated, understood and adhered to throughout the College.’ The College’s Diversity Committee also oversees the general efficacy and promotion of the policy, and collects and monitors data so that the college’s handling of EO issues can be assessed transparently and accurately. 

The gender-disaggregated statistical data available from the College as well as the Equal Opportunities policies and procedures at the College are examples of better practice in this sector. The College appears to value its diverse students and staff, which is evident in for example, its recruitment of ethnic minorities and its gender balance in management. 
Section 4: Research Findings

4.1. Management Interviews

The elite interviews at the College involved a sample of nine managers, five of whom were female and four male. The interviewees were asked questions relating to their career path and aspirations, the culture of the College and specific questions related to gender equality/ balance. The following sections provide an analysis and discussion of the interviewees’ responses. This section includes quotes from those interviewed to substantiate and enliven points of analysis.

4.1.1. Perceptions of Management 

Most interviewees have generally positive views of the management style and organisational culture of the College. A few mentioned that in the past there was a “controlling” and sexist culture. These interviewees described how the culture and management style has changed, with one male attributing this to the appointment (at an earlier stage of the institution’s development) of a female Principal:

“In this College there was a very male environment. When the…female Principal…was appointed…she was highly effective and there was a demonstration effect which has certainly had a positive impact in the college sector…my personal view is that more women in management bring more energy and vitality.” -   Male manager

Most described the management style of the College as task focussed, collaborative, and approachable although some mentioned aspects of a top-down management. Some interviewees commented that there existed a respect for staff’s roles, with staff being relatively autonomous in performing their respective jobs. There did not appear to be “micro management” of staff with some describing this as a result of a high level of trust between management and staff. A male interviewee described this trust as “professional bureaucracy” with systems of accountability still allowing professionals to conduct duties and responsibilities. There was a consistent view, irrespective of gender, that the management of the College provided direction, and although top-down, staff were given the autonomy to perform their roles. The following comments by interviewees illustrate this point:

“The management style can be described as steering rather than overt management.” 

-   Female manager

“…managerial directives are given in a very top-down manner…However, this does not reflect the innate culture of the institution…” 
-   Female manager

“…is a collaborative manager and is consultative but can be directive too. All the senior management team are approachable…there is a mixed bag…one or two have poor people skills.” 
-   Female manager  

“Management culture at the College is extremely collaborative but task focussed…The management style is open and willing to listen and [they] provide accessible means of communication. No one particular personality type dominates College management…The staff are very diverse to the benefit of the College.”
 -   Female manager

4.1.2. Gender Equality/ Balance

The interviewees were in agreement with regards to the equitable treatment of men and women at the College. Most agreed that there is a gender balance in staff and management, however, a few did mention the lack of gender balance in management in the FE sector as a whole. Those interviewees who had extensive experience in the education sector commented how much things had changed with more women entering the sector, stating how anachronistic views of women were no longer prevalent in the College. For example, a female manager mentioned that years ago the FE sector prescribed a dress code for women and proscribed women from wearing trousers. 

A male interviewee commented on the increase of women in the education sector and that “this brought in some good people.” He went on to state that he is in favour of positive discrimination for women as he believed that women may not reach senior positions otherwise. He also saw the increase in women in the sector as a positive experience for female students. Another female interviewee stated that female Principals in the FE sector are generally seen as “being very good at their jobs” and are role models. Some interviewees commented positively on the inclusion of women in management in the FE sector and the College in recent years, as demonstrated by the following quotes:

“Work culture in general has changed since the incorporation of women…the gender balance is reflected in this…”-   Male manager

“Gender equality is now more evident than it has been historically…unreformed or domineering male individuals still exist in the College but they are a small minority.”  

-   Female manager

It is often argued in the literature (see Section 2 of this report) that concerns about the ability to manage a work-life balance increase when women in particular apply for promotion. It is thought that a promotion invariably results in expanded job demands and therefore affects the ability to balance work and life beyond work. Some have argued that this therefore negatively impacts upon women’s decisions to pursue career advancement opportunities. Participants were therefore asked questions relating to a work-life balance and whether this would affect their career decisions. All interviewees stated that they have a work-life balance. With the exception of one female manager, all of the interviewees stated that balancing work and life beyond work was not an issue for future career considerations. 
A few male and female interviewees recognised the existence of horizontal gender segregation in the College and the sector, with female staff and students pursuing careers in certain fields such as caring professions.  As one female manager commented:

“I would like to see more of a gender balance in terms of seeing more male receptionists or librarians and in other service areas…in the construction and technology areas there are no female students…” -   Female manager

There appears to be a general awareness of equal employment policies in the College and all interviewees had a positive view of these policies. One female manager stated that the implementation of the policies in terms of gender equality had been “patchy” but were effective. She provided an example of securing training and career development opportunities for part-time staff who were mostly women. The College recognised that the lack of training opportunities for part-time staff were disadvantageous towards women and therefore took steps to address this. Most interviewees agreed that there was an increased awareness of equality and diversity issues at the College and that there was generally equality of treatment of women and me.
4.1.3. Career Enablers and Barriers
On average the interviewees have 11 years working experience at the College, with the longest service being 25 years. Most have been at the College and in the FE sector for more than ten years. The interviewees therefore have a number of years experience in the sector with most starting their careers at lower ranks of the College then being meritoriously promoted. The motivations for applying for promoted posts were varied. There was a sense in which promoted posts in the College enabled people to fulfil personal goals and development aspirations. Two female interviewees applied for promotion because they believed they “could make a difference” and the post presented an opportunity to influence the College decision making processes. Additionally, one female interviewee felt encouraged and enabled by her line manager to apply for the promotion, another received encouragement from colleagues to apply for promotion, and another applied for promotion because she believed it offered her the opportunity to be autonomous. Two male interviewees stated that they applied for promotion because they believed they had the skills and experience, and believed they would be good at the job. All respondents were motivated to a career in the education sector because of a commitment and interest in education and life-long learning. One female interviewee stated that in addition to her commitment to education, the FE sector was attractive as it enabled her to develop a career which was compatible with child care and aspects of domestic life. 

Interviewees were asked about their career aspirations and most stated they were content in their current positions. Almost all stated that they enjoyed their current post. Their career aspirations were to consolidate current position in the College and develop skills and experience. This may be due to the College undergoing a change process with many of the interviewees being recently appointed to current jobs. The following quotes were typical of the responses when asked about career aspirations:
“My career aspirations are to develop and do well at the job I am in at the moment and to fit into the role more.” -   Male manager;

“My current ambition is to grow the…unit.” -   Female manager.

There were however a number of career inhibitors. Two female interviewees stated that there are a limited number of positions above their current job and they are therefore ‘content’ in their current situation. One male manager was concerned that domestic and family commitments would make it difficult to achieve his career aspirations as a limited number of promoted opportunities at the College may require a geographic move to another college.

4.2. Staff Survey 
The survey was administered and disseminated online using the software package, SNAP. Staff were sent an email advising them of the research project and giving access to the online survey. The survey responses were sent directly to a member of the research team’s email inbox to ensure anonymity and confidentiality. Only statistically significant gender differences and/or differences between male academics and non-academics, and female academics and non-academics are reported in the following section.
4.2.1. Staff Profile and Activities
The response rate for the online survey was 28%
( (N=248) of the total college staff population. Of the respondents, 69% were female and 31% were male, which was representative of the staff profile. The age profile of respondents were varied, but the majority of respondents were in the 36 to 45 (27.8%) and 46 to 55 (35.1%) age groups. In terms of response rate by roles, 59% and 41% of respondents were academics and non-academics, respectively. By gender the response rates for academics were 67.1% male and 56.5% female, and for non-academics 32.9% male and 43.5% female. The profile of respondents in terms of gender and current positions within the College is illustrated in Table CB 4.1 below. Table CB 4.1 does not reveal much of a gender differential between men and women in terms of the positions they occupy in the College, with the exception of “Section Leader” where male respondents were more likely to be a “Section Leader.” 
Table CB 4.1: Gender/Current position

	 
	What is your current position within the college?

	 
	Lecturer
	Section Leader
	Head of Faculty
	Other

	Male
	51.7%
	15.5%
	3.4%
	29.3%

	Female
	45.1%
	8.3%
	2.3%
	44.4%

	Total 
	47.1%
	10.5%
	2.6%
	39.8%


There did not appear to be a gender differential in terms of lecture preparation, activities such as classroom teaching, administrative duties and engagement with external bodies, whether respondents regarded themselves as managers, and whether respondents were members of administrative committees. There was hardly any significant gender differential in terms of length of service at the College                   (see Table CB 4.2).

Table CB 4.2: Gender/ Length of service

	 
	How long have you worked for the college?

	 
	Less than two years
	2-5 years
	5-10 years
	10+ years

	Male
	9.1%
	14.3%
	26.0%
	50.6%

	Female
	13.6%
	18.9%
	23.1%
	44.4%

	Total 
	12.2%
	17.5%
	24.0%
	46.3%


4.2.2. Appointment and Career Development
In terms of appointment to current position there did not appear to be a gender differential to most appointed positions with the exception of temporary posts where female respondents were approximately twice as likely to be in a temporary post (see Table CB 4.3). A further analysis of academic and non-academic staff, by gender, reveals that 10.4% of female academic respondents were on temporary appointment contracts compared to 4% of male academic respondents; and 12.7% of female non-academic respondents were on temporary appointment contracts compared to 8% of male non-academic respondents.

Table CB 4.3: Gender/ Appointment
	 
	Which best describes your post to your current appointment?

	 
	Internally promoted
	External appointment
	First post
	Temporary

	Male
	44.7%
	21.1%
	28.9%
	5.3%

	Female
	34.7%
	22.8%
	31.1%
	11.4%

	Total 
	37.9%
	22.2%
	30.5%
	9.5%


Almost 60% of male and 50% of female respondents stated they had applied for promotion. Thus, marginally more male than female respondents applied for promotion. Respondents who had applied for promotion were asked questions relating to their motivation for applying. There were no real significant gender differences in most responses. In other words, in terms of the motivation of increased salary and status, personal development, encouragement from line manager, and feedback from staff appraisal, male and female responses were not dissimilar. Irrespective of gender most male and female respondents were motivated to apply for promotion when it involved an increase in salary (male responses were 71.7%; female responses were 63.5%), and if the promotion involved the opportunity for personal development (male responses were 78.3%; female responses were 84.7%). However, there was a difference in male and female respondents’ motivation for applying for promotion in terms of opportunity to influence college governance and encouragement from colleagues. Male respondents were more likely to apply for promotion based on the opportunity to influence college governance, and female respondents more likely to apply for promotion if encouraged by colleagues (see Table CB 4.4). This finding is somewhat consistent with the responses from the management interviews.

Table CB 4.4: Gender/ Motivations for applying for promotion

	Influence on college governance
	(%)

	Male
	34.8%

	Female
	14.1%

	Total
	21.4%

	Encouragement from colleagues
	

	Male
	19.6%

	Female
	29.4%

	Total
	26.0%


Those respondents who did not apply for promotion were asked the reasons for their decision. Most did not apply for promotion because they were ‘happy’ in their current position (47.1%) or there was a lack of promoted posts (35.3%) (see Table CB 4.5). More than half of the female respondents who did not apply for promotion did so because they were ‘happy’ in their current position as opposed to 31% of male respondents. In addition, approximately 12% more male than female respondents did not apply for promotion because of a lack of promoted posts. There was also a gender differential related to the perception of increased “people management” when it came to promoted posts. Almost 14% of male respondents did not apply for promotion because they perceived it may involve more “people management” compared to two percent of female respondents (see Table CB 4.5). The responses to further reasons for not applying for promotion, i.e. management culture, concerns over work-life balance, and lack of confidence did not show significant difference in male and female responses.
Table CB 4.5: Gender/ Reasons for not apply for promotion

	Happy with current position
	(%)

	Male
	31.0%

	Female
	52.2%

	Total 
	47.1%

	 Lack of promoted posts
	

	Male
	44.8%

	Female
	32.2%

	Total 
	35.3%

	Increase 'people' management
	

	Male
	13.8%

	Female
	2.2%

	Total 
	5.0%


The majority of respondents felt they were adequately informed about promotional opportunities at the College (male respondents 69.3%; female respondents 68.9%). Participants were asked their opinions on whether they felt their “Head of Unit/Line Manager” was supportive of their career development. Table CB 4.6 illustrates the responses from participants to this question with most respondents agreeing that their head of unit/line manager was supportive of their career development. Participants completing the survey were asked whether they felt the College had fair and transparent practices with regards to promotion. The responses were varied with no clear, overall majority of opinion and difference of opinion between the genders. Table CB 4.7 illustrates, by gender, the opinion of respondents with regards to this question. 
Table CB 4.6: Gender/ Head supportive of my career development

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	16.9%
	50.6%
	15.6%
	7.8%
	9.1%

	Female
	23.7%
	39.1%
	24.9%
	9.5%
	3.0%

	Total 
	21.5%
	42.7%
	22.0%
	8.9%
	4.9%


Table CB 4.7: Gender/ College has fair and transparent practices with regards to promotion

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	5.2%
	39.0%
	24.7%
	23.4%
	7.8%

	Female
	4.1%
	36.5%
	37.1%
	16.5%
	5.9%

	Total 
	4.5%
	37.2%
	33.2%
	18.6%
	6.5%


4.2.3. Gender Equality Issues
Table CB 4.8 shows that there was no clear agreement and no differences of opinion between male and female respondents with regards to the question on flexible work practices at the College. Participants were also asked their opinions on whether they believed it was more difficult for women than men to advance in the College; whether the leadership of the College could do more for women’s career development; whether they believed that women and men have equal access to promotion opportunities; whether they believed the culture of the College made it easier for men to succeed. The responses to these questions are shown in tables CB 4.9 to CB 4.12.

Table CB 4.8: Gender/ The college offers flexible working practices to all staff 

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	3.9%
	34.2%
	27.6%
	22.4%
	11.8%

	Female
	4.7%
	29.0%
	30.8%
	27.8%
	7.7%

	Total 
	4.5%
	30.6%
	29.8%
	26.1%
	9.0%


Table CB 4.9: Gender/ More difficult for women than men to advance in this organisation

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	0%
	1.3%
	14.3%
	37.7%
	46.8%

	Female
	3.6%
	5.4%
	37.7%
	40.1%
	13.2%

	Total 
	2.5%
	4.1%
	30.3%
	39.3%
	23.8%


Table CB 4.10: Gender/ Leadership could do more for women's career development

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	0%
	5.3%
	36.8%
	36.8%
	21.1%

	Female
	3.6%
	16.6%
	47.3%
	23.7%
	8.9%

	Total 
	2.4%
	13.1%
	44.1%
	27.8%
	12.7%


Table CB 4.11: Gender/ Equal access to promotional opportunities within this organisation 

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	20.8%
	41.6%
	14.3%
	14.3%
	9.1%

	Female
	14.1%
	50.6%
	28.2%
	5.3%
	1.8%

	Total 
	16.2%
	47.8%
	23.9%
	8.1%
	4.0%


Table CB 4.12: Gender/ The culture of an organisation make it easier for men than women to succeed 

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	0%
	0%
	19.5%
	42.9%
	37.7%

	 Female
	4.1%
	10.1%
	36.1%
	38.5%
	11.2%

	Total 
	2.8%
	6.9%
	30.9%
	39.8%
	19.5%


Although there was no clear majority of opinion with regards to the question, “It is more difficult for women than men to advance in this organisation,” there was a noticeable difference of opinion between male and female respondents. Almost 47% of male respondents compared to only 13.2% of female respondents strongly disagreed with the statement. Similarly, most male and female respondents neither agreed nor disagreed with the statement that the “Leadership could do more for women’s career development.” However, there was a significant gender differential on the “strongly disagree” scale. Twenty-one percent of male and 8.9% of female respondents strongly disagreed with the statement. This was also the case with responses to the statement, “The culture of this organisation make it easier for men than women to succeed.” Although most respondents disagreed (39.8%), there was a significant difference in male (37.7%) and female (11.2%) respondents strongly disagreeing with the statement. 

To test whether there were any further significant findings by gender, a correlation analysis (Pearson’s coefficient) was conducted. For female and male respondents there is a statistically significant relationship between “The culture of this organisation make it easier for men than women to succeed” and “It is more difficult for women than men to advance in this organisation.” Also for female and male respondents there is a relationship between “The culture of this organisation make it easier for men than women to succeed” and “The leadership of this organisation could do more for women’s career development.” Furthermore, for female responses there was a correlation between “The leadership of this organisation could do more for women’s career development” and “It is more difficult for women than men to advance in this organisation.” 

The following section of this report provides an overall discursive analysis of these findings with some concluding remarks. 

Section 5: Discussion and Conclusion

5.1. Management Interviews
There was no consistent motivation, according to gender, for applying for promotion although more men than women appeared to be motivated by the opportunity to influence College governance. Women appeared to apply for positions if they were encouraged by the support of others. This finding is consistent with the female responses from the staff survey; i.e. encouragement from colleagues featured as a motivation for applying for promotion. Managers’ career aspirations in the short term, irrespective of gender, are to consolidate their positions and experience in current post as the College has undergone a change process. Those who did have longer term career aspirations recognise that promoted posts are limited. These views are also consistent with the findings of the staff survey with many not applying for promotion because they are “happy with current positions” (47.1%) or because there are a “lack of promoted posts” (35.3%).

Managers appear to have job satisfaction and have relatively positive comments to make about the College’s management style and culture. The managers were unanimous in their agreement that the style and culture is open, but most managers noted the top-down directive nature of managerialism at the College. This may be a function of the change management process, but was difficult to ascertain whether this was a temporary issue and if it had any gender equality implications. 

Most managers, given their length of experience in the FE sector, recognised that the College has come a long way in addressing gender inequality and that it continues to proactively attempt to address pockets of inequality where they exist. For example, a manager described how the College is addressing the issue of employment practices for part-time staff to prevent inequality in career development. For managers, concerns about maintaining a work-life balance were not an issue when considering career advancement opportunities. This finding is consistent with responses from the survey.

All the managers agreed, in line with staff survey responses, that gender balance in management and equitable treatment of men and women exists in the College. However, there does appear to be horizontal gender segregation at the College with some managers recognising the concentration of women in certain occupations. Generally, positive views were held by the managers about gender equality and equal opportunities at the College.

5.2. Staff Survey
A cross tabular analysis of the male and female responses reveals that there is no significant gender difference in profile, activities, and opinions about the College’s culture, leadership, practices, and career advancement and development opportunities. The analysis highlighted that more male than female respondents tended to disagree with the statements; “It is more difficult for women than men to advance in this organisation,” “The leadership could do more for women’s career development,” and “The culture of this organisation makes it easier for men than women to succeed.” The correlation analysis revealed that for female respondents there is a relationship between ‘leadership,’ ‘organisational culture’ and the extent to which women advance in the organisation (e.g. “it is more difficult for women to advance in this organisation”). It can be inferred from the data analysis that female respondents believe there is a relationship between the leadership, culture, and opportunities for career development and advancement at the College. The College may have to reflect on whether the leadership and culture of the College supports women and their career aspirations.

There were some marginal differences between male and female responses, for example marginally more female than male respondents did not apply for promotion. It would appear that this was because they are content with their current position. Respondents who did apply for promotion, irrespective of gender, were motivated by an increase in salary/status and opportunities for personal development. Table CB 4.4 revealed some gender differentials in further motivations for applying for promotion: more men than women were motivated by the opportunity to influence college governance when applying for promotion; more women than men applied for promotion when encouraged by colleagues; both male and female respondents indicated concerns about managing a work-life balance did not necessarily dissuade them from applying from promotion. Interestingly, there was no significant difference of opinion between male and female respondents with regards to work-life balance being a concern when applying for promotion. The responses to questions relating to fair and transparent promotion practices and flexible working practices at the College were varied with no extreme scores, i.e. there was a tendency for respondents to remain neutral to these questions. The College may wish to visit these issues as it would hope to have a strong agreement from staff that fair and transparent promotion practices and flexible work practices exist at the College to enable staff’s career development and advancement. 

Most respondents, irrespective of gender, tended to agree that their line manager was supportive of their career development and that there are equal opportunities for men and women to advance in the College. However, the findings suggest that most women believe that the leadership and culture of the College could be more supportive of their careers. Also, of note is that female respondents were twice more likely than men to be on a temporary appointment. 

Generally, it could be inferred from the data analysis that gender equality exists within the College in terms of profile, activities and career opportunities for men and women at the College. This may be reflective of the College’s equal employment policies and is consistent with the finding that the College provides equal access to promotional opportunities. However, the data analysis does reveal gender differentials. These differentials underlie the existence of horizontal gender segregation, and a perception that the College’s culture and leadership is not as supportive as it could be of women’s careers. The College, as discussed above, will have to review the under-representation of women at Board and leadership levels in order to ensure the substantive representation of women in the leadership and culture of the College. This is particularly relevant given the Gender Equality Duty (see Equality Act 2006) which places a regulatory duty on all public sector organisations, and those in a procurement relationship, to eliminate sex discrimination and mainstream gender equality in policy, employment practices and service delivery.  
5.3. Conclusion

The participants in this research - managers and non-academic and academic staff - have consistent views that the College offers equal employment opportunities. Thus, the policies of the College encapsulate the ethos of the equal opportunities agenda. However, there is a relatively larger proportion of women than men employed on a temporary basis. It was also noted that horizontal segregation exists in the College. This is partly a function of historical and socially stereotypical patterns of career selection and development. As mentioned in Section 2 of this report, job segregation is typical of most FE institutions. The College could therefore be proactive in this regard by encouraging young women and men to pursue careers in non-typecast and gendered professions (see Women and Work Commission 2006). Another option is to combine units/departments which are horizontally segregated by gender. For example, a college elsewhere amalgamated a Health and Beauty Unit (over-represented by women) and an Engineering Unit (over-represented by men) into a Department of Technical Studies. This allowed for the improved curriculum development, the sharing of best practice in pedagogy, and improved the gender balance at managerial level.

Although most of the responses from staff did not show significant gender differences, there was no definitive agreement on the fairness and transparency of promotional opportunities and on the question relating to flexible work practices. The staff survey revealed that female respondents tend to identify a relationship between leadership, culture and career opportunities at the College with respondents seeing a link between ‘greater difficulty for females to advance’ and ‘leadership being able to do more’. Normatively, organisations would want a definitive agreement that there are flexible work practices, fair and transparent promotion procedures, and that the leadership and culture of the organisation is as supportive as it can be of women’s careers. It is suggested that the College should strive to achieve this normative aim. Thus, the College may want to develop a more inclusive leadership and culture to create an enabling environment for gender equality and women’s career development and advancement. Thus, the College is advised of the following recommendations.
Recommendations:

· Continue to improve efforts at auditing and monitoring diversity and equality in employment practices and procedures;

· Mainstream gender equality in employment practices such as promotion, flexible working and training;  

· Provide career development opportunities for temporary appointed employees; 

· Address horizontal gender segregation by encouraging synergetic working across gendered subject groups;

· Review the appointment practices for the leadership of governance structures;

· Include the substantive interests of women in governance and leadership structures and decisions. 

APPENDIX 3

COLLEGE C CASE STUDY

Section 3: College C Case Study 

The following section provides an overview of the College and places its equality policies and practices within context. The section draws upon secondary sources such as College documentation and Government reports.

3.1. Context and Background 
The College is a small sized institution with one main campus and a few learning centres in the vicinity. The College established in the 1970s, provides education and training to a large catchment area in West Scotland. The College has recently expanded its facilities to accommodate and improve accessibility for a growing student population. 
Its mission is to “create a stimulating and innovative learning environment that is sensitive and responsive to the needs of the individual, business and wider community and is supported by a culture of inclusion and partnership.” The College’s mission of inclusivity is also embedded in its value statement: “We are committed to providing equal opportunities, respect for and between individuals, and to the establishment of a learning environment in which staff and students are supported, valued and empowered to fulfil their maximum potential”.
In order to achieve this aim, the College has embarked upon close partnerships with a number of public and private sector organisations in the geographic area, as well other institutions such as schools and colleges. This effort has been highlighted as good practice by the HM Inspector’s favourable review of the College. Partnership working and its inclusive mission is illustrated in the College’s collaboration with employers and surrounding schools to deliver a range of educational and training programmes to meet increasing demands for industrial and vocational training. The College is actively involved in a programme entitled PartiSipate that assists school leavers in making decisions about their future careers. The College is proactive in recruiting a diverse range of students into further education, for example, its involvement in the launch of a local leisure and youth centre.  

The student profile (see Table CC 3.1) reveals on over-whelming female cohort with representation at 67%. This is above the Scottish average of 57% (Association of Scotland’s Colleges 2007). The “Technology and Sciences” programme does not apparently reveal horizontal gender segregation as is evident in most educational institutions (see Section 2). However, a closer analysis reveals that this programme includes stereotypical ‘feminine’ courses such as beauty studies, predominately accessed by female students, and stereotypical ‘masculine’ courses such as engineering, predominately accessed by male students. Thus, within programmes there is still student selection of programmes according to gendered identities. 

As highlighted by a recent review of the College, it is committed to providing a learning environment that is sensitive and responsive to the needs of students. To this regard, it has improved accessibility to the College and established a nursery for children of students and staff.

Table CC 3.1: Student Profile

	Programme
	Male
	(%)
	Female
	(%)
	Total

	Care and Management
	469
	25
	1376
	75
	1845

	Cross College courses
	186
	42
	261
	58
	447

	Technology and Science
	863
	40
	1305
	60
	2168

	Training Unit
	1236
	31
	2689
	69
	3925

	Total
	2754
	33
	5631
	67
	8385


3.2. Gender and Governance

The College is governed by a fourteen-member Board of Management which consists of committees responsible for resources use, audits, remuneration, curriculum and student affairs, quality assurance, and health and safety. The Board also includes a steering group for the nursery/child-care. Senior management and students have representation on the Board as well. However, the Board of Management is gendered with a female representation at 29%, which is only possible with the inclusion of College staff (see Table CC 3.2). As stated in Section 2, this is consistent with most further education institutions which draw upon local business elites that are invariably male.

Table CC 3.2: Board of Management (2007)

	Background
	Male
	(%)
	Female
	(%)
	Total

	Private sector
	5
	100
	0
	0
	5

	Public sector
	3
	75
	1
	25
	4

	Unknown
	0
	0
	1
	100
	1

	College representation
	2
	50
	2
	50
	4

	Total
	10
	71
	4
	29
	14


3.3. Staff
An analysis of staff profile by gender reveals a relatively high proportion of female employment at 62%. There is a gender balance in teaching staff with female representation at 51% and male at 49%. There is also a gender balance at levels of Assistant Principal, Faculty Heads and Lecturer, and a relatively high proportion of female employment at Senior Lecturer level, non-teaching promoted posts, and in clerical and manual employment. However, at senior management level there is a disproportionate representation of men.

Part-time employment for male and female teaching staff is 42% and 58%, respectively. For non-teaching male and female staff, part-time employment is 6% and 94%, respectively. Female teaching staff are therefore more likely to have part-time posts than men, though this gender difference is not as significant as other colleges. Thus, female non-teaching staff appear far more likely to access part-time employment. Table CC 3.3 provides an analysis of staff by gender, grade and type of employment.
Table CC 3.3: Staff by gender, grade and employment

	
	Male
	(%)
	Female
	(%)
	Total

	All Staff
	78
	38
	126
	62
	204

	Teaching Staff
	47
	49
	48
	51
	95

	              Full time     

              Part time
	34

13
	53

42
	30

18
	47

58
	64

31

	              Senior management, head of faculty

              and depute head of faculty
	5
	62
	3
	38
	8

	              Curriculum and Cross College

              Management
	12
	60
	8
	40
	20

	              Senior lecturers
	2
	33
	4
	67
	6

	              Lecturers
	28
	46
	33
	54
	61

	Non Teaching Staff
	31
	28
	78
	72
	109

	                Full time

                Part time
	29

2
	37

6
	49

29
	63

94
	78

31

	               Cross College Management
	7
	64
	4
	36
	11

	               Promoted Posts
	15
	43
	20
	57
	35

	               Clerical
	1
	3
	31
	97
	32

	               Manual
	7
	23
	23
	77
	30


3.4. Equality Opportunities

The College has embedded equal opportunities in its value statement, and improving access and the diversity of the College are strategic objectives. The College’s strategic plan specifically commits the College to mainstream equality and diversity (section 3.4 of College Strategic Plan 2006-2009). It has embarked upon a Valuing Diversity programme that is delivered to all staff and will be extended to cover all strands of the equality agenda over the next few years (strategic target 5.1 T2). Moreover, diversity and equality of opportunity is embedded through training which forms part of staff’s continuing professional development and personal development plan.

Although the College commits itself to adhering to equality legislation in its strategic plan, there is no specific mention of the Gender Equality Duty. However, at the time of writing this report the College published its Gender Equality Scheme which appears favourable and in line with good practice. The College has an Equality of Opportunities Policy which aims to “ensure that all members of staff and students are treated with dignity and respect and are afforded equality of opportunity regardless of gender, gender reassignment, race, colour, nationality, ethnic or national origin, disability, age, sexual orientation, religion or belief, marital status, family circumstances, trade union membership or activity.” The policy is therefore comprehensive and compliant with legislation. The policy document reiterates that the basis for employment practices and decisions is merit and performance. Specifically, the College’s policy opposes direct and indirect discrimination on the basis of sex. All applications are anonymized for gender ethnicity and age to avoid prejudicial behaviour in selection and promotion. The College’s Equality Policy is available from the Human Resource Department and on the intranet with staff notified of any important information or changes.

The College’s policy and strategic documents appear to take cognisance of current equality legislation and public policy. It embeds the ethos of equality legislation in its strategy, College targets, staff development, community engagement and specifically its Equality of Opportunities policy. There is also an Inclusion Group which meets every six weeks to strategise on equality in the College. The College’s Human Resource Department has readily available data of staff and students by gender profile. The College will, according to its Gender Equality Scheme, collect data with regards to applications and career progression by gender. This is an institution which should be regarded as an example of good practice given its due regard to diversity and equal opportunities. The College already has an Investors in People award which is indicative of good employment practices. 

The following section of this report will present findings from senior staff interviews and a staff survey to further explore whether equality of opportunities and specifically gender equality is in fact embedded in the College.
Section 4: Research Findings

4.1. Management Interviews
The elite interviews at the College involved a sample of nine senior staff members, of whom four were female and five male. The interviewees were asked questions relating to their career path and aspirations, the culture of the College and specific questions related to gender equality/balance. The following sections provide an analysis and discussion of the interviewees’ responses. This section includes quotes from those interviewed to substantiate and enliven points of analysis.

4.1.1. Perceptions of Management 

The interviewees were unanimous in their positive view of the culture and management style of the College. They found the College to be a good working environment with an open and supportive management style. The interviewees, irrespective of gender, described the culture of the College as collegial and supportive of job roles and career aspirations. The College management appears to provide staff with the support and autonomy to be innovative in their roles. There is an open and consultative communication style between senior managers and staff, which was seen as a strength of the College. 

Most interviewees stated that to succeed in the organisation requires drive, commitment to the job, enthusiasm and hard work. These attributes were often acknowledged, given the small size of the College, and rewarded. All interviewees found their job rewarding and satisfying. Interviewees were hard-pressed to find any negative aspects of the College. Overall, the managers had favourable views of the organisation as expressed in the following statements:

“We are managed very well…there is an open-door approach. I feel comfortable around the big bosses…overall it is a great place to work, it’s an attractive place to work” -    Female

“The Principal is very dynamic and forward thinking…the Principal is a good staff motivator…most of the senior management team adopt an open approach and are proactive in dealing with others…” -    Male

“The Principal is very approachable and he even sits in, accesses some courses…I like the enthusiasm and embracing of change here…” -    Male

“Management is participative and they invite contribution from those outwith the senior management team. Management is visible and do not lock themselves behind closed doors.” 

-   Female

4.1.2. Gender Equality/ Balance

The interviewees agreed that there is no gender discrimination at the College with most stating that the gender balance in management at the College is appropriate. Most interviewees viewed gender discrimination as a historical issue and currently not relevant at the College. However, a few did note the horizontal and vertical gender segregation which exists in the further education sector. Some interviewees stated that students have career preferences, which results in the horizontal gender segregation of programmes. For example, the majority of engineering students are male as is the teaching staff. In an unintended outcome of restructuring the College has in part addressed this. The College combined two gender segregated units (health and engineering) into one faculty resulting in shared pedagogical practice and de-segregation of staff. The College also appears to be proactive in recruiting students to various programmes, irrespective of gender. The following comments by interviewees on gender equality at the College are indicative of their views:

“There is no evidence among staff revealing any gender bias in treatment, job advancement, etc. A recent ‘listening to staff survey’ did not reveal any concerns in this area.” -   Male

“At sector events it used to be male dominated but now it is changing and I see more women coming through.” -   Female

“At middle management there is a 50/50 split and at curriculum management there is a balance. At senior management there is a slight imbalance, but this fluctuates over time…I come from an engineering background and historically it has been male dominated, but the sector is coming up. In FE there has been a long history of women being employed. Though I recognise that most Principals are male, but the teaching is 50/50 balance…” -   Male

“There are more males in higher positions in the sector. It’s just a natural occurrence and it can be different over time, for example our ex Vice Principal was female. There is a slight imbalance at the moment but it could change…men and women are offered the same opportunities.” -   Female 

Most interviewees have favourable views of the College’s Equal Opportunities Policy. They stated that the policy is communicated and accessible through the intranet and integrated into continuous professional development training. There were no negative statements about the policy as illustrated in the following quotes:

“There is an Equal Opportunities Policy for both staff and students and an Inclusiveness Policy for students. Staff development sessions are held when new developments occur for example in the area of child protection training. The Inclusion Group is chaired by a Head of Faculty who is female and meets every 6-8 weeks…it has a number of sub groups on race, religion, faith and belief, students with disability, under 16s.” -   Female

“We know it, it’s on the intranet and it’s easily accessible. We are given workshops at the beginning of the semester each year…they teach us equal opportunities policy. Yes, its good practice. We are given 30 minutes accessible slots…it’s especially focussed on gender, disability and ethnicity…it’s for staff and students and students have committees.” -   Male

“The policy is good practice…we all go on development courses on diversity. I am adequately familiar with the policy and we know it.” -   Female 
4.1.3. Career Enablers and Barriers
The interviewees had varied opinions on the career barriers and enablers for female career advancement. At least two male interviewees noted the limited availability of senior management posts and irrespective of gender this presents a problem for those who wish to career advance. As one male interviewee noted, “posts don’t come up often and it has to be the right job.”

Other interviewees were of the opinion that issues concerning a work-life balance and the lack of flexible working practices were often a barrier to women in the sector. Yet, interviewees did state that this was not the case at the College. For example, interviewees made comments such as:

“In the past senior jobs like Heads of Faculty would be typically male. It’s different now, but even now I think there are fewer female than male applicants – though I’m not sure about this. There are few applications for the more senior jobs and my gut feeling is that many don’t want the pressure, don’t want the responsibility. Maybe this applies to females more than males, but there are plenty of exceptions to this broad generalisation” -   Male

“For females and males work-life balance is becoming an issue in organisations, and they have to be flexible and provide child care opportunities. There is no real distinction nowadays supporting the balance for everyone. The whole thing about progression is support and encouragement from the organisation and provision of career development opportunities for everyone.” -   Male

However, a female interviewee stated that no matter how supportive an organisation is in providing opportunities for women, it is still their individual choice and that domestic circumstances are often a barrier to their advancement. Her comments on career barriers were thus:

“Females are still their worst enemy. Women have domestic roles and if you want to work at a higher level you will be required to do more which interferes with a work-life balance. So women are not coming forward because of this issue. Organisations can have drives for women into management but women have to come forward. Women have to assert themselves in their domestic roles so that they can have more of a work role.” -   Female 

Most interviewees agreed that the College is supportive of their career development aspirations and a few noted the career support they received from the College in terms of training and education. An anecdote which was repeatedly told to the interviewer was the recent promotion of a female colleague the day before she went on maternity leave. Interviewees used this incident as an example to illustrate the College’s non-discrimination practices. At least one female interviewee stated the importance of female role models and stated that at the College many female part-time lecturers have progressed into managerial positions. The equal career opportunities offered to part-time staff was reiterated by a number of interviewees. Overall, most interviewees believed that the College offered a conducive environment to female career progression.

4.2. Staff Survey 

The survey was administered and disseminated online using the software package, SNAP. Staff were sent an email advising them of the research project and giving access to the online survey. The survey responses were sent directly to a member of the research team’s email inbox to ensure anonymity and confidentiality.                       Only statistically significant gender differences and/or differences between male and female teaching and non-teaching staff are reported in the following section.

4.2.1. Staff Profile and Activities
The response rate for the online survey was 40%
( (N=204) of the total college staff population. Of the respondents, 61% were female and 39% male, which is a broadly representative sample of the staff. An analysis by age reveals that the majority of respondents were from the 46 to 55 age group. The age group analysis reveals that female respondents tend to be in the older age categories than their male counterparts. This is confirmed by the fact that more female than male respondents have been employed at the College for longer than ten years. The majority of respondents have been employed at the College between five to ten years.

Sixty percent of teaching staff completed the survey, of which 69% and 55% were male and female, respectively. Thus there is a slight over-representation of responses from teaching staff, in particular those from men. However, to compensate for this over-representation the data was disaggregated and further analysed. 

More female teaching staff than any other group regarded themselves as managers. There were no significant gender differences as to whether respondents were members of Committees. Male teaching staff, on average, tend to spend relatively more time on lecture preparation and class room teaching. However, female respondents do spend more time teaching in the 80 to 100% category (see Table CC 4.1). 
Women tend to spend a higher proportion of their time on administrative duties, in the 60 to 80% and 80 to 100% categories, and more time on community engagement (see Table CC 4.1 – significant gender differences highlighted in bold).

 Table CC 4.1: Staff Activities by Gender

	Lecture preparation
	0-20%
	20-40%
	40-60%
	60-80%

	 Male
	50.0%
	40.0%
	10.0%
	.0%

	 Female
	38.5%
	46.2%
	11.5%
	3.8%

	 Total
	43.5%
	43.5%
	10.9%
	2.2%

	Classroom teaching
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	10.0%
	15.0%
	40.0%
	35.0%
	.0%

	 Female
	19.2%
	11.5%
	30.8%
	23.1%
	15.4%

	 Total
	15.2%
	13.0%
	34.8%
	28.3%
	8.7%

	Administrative duties
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	44.4%
	27.8%
	16.7%
	.0%
	11.1%

	 Female
	36.0%
	32.0%
	16.0%
	16.0%
	.0%

	 Total
	39.5%
	30.2%
	16.3%
	9.3%
	4.7%

	Community engagement
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	Male
	86.7%
	13.3%
	.0%
	.0%
	.0%

	Female
	36.8%
	31.6%
	21.1%
	5.3%
	5.3%

	Total
	58.8%
	23.5%
	11.8%
	2.9%
	2.9%


4.2.2. Appointment and Career Development
The majority of respondents, in particular male and female non-teaching staff, were internally promoted. Men (35.5%) are more likely than women (16.7%) to be on a temporary appointment, with teaching staff more likely to be on a temporary appointment than non-teaching staff. There were no significant gender differences in application for career progression. In other words men and women are applying in equal numbers for promotion. 

Participants in the survey were asked to respond to factors which would motivate them to apply for promotion. The responses in ranked order of frequency are as follows: (1) opportunity for personal development; (2) increase in salary; (3) encouragement from line manager; and (4) encouragement from colleagues; and less frequently cited reasons were the opportunity to influence College governance and feedback from staff appraisal. Female respondents tended to be motivated by the opportunity for personal development and when encouraged by a line manager. Furthermore, non-teaching staff, irrespective of gender, were more likely to apply for promotion if encouraged by a line manager or colleagues and if the promotion involved an increase in salary. 

Participants were asked to respond to a series of questions on reasons which would dissuade them from applying for promotion. These dissuasive factors in ranked order of frequency were: (1) respondents were content or ‘happy’ in their current position; (2) a lack of promoted posts; (3) concern over a work-life balance; (4) inadequate information about the promoted post; (5) a lack of confidence; (6) management culture; (7) increase in ‘people’ management. The dissuasive factors ranked above as five, six and seven were not statistically significant and did not yield any gender differences. Women tend to be more ‘happy’ in their current position; they felt less informed about promoted posts and were more concerned about the lack of promoted posts than men. Female teaching staff were more concerned about managing a work-life balance if promoted. Similarly, female and male teaching staff were more concerned about a lack of promoted posts. 
4.2.3. Gender Equality Issues
Respondents agreed that: the College offers fair and transparent promotion practices; there are flexible working practices; their head of unit is supportive of their career development; women and men have equal access to promotional opportunities at the College. Male teaching staff were in agreement, more than any other group, that the College offered fair and transparent promotional practices, but were less in agreement that there were flexible working practices (see Tables CC 4.2 and CC 4.3). Male teaching and female non-teaching staff were more in agreement that their Head of Unit is supportive of their career development (see Table CC 4.4). Interestingly, above any other group, male teaching staff agreed that it is more difficult for women to advance in the College yet agreed that women and men have equal access to promotional opportunities (Tables CC 4.5 and CC 4.7). Female teaching staff more than any other group agreed that the organisational culture makes it easier for men than women to succeed (see Table CC 4.8).

Overall, more women than men agreed that there are flexible working practices and more men than women tended to agree that their Head of Unit was supportive of their career development. Respondents tended to disagree that it is more difficult for women than men to advance in the College and the culture of the College made it difficult for women to succeed. The majority of respondents tended to remain neutral as to whether the leadership could do more for women’s career development. The responses to these variables are illustrated in Tables CC 4.2 to CC 4.8.
Table CC 4.2: Fair and Transparent Practices

	The college has fair and transparent practices with regards to promotion
	Strongly Agree
	Agree
	Neutral
	Disagree

	Female teaching staff
	18.5%
	40.7%
	25.9%
	14.8%

	Female non-teaching staff
	20.0%
	40.0%
	25.0%
	15.0%

	Female Total
	19.1%
	40.4%
	25.5%
	14.9%

	Male teaching staff
	25.0%
	50.0%
	20.0%
	5.0%

	Male non-teaching staff
	33.3%
	11.1%
	33.3%
	22.2%

	 Male Total
	27.6%
	37.9%
	24.1%
	10.3%


Table CC 4.3: Flexible working

	The college offers flexible working practices to all staff
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	Female teaching staff
	7.7%
	53.8%
	26.9%
	7.7%
	3.8%

	Female non-teaching staff
	15.0%
	50.0%
	15.0%
	10.0%
	10.0%

	Female total
	10.9%
	52.2%
	21.7%
	8.7%
	6.5%

	Male teaching staff
	10.0%
	35.0%
	45.0%
	10.0%

	Male non-teaching staff
	11.1%
	55.6%
	.0%
	33.3%

	Male Total
	10.3%
	41.4%
	31.0%
	17.2%


Table CC 4.4: Supportive Head of Unit

	My head of unit/division/section is supportive of my career development
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	 Female teaching staff
	29.6%
	25.9%
	29.6%
	11.1%
	3.7%

	 Female non-teaching staff
	45.0%
	30.0%
	20.0%
	5.0%
	.0%

	 Female Total
	36.2%
	27.7%
	25.5%
	8.5%
	2.1%

	Male teaching staff
	31.6%
	52.6%
	10.5%
	5.3%

	Male non-teaching staff
	33.3%
	44.4%
	.0%
	22.2%

	Male Total
	32.1%
	50.0%
	7.1%
	10.7%


Table CC 4.5: Difficulty of female advancement

	It is more difficult for women than men to advance in this organisation

	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	Female teaching staff
	11.5%
	7.7%
	46.2%
	26.9%
	7.7%

	Female non-teaching staff  
	10.0%
	.0%
	35.0%
	45.0%
	10.0%

	 Female Total
	10.9%
	4.3%
	41.3%
	34.8%
	8.7%

	Male teaching staff
	5.0%
	25.0%
	35.0%
	35.0%

	Male non-teaching staff
	.0%
	.0%
	22.2%
	77.8%

	Male Total
	3.4%
	17.2%
	31.0%
	48.3%


Table CC 4.6: The leadership and female careers


	The leadership of this organisation could do more for women's career development
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	Female teaching staff
	3.8%
	15.4%
	46.2%
	34.6%
	.0%

	Female non-teaching staff
	10.0%
	5.0%
	45.0%
	35.0%
	5.0%

	Female Total 
	6.5%
	10.9%
	45.7%
	34.8%
	2.2%

	Male teaching staff
	55.0%
	20.0%
	25.0%

	Male non-teaching staff
	11.1%
	44.4%
	44.4%

	Male Total
	41.4%
	27.6%
	31.0%


Table CC 4.7: Equal access to promotion

	Women and men have equal access to promotional opportunities within this organisation
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	Female teaching staff
	11.1%
	44.4%
	33.3%
	7.4%
	3.7%

	Female non-teaching staff
	35.0%
	40.0%
	20.0%
	5.0%
	.0%

	Female Total
	21.3%
	42.6%
	27.7%
	6.4%
	2.1%

	Male teaching staff
	40.0%
	50.0%
	10.0%
	.0%

	Male non-teaching staff
	33.3%
	44.4%
	11.1%
	11.1%

	Male Total
	37.9%
	48.3%
	10.3%
	3.4%


Table CC 4.8: Organisational culture and female advancement

	The culture of this organisation makes it easier for men than women to succeed
	Strongly Agree
	Agree
	Neutral
	Disagree
	Strongly disagree

	Female teaching staff
	3.7%
	25.9%
	40.7%
	22.2%
	7.4%

	Female non-teaching staff
	.0%
	5.0%
	30.0%
	50.0%
	15.0%

	Female Total
	2.1%
	17.0%
	36.2%
	34.0%
	10.6%

	Male teaching staff
	
	5.0%
	20.0%
	30.0%
	45.0%

	Male non-teaching staff
	
	.0%
	11.1%
	33.3%
	55.6%

	Male Total
	
	3.4%
	17.2%
	31.0%
	48.3%


A further analysis (Pearson’s correlation coefficient) was conducted for statistically significant findings. Tables CC 4.9 and CC 4.10 show these significant findings for female and male respondents, respectively.  

Table CC 4.9: Correlation Analysis - Female Staff

	Variable
	1
	2
	3
	4

	Fair and transparent promotion practices
	
	r = .469**
	r = -.398**
	

	Equal promotional opportunities
	r  = -.441
	
	
	

	Flexible working practices
	r = -.463**
	
	
	r = .520**

	Career support from head of unit
	r = -.530**
	r =  .524**
	
	

	Leadership could more for women’s careers
	r =  .659**
	r = -.465**
	
	

	Culture of College makes it easier for men
	r =  .620**
	r = -.553**
	r = .578**
	r = -.463**


1 = difficulty of female advancement; 2 = equal promotional opportunities; 3 = leadership; 4 = supportive 

head of unit; **p<0.01; Pearson’s correlation coefficient, 2 tailed test; n= 47 for all variables.

Table CC 4.10: Correlation Analysis - Male Staff
	Variable
	1
	2
	3
	4

	Fair and transparent promotion practices
	r = .626 **
	
	r = .722 **
	

	Leadership could do more for women’s careers
	
	r = .723**
	r = -.467**
	

	Flexible work practices
	r = .530**
	
	r = .478**
	

	Equal promotional opportunities
	r = .742**
	
	
	

	Culture of College makes it easier for men
	r = -.391
	r = .849**
	r = -.688**
	r = .684**


1 = supportive head of unit; 2 = difficulty of female advancement; 3 = equal promotional opportunities; 
4 = leadership; **p<0.01; Pearson’s correlation coefficient, 2 tailed test; n= 31 for all variables.

The following section provides some discursive analysis and conclusions of the above-mentioned findings.

Section 5: Discussion and Conclusion

The ethos of equal opportunities and non-discrimination is embedded in the College’s strategic documents, policies and employment practices (e.g. anonymous applications). This is evident in perceptions by staff and responses from the staff survey. Overall, the interviews and survey responses reveal positive views of the College. Moreover, there were significant positive correlation scores on leadership, organisational culture, promotion practices and equal opportunities for men and women. The management style of the College appears to be participative and open with an inclusive approach. It can be concluded that the College offers a conducive environment for female career progression and gender equality.

The College’s Equality of Opportunity Policy is proactively communicated throughout the organisation and moreover staff receive training on diversity and equality. The College has shown instances of commitment to equality of opportunity by promoting part-time staff and specifically promoting a member of staff as she commenced maternity leave. These actions resonate with staff and reinforce their positive views of the College. The College has done much more in this regard than the other further education institutions in this research and should be highlighted as good practice. The College is well on the way to compliance with the Gender Equality Duty.

Although vertical and horizontal gender segregation is recognised in the further education sector, this College appears to be addressing this issue. For example, it is proactively recruiting students into non-stereotypical gendered training and educational programmes. It has also restructured faculties to allow for more shared pedagogical practice across previously gender segregated units. The College also has an Inclusion Group and Steering Committee on child care to underpin amongst other issues gender equality. These efforts should be commended. However, there is vertical gender segregation at the more senior echelons of the College. For example, the Board of Management is disproportionately representative of men and the College should in the future consider broadening the membership. 

The staff survey reveals that women on average tend to spend a higher proportion of their time in various activities, e.g. administration. This may be explained by the fact that men and teaching staff are more likely to be on temporary contract and therefore not engaged in as much activity. The College may want to monitor the rate of temporary employment although presently this appears to be quite low. The College is an organisation that appears to value part-time employees as commented upon by interviewees and responses to the survey. 

There is a gender balance in application for promotion, which is indicative of staff perception that there are fair promotional practices. Women are more likely to apply for promotion if there is an opportunity for personal development and if encouraged by their line manager. The correlation analysis reveals that women believe that there is a conducive organisational culture and they do receive support from line management in terms of career development. This positive practice could be further encouraged through the staff appraisal process, which did not feature significantly as an issue.

Women also appear to be more content in their current position yet are concerned about a lack of promoted posts. Teaching staff in general are concerned about a lack of promoted posts. Teaching in the further education sector often requires areas of specialism which can limit career progression trajectories. It is recognised that the lack of promoted posts is beyond the scope of the College and is more of a sector-wide issue.

Female teaching staff were more concerned about managing a work-life balance if they were promoted. This is despite the fact that respondents agreed that the College offers flexible working practices. The concern about a work-life balance will have to be addressed, in particular since female respondents did feel they were adequately informed about the promoted posts. Women may therefore perceive that a promotion may involve more job demands and compromises a work-life balance.

The analysis of interviews and the staff survey reveal highly favourable views of the leadership, organisation culture and employment practices (promotion, career development, flexible working, etc.). For example there were significant correlation scores for the variables flexible working, promotional practices, supportive line management, culture, leadership, equal opportunities and the female advancement. The College appears to be a good employer and committed to equal opportunities. There are not many recommendations to make given the findings, but it is suggested that the College take cognisance of the following recommendations:

Recommendations:

· Continue with efforts at auditing and monitoring diversity and equality in employment practices and procedures e.g. progression rates by gender;

· Continue to mainstream gender equality in strategic and employment practices;  

· Provide employment and development opportunities for temporary appointed employees; 
· Continue to address horizontal gender segregation by encouraging synergetic working across gendered subject groups;

· Review the selection and appointment practices for the Board of Management;

· Include the substantive interests of women in governance and leadership structures and decisions. 

APPENDIX 4

UNIVERSITY A CASE STUDY

Section 3: University A Case Study 

3.1. Background and Context

In 1902, this small University was recognised as an ‘industrial university’ by the Scottish Office, but was only officially permitted to use the title since 1994. The University’s student population is drawn predominantly from the local area, with a significant number of mature students (34%) and a slight male majority (55%) (HESA 2006). Despite recent diversification of the curriculum, the subject areas of the University’s four schools demonstrate a continuing focus on science and technology: Contemporary Sciences, Computing and Creative Technologies, Business School and Social and Health Sciences. The University’s own statistics demonstrate a fairly even spread of students across the subject areas, with Computing, Business and Health attracting 30%, 25% and 30% of the students respectively, and the Contemporary Sciences accounting for the remaining 15% (ibid).  The student profile shows a relative gender balance (see Table UA 3.1)

Table UA 3.1: Student numbers 2004/05 (HESA)

	
	Male
	Male %
	Female
	Female %
	Total

	Undergraduate 


	1885
	53
	1660
	47
	3545

	Post Graduate


	405
	63
	240
	37
	645

	Total


	2290
	55
	1900
	45
	4190


Source: HESA 2004/05

3.2. Governance

The University is governed by a Court comprised of lay members, co-opted members, ex-officio members and staff members. Lay members have “experience of industrial, commercial or employment matters or the practice of any profession” and remain an absolute majority, whilst the co-opted membership includes at least one person having experience in each of “local government” and “the provision of education” (University documents). Court has a total possible membership of twenty-five with thirteen forming the lay core, six being co-opted, three being ex officio (Principal, Vice-Principal, President of the Students’ Association) and three representing academic and non-academic staff (University documents). The membership of the Court from 2006 to 2007 has achieved its maximum of twenty-five members with only four (16%) being women.

The Court and its major Committees all have clearly defined remits with the majority having a lay core member as Chair. The major Committees are: Audit Committee; Chairman’s Committee, Estates and Campus Services Committee; Finance, Personnel and General Purposes Committee; Health & Safety Committee; and the Remuneration Committee. The Court delegates to Senate its functions relating to the overall planning, co-ordination, development and supervision of the academic work of the University. The Senate has formally constituted a number of Committees, all of which have clearly defined remits. The Senate Committees include the remit for Equal Opportunities, Planning and Resources, Quality Assurance and Enhancement, Research, Staff Development and Student Discipline. The profiles of Court and Senate Committees by gender are illustrated in Table UA 3.2 which shows that of the total Court and Senate Committee members, only 28% are women. There is an over-representation of men on all of the Committees with the exception of the Court Audit and Staff Disciplinary Committees where there is parity in gender representation, and a higher representation of women in Senate Equal Opportunities and Student Disciplinary Committees. The over-representation of women on the Equal Opportunities and Student Disciplinary Committees is perhaps an indicator of horizontal gender segregation in governance roles with women assuming stereotypical feminine (e.g. ‘pastoral’ and ‘social justice’) duties. 

The over-representation of men is due to the Court membership being drawn from business elites, which as discussed in Section 2, are invariably male. The governance of the University is therefore gender imbalanced and segregated which has implications for the substantive representation of women’s interests in University policy and decision making. 
Table UA 3.2: Court and Senate Committees by Gender

	COURT
	Males
	Males
(%)
	Females
	Females (%)
	Total

	Governance Committee
	5
	71
	2
	29
	7

	Chairman's Committee
	7
	88
	1
	12
	8

	Court Appointing Committee
	14
	82
	3
	18
	17

	Audit Committee
	6
	50
	6
	50
	12

	Estates & Campus Services Committee
	13
	86
	2
	14
	15

	Finance, Personnel & General Purposes Committee
	14
	82
	3
	18
	17

	Health & Safety Committee
	19
	70
	8
	30
	27

	Staff Disciplinary /Appeals Committee
	1
	50
	1
	50
	2

	Risk Management Committee
	10
	83
	2
	17
	12

	SENATE
	
	
	
	
	

	Planning & Resources Committee
	21
	77
	6
	23
	27

	P & R - Portfolio Planning Sub Committee
	10
	77
	3
	23
	13

	Quality Assurance Committee
	11
	61
	7
	39
	18

	Quality Enhancement Committee
	11
	69
	5
	31
	16

	Research Committee
	21
	81
	5
	19
	26

	Research Degrees Committee
	15
	71
	6
	29
	21

	Equal Opportunities Committee
	6
	33
	12
	67
	18

	Staff Development Committee
	11
	73
	4
	27
	15

	Student Disciplinary/Appeals Committee
	1
	33
	2
	67
	3

	
	196
	72
	78
	28
	274


Source: University Documents
3.3. Staff

According to recent HESA (2006) data, the highest concentrations of academic staff by cost centre are located in Business and Management, Information Technology, Biosciences, Psychology and Behavioural Sciences and Nursing and Paramedical Studies. Table UA 3.3 provides the profile of staff by gender and academic/non-academic roles which shows an over-representation of men in academic, non-academic and management roles. A further disaggregation of staff by gender and grade reveals an over-representation of men in senior grades (Professors, Senior Lecturer and Readers) and only at lecturer level is there parity in the representation of men and women (see Table UA 3.4). This vertical gender segregation is consistent with most institutions of higher education, although there is peculiarly skewed representation of men at researcher grade. This is perhaps a function of a concentration in ‘science’ cost centres at the University, which as discussed in Section 2 is a subject which has a higher proportion of men. Table UA 3.5 reveals a high proportion of female non-academic, part-time employment. 
Table UA 3.3: Staff (FTE) numbers 2004/05 (HESA)

	
	Male
	Male (%)
	Female
	Female (%)
	Total

	Academic Professionals Total
	152
	61
	98
	39
	250

	Activity Managers*
	16
	70
	7
	30
	23

	Non-academic Professionals Total
	4
	67
	2
	33
	6

	Total
	172
	62
	107
	38
	279


* The ‘Activity Managers’ category is exclusive of Heads of Department and Director’s of Centres/ Units 
Table UA 3.4: Staff (FTE) by Grade 2004/05 (HESA)

	
	Male
	Male (%)
	Female
	Female (%)
	Total

	Professors
	17
	85
	3
	15
	20

	Senior Lecturers and Readers
	38
	73
	14
	27
	52

	Lecturers
	58
	54
	49
	46
	107

	Researchers
	25
	64
	14
	36
	39

	Other grades
	14
	44
	18
	56
	32

	Unknown / not applicable
	20
	69
	9
	31
	29

	Total
	172
	62
	107
	38
	279


Source: HESA 2004/05
Table UA 3.5: Part-Time Employment 

	
	Male
	Male (%)
	Female
	Female (%)
	Total

	Academic 
	5
	56
	4
	44
	9

	Non- Academic
	15
	29
	37
	71
	52

	Total
	20
	33
	41
	67
	61


Source: University’s Human Resource Department
3.4. Equality and Diversity – policies and strategies

The University, like other Scottish higher and further education institutions, emphasises the responsibility of all staff and students to uphold its commitment to equal opportunities, fair treatment and non-discriminatory practices in employment, teaching and administration, with ultimate responsibility resting with the University Court. To this effect, the Court has authorised the establishment of an Equal Opportunities Committee convened by staff and student volunteers. This Committee is accountable for co-ordinating the University’s Equal Opportunities policy and the development, monitoring and review of its supporting procedures.

The Equal Opportunities Policy, approved in 2000 and available by request from the University, confirms a commitment to the statutory requirements of equality legislation. An obligation to prevent and discipline any occurrences of inappropriate discrimination is stressed, asserting the University’s belief that ‘the pursuit of equality of opportunity is fundamental to the achievement of its mission statement and strategic plan.’ The University expresses a pledge to ensure ‘fair and open procedures… in respect of the recruitment, selection, deployment, training, promotion and dismissal of staff’ and ‘fair and equitable treatment in relation to the selection, teaching and assessment of students.’ The policy stipulates that regular monitoring of these procedures will be conducted at regular intervals ‘along with monitoring the University’s workforce, student population and job applicants.’ Furthermore, the policy declares that breaches of internal regulations with respect to equal treatment of staff and students will be taken very seriously, and that disciplinary measures exist to combat infringements, applicable to both students and staff. 

The University’s Equal Opportunities policy is consistent with legislation and articulates the commitment of the institution to an equality agenda. As the discussion of the University’s governance committees highlights, there is an over-representation of men in all other committees, except the Senate Equal Opportunities Committee. This gender segregation of roles is somewhat ironic yet consistent with other higher and further education institutions. The question therefore is: to what extent are equality policies effectively implemented throughout the institution? This issue becomes important given the Gender Equality Duty placed on all public sector organisations and publicly funded organisations to mainstream gender equality in policy and service delivery. The extent to which equal opportunities policies, specifically those related to how gender equality is implemented in the University, will be discussed in the following sections of this report. 

Section 4: Research Findings
4.1. Management Interviews
Elite interviews were conducted with managers between October and November of 2006. The sample was constructed from University records to provide a proportionate representation of male and female, academic and non-academic managers and across the broad range of academic, non-academic services and administrative areas of expertise. Potential interviewees were invited to participate in the research and were interviewed on campus. The interviewees were asked questions relating to the culture and management of the University, and specific questions related to gender equality/ balance. In total seven, 3 female and 4 male, managers were interviewed. The following section includes a discussion of managers’ responses with quotes from interviewees to substantiate and enliven points of analysis.

4.1.1. Perceptions of Management

The managers, irrespective of gender, did not have a consistent view of the management style of the University. Most agreed that the University, depending on the department, had a varied management style. The style could range from being open, collaborative and personal to being controlling, directive and ‘hands-on.’ Although managers did not acknowledge any gender bias at the University, they did however perceive the University culture to be ‘macho’ as illustrated by the following quotes:

“…she was the only…female at the time…she behaved a little like this guy I knew…she was focussed and very driven…she did it in a, dare I say it, masculine way…” 
-   Male academic
 “…a willingness to take on board big jobs…you could say it’s typically male but we happen to have a woman who can do all this…her style is firm decisive and in some respects one could say it displays the typical male traits.” 
-   Female academic

“So I manage in a very different way to other people, maybe it’s because the area I work in is more supportive but in other areas other managers might have more of a macho way of dealing with things.” 
-   Male non-academic

The managers had positive views of the University with most stating that the small size of the institutions allowed for personal, collegial engagement. There was mention of the impact of managerialism on the University (see Sections 2.4.1 and 2.4.2). Managers perceived that managerialism has resulted in cost-consciousness, increased job demands, directives/targets and bureaucratic controls. For example some stated that:

“…the University is trying to combine a paradox of managing for innovation and managing through control, and I think that reflects the economic and competitive pressures we are currently experiencing. I think the University management would like to give staff some more freedom to be innovative and creative but at the same time there are pressures which are translated into what…is a very controlled culture.” -   Female academic

“…financially things are very tight so effective, efficient business processes is something we are working on…there’s a sense on the academic side that it’s very bureaucratic and slow…” -   Female academic

“I think it’s about certain types of managers, certain types of people that this University needs. I think we need people who are prepared to be very committed, who are prepared to probably work long hours…nor get depressed by the fact that the Funding Council is always seemingly finding ways to not give us money…” 

-   Male academic
“…my staff generally tend to be less stressed and seem happier … compared to other places where there is very much an ‘I’ll tell you to do this and you will do it’ culture…” 

-   Male non-academic

“There has been discussion about more business focussed management within the University…there’s been lots of discussion and debates about target setting and so on.” 

-   Female academic

4.1.2. Equality in the institution 

Most managers recognised the gender imbalance in management, noting vertical and horizontal gender segregation, which exists at University and in the higher education sector in general. Some, irrespective of gender, were of the opinion that the segregation was a historical legacy while others stated that there is still a gender bias in favour of men. These differences of opinion are illustrated by the following quotes:

“It’s very heavily male …we’re probably more skewed than most but then we started from a very male basis…we’ve brought in things like health and social sciences so the shift began and now there’s slightly more females. Amongst the academic staff I can see that in ten years time there will be a lot of promoted staff who are female because you can see them moving through that process now.” -    Male academic

“If you look at the Management Group of this University, one head of school is female and the rest are male. So that is one in ten, and if other people see that…then people have to slog their guts out to get a little bit further than maybe their male counterparts.” 

-   Male non-academic
“I found that this University has never struck me as a particularly gender biased organisation…I have had experience in the old universities where gender bias is still alive and kicking…at academic conferences gender bias is still rampant. This University is not. In my experience, it doesn’t fall into this category.”
-  Female academic 

“It’s mostly male. There’s certain areas where most of the lecturers are male and certain areas where that’s not so much the case, subject areas, that can be quite different.” 

-   Female academic

“…I know, for example, with our Board of Governors, there is a gender issue in that it’s male dominated, but it’s something that the University officers are very conscious of and always looking at how we can address that.” 
-   Female academic

There was recognition by managers that the University is addressing inequality and introducing procedures and practices to mainstream various strands of equality. All managers were aware of the University’s Equal Employment Opportunities Policies. A few mentioned that although the Policies exist there is perhaps concern about their implementation. For example, one manager stated that the University tends to be reactive to equality legislation rather than proactive in addressing inequality where it may exist. Another stated that the implementation of equal employment policies tends to be adhoc in nature. Managers’ comments about the University’s equality efforts are included in the following quotes:

“I think some of it is seen as a legislative burden rather than looking at it in terms of ‘why is it needed?’…..we react to the legislation and then we’ll deal with this.” 

-  Male non-academic

“The University had a ‘women in games’ conference*… there are things that we try to do as an institution but to be honest, and this I think goes for the whole sector, everything is piecemeal and very isolated…there is no joined up thinking…” 

-   Male non-academic

[* This University has a renowned specialism in computer gaming, traditionally a male area.]

“…we’re still at the stage really of building up the benchmark and the data set… because we’re a small institution even the professoriate isn’t terribly big. So although we’re keeping an eye on it, it’s predominantly male at the moment and that would change. The Board of Governors, Court it’s called here, has a governance committee which had been mapping our Court against the TUC guide for Chairman of the Board of Governors. One of its benchmarks is looking at female and other areas of representation as Governors. One thing it asked us to do as Nominations Committee is to have the guideline from the TUC available when we are considering candidates to nominate to the Board. We specifically look at the guidelines and look at the pool of people. We last advertised earlier this year for potential people to be Court members and again that was an attempt to broaden the pool so that if there was undue emphasis on one gender, or non-disabled or whatever, we were taking steps to address that.” 
-   Female academic

4.1.3. Barriers to career advancement 

Managers’ views about career barriers for women ranged from a lack of confidence by women, prejudicial behaviour, masculine organisational culture, career breaks, part-time working, gendered performance assessments (e.g. RAE) and increased job demands which conflict with a work-life balance. These views are consistent with scholarly explanations for gender imbalance in the sector (see Section 2). Some managers stated that in the higher education sector as a whole there is vertical and horizontal gender segregation which can only be explained by prejudicial or discriminatory behaviour. At least two managers were of the opinion that given the small size of the University, it is seldom that promoted posts become available. This they believed was more of a barrier to career progression than issues of gender segregation. Managers articulated the explanations of career barriers as follows:

“…. you’re probably thinking about career breaks and child rearing breaks…We have been as supportive as we can be with things like maternity leave and being flexible about it and extending it. Whether there’s anything further we could do to bridge the gap that’s been created in career experience I’m not sure, because like it or not, that gap is there,…that gap is there and there for a very good reason. You can’t just make it go away. In the interval somebody who’s not been off has acquired 18 months or so of additional experience… can that be compensated for? Eventually yes - but not quickly.”  -   Male academic

“…I didn’t know whether you were going to ask me the difficult question, ‘do I believe there’s institutional bias against women?’…I think it would be naïve, even stupid of me to say no…the reason why I think there probably would be some discrimination is probably more about opportunity, and perhaps it’s that opportunity denial, is perhaps often driven by choices and circumstances…in order to do this job, you have to be able to display certain characteristics and you have to be able to work in a certain way which means long hours and a commitment to the institution…I realise that imposes a certain high cost on work life balance and for some who have home commitments…it’s just prohibitive, you can’t do it.” 

-   Male academic
“I’ve got a very able lecturer in my department for example, who for years was part-time because she wanted to have more family time. Well yes of course that impacts on your ability to progress…if she’d not made the decision ten years ago that she was going to work part- time then she would be reasonably ahead by now…but it wasn’t imposed upon her, she always insisted that she wanted to be part time. So I think there’s a fair bit of choice in that and I don’t think there are barriers…” 

-   Male academic

“I have seen more reluctance in women to go for something either explicitly or by proxy. When I talk to women about their experiences, there is a tendency amongst women to demonstrate and articulate lack of confidence and that translates into a reluctance to go for bigger jobs…whereas I find that male colleagues often express greater confidence in themselves and that might also make them more confident in going for the big jobs. So I think, yes, there’s bound to be something in that.” 

-   Female academic

4.1.4. Enablers to career advancement

Some managers were of the opinion that flexible working practices enabled female career advancement. However, at least one manager stated that the higher education sector is conducive to a work-life balance, but this does not translate into career progression. In other words flexible working or part-time employees may not necessarily be valued by an organisation. A female manager recognised that a supportive domestic life enabled her career progression. These views are articulated as follows:

“I don’t have any childcare issues at all bar agreeing with my husband…I think particularly because I don’t have any childcare issues, I’m not forced to choose between work and dashing off to pick up children, that’s sorted…so if I need to stay on, as long as I’ve let family know what’s happening then I can do that. I can work at home quite well…” 

-   Female academic

“…an academic career as opposed to a managerial career inside higher education, I think there are fewer constraints. I think it is the nature of academic life that you can work outside teaching and administration at hours that suit you, so it’s perfectly possible. I’ve seen it on a number of occasions…for a work-life balance to be achieved and still be very successful and still create very high levels of output, particularly research output…I would never claim that there wasn’t institutional bias, I think it would simply be ridiculous to claim that…” 

-   Male academic
Another manager believed that public policies have enabled gender equality and facilitated female career progression. Other career enablers which managers mentioned included; positive role models, the provision of career development opportunities and personal qualities such as being entrepreneurial, driven and skilful at impression management. These views were expressed as follows:

“If you’ve only got one person in a very senior position in the organisation, for me it just says a lot. I went to a senior management group meeting at the university…the first thing that I explained to them was about positive images.  We need positive images to do with race, disability, gender. And the first thing I said to them in their boardroom was; ‘have a look around here at the images that you’re portraying’ and they were all crusty old men!” 

-   Male non-academic

“…I think to be successful people have to be visible… there are things around the University that I can say ‘I did that’. I think if you want to be successful you have to have a few things like that. You have to be able to say, ‘at the centre I developed…’ or ‘these are the courses I’ve developed’…so you’ve really shown some initiative and drive to push things through.” 

-   Male academic

4.2. Staff Survey 

The survey was administered and disseminated online using the software package, SNAP. Staff were sent an email advising them of the research project and giving access to the online survey. The survey responses were sent directly to a member of the research team’s email inbox to ensure anonymity and confidentiality. The response rate to the staff survey was 50% (n=144) with 31% of men and 69% of women completing the survey. Although, there is an over-representation of female responses, the responses provide some interesting perspectives on gender issues. Only statistically significant gender differences and/or differences between academics and non-academics are reported upon. The following section provides perspectives on staff activities, nature of appointments, career development, and equality issues by gender.
4.2.1. Staff Profile and Activities

The respondents’ ages varied across the age groups although more women than men tended to be from a younger age category (see Table UA 4.1). This suggests that women at this University are at an early stage in their careers which is confirmed by the fact more female than male respondents are employed at the University for two to five years, and more male than female respondents are employed longer than ten years. Thirty-five percent and 65% of respondents described themselves as academics and non-academics, respectively. There was parity in the academic response rate by gender, male academic responses being 51.1% and female responses being 48.9%. The non-academic response rate was 71.7% and 28.3% for women and men, respectively.  

The majority of academic responses were from lecturers as Table UA 4.2 illustrates. In terms of activity by gender, women at this University tend to spend more time than men on teaching activities, administrative duties and on research as shown in Tables UA 4.3 to UA 4.5. However, men tended to spend more time than women in networking activities such as conference attendance. There were no significant gender differences for activities related to consultancy and/or income generation and given the low response rate to this question, it can be inferred that this is not one of the University’s core activities. 
Men (48.9%) were more likely to describe themselves as managers than women (20%). The response rate to the question of whether a staff member was a chair of a university committee was low. This is not surprising given that most of the respondents were female and as discussed in Section 3, there is an under-representation of women on governance structures at the most senior levels. Even with the low response rate to this governance question, men were twice as likely as women to be a chair of a university committee. 
Table UA 4.1: Gender and age profile

	 
	18-25
	26-35
	36-45
	46-55
	56-65
	65+

	 Male
	.0%
	17.8%
	26.7%
	42.2%
	13.3%
	.0%

	 Female
	4.1%
	26.5%
	31.6%
	26.5%
	10.2%
	1.0%

	 Total
	2.8%
	23.8%
	30.1%
	31.5%
	11.2%
	.7%


Table UA 4.2: Gender and academic grade

	 
	Researcher
	Lecturer
	Reader
	Professor
	Other

	 Male
	10.0%
	65.0%
	5.0%
	.0%
	20.0%

	 Female
	.0%
	65.4%
	.0%
	3.8%
	30.8%

	 Total
	4.3%
	65.2%
	2.2%
	2.2%
	26.1%


Table UA 4.3: Teaching activity by gender

	% of Time
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	17.4%
	4.3%
	43.5%
	17.4%
	17.4%

	Female
	3.6%
	21.4%
	32.1%
	32.1%
	10.7%

	Total
	9.8%
	13.7%
	37.3%
	25.5%
	13.7%


Table UA 4.4: Research activity by gender

	% of Time
	0-20%
	20-40%
	60-80%

	 Male
	90.0%
	5.0%
	5.0%

	Female
	65.0%
	35.0%
	.0%

	Total
	77.5%
	20.0%
	2.5%


Table UA 4.5: Administrative activity by gender  

	% of Time
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	18.2%
	68.2%
	9.1%
	4.5%
	.0%

	 Female
	34.6%
	34.6%
	19.2%
	7.7%
	3.8%

	Total
	27.1%
	50.0%
	14.6%
	6.3%
	2.1%


4.2.2. Appointment and Career Development

Men (49%) are more likely than women (38%) to be internally promoted and women (44%) are more likely than men (29%) to be externally appointed in terms of career advancement. There were an equal proportion of men and women applying for promotion at the University yet women are less likely to be internally promoted. This may be a function of gender bias and/or the relative recent appointments of women (more women were externally appointed within the past two-years).

Those respondents who had applied for promotion were motivated, in ranked order, by an increase in salary, an opportunity for personal development, encouragement from their line manager, the opportunity to influence university governance and encouragement from colleagues. There was a gender and academic/non-academic difference in responses: more male than female academics were likely to be motivated by personal development opportunities, and more female non-academics than academics were likely to be motivated by personal development opportunities (see Table UA 4.6). Although staff appraisal process did not play a significant role in respondents’ reasons for applying for promotion, more female academics were influenced by the feedback they received from staff appraisals. There were significant gender differences in terms of encouragement from line managers, opportunity to influence university governance and encouragement from colleagues. Women were more likely to be motivated to apply for promotion if encouraged by their line manager and their colleagues; men were more likely to apply if the promotion involved an opportunity to influence university governance. (see Tables UA 4.7 – UA 4.9). 
Table UA 4.6: Promotion – Personal Development

	Personal development
	(%)

	Male academic
	70.0

	Female academic
	58.3

	Male non academic
	93.0

	Female non academic
	89.0


Table UA 4.7: Promotion - Management factor

	Encouragement by line manager
	(%)

	 Male
	33.3

	 Female
	47.9

	Total
	43.1


Table UA 4.8: Promotion - Governance factor

	Opportunity to influence on university governance
	(%)

	 Male
	41.7

	 Female
	12.5

	 Total
	22.2


Table UA 4.9: Promotion - Collegial factor

	Encouragement from colleagues
	(%)

	 Male
	16.7

	Female
	22.9

	Total
	20.8


Those who did not apply for promotion were asked to state the factors which dissuaded them from applying. In ranked order the dissuasive factors were: respondents did not feel they were adequately informed about promotion opportunities; there was a lack of promoted posts at the University; respondents were concerned about managing a work-life balance; respondents were ‘happy’ in their current position; respondents believed that they were not in their posts long enough; and jointly in sixth ranked order were the dissuasive factors relating to management culture and lack of confidence. There were no statistically significant gender differences for the dissuasive factors of: inadequately informed about promotional opportunities; lack of promoted posts; insufficient time spent in post and ‘happy’ with current position. However, more female than male non-academics did not apply for promotion because of a lack of promoted posts. Of concern is that both male (55.8%) and female (49.5%) respondents did not apply for promotion because they did not feel adequately informed about promotional opportunities. The University will have to improve the communication and dissemination of career advancement opportunities for both male and female staff.
Women (40.8%), in particular female non-academics, were more concerned than men (33.3%) about managing a work-life balance upon being promoted. The concerns about managing a work-life balance are consistent with other research studies (see Section 2). Men (28.6%) were more dissuaded than women (18.4%) from applying for promotion due to the management culture at the University. This finding is interesting, somewhat at odds with our research and deserves further exploration. Other dissuasive factors, such as an increase in ‘people management’ with promotion and distraction of research objectives, were not statistically significant in response rate by gender.
4.2.3. Gender Equality Issues

In terms of variables related to gender equality issues and career development / advancement practices, most respondents, irrespective of gender, were neutral to the question of whether the University offered fair and transparent practices with regards to promotion (see Table UA 4.10). A disaggregation of data revealed that more non-academics believed that the University has fair and transparent promotional practices. Most respondents agreed that the University offers flexible working practices (see Table UA 4.11). What is interesting to note are the gender differences in responses to flexible working: more male than female respondents strongly agreed with the statement that the University offers flexible working practices. A disaggregation of female responses revealed that more female non-academics (23%) than academics (4%) strongly agreed with this statement. It can be inferred that non-academic female staff have relatively more accessibility to flexible working than their academic counterparts. This partly explains the relatively high proportion of female non-academic, part-time employment (see Table UA 3.5).

Most respondents, irrespective of gender, agreed that their head of unit is supportive of their career development (see Table UA 4.12). A further analysis revealed that non-academics appear to receive more support from the head of unit than academics. Women, significantly female academics, agreed (although men disagreed) that it is more difficult for women to advance at the University (see Table UA 4.13.). Similarly women, in particular female academics, agreed that the leadership of the University could do more for women’s career development, although men remained largely neutral (see Table UA 4.14). There were further gender differences in responses to statements of equal access to promotion opportunities, the gender balance in management at the University and whether the culture of the University makes it easier for women to succeed (see Tables UA 4.15 to UA 4.17). Men agreed there is equal access to promotional opportunities at the University. Yet, more female non-academics (42%) than academics (21%) agreed that the University offers equal access to promotional opportunities. Women disagreed, but men were neutral as to whether the gender balance in management was appropriate at the University. Most female respondents agreed that the culture of the University makes it easier for men than women to succeed.
Table UA 4.10: University has fair and transparent practices with regards to promotion 

	 
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	 Male
	2.2%
	31.1%
	22.2%
	20.0%
	24.4%

	 Female
	3.1%
	23.5%
	32.7%
	24.5%
	16.3%

	 Total
	2.8%
	25.9%
	29.4%
	23.1%
	18.9%


Table UA 4.11: University offers flexible working practices to all staff 

	 
	Strongly Agree
	Agree
	Neither 
agree/disagree
	Disagree
	Strongly disagree

	 Male
	24.4%
	31.1%
	28.9%
	6.7%
	8.9%

	 Female
	17.3%
	44.9%
	10.2%
	22.4%
	5.1%

	 Total
	19.6%
	40.6%
	16.1%
	17.5%
	6.3%


Table UA 4.12: Head of unit/division/section is supportive of my career development 

	
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	 Male
	20.0%
	35.6%
	22.2%
	8.9%
	13.3%

	Female
	17.3%
	43.9%
	19.4%
	11.2%
	8.2%

	Total
	18.2%
	41.3%
	20.3%
	10.5%
	9.8%


Table UA 4.13: It is more difficult for women than men to advance in this organisation 

	 
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	Male
	2.2%
	6.7%
	42.2%
	24.4%
	24.4%

	Female
	20.6%
	27.8%
	32.0%
	17.5%
	2.1%

	Total
	14.8%
	21.1%
	35.2%
	19.7%
	9.2%


Table UA 4.14: Leadership of this organisation could do more for women's career development 

	 
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	Male
	6.7%
	17.8%
	46.7%
	17.8%
	11.1%

	 Female
	23.5%
	37.8%
	26.5%
	10.2%
	2.0%

	 Total
	18.2%
	31.5%
	32.9%
	12.6%
	4.9%


Table UA 4.15: Women and men have equal access to promotional opportunities in this organisation 

	 
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	Male
	18.2%
	54.5%
	18.2%
	4.5%
	4.5%

	Female
	3.1%
	36.1%
	26.8%
	22.7%
	11.3%

	Total
	7.8%
	41.8%
	24.1%
	17.0%
	9.2%


Table UA 4.16: The gender balance of management in this institution is appropriate
	 
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	 Male
	2.2%
	24.4%
	46.7%
	15.6%
	11.1%

	Female
	5.2%
	12.4%
	17.5%
	40.2%
	24.7%

	 Total
	4.2%
	16.2%
	26.8%
	32.4%
	20.4%


Table UA 4.17: The culture of this university makes it easier for men than women to succeed

	 
	Strongly Agree
	Agree
	Neither agree/disagree
	Disagree
	Strongly disagree

	Male
	8.9%
	13.3%
	31.1%
	35.6%
	11.1%

	Female
	23.7%
	39.2%
	21.6%
	10.3%
	5.2%

	Total
	19.0%
	31.0%
	24.6%
	18.3%
	7.0%


A further analysis (Pearson’s correlation coefficient) was conducted for statistically significant findings. Tables UA 4.18 and UA 4.19 show the statistically significant findings for female and male respondents, respectively. 
Table UA 4.18: Correlation Analysis - Female Staff

	Variable
	1
	2
	3
	4

	Fair and transparent promotion practices
	r = -450**
	r = .618**
	
	r = .450**

	Equal promotional opportunities
	r = -631**
	
	
	

	Career support from head of department
	r = -409**
	r = .507**
	
	

	Leadership could more for women’s careers
	
	r = -.481**
	
	

	Culture of University makes it easier for men
	r = .667**
	r = -.402**
	r = .522**
	


1 = difficulty of female advancement; 2 = equal promotional opportunities; 3 = leadership; 4 = career 
development support from head of department; **p<0.01; Pearson’s correlation coefficient, 2 tailed test; 
n= 97 for all variables.
Table UA 4.19: Correlation Analysis - Male Staff
	Variable
	1
	2
	3
	4
	5

	Fair and transparent promotion practices
	r = .678 **
	
	r =.460 **
	
	

	Leadership could do more for women’s careers
	
	
	
	
	

	University offers flexible work practices
	r = .413**
	
	
	
	

	Appropriate gender balance in management
	r = .465**
	
	
	
	r = -.483**

	Culture of University makes it easier for men
	
	r=.618**
	r = -.613**
	r= .410 **
	


1 = supportive head of division; 2 = difficulty of female advancement; 3 = equal promotional 
opportunities; 4 = leadership; 5 = culture; **p<0.01; Pearson’s correlation coefficient, 2 tailed test;
  n= 45 for all variables.

The following section provides some discursive analysis and conclusions of the above-mentioned findings.

Section 5: Discussion and Conclusion

The University recognises the legacy of gender segregation at the institution and is attempting to address this through progressive equality policies and practices. However, the governance and leadership structures of the University still remain predominately male and will need to be addressed. This disproportionate representation of men at senior levels of the University is recognised by both management interviewees and survey respondents. The implementation of the University’s equality policies will also need to be evaluated as mention was made of the ad-hoc nature in which these policies are applied in the institution. This is particularly relevant given that the recent Gender Equality Duty requires the mainstreaming of gender equality in policies and employment practices.

The University has made some progress in appointing more women as the survey indicated; more (particularly younger) women have recently been appointed from out with the institution. The University will have to proactively support these women and facilitate their desire for personal and career development. The passive idea that ‘women are in the pipeline and it is just a matter of time before they progress’ to senior positions does not hold true. Recent research, for example in the NHS, shows that despite the higher proportion of female employment, women may not necessarily career progress because of a prejudicial organisational culture (see McTavish, Miller and Pyper 2006). Moreover, the fact that there is parity in male and female applications for internal promotion yet women are less likely to be promoted is an issue which will have to be closely monitored and further explored. 

The data has revealed that women appear to apply for promotion if they receive some form of positive feedback from their line manager and colleagues. This should be encouraged and developed further, for example by providing managers with effective and supportive communication skills training and through developing the staff appraisals process which currently does not appear to have much impact upon staff’s decision to apply for promotion.  Another issue which deserves attention by the University is the inadequate dissemination of information about career opportunities. This, irrespective of gender, was a barrier to career progression. This could form part of the staff appraisal / positive feedback process. Another factor which was a barrier to career progression, irrespective of gender, was the lack of promoted posts. This is understandable and unavoidable given the small size of the University. 

Women, in particular female non-academics, were concerned about managing a work-life balance if promoted. It can be inferred that female non-academics may be concerned that with a promotion comes an increase in job demands which may result in a work-life conflict. A few comments can be made about this finding. Firstly, that female non-academic may perceive promoted posts as less conducive to the domestic life, which may explain the already high proportion of female non-academic, part-time employment. Secondly, female non-academic staff have positive views about flexible working practices at the University which is indicative of their part-time employment status. Thirdly, as the survey data and management interviews suggest, academics have more work flexibility. However, this does not necessarily translate into a separation of work and domestic life and often, as suggested by Acker and Armenti (2004) (see Section 2.4.4), leads to increasing demands and stress on academics. 

The underlying assumption of increased job demands could be related to the issue of higher education modernisation / structural changes / new public management reforms and the rise of managerialism (see Section 2). This University, like most higher education institutions, is facing increasing demands for efficiency and effectiveness consistent with managerial reforms. These reforms result in cost-consciousness, competitiveness and performance management regimes (e.g. RAE). As the management interviews suggest, it results in increased job demands and employees who are entrepreneurial, driven and focussed are valued. An organisation which strives for efficiency, effectiveness and improved performance is of course desirable, unless it creates alienation and stress among employees. Furthermore, it could be inferred from some of the management interviews that these new public management reforms / managerialism values the ‘ideal employee’ and stereotypical masculine management styles. Employees, who are prepared to work full-time and long hours, sacrifice personal time for work demands, are driven and competitive, committed to and focussed on work, are valued by the organisation. As research suggests (see Thomas and Davies 2002, Goode and Bagilhole 1998, Kerfoot and Knights 1999) managerialism prioritises ‘masculinity’ (i.e. ‘think manager, think male’) and emphasises a competitive and individualistic environment which excludes ‘femininity’ and alienates those employees who do not measure up to the notion of an ‘ideal employee’. Moreover, the rise of managerialism in part explains the findings that women tend to feel alienated from the leadership and culture of the University (see Tables UA 4.14, UA 4.17 and UA 4.18). However, as mentioned above, despite the University’s attempts at addressing inequality where it may exist, the leadership is predominately male which also contributes to the alienation of women in an organisation. 

Related to the notion of an ‘ideal employee’ is the fact that organisations do not necessarily value part-time employees. Part-time employees are perceived as less than committed to their career and employer. The University will have to pay due regard to part-time employees, especially given the high proportion of female part-time employment, to ensure that they are afforded the same career opportunities as others. The University and the higher education sector in general will also have to continuously review employment procedures e.g. assessment criteria, sometimes perceived to be ‘objective’ yet gendered, to ensure that women are not unduly disadvantaged. In particular the RAE as mentioned in Section 2 is considered to be gendered but often used as criteria for selection and promotion.

Recommendations

The University is advised of the following recommendations in light of the research findings:

· Continue to make progress on the collection of gender disaggregated data (in terms of good practice and to ensure compliance with the Gender Equality Duty);
· Review employment practices and policies to ensure the mainstreaming of gender equality (e.g. assessment criteria, equal opportunities for part-time employees, etc.);

· Involve line managers in supporting employees’ career and personal development aspirations (e.g. through staff appraisal process, full and proactive dissemination of career opportunities, etc);

· Re-assess the manner of recruitment and selection to governance and leadership structures to ensure more diversity and the substantive representation of women;

· Review the structure of work to ensure a reconciliation of work and personal life; 
· Address women’s perception of alienation from the University’s leadership and culture by actively supporting their career aspirations and including women in governance and leadership structures.
APPENDIX 5

UNIVERSITY B CASE STUDY

Section 3: University B Case Study 

3.1. Background and Context

The University is a large research university situated on a multi-centre urban campus. It is structured into three colleges (Humanities and Social Sciences, Science and Engineering and Medicine and Veterinary Medicine) containing a total of 21 individual schools offering over 350 undergraduate and 160 taught post-graduate degree programmes (Table UB 3.1.). 

Table UB 3.1: Student numbers 2004/05

	
	Male
	Female
	Male (%)
	Female (%)
	Total

	Undergraduate 


	7320
	9390
	44%
	56%
	16710

	Post Graduate


	3020
	3320
	48%
	52%
	6340

	Total

	10340
	12710
	45%
	55%
	23050


Source: HESA, 2004/05

The University ranks high in the Times Higher Education Supplement 2006 league tables, with a mean TQA score of 23 out of 24, over £95m in research income and an average RAE score per staff member of 5.6 (maximum 7). The undergraduate completion rate stands at 91.9% with a staff to student ratio of 14.2 (THES, 2006). The student profile reveals a ‘balance’ in representation between male and female students.

3.2. Governance

The University is governed by the University Court, which also acts as the legal persona. Other principal bodies include the Senatus Academicus, the institution’s most senior academic committee, and a General Council which consists of graduates, academic staff and University Court members (and some former members). There are 46 additional committees listed on the University’s website; a gender breakdown is provided below for some of the most important of these committees. Table UB 3.2 illustrates the composition and gender breakdown of Court membership.

Table UB 3.2: Court Membership by gender

	Background
	Male
	Male (%)
	Female
	Female (%)

	Business
	3
	15.7
	1
	5.2

	Professional / Public Sector
	6
	31.5
	3
	15.7

	Civic
	1
	5.2
	1
	5.2

	Other
	2
	10.5
	2
	10.5

	Total
	12
	63
	7
	37


University website, accessed 2006

The proportion of female Court members (at 37%) approximates the average for the sector. Explanatory frameworks for such gender skewing have been mentioned above (see Section 2) and apply here: membership of such bodies is drawn from local and national business and other elites which are themselves gender imbalanced. Court membership from categories and backgrounds where there is less male domination (e.g. professional and public sector) is similarly skewed and this leads to serious inconsistency with government policy aims to increase the representation of women on public appointment and public-funded Boards (see Modernising Government White Paper, Cabinet Office 1999; Barmes 2002; Cabinet Office 2001, 2004; Committee on Standards in Public Life 2005). The low levels of female representation on the University’s Court will need to be addressed. Key committees and bodies within the University similarly display gender bias as indicated in Table UB 3.3. For example, all of the groups below with the exception of the Remuneration Committee and the Finance and General Purposes Committee are male dominated.

Table UB 3.3: Committees by gender

	Committee / Body
	Male
	Male (%)
	Female
	Female (%)

	Academic Policy Committee
	38
	21.8
	12
	6.8

	Academic Review Board
	26
	14.9
	19
	10.9

	Central Management Group
	18
	10.3
	6
	3.0

	Finance and General Purposes Committee
	7
	4.0
	6
	3.0

	Honorary Degrees Committee
	8
	4.5
	5
	2.7

	Principal’s Strategy Group
	7
	4.0
	2
	1.7

	Remuneration Committee
	2
	1.7
	2
	1.7

	Quality Assurance and Enhancement Committee
	12
	6.8
	4
	2.2

	Total
	118
	68
	56
	32


It is perhaps interesting to highlight two ironies which backdrop against this picture of highly gendered representation. First is the strong commitment of the Committee of University Chairmen to aspects of ‘good governance’ and ‘modernisation’ in line with government policy, yet the Tables UB 3.2 and UB 3.3 show a gender imbalance. This ‘modernisation’ is allied to a shift over the last decade which has seen university governing bodies developing a stronger ‘steering core’ representing a shift to a managerialist/corporatist model of governance from one defined previously as a collegium/bureaucratic one (Middlehurst 2004; Shattock 2007). In theory, modernisation and the managerialist model with the strengthened central direction, could allow for more of a gender balance however, as the gender representation of Court and Committee membership has shown, this is not necessarily the case. Second, this University displays some leading edge practice: it has maintained (in advance of the legal requirement to do so) gender disaggregated data on the appointments and promotion process; its equal opportunities and diversity machinery operates at various levels of management; and its equal opportunities and diversity policy specifically addresses mainstreaming.

3.3. Staff

The following tables reveal that there is a disproportionate representation of men at academic professional and ‘activity management levels’ (*). Only at the level of non-academic professional level do men and women reach near parity in representation. The data for staff disaggregated by academic grades reveal once again a disproportionate representation of men at senior levels. Professorships are overwhelmingly held by men, as is in the case for senior lectureships, and at lectureship level men are still in the majority. It is only at researcher level that men and women have a balanced representation.

Table UB 3.4: Staff (FTE) numbers 2004/05 (HESA)

	
	Male
	Male (%)
	Female
	Female (%)
	Total

	Academic Professionals 
	1705.5
	62
	1045.9
	38
	2751.4

	Activity Managers*
	72
	60
	47.7
	40
	119.7

	Non-academic Professionals 
	180.5
	45
	221.3
	55
	401.8

	Total
	1958
	60
	1314.9
	40
	3272.9


*The ‘Activity Managers’ category is exclusive of Heads of Department and Directors of Centres/Units.
Table UB 3.5: Staff (FTE) by Grade 2004/05 (HESA)

	
	Male
	Male (%)
	Female
	Female (%)
	Total

	Professors
	332
	89
	39
	11
	371

	Senior  Lecturers & Researchers
	445.2
	74
	158
	26
	603.2

	Lecturers
	350.5
	63
	206
	37
	556.5

	Researchers
	522
	50
	524
	50
	1046

	Other grades
	65.8
	36
	118.9
	64
	184.7

	Unknown / not applicable
	252.5
	48
	269
	52
	521.5

	Total
	1968
	60
	1314.9
	40
	3282.9


3.4. Equality and Diversity – policies and strategies

The relevant documentation concerning the University’s equal opportunities policies and strategies highlight the progressive actions taken to ensure the absence of discrimination, promotion of equal treatment at all levels of the University, recognition of the diversity of students and teaching staff and acknowledgement of the contribution of diverse backgrounds in the academic community. The University agreed its first Equal Opportunities Policy in 1988, an action that was followed by the appointment of a full-time Equal Opportunities Officer and the eventual establishment of an Equal Opportunities Office in the then Personnel Department in 1994. 
An Equality and Diversity Committee deals with both staff and student equality issues and an Equal Opportunities Technical Advisory Group (EOTAG) deals with the collection and monitoring of appropriate equality related data. The Equality and Diversity Committee’s remit includes reviewing the quantitative and qualitative evidence, feeding this back to relevant boards and committees within the University and ensuring the visibility of equality and diversity issues throughout the institution. The EOTAG monitors data from both staff and students and establishes benchmarks for data comparison. The group reports annually. 

Each college has an Equality and Diversity Committee for consideration of staff and student issues. Each school has an equality and diversity officer who assists Heads of School to promote equality and diversity and wider participation, and to maintain compliance with University policies (43 individuals in total). They represent a first point of contact for staff and students for all equality, diversity and widening participation issues and play a key role in consultation and dissemination.
Much of the University’s policy documentation on equality and diversity refers to strategic planning rather than current circumstances. A statement from 2005 outlines a five-year priority and action plan, in which ‘the University will aim to meet [its stated] objectives in respect of its organisation, staff, students and delivery of education.’ A concise list of the University’s strategic equality and diversity aims offers the following objectives:
· Mainstream equality and diversity perspectives into all University activities; 
· Make the University a better place to work for all staff and an employer of choice for people from all backgrounds;
· Provide a high quality teaching and learning experience for all students recognising that they come from an increasingly diverse range of backgrounds; 
· Increase the diversity of our staff and students in all subject areas and at all levels of the institution.
The University outlines specific priorities and strategic aims when setting and monitoring targets. Basic monitoring practices include the collection of relevant data from students and staff, such as ethnicity, nationality, disability status and gender. For staff, the University intends to develop monitoring arrangements to facilitate the collection of data relating to job application rates, selection success rates and success rates at different stages of the selection process. Additionally, the University will tabulate information based on the composition of the workforce disaggregated by school, grade and type of work, by gender, ethnicity, disability and by pay and staff group. Other factors, such as access to training, promotions nominations and success rates, harassment and discrimination complaints, and grievances and disciplinary proceedings and decisions made, will also be monitored.

Similarly, comprehensive monitoring practices will be applied to student data as the University attempts to capture statistics on applications, admissions, achievements and progress, as well as measuring the success of specific programmes designed to increase the number of students from under-represented groups. The University will also take the noteworthy step of qualitative monitoring, or systematically evaluating the satisfaction of staff and students through periodic assessment exercises, which will include elements of equality and diversity. 

The University has demonstrated the seriousness with which it takes equality and diversity concerns by making publicly available the first reports prepared by the Equal Opportunities Committee. These documents contain information on workforce composition, disability status and ethnicity, as well as data on recruitment, promotion and leaving, disaggregated by gender. Where data is insufficiently reliable, the University makes this clear and explains its shortcomings. This level of disclosure of equality and diversity data is among the highest for Scottish universities, and reveals a genuine commitment to both monitoring and analysis of the relevant figures. The University’s efforts in equality and diversity auditing and monitoring represents good practice and could be used as an example for replication in other institutions in the education sector, especially given recent legislative requirements such as the Gender Equality Duty.
Section 4: Research Findings

4.1. Management Interviews

Elite interviews were conducted with managers between May and August of 2006. The sample was completed from University records to provide a proportionate representation of male and female, academic and non-academic managers and across the broad range of academic, non-academic services and administrative areas. Potential interviewees were invited by letter to participate in the research and were interviewed on campus. The final sample is indicated in Table UB 4.1. The interviewees were asked questions relating to the culture and management of the University, and specific questions related to gender equality/ balance. The following sections provide an analysis and discussion of the responses from interviewees according to these questions. This section includes quotes from interviewees to substantiate and enliven points of analysis.

Table UB 4.1: Elite Interview Sample

	
	Male
	Female
	Total

	Academic
	4
	4
	8

	Non-Academic 
	1
	2
	3

	Total
	5
	6
	11


4.1.1. Perceptions of Management
Many elite interviewees, particularly academics, claimed to have had little inclination to enter management in the early stages of their careers. An exaggerated historical enmity between ‘independent’ academics and institutional managers is described by some interviewees as one possible explanation for academics’ disinclination to apply for managerial posts.
“No academic likes to admit that they had a desire to be a manager. The culture is you are going to be a world-famous scientist...and no-one would ever want to do anything else - you were forced into management. Your colleagues forced you.”                          -   Male academic
“I really came into [management] because, I suppose, I was asked. There was very little alternative. I’m not interested in it but was a kind of ‘good citizen’ act.”                 -   Female academic

“Well, nobody decides to go into higher education management! Firstly we don’t use the term “management” because it goes down very badly…”   -   Male academic

It is recognised, however, that transitions into management can be encouraged and aided by the nurturing of certain aptitudes. For academics, though financial resourcefulness and respect amongst peers are taken to be standard qualities required by managers, dexterity with ‘people skills’ and talent for persuasive communication are also identified as core competencies for effective academic management. The structural and financial evolution of University departments has resulted in shifting managerial priorities to such a degree that status and length of service, two criteria that formerly constituted the basis for many promotions in higher education, have been in some cases supplanted by specific managerial skills.
“Different sorts of roles clearly involve, I think, rather different sorts of people. So a head of college has got to be a leader, but also has got to inspire people, has got to encourage people, persuade them to do things and come together …but also has to be a top line manager and ultimately be making decisions about resources,… to be the persuader and above all – and this is the most difficult thing in management – has got to be able to say ‘No’…” -   Male academic
“I think the people who are effective managers around here are the ones who tend to be more open to other ideas, who consult broadly but don’t undermine themselves by the consultation…The effective ones, I think, are the ones who consult, take their time about decisions and don’t lose the initiative in doing that. There are some people who don’t really care what other people think and just push it through.” 

· Male academic

Non-academics in senior management also associate particular strategies, personal qualities and professional values with the successful governance of HE institutions. Senior managers in the University’s operational sections regularly cited an understanding of how to work effectively with colleagues, as distinct from a more directive approach, as one of the key factors in achieving institutional goals. Instrumental to managing in a collaborative, consensual fashion is, according to interviewees, a diversity of ideas and backgrounds among senior staff. Varied professional experience can also prove crucial to importing methods and governance principles from other sectors.

“What you want at senior management level, whether it’s this organisation or any other organisation, is a range of skills and approaches. And if you’re looking at the board of a top company…what I would hope, and what I would expect to see, is a mixture of some female, some overseas, some UK males as it were. Because they will all have different perspectives to bring into the company…You’d want that in an institution like this as well.” -   Male non-academic

“I think people in higher education think that the world of business operates very much like a strict organisation chart and it absolutely doesn’t. And this mixed model is quite common [in the business sector] and it really works pretty well.”
· Female non-academic

This ambition to achieve a heterogeneous professional and personal composition in the senior management team has obvious implications for equality and diversity issues. A recognition of individual contribution based on specific skills and experience, as opposed to status and seniority, is commonly cited by senior managers as a positive institutional development, and one that is now firmly rooted in the University’s HR policy, promotion criteria and staff development programmes. For women with children, who are statistically more likely than their male colleagues to take career breaks, this appreciation of skills related to particular operational responsibilities has the potential to lead to quicker and more successful transitions to management roles.

“I do think it helps having a cross-section of personalities and within that, if you can have a male-female mix, yes, I think that’s better. I think that is good. I think - to become very generalistic - you do bring different strengths to bear but I also think you can get some very female males and some very male females, if you know what I mean.” 

-  Female academic

“In my experience, mixed groups are better… In my experience a group with a small number of women, or sometimes a large number of women, has a rather more socially oriented dynamic to it… but that’s possibly only because some of the male dominated groups – they have a sort of clubby way of doing the dynamic that women don’t quite get.” 

-  Female academic
4.1.2. Equality in the institution – Women and men as ‘equal but different’ 

When asked about predominant attitudes and personality types among senior management staff, many interviewees agree that enthusiasm and compatibility with other colleagues are the most evident common features of successful managers. Varied personalities and management styles are stressed as the norm, while a domineering or authoritarian manner is largely seen as antiquated and obsolete. This evolution toward a more inclusive (non-traditional) collegiate institutional culture is perceived to be part of a more general modernisation of the University, and the expanded presence of women in key decision-making roles is viewed by some as a natural effect of social and sector-wide evolution, rather than a result of specific policies and directives. There is a perception among some interviewees, however, that men and women can display different gendered attributes in their management styles and in some cases this should be capitalised on by the University. There is recognition of the gendered nature of management (see Section 2.4.2.) as illustrated by the following quotes;
“…At the senior level of the university I feel that there are women who are, I suppose, more empathetic, more proud of what their staff do, more inclined to give them feedback, more inclined to praise people. But I do have some female managers who are very controlling… so there isn’t by any means a consistent approach.” -  Female non-academic
“[Women] will take on… if there is a nasty job that the Head of School wants doing, [for example] they want [someone to] look after the first year students, women volunteer to do it, whereas men do not do that. It’s a general statement but on average men are very much more selfish, very much more single-minded…They don’t think of these people issues, they think more of themselves. That’s a sweeping statement but there’s an element of that in [the situation]… I think it’s that [women] quite like the people part of it. I’m not saying that men don’t, but frankly men can be really selfish and career-orientated. You only have to look at families where there are two academics and find out who does the majority of the housework.” -  Male academic

“I was at a meeting recently about promotion and things like that and one particular VP suggested that one of the things they were doing with the women colleagues was trying to make them more sort of selfish and not take on so many sort of ‘caring’ roles within things to make sure they got up the ladder more quickly…I thought that was completely the wrong approach and what they needed to do was to value those contributions equally…So it’s trying to get across these cultural differences which are male / female differences, really, and make sure that we don’t end up with a male-dominated way of doing things.” 
· Female Academic

“…I think [women] probably do manage differently. I think they probably think about other people a bit more and what’s good for them as well as thinking what’s good for the institution…If you get all males….I think they can be quite aggressive on occasion. So having a better balance wouldn’t do any harm!” -   Female academic

“…On balance I find that the female managers, at whatever level, will be adopting a more consensual approach rather than a directorial approach. With the males, it splits.”
· Male non-academic
There is an obvious consensus among interviewees that the University should do everything in its power to prevent gender-based (and other forms of) discrimination while ensuring that the best candidates, irrespective of gender or other demographic attributes, are selected for jobs and promotions. Many senior staff members commented that the University had made great strides to ensure equality on all fronts and lauded the progressive nature of the organisation’s equal opportunities policies and staff development programmes. However, there is a recognition that vertical and horizontal gender segregation still exists at the University as illustrated by the following quotes;
“It is a traditional university which is a major world player in terms of research and we would be completely daft to do anything to erode those standards. We mustn’t, because that’s our business but that doesn’t mean that everybody has to be in the same mould, exactly the same mould… [Patriarchy] is not the image we give off in most of our public presence these days because the university has changed hugely – hugely! – in the last four years.” -   Female academic
“…At the moment…we have a very active equal opportunities committee…we monitor all appointments, all promotions that kind of thing, for gender balance rather carefully…A lot of thought is given to things including the symbolic…as well as the more genuine thing. Quite a lot of thought has been given to our mentoring networks for women; each college has women committees…that kind of issue. When we look at employment figures, for example, there are virtually no female servitors – porters – and very, very few male secretaries. And both of these are issues that are being looked at.” -  Male academic

“The culture of the university, with its emphasis on directness and rather straight talking, which comes from an academic culture that one sees in all sorts of contexts…I think the average woman is less at ease with that than the average man. That’s what I personally believe. Not to say that all women are unhappy with it and all men are happy, but I think that is probably true I have this suspicion that the culture of a typical university or a university like this…is a slightly macho, and that probably has a negative impact on the willingness or enthusiasm of women to participate in academic management roles. I don’t see any explicit barriers on the other hand.” -  Male academic

Mentoring schemes, women’s professional networks, gender-neutral and women-centred training programmes, family-friendly work practices, equal opportunities policies and a commitment to general staff support and career progression are cited as developments within the university that help to promote and maintain gender balance and equality, as well as foster an intellectually rigorous and skilfully managed working culture. Such positive initiatives and actions, it is argued by some senior managers, must be tempered by consideration of the fact that gender equality has, with respect to issues such as representation in senior levels and pay, not been fully achieved in the organisation. An assessment of barriers and enablers to career progression in the University, with specific reference to gender issues, is needed to assess the matter more critically.

4.1.3. Barriers to career advancement 

With a multitude of efforts extended to encourage staff members to apply for promotions and enter higher paid managerial roles, there is an understanding among senior staff that some employees will be reluctant to apply for management positions for a variety of reasons. Interviewees offered a number of suggestions as to why the career trajectories of staff can vary significantly, revealing some important consistencies when discussing the impact of promotions on the research output of academic staff. In a research-led university of international standing, the onus on academics to produce original research and maintain a steady publication portfolio is strongest at non-managerial levels. The reduction in dedicated research time that a management role demands can be a major constraint on career advancement for professionals whose first priority is research.

“We had someone who was a very good scientist who became Head of School for five years and said when he finished being Head of School he was going to go back to the lab. A year later he changed his mind and applied for a more senior position in the university. He couldn’t go back. It’s very difficult because quite a lot of it is technique…techniques move on and you lose touch with the actual day to day problems you’re seeing.” -   Male academic
“…The problem is that when you are doing that kind of thing, when you become…let’s say Head of a department or Head of School unless you’re very near retirement, these posts don’t go on forever, and it’s not at all clear what you’re going to do after the fact, when you’ve been taken away from active research. Some people manage to do it part-time and that’s okay, but I think universities are not good about arranging the careers of people who feel they want their lives to go that way.” 
-   Male academic
“…When I do my time allocation returns I put down 85% admin, 5% teaching and 10% research and research-related activities…I mean I’m paid to do an admin job but I am also one whose job description is that they will maintain some academic life, so I think I’ve got it about right.” -  Female academic

“…[My predecessor] was absolutely terrified as to what would happen when his period of office came to an end because he couldn’t go back to research and he had done hardly any teaching.” -   Male academic
The managerial-research ‘trade-off’ clearly provides tensions for career development across genders. However, a strong research portfolio is undoubtedly important for aspiring academics, but research in itself has a distinctly gendered dimension. Hiring and promotion criteria concentrate strongly on research output in terms of quality and quantity. As women researchers are likely to take longer career breaks to deal with family responsibilities, having children can be seen as a significant barrier to career advancement when the resultant effects on research output are considered. Although many senior staff emphasise that periods of professional absence, such as maternity leave, are placed into job candidates’ individual research contexts, there is an admission that gaps in one’s publication record may still act as a barrier to the attainment of career goals. This would apply objectively to both men and women, but given the greater statistical frequency of women taking career breaks or performing their jobs on a part-time basis, such issues may be said to affect women disproportionately. 

“I think the way it affects a woman more specifically is if she’s had a career break. If she has two or three kids, if she takes time off or works part-time, I mean….It’s very difficult, particularly in areas like Biology, it’s very difficult for you to say, ‘I have to go at four,’ because if something goes wrong with an experiment, it’s going to run on to four-thirty because you had a bit of a delay…So you know, having time constraints is a problem. Most academic women are having children in their 30s rather than their 20s, just the time when they have decided to become a professional and have to establish themselves. And there’s no use saying we make allowances for that…. If you’ve not got the papers, you’ve got a problem!” -   Male academic
“…You can’t progress in a research environment unless you go to conferences and things, for example, and if you’ve got young kids that can be quite difficult, for females far more so than for males.” -   Female academic
“I think myself that rather less work has been done on making it easier to do work part-time, but that’s not an issue that we haven’t thought about. Quite a lot of discussion has been made on it and I think there are very major difficulties that nobody in any sector that I’m aware of has solved about, for example, promotion for people who’ve worked part-time. You won’t get promoted to senior lecturer if you worked half-time. These are issues to which solutions don’t exist as far as I know.”  -   Male academic

This issue is not just confined to academic staff, however. Although one senior manager commented that support staff are gradually beginning to gain recognition as a vital component of the University’s intellectual and administrative culture, an historical division between the (predominantly male) academic staff and (predominantly female) support staff has created an unnecessary segregation in terms of management policy and staff development. A common refrain holds that support staff are taken less seriously in the organisation, and that part-time workers are at an even greater professional disadvantage. 

“…If you take the most senior women in this university, only one of us has got a family and she’s got a grown-up daughter. So you think… well, maybe that’s not an accident… so we can operate in a long-hours culture… What I think is definitely true is, because of the long hours culture, part-timers are not viewed in quite the same sort of way.” 

· Female non-academic
“If you look at what are the real barriers in university life, it’s not between the sexes, it’s between academics and everybody else, and I would say we’re making a lot of progress in softening that boundary. And that’s really a kind of class distinction… More generally the academic culture here is changing, and changing in a positive way. We do have much more integration than before between university administration and academics. Indeed, the administrators are predominantly women… I don’t want to exaggerate the change because the change is very small and we’re still quite old-fashioned in many ways. But the change is in the right direction. I think all of that is in a way related to the gender balance issue, because I think as one hears more voices of the support staff, I think that’s changing the culture of the organisation. I think that is a bit relevant to the gender balance question, albeit indirectly.” -   Male academic

It is evident that competitive pressure exists in both academic and support spheres, with one female non-academic citing a need to be ‘visible’ as crucial to being taken seriously and considered capable by senior management peers. For academics, this ‘visibility’ is somewhat more systematised in terms of research output, which is monitored and graded by the national Research Assessment Exercise (RAE). There is evidence (see Roberts 2003) that the RAE is gendered, also illustrated by the above quotes. Furthermore, the RAE impacts upon job demands and consequently increases stress which raises a work-life conflict.
“All the RAE does is to try and work out how the UK is doing and encouraging people to try and be competitive in that pre-existing marketplace. So the RAE is a response to that market – not to a system but to a market, and that market is international.” -   Male academic
“Well, I suppose the RAE, although it’s supposed to be about research excellence, is talked about by managers who are worried about the money that follows it… People who want to take the management route could actually be sort of ducking from research activity – if you feel you’ve written all you’re going to write or are not up to it anymore… like writer’s block on research.” -   Female academic

“…I think the workload at universities and the work-life balance has got so much worse than it was - not so much for me, as I said earlier on, but in general – relatively recently, and not just in this country… I think it’s insupportable, actually. I think something about that kind of thing will have to happen to make it better… The gender issue brings it home but it’s not only a gender issue. It’s a lifestyle…issue.” -   Male academic

The work-life balance issue is cited as one of the most common dissuasive factors affecting employees’ entry to management. It is a stereotyped view that women will be disproportionately affected by an imbalance in time spent at and away from work, but one that has some currency, given that most academics acknowledge through anecdotal evidence that women generally tend to be shouldered with a majority of family care responsibilities as illustrated by the following quotes: 
“…I do try hard not to take work home, or not to take paperwork home. But of course you take problems home and you think about them then, but I try very hard not to take paperwork home and I try very hard not to work at the weekends. But on the other hand, if I’m an external examiner for a PhD and I know I’ve got that on the Monday and I haven’t read it, well I know I’m going to have to read it over the weekend.” 

-   Female academic

“Yes, I work long hours every day. I have lots of evening meetings and I do have a fair amount of travel away which involves evenings, weekends, what have you.” 
· Male non-academic

“…To do an administrative role while you’re still being an academic would exacerbate the [work-life balance] situation, because frankly all you’re doing then, if you’ve got time constraints anyway, is doing more administrative work… In fact, actually, if you want to be an academic, what is important for the school is to make sure that a woman who’s got family commitments or other sort of commitments is given more time to do research, not less.”  -   Male academic
“…I suppose I spend two to three hours a night working on other things and I guess like most people at my level I probably spend five, six hours [working] on a weekend, also at various times.”  -  Female non-academic
“…I think on the whole [a transition to management] has a negative impact on the work-life balance, because I think people with management roles feel probably under even more pressure to work long hours and the hours are not any more regular….In a way you could say it doesn’t reduce the hours and possibly reduces some of the flexibility if you had to stay at home with the kids in the morning.” -   Male academic

“I have a colleague not quite in management but nearly at that level who has seen herself promoted over because she has made a rational decision that she doesn’t want to work during school holidays. And there is an extent in my view in which one would agree that you just can’t have it both ways. You can’t expect to rise to the top and also spend a great deal of time doing other things. I think you possibly just can’t.”                -   Male academic
4.1.4. Enablers to career advancement

The work-life balance issue is one that can straddle both the ‘barrier’ and ‘enabler’ categories. While many senior staff, both academics and non-academics, claim that senior and promoted posts demand a considerable sacrifice of work-life balance, there are encouraging comments made about the flexibility of working hours in the HE sector as a whole. Most interviewees agreed, on the issue of work-life balance, that the HE sector is generally accommodating – for academic staff, at least – when it comes to flexible work schedules. For many of the interviewees the academic job allowed for flexibility in order to attend to familial or other commitments thus being able to balance work-life requirements. While it is acknowledged that to consider this an exclusively female issue relies on sexist stereotypes, many interviewees have remarked that, given the greater physical and time demands of raising children on the average women, the university’s endorsement of self-management can be an attractive feature of HE careers for talented, capable women (and men) with extraneous responsibilities. 
“…There are some positive aspects about an academic career from a family point of view. The hours tend to be quite flexible, which is good, particularly when you’re a young family. So I think my family’s gained as much as it’s lost from having a lecturer as a father.” 
· Male academic
“…Being an academic is one of the most flexible professions there is, really. There’s usually nobody saying you’ve got to be here at 9 if you decide that the best thing for you is to come in at 10 and get everything done and work late or whatever…”              -    Female academic
“Actually, one of the good things about university is the flexible working – not for all categories of staff but for many, it’s actually easier than in many organisations. Certainly, it’s not that difficult to work part-time… I think [work-life balance] is a choice. I don’t mind because I am choosing how much to do at any one particular point in time, so I’m happy doing it.” -  Female non-academic

It is significant to note that many interviewees discussed both flexible working as an enabler and a long hours’ culture as a barrier to career advancement, with and without reference to the issues gender dimension. This is indicative of the fact that although many senior managers have positive views of the University’s equality policies, they find the University’s culture highly competitive to the disadvantage of individuals with priorities that can affect their work commitments. In addition to the University’s accommodation of flexible working, the interviewees expressed an appreciation of the University’s training and staff development programmes, as well the efforts of various schools and departments to engender a culture of mentorship and role models, particularly in areas such as mathematics and engineering, where male majorities among both staff and students are still very disproportionate. As regards training and development for individuals seeking promoted posts in management, the provisions offered by the University have received significant levels of praise.

“So now when the university tries to run leadership courses for people in mid-career, I’m very supportive of that because I think unless you give people that experience, then how do they know they can do it? And they may find they really enjoy it, and if they do, let’s groom them up to be Head of School.”  -   Female academic
“People who do have line management responsibilities have got to be very much aware of them and I have had such responsibilities in the past, but only for a few people really… Of course, even now there’s more training available for such people than there was when I started… I had very little training… And also, some of the training people need is university-specific training about simple things, you know, mechanical, routine, clerical… that wasn’t given so much in the past.”  -   Male academic
Mentorship and the symbolic function of role models are factors which, combined with actual practical training, are seen as influential agents in the effort to increase women’s representation in advanced stages of academic careers.  Whether informal or policy-led, women in senior positions are often felt capable of exerting positive influence on aspiring female managers who, by applying for and achieving promotions, are entering a domain traditionally inhabited overwhelmingly by men. 

“I think [role models] are really, really important. I mean I was involved with setting up a mentoring scheme in [this university], a mentoring scheme for females, senior staff mentoring PhD students and junior staff. And then people who had been mentored then became mentors, and that worked really well. And it was done along with career development courses as well, so they would end up doing self-evaluation and courses to try and decide where they wanted to go…” -   Female academic

“I had a number of discussions with women in the college who are facing issues to do with their personal career trajectory and I have… encouraged them to come forward for promotion, taken a special interest in them and managed to get women promoted to chairs who have had a broader base of experience and activity than the typical male academic… I care a lot about managing people’s careers, helping them to see, to play to their strengths and to move on in the organisation - and that happens to have been very useful for some women…” -   Female academic
“If you don’t ever, as an undergraduate girl mathematician, see a woman mathematician, and all you see are these guys who look as if they need looking after, with the long straggly hair, shuffling in sandals in February, are you going to become a mathematician? You’re going to go to the coffee room and think, well, these aren’t my people. Even if you don’t think of it like that, subconsciously you might. So there have to be at least some role models, and those have got to be role models who are doing things which are your aspirations.” 

-   Male academic
4.2. Staff Survey 
The survey was administered and disseminated online using the software package, SNAP. Staff were sent an email advising them of the research project and giving access to the online survey. The survey responses were sent directly to a member of the research team’s email inbox to ensure anonymity and confidentiality. Only statistically significant gender differences and/or differences between male academics and non-academics, and female academics and non-academics are reported in the following section.
4.2.1. Staff Profile and Activities
The response rate for the staff survey was approximately 20%
 of the University’s staff population. The sample consisted of approximately 30% male and 70% female responses, which should be noted is not necessarily a representative sample by gender (see Table UB 3.4). Thus, although the sample consisted disproportionately of female responses, the sample nonetheless provides interesting perspectives of gender issues. The age distribution for responses was mostly from those in the 26 to 35 (25.3% response rate) and 36 to 45 (30.3% response rate) age brackets. Academic staff constituted 48.7% of the survey responses and 51.3% was from non-academic respondents. Twenty-two percent of researchers, 20.7% of lecturers, 3.2% of readers, 9.1% of professors and 45% of those classified as ‘other’ completed the survey. The survey included 60.9% of male and 43.3% of female academics (a representative sample of academics), and 39.1% of male and 56.7% of female non-academics. Table UB 4.2 provides a profile of academic respondents by gender.
Table UB 4.2: Gender/Academic Position

	 
	Researcher
	Lecturer
	Reader
	Professor
	Other

	Male 
	15.5%
	24.6%
	4.9%
	17.6%
	37.3%

	Female
	25.2%
	18.8%
	2.3%
	5.0%
	48.7%

	Total
	22.0%
	20.7%
	3.2%
	9.1%
	45.0%


There were no significant differences in length of tenure of male and female respondents, although more male (44.9%) than female (31.1%) respondents were employed at the university ten years or more. There was no significant difference between male and female respondents in how they were appointed, for example whether through internal promotion, election, an external appointment or whether it was a first appointment. There does not appear to be statistically significant differences in the roles and responsibilities of male and female academics (see Tables UB 4.3 to UB 4.7). However, a finding of note is that female academics spend relatively more time on administrative duties than their male counterparts; 32.4% of female respondents compared to 15.6% of male respondents spent 80% to 100% of their time on administrative duties (see Table UB 4.6). More male than female non-academics described themselves as managers. On an indicator of leadership, more male (17.1%) than female respondents (4.5%) were chairs of university committees. 

Table UB 4.3: Gender/Teaching and related activities

	TIME (%)
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	56.3%
	29.3%
	9.2%
	2.9%
	2.3%

	 Female
	67.2%
	17.6%
	9.3%
	4.6%
	1.2%

	 Total
	63.4%
	21.7%
	9.3%
	4.0%
	1.6%


Table UB 4.4: Gender/ Research activities 

	 TIME (%)
	0-20%
	20-40%
	40-60%
	60-80%

	 Male
	47.5%
	28.5%
	10.1%
	7.6%

	 Female
	52.8%
	15.3%
	9.1%
	13.1%

	 Total
	51.0%
	19.7%
	9.4%
	11.3%


Table UB 4.5: Gender/ Consultancy and/or income generation activities
	 TIME (%)
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	80.3%
	11.3%
	4.9%
	2.8%
	.7%

	 Female
	81.3%
	11.2%
	3.0%
	2.6%
	1.9%

	 Total
	81.0%
	11.2%
	3.7%
	2.7%
	1.5%


Table UB 4.6: Gender/ Administrative duties

	 TIME (%)
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	30.6%
	33.3%
	13.4%
	7.0%
	15.6%

	 Female
	24.6%
	24.8%
	8.4%
	9.9%
	32.4%

	 Total
	26.5%
	27.5%
	10.0%
	9.0%
	27.0%


Table UB 4.7: Gender/ Networking activities such as attending conferences, seminars, etc. 

	 TIME (%)
	0-20%
	20-40%
	40-60%
	60-80%
	80-100%

	 Male
	87.0%
	11.1%
	1.9%
	.0%
	.0%

	 Female
	83.8%
	13.5%
	1.2%
	.3%
	1.2%

	 Total
	84.8%
	12.7%
	1.4%
	.2%
	.8%


4.2.2. Appointment and Career Development
Fifty-eight percent of male and 45.6% of female respondents have applied for promotion at the university with the most frequent motivation for application being an increase in salary (82.6% male; 81.1% female). The other most frequently cited reason for applying for promotion was personal development (72.2% male; 80% female). Other reasons for applying for promotion included encouragement from line manager, opportunity to influence staff governance, encouragement from colleagues and feedback from staff appraisal. There was a difference between male and female academic responses regarding support from line management (with males more likely to be encouraged by a line manager to apply for promotion). The research findings for those respondents who did not apply for promotion were interesting in terms of their reasons. The most frequently cited reasons, in ranked order, for not applying for promotion included; respondents were ‘happy’ in their current position, lack of promoted posts, and not being in post for a sufficient period of time. Disaggregated by gender, more male than female academics were ‘happy’ in current position (47% of males as against 23% of females); more male than female non-academics declined to apply for promotion because they had not been in their post long enough (male 52% as against 41% of females). 

The research findings reveal that female respondents are more likely than male respondents not to apply for promotion because of the management culture at the university (see Table UB 4.8). Female respondents are more concerned about a work-life balance than male respondents as a dissuasive factor in applying for promotion (see Table UB 4.9). This finding was particularly significant for female non-academics. Female respondents are more likely than male respondents not to apply for promotion given a lack of confidence and support (see Table UB 4.10). Male academics are almost five times less likely than female academics to apply for promotion if it distracts them from their research objectives (see Table UB 4.11). Approximately 46% of respondents felt they were not adequately informed about promotional opportunities. Female respondents are more likely than male respondents to feel inadequately informed about promotional opportunities (53% of females and 30% of males). 

Table UB 4.8: Gender/ Management culture in university

	 
	Management culture in university

	 Male
	7.1%

	 Female
	12.7%

	 Total
	11.3%


Table UB 4.9: Gender/ Concerned about work-life balance

	 
	Concerned about work-life balance

	 Male
	8.3%

	 Female
	20.1%

	Total
	17.1%


Table UB 4.10: Gender/ Lack of confidence  

	 
	Lack of confidence / support

	 Male
	6.0%

	Female
	21.7%

	 Total
	17.7%


Table UB 4.11: Gender/Distraction from research objectives

	 
	Distraction from research objectives

	 Male
	13.1%

	 Female
	2.9%

	 Total
	5.5%


Participants in the survey were asked to respond to the statement that “the university has fair and transparent practice with regards to promotion.” There were no statistically significant differences between male and female respondents with most respondents tending to remain neutral (36.1%) with the statement. Most respondents tended to agree that their line manager was supportive of their career development, although more male than female non-academics agreed that their line manager was supportive of their career development.

4.2.3. Gender Equality Issues
Responses to the statement relating to flexible working practice were varied (Table UB 4.12). Subsequent questions relating to the difficulty of women in advancing in the University, the role of leadership in advancing women’s career development, the equal access to promotional opportunities, the gender balance in the University, and the culture of the University as factors enabling female success showed differences in male and female responses. The research findings reveal that female respondents tended to agree with the statement that it is more difficult for women than men to advance at the university (Table UB 4.13). Responses to the statement, “the leadership of this organisation could do more for women’s career development” revealed a varied response, but female respondents were more likely than male respondents to strongly agree with the statement (Table UB 4.14). More male than female respondents tended to agree that women and men have equal access to promotional opportunities within university (Table UB 4.15). The responses to the statement, “the gender balance of management in this institution is appropriate” were largely neutral (41%), but more female respondents tended to disagree with this statement (Table UB 4.16). Furthermore, more female respondents tended to agree with the statement that the culture of the university makes it easier for men than women to succeed (Table UB 4.17). 

Table UB 4.12: Flexible Work Practices

	
	The university offers flexible working practices to all staff

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	 Male
	7.3%
	40.0%
	31.7%
	18.5%
	2.4%

	 Female
	10.0%
	36.8%
	21.6%
	24.7%
	6.9%

	Total
	9.1%
	37.8%
	24.7%
	22.8%
	5.5%


Table UB 4.13: Difficulty of female advancement

	 
	It is more difficult for women than men to advance in this organisation

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	 Male
	1.0%
	8.8%
	32.8%
	39.7%
	17.6%

	 Female
	14.3%
	29.7%
	36.8%
	15.8%
	3.5%

	 Total
	10.2%
	23.3%
	35.6%
	23.1%
	7.8%


Table UB 4.14: Leadership and female career development

	 
	The leadership of this organisation could do more for women's career development

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	Male
	.5%
	20.7%
	54.2%
	16.3%
	8.4%

	Female
	15.6%
	36.2%
	38.8%
	7.8%
	1.5%

	 Total
	11.0%
	31.5%
	43.5%
	10.4%
	3.6%


Table UB 4.15:  Equal access to promotional opportunities 

	 
	Women & men have equal access to promotional opportunities within this organisation

	
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	 Male
	16.1%
	56.1%
	20.0%
	6.3%
	1.5%

	Female
	5.6%
	33.8%
	38.5%
	17.5%
	4.5%

	Total
	8.8%
	40.6%
	32.8%
	14.1%
	3.6%


Table UB 4.16: Gender balance of management 

	 
	The gender balance of management in this institution is appropriate

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	 Male
	2.9%
	26.8%
	46.8%
	20.5%
	2.9%

	Female
	3.0%
	12.8%
	38.4%
	32.1%
	13.7%

	 Total
	3.0%
	17.1%
	41.0%
	28.5%
	10.4%


Table 4.17: Culture and gender equality

	 
	The culture of this university makes it easier for men than women to succeed

	 
	Strongly Agree
	Agree
	Neither agree nor disagree
	Disagree
	Strongly disagree

	 Male
	2.0%
	17.1%
	39.5%
	30.7%
	10.7%

	 Female
	15.4%
	36.1%
	37.2%
	9.5%
	1.7%

	 Total
	11.2%
	30.3%
	37.9%
	16.0%
	4.5%


To further test for statistically significant findings, a correlation analysis (Pearson’s coefficient) was conducted. These findings revealed that for female respondents there were statistically significant relationships between: 

· “Women and men have equal access to promotional opportunities within this organisation” and “the university has fair and transparent practices with regards to promotion” (r=.467, p<0.01). 
· “The leadership of this organisation could do more for women’s career development” and “it is more difficult for women than men to advance in this organisation” (r=.699, p<0.01).
· “Women and men have equal access to promotional opportunities within this organisation” and “it is more difficult for women than men to advance in this organisation” (r=-.544, p<0.01).
· “Women and men have equal access to promotional opportunities within this organisation” and “the leadership of this organisation could do more for women’s career development” (r=-4.93, p<0.01).
· “Women and men have equal access to promotional opportunities within this organisation” and “the gender balance of this institution is appropriate” (r=.464, p<0.05).
· “The gender balance of this institution is appropriate” and “the culture of this university makes it easier for men than women to succeed” (r=-473, p<0.01).
· “The culture of this university makes it easier for men than women to succeed” and “it is more difficult for women than men to advance in this organisation” (r=.684, p<0.01).
· “The culture of this university makes it easier for men than women to succeed” and “the leadership of this organisation could do more for women’s career development” (r=.617, p<0.01).
· “The culture of this university makes it easier for men than women to succeed” and “women and men have equal access to promotional opportunities within this organisation” (r=-.520, p<0.01).
The following findings revealed that for male respondents there were statistically significant relationships between:

· “My head of unit/division/section is supportive of my career development” and “the university has fair and transparent practices with regards to promotion” (r=.469, p<0.01).

· “The culture of this university makes it easier for men than women to succeed” and “it is more difficult for women than men to advance in this organisation” (r=.583, p<0.01).

· “Women and men have equal access to promotional opportunities within this organisation” and “it is more difficult for women than men to advance in this organisation” (r=-.405, p<0.01).

· “It is more difficult for women than men to advance in this organisation” and “the leadership of this organisation could do more for women’s career development” (r= .489, p<0.01)

The next section of this report provides a discursive analysis of these findings with some concluding comment
Section 5: Discussion and Conclusion 
The elite management interviews provided some indicative insights into the culture and management of the University, of career enablers and barriers, and of gender equality issues. There appears to be a perception for academic staff of a conflict between managerial and academic roles. Academics felt that with increased managerial responsibilities, scholarly and research activities had to be sacrificed as a consequence of increased job demands. Irrespective of gender, but perhaps more so for women, this appears to be related to concerns over the ability to manage a work-life balance. Moreover, the criteria for promotion are related to excellence in subject areas, partly assessed through research outputs. For those academics who wish to further pursue research excellence, the idea of a managerial position with the consequent increased job demands is therefore not an attractive option. Interestingly, this is confirmed by male responses to the staff survey. The question therefore is where will all the future managers come from? Yet most universities wish to appoint persons to senior management positions who have credibility as academics and respected by peers. This University along with others will therefore need to re-evaluate its assessment criteria for promotion and the manner in which jobs are designed, to ensure an optimal mix of academic/research interests and managerial responsibilities without creating a work/life conflict for both men and women. Furthermore, the University will have to assess the manner in which it structures management-academic jobs to reconcile not only a work-life balance but to prevent a job role conflict.

Another matter which will need re-evaluation by the University is the issue of ‘visibility.’ As discussed above this is partly relevant to women as statistically they take more career breaks than men. There is an indication that part-time employment is less valued by management and the organisation. Increasingly, both men and women are demanding more flexibility in work practices and more of a work/life balance. The University will need to evaluate its career development opportunities and the manner in which it assesses part-time employees. If there is a perception that part-time employees or those who take flexible working options are not valued, fewer employees will opt for the flexible working practices which will mute any policy efforts by the University. 

It is recognised that although vertical and horizontal gender segregation currently exists at the University, nonetheless it has made recent strides in addressing the issue. Of note are efforts at auditing and monitoring diversity and equality in employment practices. This is a step in the right direction but in addition to this, the University will need to address particular concerns as identified in the staff survey.

The analysis of the staff survey revealed that despite the fact that men and women on balance are equally applying for promotion, there are barriers for women in their career advancement. For example there is a relationship for female respondents between ‘leadership’ and career barriers. This is perhaps a perception that the leadership of the University could do more to advance women’s careers given their difficulties in advancing in the organisation. Furthermore, female respondents appear to indicate that there is a relationship between the culture of the University and the gender imbalance. Moreover, for women there was a relationship between the culture of the organisation and the perception that it is easier for men to succeed. Thus, it could be argued that women perceive the University’s culture and leadership to be more amenable to male career advancement. This perhaps is a justifiable perception given that senior leadership positions are predominately male. And as noted by some during the management interviews, management is associated with masculinity. Since it is the leadership which determines assessment criteria for promotion and career advancement, women may be correct in their perception that career barriers exist. The male responses by contrast revealed that there is a relationship between the support they receive from their line manager and positive perceptions of the University’s career advancement practices. And overall, male respondents felt that the University’s culture, leadership and career opportunities were equally applicable to male and female staff. It is therefore suggested that the University makes a concerted effort to include women’s substantive interests in the leadership of the institution.

The staff survey, disaggregated by gender, also revealed that female non-academics tend to be more concerned about maintaining a work-life balance when it comes to assessing opportunities for career advancement.  This is an issue which the University will have to pay particular attention to. The survey revealed that women tend to spend more time on administrative duties which is not necessarily a problem, but becomes a gendered issue when administrative roles are not valued in relation to assessment criteria for promotion. Also, of note is that women stated a ‘lack of confidence and support’ as a factor which impacted upon decisions about their career advancement. This perhaps once again reveals the manner in which women perceive the criteria for career advancement dissuades them from applying for promotion. In other words, women may not be applying for promotion because they perceive the assessment criteria as unattainable and are not receiving sufficient support and information about career opportunities. The issue of role models and mentorship programmes therefore becomes particularly relevant. It is suggested that line management, through processes such as performance reviews and mentorship, encourage and support women in their career goals and ambitions.

Recommendations
The research findings reveal a perception of a gendered leadership and organisational culture. Despite commendable recent efforts at addressing the gender imbalance in management, more of an effort will have to be made towards the inclusion of women’s substantive interests. It is acknowledged that increasing the descriptive representation of women into senior levels of academia and management at the University will take time. However it is recommended that the University consider the following:

· Continuation of its efforts at auditing and monitoring diversity and equality employment practices and procedures;
· Mainstreaming gender equality in assessment criteria for promotion, performance reviews, job structure and other employment practices; 
· Career development opportunities in relation to part-time and flexible working to ensure such working arrangements are perceived as justly valued by the University;
· Support structures available to women in developing their career goals and ambitions. For example, role models, mentoring and other initiatives embedded in performance review systems;
· Addressing women’s perceptions of distance from leadership and culture of the University in terms of information and support with regard to promotional opportunities;
· Assessing the manner of recruitment and selection to governance and leadership structures to ensure greater diversity and substantive representation of women; 
· Evaluating assessment criteria for promotion to ensure optimal and sustainable mix of academic, research and managerial activities.

These recommendations are particularly relevant given the Gender Equality Duty (see Equality Act 2006) which places a regulatory duty on all public sector organisations, and those in a procurement relationship, to eliminate sex discrimination and mainstream gender equality in policy, employment practices and service delivery.
APPENDIX 6

UNIVERSITY C CASE STUDY

Section 3: University C Case Study

3.1. Background and Context

The University, which gained university status in the 1960’s, is a medium-sized, dual campus university, divided into five faculties: Law, Arts and Social Sciences, Education, Engineering, Science and a Business School. Although the university’s research and teaching backgrounds have been historically centred on the technical sciences and engineering, throughout the 20th Century the institution gradually broadened its academic curriculum and research activities to include social sciences, business and management and education.  According to recent HESA (2006) data, the highest concentrations of academic staff by cost centre are located in Education, Mechanical, Aeronautical and Production Engineering, Business and Management, Pharmacy and Pharmacology and Electrical, Electronic and Computer Engineering. The University’s Education Faculty is also the largest draw for students, followed by Business and Management, Social Studies, Mechanical, Aeronautical and Production Engineering and Humanities and Languages. Table UC 3.1 shows the student numbers available for 2004/05, indicating that over 50% of the overall student population is female.

Table UC 3.1: Student numbers 2004/05 (HESA)

	
	Male
	Female
	Male (%)
	Female (%)
	TOTAL

	Undergraduate 


	6730
	8405
	44%
	56%
	15135

	Post Graduate


	4065
	5100
	44%
	56%
	9165

	TOTAL


	10795
	13505
	44%
	56%
	24305


According to the Times Higher Education Supplement’s league tables, this institution has a mean TQA score of 22.7 out of 24 and the average RAE score per member of staff is currently 4.7 (THES 2005). Undergraduate completion was 84.7% with a student to staff ratio of 17:3 (ibid). 
3.2. Governance

The Court is the most senior governing body of the University, with membership drawn from outside the University (Lay Members), Senior Officers, Student President and academic and non-academic staff. It is responsible for the management of the University’s monetary and personnel resources. The Convener is a Lay Member elected by the Court and is currently male. Three other Lay Members, all of whom are male, have been allocated particular responsibilities by the Court as follows:
· Finance: The Treasurer, Vice-Convener of Court

· Employment: The Deputy Convener (Staff)

· Property: The Deputy Convener (Estates)
In 2006 there were 27 members of the University Court, 7 of whom were female. Two of the Court’s six committees were convened by women. The Committees of the Court are as follows:


· Staff Committee

· Joint Negotiating and Consultative Committee

· Statutory Advisory Committee on Safety

· Audit Committee

· Group on Property

· Business Ventures Group
Table UC 3.2 outlines Court membership.

Table UC 3.2. Court membership by gender

	Background
	Male
	Female

	Business
	11
	0

	Professional / Public Sector
	6
	6

	Civic
	1
	1

	Other
	2
	0

	Total
	20
	7 (26%)


Information supplied by University 2006

The proportion of female Court members is below the average for the sector (37%). Explanatory frameworks for gender skewing have been mentioned above (see Section 2): the argument being that membership of such bodies is drawn from local and national business elites which are themselves gender imbalanced. Another key body is the Senate which has responsibility for all academic matters and membership is comprised of University staff, many of whom are ex officio members. There are 69 elected staff members: 25 professors, 40 non-professorial academic staff and 4 full-time research staff.
There are in addition a range of key committees and bodies within the University which display gender biased membership as indicated in Table UC 3.3 – the only Committee not male dominated is the Equal Opportunities Committee.

Table UC 3.3: Committees by Gender

	Key Committee / Body
	Male (%)
	Female (%)

	University Management Group
	92
	8

	Senior Academic Remuneration Panel
	84
	16

	Senior Academic Appointments Panel
	84
	16

	Equal Opportunities Committee
	40
	60


It should be noted that these gender imbalances occur despite a commitment of the Committee of University Chairmen to ‘good governance’ and ‘modernisation’ through a strengthened central steering core represented by the trend in the sector towards managerial/corporatist as distinct from collegium/bureaucratic governance (Middlehurst 2004; Shattock 2007). This strengthened governance – managerial core has not led to a prioritising of gender balance. Nonetheless it should be noted that this University does operate progressive equalities policies including regular communication between the Equal Opportunities Committee and individual staff and Departments regarding the implementation of relevant qualities issues.
3.3. Staff

According to HESA data for 2004/05, this University has slightly lower that average rates of female participation at around 33% overall. An analysis of ‘staff activity’ (see Table UC 3.4) also indicates that female participation in management and academic professional roles is less than the Scottish average. Women are slightly over-represented as non-academic professionals at this university than in Scotland overall. 

Table UC 3.4: Activity of Staff in Case Study Institution (Full Time Equivalents)

	ACTIVITY
	Male
	Female
	Female (%)
	Scottish 
Average (%)

	Manager
	13
	6
	32%
	40%

	Academic Professional
	887
	394
	31%
	39%

	Non-academic Professional
	61
	81
	57%
	54%

	TOTAL
	961
	481
	33%
	42%


Source: HESA Staff Records 2004/05. 

However, as previously noted, an analysis of job grades provides a more meaningful indication of women’s position in the HE hierarchy (see Table UC 3.5). This University has a percentage of female professors, and senior research and teaching staff approximating the national average. 

Table UC 3.5: Job Grades of Staff in Case Study Institution (FTEs)

	JOB GRADE
	Male
	Female
	Female (%)
	Scottish 
Average (%)

	Professor
	173
	25
	13%
	13%

	Senior Lecturers & Researchers
	244
	84
	26%
	27%

	Lecturers
	176
	113
	39%
	45%

	Researchers
	246
	137
	36%
	48%

	Other Grades
	48
	35
	42%
	48%

	Unknown/Not applicable
	74
	87
	54%
	51%

	TOTAL
	961
	481
	33%
	42%


Source: HESA Staff Records 2004/05. 

At grades below this level, female participation rates begin to dip under the Scottish averages, and the total female employment rate is nine percentage points under the Scottish rate of 42%. This indicates that the University in fact has a smaller than average ‘pool’ of potential female candidates from which to promote. This may in part be explained by the University’s strong tradition of providing research and scholarship in the Science, Engineering and Technical (SET) subject areas.
From the University’s own records, as would be anticipated, men dominate the engineering and science faculties as both academic and non-academic staff. Furthermore, women make up less than a third of academic staff in the business faculty. The non-academic workforce is more gender balanced in faculties that require more technical and laboratory staff indicating that women may be concentrated in traditionally female dominated administrative roles such as secretarial (see Table UC 3.6). 

Table UC 3.6: Female Representation in the Faculties.

	
	Education
	Engineering
	L, A and SS
	Science
	Business

	Academic
	
	
	
	
	

	Male
	51%
	72%
	57%
	65%
	69%

	Female
	49%
	28%
	43%
	35%
	31%

	Non-academic
	
	
	
	
	

	Male
	30%
	56%
	32%
	54%
	38%

	Female
	70%
	44%
	62%
	46%
	62%


Source: University records.

It appears therefore that in this University, there may be barriers to female advancement that relate to the comparative lack of women in traditionally male dominated areas, such as Science, Engineering and Technology (SET).
3.4. Equality and Diversity – Policies and strategies

Equal opportunities policy is described in the University’s online documentation as the collective responsibility of all staff and students but is largely overseen by the Equal Opportunities Committee (60% female). The remit of the Committee broadly concerns the ‘formulation, implementation, monitoring and review of the University’s Equal Opportunities policies and practice.’ Responsibilities extend to ensuring regular communication between staff and the Court with respect to employment and diversity issues, assisting departments with specific relevant agendas and overseeing the university’s compliance with statutory obligations on equality issues.
The University’s Equal Opportunities (EO) policy is publicly available online, accompanied by an Equality in Employment Annual Report. Efforts to ensure equality and encourage diversity in employment practices, as listed in the online EO documents, include the publicising of relevant policies, advertising job posts to encourage applications from underrepresented groups, avoiding discriminatory language and behaviour and communication with specialist bodies when necessary. The Equality in Employment Annual report contains detailed gender, ethnicity and disability analysis, cross-referenced with employment mode, grade and career progression. At the time of publication in 2004, sample data demonstrated that the University faces vertical and horizontal gender segregation in academic departments, with a current trend towards greater integration and an increased profile of women in Professorial and Reader grades.
Section 4: Research Findings

4.1. Management Interviews
Elite interviews were conducted between January and March of 2006. The sample was constructed from University records to give a good balance of male and female, academic and non-academic managers and across the broad range of academic, academic services and administrative areas of expertise. Potential interviewees were invited by letter to participate in the research and were interviewed largely on campus. One interview was conducted off campus for reasons of convenience. The final sample is indicated in Table UC 4.1. 

Table UC 4.1: Elite Interview Final Sample

	
	MALE
	FEMALE
	TOTAL

	Academic
	
	
	

	Sub Total
	5
	2
	7

	Non-Academic 
	
	
	

	Sub Total
	2
	4
	6

	TOTAL
	7
	6
	13


The category ‘non-academic’ includes high level managerial staff from academic service and administrative departments. The ‘academic’ category includes Senior Officers, Deans and Vice Deans. A more detailed description of the sample composition is omitted in order to protect the anonymity of interviewees. 

Interviews were semi-structured and lasted an average of 45 minutes. The interviewees were asked questions relating to the culture and management of the University and specific questions related to gender equality/balance. All interviews were digitally recorded and transcribed verbatim by the interviewer to ensure maximum recall and accuracy. The evidence base for the analysis is 13 typed transcripts. Quotes contained in this paper are attributable only by the ‘academic’ and ‘non-academic’ categories and by gender. This is necessary to further protect interviewee confidentiality when a sample is drawn from such a small population.

4.1.1. Barriers and enablers

4.1.1.1. Career progression

In discussing their individual career paths to their current managerial positions, it was interesting to note that two of the female interviewees reported ‘critical incidents’ that they believed had been instrumental in their appointments. These incidents had served to make these women more visible to senior staff, ‘putting them on the radar’ of those that would later encourage them into promoted posts. 

‘It was important that I had that kind of level of work and did those things to be recognised.’ 

· Non-academic, Female 

‘…[The Principal] got to know me very early in a very dramatic way and a very direct way as well. So I think that that probably stuck, that’s what I put it down to... that meant that he was aware that I existed basically.’
· Academic, Female

Gaining ‘visibility’ and recognition has been identified as a potential enabling factor for women’s progression in the organisational hierarchy in this institution. One female academic manager believed it was important to actively encourage the visibility of other women who were coming up through the ranks. This was interpreted as a form of positive action towards redressing the gender balance of governance structures within the organisation. 
‘I try to… I suppose, encourage and help women to get on…where I see, I suppose younger women coming through and trying to give them an opportunity to get involved in things which other people might automatically assign to men because ‘that’s the way it works’ sort of thing.’ 

· Academic, Female

This approach was based on the gendered nature of existing networks from which people were often identified for appointment to working groups, committees etc., the assumption being that academic leaders were identified rather than formally appointed for certain roles hence visibility is paramount. It also raises the interesting policy issue for universities: whether there should be positive actions in terms of promoting more women on to key policy groups and bodies, and in this way nurture visibility. 

Social intra-institutional networks were often identified as underpinning the culture of the university, described as “masculine tinged”, “laddish” “blokey” and “macho”. Primary examples of masculine culture in senior management were given in terms of social interaction before, during or after managerial meetings. Women’s exclusion from these expressions of male culture was thought to be a potential barrier to women’s participation in the university’s ‘top teams’. 

‘The pleasantries, the chatter… it’s predominantly about the football scores on Saturday, that sort of thing so there is a tendency for it to be male dominated… catching up on the weekend, golf or something. I notice that that is the dominant theme; boy’s pursuits.’

· Academic, Female 

4.1.1.2 The RAE and Work-Life Balance

Statistical evidence provided by the AUT (2004) indicates that men were up to twice as likely as women to have their work submitted to the 2001 Research Assessment Exercise (RAE). The UK was found to have an average RAE ‘gap’ of 1.6. This University’s RAE ‘gap’ in 2001 was one of the lowest in the sector, however, the cultural impact of the RAE was seen by some as another factor that has significantly impacted upon the institution and made it more difficult for women to succeed. As a means of formally assessing the ‘quality’ of an institution’s output, successful RAE outputs have been described as ‘dominating’ institutional objectives, particularly in terms of recruitment. 

‘[The RAE] completely dominates university thinking, planning and day to day work. It affects our recruitment policies, it affects staff morale. ‘

· Academic, Male

There was further evidence of gender differentiated outcomes in terms of RAE priorities. The renewed emphasis on research outputs for example, has meant that academic managers wish to undertake RAE orientated research activities in addition to every-day managerial responsibilities. In the case of the senior women interviewed, this led to research activities being “squeezed” and “squashed” into their working lives, often “spilling” into personal time as they tried to “juggle” different aspects of their jobs. These verbs, used by the most senior female interviewees, imply unmanageability, or at least, a degree of difficulty in managing their work loads. 

‘Research is easier to fit in round about things, it’s difficult finding the right amount of time to do it but its easier to fit in round about the other fixed work….Most evenings I’ll do something… they [research outputs] tend to be squashed in round the edge. So if I want to keep my research going I have to do it round the edges.’
 -   Academic, Female
‘I mean it spills over the edges but it tends to be research stuff that ends up happening at weekends and evenings. I have a mixed portfolio if you like, a very different collection of ‘bits’ and I think that is demanding, juggling all the bits.’ 

· Academic, Female
One of the male academics was also attempting to maintain a research profile with management responsibilities and described long working days and six day weeks as standard. However, there appeared to be less anxiety and more acquiescence surrounding the long hours’ culture from the male interviewees.

‘My normal working day is Monday to Thursday, 15 to 16 hours and Friday I stop at half six. I don’t work on Friday evenings. And I work all day Saturday, at home. I come in here when I have to but I try to avoid that. If you spoke to my wife, she’d tell you – my life is completely dominated by the job.’

· Academic, Male
‘Any position I did would afford me [work life] balance. That’s me, that’s just my nature… I mean, any job at this level potentially could take up as many hours of the day, as many days of the week that you want to give it because there’s always more to do so it’s really a matter of whether you can control that or not.’ 

· Academic, Male
In the non-academic departments, it was reported that working hours were also long and home working less frequent, although flexibility was crucial and weekend work did occur.
‘If I ever get an opportunity to stay late, I will. I would work ‘til 7 or 8 but that’s rare. I really enjoy it when I do because there’s so much going on here.’ 

· Non-academic, Female 
‘Now I work a pretty much standard 9 to 6, five days a week although I do come in at weekends if there’s something important I feel I should look at.’

· Non-academic, Male

The interaction of long working hours, pressures of the RAE and other academic activities such as conference attendance, along with home responsibilities was described as potentially problematic by some interviewees. Childcare was mentioned directly as an issue by one of the interviewees but alluded to by one other.

‘Travelling and living in hotels is a lot easier for men than it is for women, especially on your own. Going out for meals at nights, things like that, are really difficult if you are a single woman.’ 

· Academic, Female

‘It’s one of the reasons I can work later, I’m not rushing home to make a meal for children anymore because I used to have to get home and then I used to have to take work with me so I used to have to bring out work and do it at home at 8 or 9 at night.’

· Non-academic, Female

‘I think childcare is a huge issue in that employers could be a lot better at … everybody has problems with childcare and trying to place children.’

· Non-academic, Female

‘[Family friendly working policies] are critical’.

· Non-academic, Female

4.1.1.3. Men and women as ‘different’

The factors that are crucial to academic success, therefore, could be more challenging for women than for men where they have more domestic responsibilities due to the gendered division of labour in the household. 
‘…there is an inequality in the system because inevitably women who have kids are going to have to take time out. And the stresses and strains of parenthood, along with trying to write grant applications and publish papers and so on just makes it a lot harder.’ 

· Academic, Male

However, lack of confidence was also identified as a potential barrier to female participation in senior posts. One senior female academic manager believed that often women do not aim high enough when compared with men and that, from this perspective, women are ‘self selecting’ out of the higher job grades in academia.

‘I think women don’t put themselves forward for posts in the way that men do so the barrier is my own inhibition of not aiming high enough… I suppose it’s to do with confidence. If someone came and said to me, “I would quite like you to be the [promoted post] then I would think “They must think I can do this” and I would need that kind of reinforcement. Whereas I think some men… are self motivated and are not looking for affirmation from other people.’ 

· Academic, Female

‘There is nobody telling me I’ve done anything well. I don’t get it from above. It’s a female thing that you don’t think “I’m a success” if no-one else is saying it to you.’
· Non-academic, Female

Men, on the other hand were perceived to be more self motivated and not in need of the external validation that women required in order to apply for promoted posts. 

‘Maybe because they [women] take a different approach to their working life, they are not so output oriented and so they’re not concerned about the status, reaching a promoted post, as men are, I don’t know; they’re not so driven by career ambition.’

· Academic, Male

Similarly, women were thought to ‘self select’ out of male dominated subject areas such as engineering. 
‘It would appear that females don’t want to do engineering.’ 

· Academic, Male

‘Engineers are very much a male dominated society… but I don’t know why that is, I don’t know why these things don’t appeal to women.’ 

· Academic, Male

Therefore, there is a perception among some elite interviewees that women suffer from a lack of confidence in their own abilities and/or a lack of career ambition when compared with men and that they displayed markedly different subject preferences. As shown above, gender ‘difference’ was a key feature of responses to some of the interviewer’s questions regarding productivity, ways of working and discussions of management ‘styles’. 
‘I think women have different emotional intelligence and they operate in different ways and they see things differently, they have different ways of achieving their objectives and goals when in positions of power.’

· Non-academic, Female
Finally, with regards to promotions criteria, some interviewees were all keen to highlight the ‘gender neutral’ or ‘gender blind’ nature of promotions criteria, although this information was not solicited from the interviewer directly. 

‘We don’t discriminate positively towards females or males, we take the best person for the job… my personal feeling is that you should appoint the best person for the job whether that’s male or female.’

· Academic, Male

‘There’s no question of gender consideration; it was the right person for the job.’

· Non-academic, Male
Section 5: Discussion and Conclusion

The management interviews provided some interesting perspectives on work pressures and practices and the accommodation of work and life external to the University, often referred to as ‘work life balance’. The particular issue which many of those interviewed felt was the pressure of research, particularly RAE related research. This issue cannot be viewed in isolation, for it was really only considered problematic in the sense that many RAE activities were in addition to existing work commitments which did not decrease at the critical points in the RAE output cycle. Consequently the long hours’ culture was considered to be a barrier to an adequate work-life balance. The interviews indicated less anxiety about this for males than females.

Visibility was perceived as a particularly important issue for females. Organisational presence and visibility was compromised for females in two clear ways: the higher incidence of career breaks than is the case for men; greater proportions of females working part time. A number of women interviewees highlighted the importance of visibility and recognition created by ‘critical incidents’ - for example particular work, research assignments, career enhancing projects etc  - in enabling them advance by ‘placing them on the radar’. Given that individuals are often identified for key positions in universities, even prior to competitive merit based appointment (whether this is committee membership or specific job opportunities), this raises the interesting possibility of positively identifying women in the University, to enable them to gain increased exposure and the subsequent heightened presence and visibility.

It is broadly recognised that vertical and horizontal gender segregation currently exists at the University. Considerable efforts are expended to monitor diversity and equality and there has been an increased profile recently of women in Professorial and Reader grades; like other universities though women are still severely under-represented in these grades. Segregation has been outlined in the data provided above, but the issue is multi-faceted. Some women interviewees felt that segregation was re-enforced through less formal patterns of expression, behaviour and social interaction at meetings and other organisational events and activities. It was felt too that the formal and informal segregation combined could lead to a feeling among women of relative exclusion leading to a lack of confidence, not setting career aspirations at a high enough level. This raises the possibility of an interesting double edged approach to improving gender balance at senior levels in the University. First, an attempt could be made to increase the number of women in key bodies and positions, that is an increase in women’s descriptive representation. A second and related approach could be to advance the substantive interests of women by addressing in a targeted way the barriers to female advance. For example if women feel relatively excluded, are failing, for example, to come forward in proportionate numbers for career advancing opportunities, then it is conceivable they have concerns which are different from those of males. Arguably, women’s substantive interests may not be best served by ‘gender blind’ procedures which by definition will not recognise difference.

Recommendations
The University should:

· Continue the practice established in its Equality in Employment Annual Report outlining in detail gender, ethnicity and disability employment referenced against employment mode, grade and career progression;
· Continue and deepen support for initiatives which attempt to address the under-employment of women in identified subject areas – for example the Athena project and other initiatives to address representation of women in engineering;
· Endeavour to increase the female representation on the University Court and on key University Committees;
· Consider the impact which ‘gender blind’ appointment procedures have on women, given the different needs they may have.
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