MEXICO: Mexican Federation of University Women (FEMU)

Report submitted by Ana Gabriela Jimenez Cubria, FEMU.

On 1-2 December 2011, the Mexican Federation of University Women (FEMU) held a national Colloquium
entitled “Breaking the Glass Ceiling” at the Independent University of Campeche. This event was co-
organised by the Women'’s Institute of Campeche and was held as part of IFUW’s International Colloquia

Project.

The following organisations also participated: Human Rights’ State Commission, DIF Campeche, State
Ministry for Environment and Sustainable Development, Superior Court of Justice of Campeche, Mexican
Association of Women Architects and Urban Planners, Metropolitan Autonomous University, Campeche
Autonomous University, Quintana Roo Autonomous University, Science and Arts University of Chiapas,
Juarez Autonomous University of Tabasco, Tamaulipas Autonomous University and Faculties and Research
Institutions of the National Autonomous University of Mexico.

FEMU thanks all university women from Campeche, but especially Olga Angélica Tatua Sanchez, Director of
the Women’s Institute of Campeche, for her invaluable support for the realisation of this Colloquium; the
General Attorney of the University of Campeche, Dr. Alma Lorena Falcén Lozada, who gave the inaugural
speech, representing its Rector, Mtra. Adriana del Pilar Ortiz Lanz; and Dr. Nadima Simén Dominguez and
Mtra. Maria Elena Flores Becerril who acted as Rapporteures for the colloquium.

During the two days of the Colloquium, participants discussed the themes of Empowerment
through Education, Self-Financing for Economic Independence, and Women in Science. They were also able
to watch presentations from a number of experts from various Mexican States.

Based on the conclusions drawn from these discussions and presentations, a number of proposals were
formulated to reform national legislation and/or ensure its application.

Margarita Almada, Nadima Simon, Angélica Tatua, Patricia Galeana & Alma Lorena Falcon Lozada

This Colloquium was such a success that another was held in Mexico City in March 2012 at the National
Autonomous University of Mexico (UNAM).

The Reports of the Colloquium are to be published in a book called "Breaking the Glass Ceiling: Women,
Science and Education" which is to be presented to the Women's Museum in Mexico.

The keynote speech of the inaugural ceremony was given by Vice-President of IFUW and founding President
of FEMU, Dr. Patricia Galeana, who acknowledged Mrs. Maria Lavalle Urbina, a great woman graduate from
Campeche, who was a member of FEMU. Dr. Galeana presented a summary of the International
Federation’s history and its importance, from the birth of the Human Rights Declaration, where the only
woman named to the official US delegation was Virginia Gildersleeve, historian and one of the founders of
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IFUW. To close her speech, Dr. Galeana noted the importance of using International mechanisms in order to
get respect for women’s human rights in Mexico.

There were four more keynote speeches, from Ana Patricia Lara Guerrero, President of the Human Rights
Commission of Campeche; Dr. Alicia Girén Gonzdlez, from the Institute for Economic Research of the
UNAM; Dr. Luz Fernanda Azuela, from the Institute for Geography Research of the UNAM and Dr. Evela
Rivera Arriaga, Secretary of Environment and Sustainable Development of the State of Campeche.

These were followed by five debates where the following subjects were discussed: Education for women’s
empowerment, Self-Financing for economic independence and Women in Science. 33 papers were
presented by specialists from the states of Chiapas, Campeche, Quintana Roo, Tabasco, Tamaulipas,
Chihuahua, Baja California, Estado de Mexico and Mexico City.

Concluding Reflections from Dr. Patricia Galeana:

The glass ceiling received its name from its invisibility, although in reality it is made of iron, because it is so
hard to break and to end the obstacles that prevent women’s progress. To achieve this, we need to
generate a new culture, one that respects human rights, regardless of sex, ethnicity, age, social condition,
religion or political beliefs. Political, legal, economic, social and cultural changes are required:

e International Conventions (CEDAW, Belem do Pard and ILO) must be known and respected by
authorities and citizens.

e Public policies that promote gender equality in all three levels of government are needed, so that
women stop being under-represented.

e Equal work must correspond to equal salary.

e Violence against women must end; and

e There must be respect for women's sexual and reproductive rights.

Several other proposals were made including the need for reform of the Science and Technology law so
that it includes a gender approach. If FEMU members do not see results from the authorities, they will take
this and other (non-education related) issues to the international bodies through the International
Federation of University Women which has consultative status at the UN.

4. CONTRIBUTIONS BY RESEARCH AND SECONDARY SOURCES

AUSTRALIA: Australian Federation of Graduate Women (AFGW)

“Br eaki thgBarbeostorr e mal e Leader ship in Higher

Prologue: On 25 May, 2012, Dr. Joanne Pyke, Senior Research Fellow, Centre for Strategic Economic Studies
(CSES) at Victoria University, contributed the following article to the public affairs website “The
Converstation” (http://theconversation.com).

Why do female Academics give up on becoming professors?

Australian higher education is often seen as a female-friendly industry, with overall numbers of both female
students and academic staff outnumbering men. Yet women remain a minority as senior academics. In
2009 only a quarter of appointments to positions above the level of associate professor went to women. So
what happens to all those women toiling away as tutors and lecturers and researchers when it comes time
to move up? Do they simply lose interest or does something else get in the way?

Discrimination or choice? In fact, there are many reasons women in leadership remain a minority. One is
the use of external recruitment processes that heavily favour men. Another is hidden by systemic “gender
inequality practices” that operate to cancel out the effect of efforts to foster gender equity.
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A further explanation, and one that has been influential, comes from human capital theory. It explains
women’s under-representation as an outcome of “choice”. That is, women choose not to pursue senior
academic positions in preference to balancing work and other responsibilities, particularly caring for
children and families.

My own case study of one Australian university involved exploring women’s aspirations for promotion via
in-depth interviews with women from across disciplines, cultural backgrounds and age groups whose
appointment was at Level C (two levels below the most senior rank of Professor). There’s not much to be
optimistic about if you’re looking for higher numbers of women in senior academic ranks in the future.
Within the case study, only one interviewee had the aspiration of being appointed to the highest level,
Level E with the title of Professor, confidently in her sights. There was a large minority who aspired to
reaching the second highest level, Level D with the title of Associate Professor, although most were
cautious about their prospects of achieving this. The majority, however, considered promotion to be highly
unlikely, untenable or undesirable because of a range of circumstances.

Low aspirations. First it's worth noting that women at Level C have highly invested in their careers in order
to have been appointed in the first instance. Such a position requires, at best, a good ten years of study and
experience, longer if there are other distractions such as having children. Despite this investment, many
women don’t aspire to reach the next level.

Factors that encourage women to seek promotion are related to personal, disciplinary and organisational
conditions. Those who were the most enthused about seeking promotion have had a sustained weight of
conditions in their favour. A major factor was becoming eligible to seek promotion at a relatively early
career stage. This meant starting early on a particular disciplinary path, in a field with expanding career
opportunities, completing a PhD and accumulating teaching experience and a research track record in a
tenured academic position before retirement was starting to be a realistic option. Another factor was
having had the benefit of a trusted mentor or critical colleague to help negotiate the ever changing
academic “game” and give support in the development of influential professional networks.

Working in a collegiate organisational unit also helped in surviving continuous higher education reform with
an ever-increasing administration, research and teaching load.

A key factor was relative freedom from, or support for, care responsibilities and that their immediate family
remained healthy over the course of their careers. One critical blow to career aspirations was the illness of
a child, spouse or parent sufficiently serious that it just could not be managed along with a more senior
academic role.

Women held back. It remains the case that the chances of sustaining these conditions over the fifteen or
more years it takes to reach Level D are weighted in men’s favour. The list of conditions that slow women
down in their careers, in ways that don’t apply to men, remains long. Unequal responsibility for child/family
care and interrupted careers to have children is one factor. Women’s concentration in a narrow range of
less prestigious and well-resourced disciplines is another.

These and many other conditions combine to slow down women in developing the kind of academic capital,
confidence and aspiration necessary to apply for promotion.

What next? While each individual has varied freedoms, opportunities and circumstances, women generally
are positioned in academe in ways that men often are not. As a result, these, and myriad other
circumstances shape the possibility of whether or not it is feasible or desirable to seek promotion.

For many women in academe, by the time they are qualified and experienced enough to be eligible for
promotion, there is no choice.

If gender equity in the professoriate is the goal, more direct affirmative action measures are needed.
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General Analysis of the Australian Situation, prepared by AFGW ‘s present and past CIRs, Lynda Roberts-
Hall and Dalma Jacobs, with assistance and contributions from Dr Jane Baker and Dr Madeleine Laming.

Introduction

The Australian Federation of Graduate Women (AFGW) decided at its Council meeting on 22 October 2011
that AFGW would not to be able to participate in the IFUW International Colloquia Project with a specific
event based on the successful BFWG experience and the Project Guidelines. A number of factors drove that
decision:

Lack of funds, resources and suitable times to run a Colloquium in the designated time frame (January -
September 2012).

Lack of eligibility for IFUW funding assistance.

The competitive and overwhelming priority of organising a successful National Triennium Conference in
November 2012. With our geographic tyranny of distance, members would not be prepared to support two
events involving airfares and possibly accommodation, e.g. Melbourne and Brisbane, in the same year.

The concern that AFGW probably could not attract 20 high profile senior executive women from Australian
Universities as BFWG did, nor be in a position to fund their travel expenses.

To a large extent, Australia is ahead of many IFUW NFAs in discussion of this issue through our own
advocacy and that of another NGO. In 2006, Universities Australia Executive Women (UAEW) had put in
place a similar process. The Action Plans and Statistics from this event are available online at
http://www.universitiesaustralia.edu.au/page/policyadvocacy/equity/women-in-universities/

At the 2006 Annual Meeting of the Australian Vice-Chancellors Committee (AVCC), an equivalent event, a
Colloquium of Senior Women in Higher Education clearly identified the need for a strategic interventions
approach to increasing the representation of women in senior positions in the tertiary sector. This is
illustrated in the Scoping Paper (February 2007) which is available on the above web-site. Three target
areas were identified:

Women in Leadership.
Women in Research (SET).
Workplace.

Here is a link to the current Universities Australia Strategy for Women 2011 to 2014. AFGW submits that
this was, at the time, the most up to date documentation on the subject in Australia:

http://www.universitiesaustralia.edu.au/resources/427/486.

In addition Universities Australia and the Department of Industry, Innovation, Science, Research and
Tertiary Education (DIISRTE) (previously Department of Education, Employment and Workplace Relations or
DEEWR) produces regular detailed statistics disaggregated by various factors including gender that assist
with our monitoring of the relevant trends. Statistics for 2012 and earlier years can be found at

http://www.innovation.gov.au/HigherEducation/HigherEducationStatistics/StatisticsPublications/Pages/Staff.aspx

In lieu of conducting a specific Colloquium, AFGW agreed to provide IFUW with a secondary source report
utilising current statistical trends and relevant academic research.

Two relevant linked research studies from the Griffith University Centre for Work, Organisation and
Wellbeing (WOW), have been identified and are extensively cited in this report. In particular, the
comprehensive report detailing the findings of the Work and Careers in Australian Universities Survey?! and

1 Available athttp://www.griffith.edu.au/business-government/centre-work-organisation-
wellbeing/research/requlation-institutions/projects/work-careers-australian-universities
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references throughout this report to the Survey results are identified as “the 2011 WOW Survey.” An
Executive Summary of this survey is provided here as Appendix 5. This project’s research partners include
UAEW, who conducted the 2006 Colloquia event described above.

In this survey, 80,868 individuals were contacted and an overall response rate of 27% of completed surveys
was returned: 35% were from academic staff, 32% professional staff and 12% sessional staff. 57% of the
total respondents were female. The respondents in the survey paint a picture of “an older workforce with
high ethnic diversity and a predominantly temporary or casual employment pattern with a high proportion
of caring responsibilities,”

e 42% of academics, 23% of sessional and 35% of professionals/general staff are over 50.

e 42% of academics, 40% of sessional staff and 32% of professional/general staff are born outside
Australia.

o 44% of academics and 28% of professional/general staff are on fixed term contracts, all sessional
staff are on casual contracts.

e 49% of academics, 43% professional staff and 28% sessional staff have caring responsibilities either
for adults or dependent children.

The second report is by the same authors, Strachan, Broadbent, Whitehouse, Peetz and Bailey (2011), who
looked at a gender analysis of the tertiary sector. See below under “Is there Equity in Universities?”

Throughout this report, our focus will be mainly on women in academic positions.

Gender Monitoring

Following the UN Beijing Conference on Women in 1995, the importance of mainstreaming or integrating
gender equality has been highlighted in the EU and other countries. In Australia, the Federal Government is
committed to strengthening the provision of gender analysis, advice and mainstreaming across
Government. The Minister for the Status of Women works with other Government Ministers to ensure that
both women’s issues and gender equality are taken into consideration in policy and programme
development and implementation. This cuts across all industry sectors.

The Office for Women (OfW) supports the Minister in this role, and is the central source of advice for
Government agencies on the impact of Government policies and programmes for Australian women. OfW
has two departments — a domestic one which does all this and an international one which is responsible for
CSW and other international treaties or connections. We also have a Global Ambassador for Women &
Girls, Penny Williams.

OfW is working across Government to support Ministers and their portfolios to achieve gender balance on
Australian Government Boards.

Elizabeth Broderick, the Sex Discrimination Commissioner within the Australian Human Rights Commission,?
and the Workplace Gender Equality Agency (WGEA)3, (formerly Equal Opportunity for Women in the
Workplace) both carry out important gender analysis across a range of policy issues.

The OfW has strengthened its role in advising Government agencies on the gender dimensions of policy and
programme development and implementation. For example, it now provides advice on the gender
dimensions of policy submissions to Cabinet Ministers to ensure gender equality is considered in the early
stages of policy development.

This represents a key step in ensuring gender mainstreaming is implemented across Government and this
of course, impacts on higher education, and leads to the consideration of gender monitoring systems
overall within the University sector, which is still essentially made up of public institutions.

2 http://humanrights.gov .au/sex_discrimination/index.html

3 http://www.wgea.gov.au/About WGEA.asp
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Is There Equity In Universities?

Strachan, Broadbent, Whitehouse, Peetz and Bailey (2011) in their paper Looking for Women in Australian
Universities* have found that while there is a clear feminization of the professional (or general) staff cohort
at universitiesl, there are also clear vertical segmentations: women dominate the lower and middle range
roles but are very clearly under-represented at the higher levels.

Of the 40 universities identified, only 15 had women’s representation at administrative higher levels at 50%
or more. In academic positions, this also holds true with fewer women at the senior ranks — Associate
Professor (level D) or Professor (level E). The findings suggest increasing representation of women, but
more significant representation at Deputy Vice—Chancellor or Vice-Chancellor levels (the starting point was
lowest here) which suggests greater movement in administrative elite positions, rather than highest level
research positions.

Strachan et al’s study cited the following scissor graph for university graduates and academic career
progression. It indicates a trend towards patterns of gender differences similar to those for general staff but
with a narrowing of the gap. There remain distinct gender patterns in career progression. It would seem
that for both cohorts, there are pronounced glass ceilings in place or possibly a phenomenom better
described as a leaky pipeline.
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Figure 1: University Graduates and academic career progression by sex: Australia, 1996 and 2006 ABOVE
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Nonetheless, it is pleasing to note that the previous male domination at the PhD graduate level has
disappeared and the corresponding gap at the Academic B level has considerably reduced. This may also be
reflecting academic career structure trends, where there is a requirement for possession of a doctorate at
the B level. Against the ideal model, of even gender representation across all levels, universities clearly fail.

Strachan et al (2011) ask what could or should be reasonably expected instead of the ideal, given the
gendered histories of Australian Universities. They believe a reasonable benchmark is that of the Australian
Public Service (APS). This is based on their assertion that Universities overall share many of the
characteristics of organisations within the APS: above average unionisation, coverage under equal
opportunity legislation, formalization of procedures and policies, coupled with operations more like those
of the APS than private sector organisations. Again too, the APS had a long history of possessing obstacles
to the advancement of women, e.g., up to 1967 women had to resign from any permanent position when
they married. Like the University sector, the APS has sought to implement policies to reduce barriers to
women and improve their participation.

Table 2 compares the composition of employment by level of academic staff in universities and staff in the
APS in 2009. For each institution, employees are placed within four bands.

Table 2: Gender composition of employment by level, Australian universities and Australian
Public Service, 2009
Source: DEEWR Table 2.2 2002; Australian Public Service Commission

Proportion of all employees
Number of employees
Level Male Female Male Female Employees
Level A 3852 4782 14.8% 24.3% 18.9%
Level B 7431 7697 28.6% 39.2% 332%
Level C 6338 4249 244% 21.6% 232%
Level D & Above 8362 2921 32.2% 14.9% 247%
Total 25983 19649 100.0% 100.0%
Australian Public Service (b)
Levels APS1-3(c) 9657 17655 15.0% 204%
Levels AP54-5 18077 33629 28.1% 38.8% 343%
Level APS 6 13949 16878 21.7% 19.5% 204%
EL & SES 22566 18460 35.1% 21.3% 272%
Total 64249 86622 100.0% 100.0% 1000%
(a) academic staff
(b) contimuing employees
(c) inchades traimees and graduates

From the table, we can see similar gender representation at the lower levels (Levels A, B and C for
Academic Staff and Levels APS1-3, APS4-5 and APS 6. It is noted that the entry level for Academics is
higher than the APS equivalent.

There is a clear difference at the highest levels — Level D and above for Academic Staff and Executive Level
(EL) and Senior Executive Service (SES). Women are a majority of the SES in some departments, for example
the Department of Employment, Education and Workplace Relations, which is responsible for university
policy, has a female representation of 58%

The trends show that in both groups, there is still male dominance at the highest levels. Overall, when
benchmarked against the APS, gender equity in Australian universities amongst academic staff is relatively
poor. This suggests that whilst women are under-represented in university managerial elites, the disparity
at these levels is even more obvious when they are benchmarked against the APS for similar levels.

Strachan et al (2011) also looked at the numbers and growth in female employment at universities amongst
levels D+ (i.e. D, E and above). They reviewed the census data from 2004-2009 from the Department of
Education Employment and Workplace Relations (DEEWR). Over this period female participation in the
period was only 41% of the total. Strachan et al (2011) believe that this figure is not quite a true
representation as it is not taking into account movement in and out of the professoriate, so it is difficult to
see who is being replaced. They feel that there is further work to be done about movement into, out and
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within the professoriate as well. It would be interesting to find out whether the positions are
administrative, research or teaching and learning so as to add further to the picture.

Table 3: Numbers and Growth in female employment at levels D and E within Australian Universities
over the period 2004-20095

#s employed at D+ level Growth in D+ level
Year Female Female
Female Male Total Share Female Male Total Share
2004 1656 6550 8206 20%
2005 1881 6878 8759 21% 225 328 553 41%
2006 2115 7119 9234 23% 234 241 475 49%
2007 2398 7711 10109 24% 283 592 875 32%
2008 2579 7959 10538 24% 181 248 429 42%
2009 2921 8362 11283 26% 342 403 745 46%
Movement from 2005-2008 698 1081 1779 39%
Movement form 2004 — 2009 1265 1812 3077 41%

It is interesting to note that the WOW 2011 Survey found that women at levels D and E were
overwhelmingly employed on a full-time basis with few part-time appointments. Any part-time work
undertaken has usually been at the commencement or early in their careers. This pattern also seems to
hold true for men.

In Australia, all non-public sector employers with 100 or more employees (relevant employers) are required
to report annually under the Workplace Gender Equality Act 2012 on a set of standardized gender equality
indicators. This comes under the ambit of the Workplace Gender Equality Agency which provides citations
that recognise organisations who have policies and practices that support women and are female friendly.
In the past, achieving this status resulted in a waiver to undertake mandatory reporting. However, recent
changes to the Act have removed that waiver on annual reporting obligations. It is interesting to note that
non-compliant organisations are listed on the WGEA web-site.6

According to the WOW Survey 2011, the University Sector has the highest proportion of organisations with
citations for their high performance in gender equity, which indicates the extensive gender equity policies
in place. Nonetheless, the survey points out that there are still pronounced gender inequalities.

Barriers and Challenges to Female Leadership and Participation in Higher Education and Academia Today

® (Source DEEWR Table 2.9, 2009, APS) as replicated in Strachan et al (2011).
6

http://www.wgea.gov.au/Reporting And Compliance/What Happens if my Report does not Comply/List of Non Co
mpliant_Organisations.asp
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According to Kate White (2001)7 being a female in senior academia in Australia is a hard road to travel, and
it can be harder to even reach that point of being a senior academic. This is a complex issue and diverse
responses to it may emerge according to the source of the response or the focus of the question asked.

To commence, one must ask, how is leadership perceived by women and how are women leaders
perceived generally? According to Eleanor Ramsay (2000)8 women managers were identified very
differently from their male counterparts. Women were regarded as being empathetic, sharing of power
and information, relationship focused and supportive. Their male counterparts were regarded as being
competitive, self-reliant and self-confident, risk taking, and direct.

Ramsay (2000) continues by saying that many CEOs who responded revealed that many of the female
characteristics, such as being ready to share power and information were also characteristics of the
requirement of managers in the future.

Ramsay (2000) cites a study by Eveline and Haydon (2000)° of the Commonwealth Higher Education
Support Scheme (CHESS) programme which found that women were regarded as being more conciliatory
than their male counterparts and as also less task orientated. It is interesting to note that women’s
leadership is regarded as being inclusive and accountable.

The IFUW Colloquia Project Guidelines 2011, highlight a 1993 UNESCO/Commonwealth Secretariat study10
which cited the barriers to women'’s participation in decision-making as including the following: limited
access to education, especially higher education; discriminatory appointment and promotion practices; the
stresses of dual family and professional roles; family attitudes; career interruptions; cultural stereotyping;
alienation from the male culture; continued resistance to women in management positions; propagation of
the glass ceiling syndrome which privileges covert criteria for advancement and absence of adequate
policies and legislation to ensure the participation of women.

Given that twenty years have passed, how relevant or true are these barriers to women’s ability to be
leaders and thus to participate in decision-making? The following sections will discuss aspects of these
barriers.

It would appear from the article by Joanne Pyke quoted above that there are still considerable reasons why
female academics “give up on becoming professors.” Her study of the aspirations of a group of female
academics who had already invested considerable time and effort in moving two rungs up the academic
classification ladder (to Level C), found that their expectation of further progress was low, and even lower
in the small group of women who had reached Level D.

This attitude was based on a number of factors. Their perception of the nature of the academic system was
that recruitment and promotion processes were not female friendly and that there were still systemic
gender inequality assumptions and practices that tended to cancel out the effects of programs intended to
improve gender equity. In particular they perceived work-life balance choices, including career breaks for
child birth and rearing, as impacting unequally on women to such an extent that promotion to higher levels
could even be seen as undesirable.

Pyke’s interviews found that where aspiration to promotion did exist it was very much dependent on the
following workplace factors:

e Early commencement of disciplinary career path in a field with opportunities for career
advancement; the completion of a PhD; the possession of a tenured position and being in a position
to develop a research track record as well as teaching experiences, well before reaching a feasible
retirement age.

e Access to a mentor/peer networks and the development of professional networks.

"AWomen Pmoftdesori at dnteinational dosirhat ol Organisational Behaviour 3 (2). 64-76.

!iwomen and Leadershi p in Higher Educat i on dAsiangeryenleddersidkddr es s
Education Kuala Lumpur, 30 October, 2000. http://www.atn.edu.au/wexdev/local/docs/women_leadership.pdf

° Eveline, J and Haydon,L,iWomen Act i vat inddlenhienaChamges hvhapwill change for women and

men in the 21% century? WA Womends Policy Office, 2000.

10 Cited in Higher Education and Women: Issues and Perspectives, A Report prepared for the World Conference on

Education: Higher Education in the Twenty-First Century (UNESCO, 1998, p.12)
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e The culture of the departmental or research unit being supportive and collegiate.

These factors were considered important for women to be able to successfully navigate careers with the
assistance of supportive and influential networks and cultures enabling them to steer through the ever-
changing and ever-demanding higher education landscape

And the influence of family and caring factors was critical as it was generally considered that participation
in senior academic roles could not be done if there were serious illnesses within the immediate family. The
more extensive WOW 2011 survey offered confirmation in its finding that 12-13% of female academic and
professional/general staff had missed out on career advancement opportunities because of caring
responsibilities.

In the Australian university landscape, research has become the most highly valued element of productivity.
Universities are rewarded and funding is often granted on the basis of research performance. This means
that indirect discrimination can occur, since women taking career breaks or taking on caring responsibilities
has direct impacts on productivity and research results.

A particular avenue worth exploring is the Australian Indigenous experience. With their remote geographic
locations, their low educational participation at all levels, their high involvement in caring and the many
other life-related challenges they face, to be indigenous and female becomes a double impediment to
moving successfully up the career ladder. Cindy Shannon, Pro Vice-Chancellor (Indigenous Education) in the
University of Queensland spoke most eloquently about this at the recent Australian Federation of
Graduate Women Conference in Brisbane (November 2012).

Leaky Pipeline

The IFUW Colloquia Project poses a question as to whether there are leaky pipeline effects causing women
to drop out of higher education at the doctoral or post-doctoral levels. White (2003)11 certainly argues that
there is a clear leaking pipeline with respect to the numbers of women in senior careers (writing as at
2001). The statistics outlined previously support that there remains a leaky pipeline as in 2012 when
female representation falls dramatically at the Academic Level D and E (see Figure 1).

Additionally, it is evident that there are a large number of women with post-graduate qualifications who
are no longer in the workforce. Recent Australian Bureau of Statistic statistics from May 201212 reveal a far
higher number of women (almost double) with bachelor and/or post-graduate degrees who are not in the
workforce than is the case with their male counterparts. Given that individuals in academia must have
post-graduate degrees in order to progress beyond the level of Lecturer (Level B) then this correlates also
to the lower number of women at the higher levels.

These statistics also show that women with post-graduate degrees and/or bachelor degrees are almost
three times more likely to work part-time as opposed to their male counterparts. Part-time work can make
career progress harder.

Labour force participation rates within the wider Australian community also show a larger percentage of
women who are leaving the workforce or working part-time because of caring responsibilities.

The Grattan Institute believes that caring responsibilities do significantly affect women’s employment
patterns but do not fully explain the lack of representation of women in the workforce on full-time work
patterns in the later stages of their life.13

All this becomes more interesting when we see that the completion of awards is higher amongst women
than men and has been the case for more than the last decade. Australian women have become more
qualified, but this has sadly not translated fast enough into participation at the higher levels of academia.

Discriminatory or Unfavourable Practices within Higher Education

“white, Kata&nd il@aneéer shi p i n Hi gh ertianEEducatiantanddvianagemeni®u4s-60; al i a o .
12 australian Bureau of Statistics, Survey of Education and Work, May 2012, Cat. No. 6227.0: Customised Report

18 Thornton, Andrew. fiWomen Surge, butnottot h e t o pgej6dNbveniber, 2012. 13,
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Whilst we believe that there are no overtly discriminatory practices within higher education in Australia, as
this would be unlawful given Australian federal and state legislation, it may be that there are processes and
policies within the University sector that are not always favourable to women, this being especially so when
caring and family responsibilities of women impact on work demands.

Perhaps the most problematic area may be the way academic promotions are handled by the various
universities. Procedures can vary considerably across the sector. In some there is a requirement for gender
representation on the decision-making panel, representation across the disciplines on the panels,
transparent decision-making and feedback processes and workshops that encourage successful
promotions, with special workshops for women. For example this is the case at Curtin University of
Technology in Western Australia. In other universities decision-making may not be transparent and
feedback not encouraged. Assessment of productivity relative to opportunity has widened the gates at
those universities who have included that in their promotions processes rather than having expectations
based on a full FTE paradigm. Previous studies have shown that women tend to apply for promotion later
but are often more successful at first attempt than men because they often do not apply unless they are
sure they will meet all the criteria. Delayed promotion, however, limits later possibilities of advancement.

According to the 2011 WOW Survey, it is the sessional staff cohort that is often marginalized within the
university sector due to the casualised nature of their roles. Many prepared work at home (62-65% female,
59% male) despite the fact that 76% (male and female) could access a workspace, computer and phone
where they were teaching. Whilst preparation was not so much an issue, having workspaces available for
student consultation was more problematic — only 57% overall (55% females; 60% males) reported having
suitable space for student consultation.

The IFUW Colloquia Project Guidelines cite Dr Melonie Fullick’s (York University, Canada)!4, suggestion that
“there is a male culture to academic life from the start that is entrenched. Teaching is feminized work ...
because the best teaching tends to involve the kind of emotional labour that is allocated to women by
default.”

As already stated, the culture of the higher education sector in Australia is one that values research over
teaching. This is manifested, despite considerable lip-service to teaching, in the funding regimes and in the
university sector’s drive to increase research performance and outputs which in turn will lead to increased
funding There are various research bodies that give monies for research, but until the establishment of The
Australian and Teaching Learning Council (ALTC), there was no equivalent body to provide funding for
research into improving the quality of teaching or reward innovation and excellence in university teaching.

The ALTC had good funding for developing teaching but was shut down in 2011, ostensibly to help fund
government flood reconstruction in Queensland: no funding was withdrawn from the research bodies,
reinforcing thereby the perception that teaching was of less importance. Following widespread agitation, a
new body was created to replicate some of the ALTC’s work but it was less well-endowed.

Junior academics pick up the majority of the teaching load and these academics are more likely at present
to be women (see Figure One above showing the participation of women at the levels A and B).

Many universities have now moved to creating teaching only positions. For women, this means it will be
difficult to break into research if they are confined to teaching roles, as it is difficult to create and establish
a research track record. This could become indirect discrimination for women with caring responsibilities
as women may be more likely to take up teaching rather than time intensive research when they need a
work life balance favouring family. It then becomes harder for them to try to resume or initiate a research
career path after a significant period of time has elapsed. This is a challenge for the university sector and a
discussion with the University of Western Australia Vice-Chancellor, Professor Paul Johnson?5 revealed that
this is a known issue and one that is being seriously considered.

1% Guardian Newspaper, Higher Education Network, 24 May 2011.

'* Conversation between Professor Paul Johnson, Vice-Chancellor University of Western Australia in February 2013 and
AFGW members Lynda Roberts-Hall, Felicity Farrelly and Wendy McCallum.
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From an Australian perspective, it would seem that the problem it is not so much that teaching is regarded
as feminized, but rather that research is valued over teaching and that the collusion between work-life
balance and family caring responsibilities makes undertaking teaching the easier choice as opposed to
research.

This fits more in line with the IFUW Colloquia Project Guideline’s question for exploration proposed by
Nicola Dandridge: “Many women prefer to remain academics continuing in their chosen vocation of
teaching.” The Project Guidelines ask if this is a “real” or a “conditioned” choice. We would argue that
there will always be a certain cohort of women who see this as a vocation and a ‘real choice’ but that there
are also factors that make this a pragmatic work-life balance choice, because of women’s roles as primary
caregivers. We would see this being particularly applicable to the present Gen X cohort, the “sandwich
generation” who will have the care of elderly parents as well as the care of dependent children to contend
with during their lifetimes. However, this would be interesting to research more thoroughly as there is also
an argument that they are not the first generation to be in this space.

Such a choice may no longer be viable in view of the Future of Universities and their changing business
models. Digital technologies have transformed media, retail, entertainment and many other industries:
higher education is next. Campuses will probably remain, although smaller in size, while digital technologies
will transform the way education is delivered and accessed, and the way value is created by higher
education providers, public and private alike.

Equipping Women with the Necessary Skills to Contribute to the Overall Renewal of the Higher Education
Sector and Change Attitudes that Exist within that Sector in Australia

Clearly the university sector has committed to improving the outcomes for women employed within the
Higher Education Sector as is evident in the Universities Australia Strategy for Women: 2011 ¢ 2014.16

Universities Australia (UA), the peak body representing Australia’s 39 universities, is committed to fully
utilizing the skills and capabilities of all members of its workforce and in particular to continuing to address
the challenges facing women who enter into and contribute to higher education. There is a clear focus by
UA members on building on past achievements in gender equity by creating employment equity and a
culture of inclusivity.

According to the UA web-sitel?, the Strategy sets the following goals and targets:

e Encourage universities to continue to take responsibility for ensuring equitable work practices and
to incorporate equity strategies and targets in their strategic planning, with unambiguous
leadership by the Vice-Chancellors.

e Increase the recognition of the contributions of women to the productivity and advancement of
Australia's universities (FASTS!8 recommends a stronger business case linking diversity and
innovation).

e Improve representation of women in Higher Education at all levels to more strongly reflect
representation in society, including Indigenous women.

e Increase the proportion of women in senior leadership positions particularly at the Vice-Chancellor
level and including Deans, Directors and Senior Managers and in a wider range of portfolios and
discipline groupings.

e Identify women in middle management and mentor them as the future senior leaders in Higher
Education (Nature, June 2010, p1107).

o Test the effectiveness of interventions at critical points in women's careers.

18 Available at: http://www.universitiesaustralia.edu.au/women

Y hitp:/iwww.universitiesaustralia.edu.au/women

8 EASTS is the Federation of Australian Science and Technological Societies, which has now changed its name to
Science and Technology Australia. See the web-sites http://www.feast.org/organisations/341 and
http://scienceandtechnologyaustralia.org.au/ for more information.

Page | 67


http://www.universitiesaustralia.edu.au/women
http://www.universitiesaustralia.edu.au/women
http://www.feast.org/organisations/341
http://scienceandtechnologyaustralia.org.au/

e Showcase senior executive women via media profiling at strategic points throughout the course of
the plan.

The UNESCO report Higher Education and Women: Issues and Perspectives (1998, p15) suggests that
adequate training opportunities must be given to women to acquire skills the lack of which, otherwise, will
exclude their candidature from consideration when leadership posts arise.

The report cites the example of a strategy UNESCO adopted with the Association of Commonwealth
Universities and the Commonwealth Secretariat to provide management training for women and research
on the issues that can promote (or hinder) their advancement within the executive ranks. As cited above,
this type of training and access to it has been identified as a key goal in the strategy. Certainly, this has led
to Women in Leadership Programmes or Women Executive Development Programmes in many universities.

The Strategy for Women carries across to an Action Plan for Women Employed in Australian Universities in
which the priority goals, as outlined on the UA web-site are:

e To continue to encourage all universities to integrate equity strategies and performance indicators
into their institutional plans and to support the priorities in this Plan.

e To improve significantly the representation of women in senior roles by encouraging equity
initiatives in critical areas.

e To monitor the patterns of entry of women into academia and respond to barriers to sustained
entry.

e To improve the monitoring of gender equity in workforce data and access to information.

e To identify, and engage universities with, critical matters through research on gender equity issues
and dissemination of good practice.

In individual states within Australia, there are similar commitments at the state level. In Western Australia
for instance, the Department of Education has developed the Women in Leadership Action Plan 2011-2014
(Action Plan) which specifically addresses the under-representation of women employees at senior levels
and targets the development of the Department’s female employee’s leadership capabilities.

It is important to recognise that whilst commitment exists at the overarching level, it is up to individual
universities and in particular their Vice-Chancellors to drive this. The success of their various programmes
can differ and it is important to reflect that there is no commitment to report on this and no impact on
funding if any of these goals are met. A stronger commitment would involve obligatory reporting and at a
government level this could be enforced through variable funding that is driven by achievement in meeting
these goals.

The Australian National University (ANU) has a Gender Institute which serves to support and deepen
research, education and outreach on gender and sexuality across the University as well to support the
employment and retention of women and gender diverse people at all levels, in all disciplines, across the
University. This is done in close collaboration and partnership with the ANU Diversity and Inclusion Unit on
the implementation of programmes to support the attraction and retention of women staff19,

In another example, there is the Maureen Bickley Centre (MBC) which was established within the Curtin
University of Technology’s Graduate School of Business (CGSB) in March 2008 as a centre which seeks to
promote and enable the increased representation of women in leadership roles20 although this is industry
wide in its scope.

Are Women Offered Equal Access to Training?

19 see the Gender Institute web-site at: http://genderinstitute.anu.edu.au/

20 nitps:/ibusiness.curtin.edu.au/schools/cgsbi/research/centres/maureen_bickley/2258.cfm
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The 2011 WOW Survey found that sessional (or casual) staff did not appear to have access to training, the
survey indicating that 1/3 of sessional staff had received no induction (36% females, 29% men) while
professional development access was equally low (36% females, 36% males). Attendance at staff meetings,
committee meetings and meetings about the course they were teaching were most likely to be unpaid
(similar for both males and females). Less than half (41%) obtained financial support to carry out their
research.

According to the WOW survey, half of the sessional staff had obtained between 1 and 24 weeks of work in
2011. Approximately two-fifths (42%) had a current contract of 12 weeks or less. One-fifth of respondents
worked at more than one institution. Half had gained work directly through a contact at a university
(slightly higher — at 54% — for women), and only 8% had responded to an advertisement. The majority of
these workers have been employed for less than 5 years with their current employer, including over one
third (38%) employed for less than 1 year. For those who had obtained a PhD (n= 459) 40% had been in
sessional contract work for between 3 and 10 years.

According to the Australian Learning and Teaching Council, 2008,21 an estimated 40% to 50% of all teaching
in Australian higher education is undertaken by sessional staff. Sessional staff face income insecurity and
workloads beyond their paid hours, and many feel isolated from the university community.

Other research?22 cautions that casualisation has a negative impact on younger academic staff at the start of
their careers, specifically serving to discourage young researchers from entering or remaining in the
academic profession. As women are more likely to be sessional academics, the employment patterns may
be far more unstable than desired by the staff member.

There were no separate details available for Academic, Professional or General Staff. However, it is often
recognised that there are no inequalities in access as many universities put significant resources into
teaching and development and research. However, it is generally recognised that sessional staff miss out
on many opportunities, mainly due to their transient and casual employment patterns. It is also important
to acknowledge that there are often Women in Leadership Programmes at many universities. The National
Tertiary Education Union (NTEU) also has a branch that supports women leaders.

The Australian Technology Network (ATN) of Australian Universities, for instance, has a Women's Executive
Development (WEXDEV) Programme23 which is a dynamic and strategic career development programme
designed for senior female academic and professional/ general staff at these universities. The programme is
a response to the continued under-representation of women at senior levels in higher education within
Australia.

The ATN WEXDEV model of senior executive development for women creates synergies between individual
and organisational benefits. Its innovative design is based on networking to establish a critical mass of
senior women and on the positive developmental benefits gained by experiencing different and changing
environments. It emphasizes cross-institutional and cross-sector collaborations. It also takes into account
the significant managerial and personal responsibilities of many of the women and has built in diversity and
flexibility to assist women’s participation.

The IFUW Colloquia Project Guidelines (2011) asks if there is a peer review system in place and if so, is it
working or does it need to be modernised. It would appear that in Australia, this is university specific as to
what exists and how it operates. It is often espoused within Teaching and Learning departments, but the
uptake and frequency of use is not readily available for comment. Anecdotal evidence seems to indicate
that it is highly recommended but not compulsory and uptake is minimal.

L Australian Learning and Teaching Council (2008). The RED Report - Recognition, Enhancement, Development i The
contribution of sessional teachers to higher education.

22 Kubler, J. & De Luca, C. (2006). Trends in Academic Recruitment and Retention: A Commonwealth Respective.
Association of Commonwealth Universities.

2 See the ATN WExDev web-site for more information: http://www.atn.edu.au/wexdev/about/
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However, the idea exists that the quality of teaching would improve if peer review was brought into place.
This would be of benefit to women as it would assist them with developing strongly supportive mentoring
and professional developmental networks and as highlighted earlier, the presence of strong and useful
networks is one essential component needed to improve women’s career trajectories in the University
sector.

Attraction and Retention within the Tertiary Sector

University recruitment policies often have in-built equities designed to ensure effective appointments. This
may include mandatory training, gender representation on panels, a clear focus on recruiting against
selection criteria and formal appeal processes that applicants can access if they believe that the
recruitment process was in breach of policy, discriminatory or inherently flawed. It is important to note too
that there are often clear recruitment policies in place that are freely accessible.

As with many other countries, Australia has its own career structure for those working within the university
sector and Note A below provides information about this structure.

Generally speaking, recruitment at most universities is guided by a particular policy that provides for
consideration of the position requirement, budget, and fit within research and teaching requirements.
Approvals vary from university to university but will require at least the Head of School/Organisational Unit
level and other relevant senior managers. The selection criteria for each position are often outlined in
relevant university policy or the relevant industrial agreement that covers the employment of the
individual.

Advertising is dependent on the relevant university policy and consideration is often undertaken as to
growing talent from within or bringing new talent into the university. However, it may be that certain
policies require specific recruitment measures. Each position has a Selection Committee, whose task is to
carry through the whole screening, shortlisting, interviewing and final appointment processes. Universities
may vary as to what kind of support is given to the committee from the Academic Division or the Human
Resources Department.

In the case of the University of New South Wales, the university has specific guidelines for each position
regarding general requirements (scholarship and leadership), research (publications and funding), teaching
(courseware development and supervision), administration, outside links (cooperation with industry,
business, authorities and professional organisations), equity and diversity (implementation) and knowledge
of Occupational Health and Safety (OHS) issues.

In most cases, applications are online and have to follow the rules set down by individual universities. In
general, one has to prepare an application letter and a resume and submit them to the Selection
Committee. The application letter must convincingly address all selection criteria. The resume should, at a
minimum, include: personal details, education and training, employment history (names or organisations,
periods of employment, job titles, major duties and responsibilities and main achievements), skills and/or
experience gained, copies of academic transcripts and qualifications, details of 2 referees (3 referees for
senior positions) - it is preferable that one's most recent, direct supervisor is nominated as one referee. In
the Human Resources profession, it is felt that the most unbiased referee is the previous manager.

The Selection Committee will then shortlist the applicants who are eligible and who best match the
selection criteria. At this point, the applicant is invited for an interview, which consists of the same core
questions for all. In addition to the interview, the Selection Committee may use other forms of assessment
e.g. copies of written reports, books or journal articles, an assessment task, such as a presentation to the
relevant academic school.

As is standard, there are reference checks and then successful applicants are notified and issued with job
offers via the Human Resources area. Salaries are usually negotiated within the EBA bands and a contract is
offered. It is the employer's responsibility to ensure that the successful appointee is eligible to work in
Australia. If the manager/supervisor has any concerns about the eligibility, then they may request a copy of
valid work visa or residency information before commencement. However, many universities do offer
sponsorship to overseas applicants.
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For most staff employed within the university sector, career progression is either through promotion
processes or via recruitment. It is interesting to note that according to the 2011 WOW Survey, over the
2006 to 2011 period, two-fifths of academic staff had applied for promotion or for a higher level through a
competitive selection process. Of these staff, over three-quarters had been successful on at least one
occasion.

Of academic staff, the WOW Survey found that 56% (both females and males) reached their current
substantive level through a competitive appointment; 22% females and 25% men through internal
promotion; and 22% females and 19% males through appointment from outside without a competitive
selection process.

It is also worth noting24 that Baby Boomers (Australians born between 1946-1961) currently constitute 60%
of university teaching staff, with relatively high numbers of staff in the over 50 cohort in specific discipline
areas of education, humanities, mathematical sciences and nursing. The growth rate in the numbers
undertaking doctorates is not matching the numbers that will be leaving academe in the not-too-distant
future.

The challenge of an ageing workforce could provide potential opportunities for women who are not in that
cohort to achieve a more rapid career movement, as it is likely greater flexibility and consideration will be
given to ensure talent is nurtured and retained.

Moving beyond the practicalities of recruitment and retention, it is worth exploring the impact of networks,
personal invitations and patronage in terms of employment/recruitment procedures.

Much is dependent here on subjective judgment. The WOW 2011 Survey found that around 60% of
academics reported that within the previous five years they had received some to considerable help from
their supervisors and other academics at their university to advance their career. Yet less than one half to
about one-third reported that the level of support from supervisors, guidance in performance reviews,
opportunities for leadership development and access to internal research funding have been helpful in
career advancement.

In thinking about this, it is interesting that Joanne Pyke’s article (see above) found that belonging to an
influential network was beneficial to career progression and one must assume that it is in situations like
these, that it becomes particularly useful.

The WOW Survey 2011 also found that although two-thirds of academics involved in a formal mentoring
programme had found it was beneficial in some way, only one quarter of the academic sample had actually
been involved in a formal mentoring scheme in the last 5 years. Together these findings warrant further
investigation into the professional development requirements needed for this cohort of university staff.

Almost three-quarters (69%) of academic staff are satisfied with their jobs overall and only 8% report a
greater than 80% chance they will leave their job voluntarily.

Family-Friendly Policies and Practices

Many Universities provide flexible working options and opportunities for working with timetables that meet
the demands of students and staff. Some have day care facilities available to staff and policies providing for
paid time off for breast-feeding, for instance. Some Universities have specific policies around when
meetings should be scheduled and there is often definite encouragement that academics can work from
home. So in some ways the university sector provides an ideal option for women wanting family friendly
employment. However, it often seems to be at a cost.

Future Directions of Universities in Australia

According to Ramsay (2000), the globalisation of the economy and higher education as one constituent
thereof, plus increasing global competiveness and rapid changes of technology will be transformational

2(0Cih ' h4aBA idSCAAPEEA 1T 001 TTE A O ! OCHESS\Oceadidnal O1 EOAOC
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agents to which universities must adapt. This presents unique challenges and opportunities for all in
academia, but especially women and others who have been marginalized, as it offers opportunities for
action and advancement that may have been hidden in the past.

This is supported in a recent Report by Ernst & Young (2012).25 They conducted an industry-wide survey of
the higher education industry globally and locally, and of the opportunities, challenges and implications for
Australian universities. The study was a mix of primary and secondary research, including interviews with
more than 40 leaders from public and private universities, policy makers and sector representative groups.
The interviewees included representatives from more than 20 universities, including 15 Vice-Chancellors.
The topic attracted immense interest around Australia.

Their primary hypothesis is that the higher education sector is undergoing a fundamental transformation in
terms of its role in society, mode of operation, and economic structure and value. This means that the
dominant university model in Australia — a broad-based teaching and research institution, supported by a
large asset base and a large, predominantly in-house administrative and student support office — will prove
unviable in all but a few cases over the next 10-15 years. At a minimum, universities will need to streamline
their operations and asset base significantly, at the same time as incorporating new teaching and learning
delivery mechanisms, a diffusion of channels to market, and stakeholder expectations for increased impact.

At its extreme, private universities and possibly some incumbent public universities will create new
products and markets that merge parts of the education sector with other sectors, such as media,
technology, innovation, and venture capital. Exciting times are ahead — and challenges too.

Ernst and Young have summarized the drivers of change of this brave new world in five key trends:

Democratisation of knowledge and access as the impact of on-line access to knowledge challenges the roles
of universities as originators and keepers of knowledge.

Contestability of markets and funding. Increasing competition for students, within Australia and globally, in
an environment of tightening budgetary constraints will make the competition for funds increasingly
important and difficult to achieve.

Digital technologies. As with many other industries, higher education will be transformed in its delivery and
accessibility with the uptake of ever changing technologies, even if campuses remain in place.

Global mobility for students, academics, and university brands will impact on competition. Opportunities
will be created to to develop and implement deeper and more effective global partnerships as well as
paving the way for broader access to student and academic talent.

Integration with industry. Universities will need to build significantly deeper relationships with industry if
they are to differentiate themselves with respect to teaching and learning programmes, the application of
research and funding sources. This can only serve to strengthen the position of universities as drivers of
innovation and growth.

Ernst and Young see university business models becoming more diverse, and anticipate three broad lines of
evolution:

Streamlined Status Quo. Some established universities will continue to operate as broad-based teaching
and research institutions, but will progressively transform the way they deliver their services and
administer their organizations, with major implications for the way they engage with students, government,
industry stakeholders, TAFEs, secondary schools, and the community.

Niche Dominators. Some established universities and new entrants will fundamentally reshape and refine
the range of services and markets they operate with, targeting particular “customer” segments with
tailored education, research and related services. This will bring a concurrent shift in the business model,
organisation and operations.

25 .
Available:
http://www.ey.com/Publication/vwLUAssets/University of the future/$FILE/University of the future 2012.pdf

Page |72


http://www.ey.com/Publication/vwLUAssets/University_of_the_future/$FILE/University_of_the_future_2012.pdf

Transformers. Private providers and new entrants will carve out new positions in the “traditional” sector
and also create new market spaces that merge parts of the higher education sector with other sectors, such
as media, technology, innovation, venture capital and the like. This will create new markets, new segments
and new sources of economic value. Incumbent universities that partner with the right new entrants will
create new lines of business that deliver much needed incremental revenue to invest in the core business
of internationally competitive teaching and research.

Recently, Universities Australia (UA) released a paper outlining their vision for a smarter Australia, one in
which the university system is reformed in line with community needs and expectations and able to deliver
on the fact that Australia is the third most attractive place to study for international students, generating
nearly $13 billion per annum in exports (i.e. education) and supports 127,000 jobs; 88,000 being outside
the education sector26

UA finds that, amongst the OECD countries, Australia is the fourth most efficient in producing graduates
and the fifth most efficient in research. UA advises that within the Australian economy we see high
productivity growth with the sector outpacing other sectors. Yet despite this achievement, Australian
government investment in the sector lags behind other OECD countries. Public investment in universities is
approximately two-thirds of the OECD average and Australia is ranked 24™ out of 26 OECD countries for its
expenditure on tertiary education over the past 15 years.

Universities Australia has offered a reform agenda, setting out the principles and actions that can underpin
a future smarter Australia, relying on the commitment and partnership of universities, governments and
other stakeholders.

Its priorities include increasing Australians’ participation in higher education, increasing international
research collaboration, and increasing participation of those with higher degrees (PhD) in the workforce.
The latter has implications for women because, as the Australian Bureau of Statistics show, a larger
proportion of women with PhDs are not in the workforce, compared to their male counterparts.

To further improve efficiency, universities will need to:

e Introduce external peer moderation of standards.

e Integrate technologies to support teaching and enhance the student experience.
e Increase and match philanthropic donations.

e Further explore and adopt measures to enhance their operational efficiency.

Universities Australia recommends that the Australian Government:

e Appoint the Productivity Commission to review the regulatory burden placed on the university
sector, with special attention to removing duplication between jurisdictions, and excluding
universities from regulatory regimes where a strong public interest rationale and benefit cannot be
identified.

e Leave uncapped the number of undergraduate places it funds at Australian universities.

e maintain its current indexation of higher education funding and consider lifting base funding per
student by 2.5% cent each year over a five-year period.

e |dentify a continuing source of funds for university infrastructure.

e Negotiate intakes into graduate programmes in institutional compacts.

UA also believes collaborative action is required by universities, businesses, communities and the
government to:

e Ensure that the international competitiveness of Australia’s university system for teaching,
learning, scholarship and research is maintained or enhanced

e pursue vigorously the opportunity for Australians to attend university across the nation

e encourage international students to choose Australian institutions, and

% Universities Australia (2013). An Agenda for Australian Higher Education 2013-2016: A Smarter Australia. Available:
http://universitiesaustralia.s3.amazonaws.com/wp-content/uploads/2013/02/Universities-Australia-A-Smarter-
Australia.pdf

Page |73


http://universitiesaustralia.s3.amazonaws.com/wp-content/uploads/2013/02/Universities-Australia-A-Smarter-Australia.pdf
http://universitiesaustralia.s3.amazonaws.com/wp-content/uploads/2013/02/Universities-Australia-A-Smarter-Australia.pdf

e Australian students to gain international experience

e |nvest strategically in research as a national commitment to knowledge

e and innovation

e Ensure university education is funded to support a quality education for

e every student

e Improve productivity by identifying opportunities to increase efficiency and reduce red tape.

There is no overt focus n the UA proposals on training and development of staff or about increasing gender
equity, but there still remains a strong focus on research and given that this is an area of employment
known to be problematic for women, further scrutiny is needed to ensure that research does not have work
practices unfavourable to women seeking to get ahead professionally whilst carrying out caring
responsibilities.

The Way Forward: How AFGW Proposes to Build on the Issues Canvassed in this Report

The Australian experience paints a picture of a slowly closing gap in women’s participation in leadership in
the university sector. It paints a picture of complex inter-relationships between the value of research,
accessibility of teaching positions, career and family choices, access to development, commencing career
paths earlier rather than later, access to mentoring and professional networks, access to professional
development, and clear and transparent policies and practices within the university that contribute to
women’s career choices and progression within the university sector.

There is certainly commitment from peak bodies to supporting women'’s participation and advancement in
academia and opportunities are available to women. We also see a growing call to women to take up
leadership in business, with poster GenX girl, Sheryl Sandberg (ex Google ,now Facebook Chief Executive)
leading the way??. Her view is that women should not opt out by making career choices predicated on the
basis that they may one day have children, that they should speak up about their rights and request
flexibilities in the workforce, that they should expect partners to “lean in” and be supportive and contribute
within the household. She argues that women keep silent when they should speak. And perhaps this is a
message for women in academia?

However, we are conscious that better gender monitoring needs to be undertaken in order to confirm
implementation of commitments and help formulate policies and practices within the university sector that
can continue to boost women’s participation at the higher levels. We understand that there are shortly to
be changes announced by the Workplace Gender Equality Agency as to how and what universities will be
required to report on, including information in relation to pay equity between genders.

Adele Ferguson’s article of 9 March 201328 on the cost of failing to close the gender gap within Australia
refers to fiscal argument for increasing overall female participation in the workforce in Australia put by the
Chief Economist at Goldman Sachs, Tim Toohey. He states that Australia is missing out on $195 billion or
13% of gross domestic product by its failure to close the gender gap. Figures compiled exclusively for Fairfax
Media by Goldman Sachs reveal that in dollar terms this equates to an estimated $33 billion in GDP forgone
between now and 2016. He says that "Lifting female participation is one way to do this and given the
politics around immigration it is the most politically expedient path. It also utilises a highly educated
resource that Australia has already invested in."

Ferguson cites Toohey’s conclusion that, despite various government initiatives over the past few years,
which include paid parental leave and raising child care rebates, the female work participation rate has

2 nitp://www.theage.com.aufit-pro/business-it/facebook-execs-new-book-urges-women-to-lean-in-20130308-
2fpnw.html#ixzz2MuT3mDWB

28 Ferguson! AAT A j ¢cmpoqh O AT AAO CADP AT 06O AT 61 60U Apwuv Ah

http://www.theage.com.au/national/gender -gap-costs-country-195b-sayseconomist20130308-
2fr2n.html#ixzz2NOA8tse X
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gone backwards overall in the age groups studied: 15 - 19, 20 - 24 and 45 - 5429, The university sector,
however, does not quite follow that trend.

What would be interesting is to determine the fiscal impact of increased representation of women in the
tertiary sector. Perhaps dollar based measures may be a driver for initiatives to reduce the gender gap at
the leader levels?

Given limited resources and devolvement to the state level, AFGW will continue to monitor the trends and
sourcing studies such as the WOW research, while working collaboratively with UAEW and following the
progress of Universities Australia Strategy for Women 2011 to 2014. We are also conscious that there are
several issues yet to explore as well as areas of impact, for example Women from Culturally and
Linguistically Diverse Backgrounds and Indigenous Women. We are also conscious that we have yet to
explore the issues facing the professional/general staff at the university sector or women in the Vocational
Education Training Sector.

Monitoring of “The Way Forward” will be complicated and changes to the current university business
models, which are becoming more diversified, will impact on AFGW’s ability to develop strategies for
promoting greater access for women to higher education decision-making positions.

Note A: A Guide to Academic Positions within Australia

Much of the material in this section is referenced from: The “official” source, the European University
Institute publication Australia, Academic Careers Structure3°

Unlike the United States of America, the Australian public services or government organisations also
employ a large number of academics or researchers. Different organisations have their own established
title systems; however, it is the level rather than the title that determines the equivalent academic rank.
There are also clear expectations of the skills, experiences and qualifications considered appropriate at
each level. These are often enshrined in the relevant Enterprise Bargaining Agreement that covers each
academic’s employment conditions at each university as well as what is expected to have been met when
academics are considered for appointment or promotion.

Universities: Academic positions

Entry positions: there are several entry positions available at Australian universities, which are roughly
equivalent to standard lecturer or research assistant status.

Career requirements/progress: All matters of recruitment and advancement are for universities to
negotiate with their staff and the Australian Federal Government plays no direct role in these negotiations.

Academic promotion is merit-based and the applicant has to demonstrate to a committee of peers that
there will be an increase of the quality and impact of his or her activities. Applications cannot usually be
made before 1-2 years passed (dependent upon the university policy) since the previous application,
advancement or recruitment.

For a detailed example of such recruitment/ advancement process see the related section.

Temporary/permanent positions: Australian universities encourage employment respecting a work-life
balance by offering flexible work arrangements including: part-time employment, job share,

29 Australian Bureau of Statistics, Persons not irhe Labour Force (6220.0) September 201Available:
http://www.abs.gov.au/ausstats/abs @.nsf/mf/6220.0

30 Available at:
http://www.eui.eu/ProgrammesAndFellowships/AcademicCareersObservatory/AcademicCareersbyCountry/A

ustralia.aspx
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temporary/contract employment, maternity and adoption leave, planned career breaks, family leave and
study leave.

Salaries: Universities offer individualized, rather competitive salaries, which are topped up with a number
of additional benefits.

Gender: gender equality in 2008 found that women in Australia were well represented in total academic
staff (54.7%), teaching only staff (48.2%) and research only staff (49.4%); but less so among mixed research
and teaching staff (41.1%).

NEW ZEALAND: New Zealand Federation of Graduate Women (NZFGW)

Report by Ann Pomeroy, President, NZFGW, January 2013

Information is taken from the New Zealand Human Right’s Commission'sH n MH [/ Sy ddza 2 F
Participation (page140). See
http://live.isitesoftware.co.nz/neon2012/documents/hrc womens census2012.pdf

After the 2006 Census Report, the Commission was actively involved in helping to establish the New
Zealand Women in Leadership (NZWIL) programme for senior female academic and general staff from all
eight New Zealand universities. Over 220 women have graduated from the programme since 2007. So is it
making a difference?

An independent review in 2011 attributed the following outcomes to the NZWIL initiative®" :

A more motivated, aspirational and confident pool of women in senior academic and managerial positions
prepared for, and actively undertaking, leadership roles.

The creation of alumni networks within and between most universities that provide on-going support of
women in academic and university leadership.

A strengthened commitment to leadership development per se, and to women’s leadership specifically,
through complementary programmes and structured follow-up activities.

Because there are also individual university women'’s leadership initiatives, it is not possible to suggest that
the NZWIL programme alone has improved promotion opportunities for women within the academy.
However, the evaluation shows the programme is a cost-effective intervention which is having some
impact. A Vice-Chancellor is quoted as saying that it “is the best thing that the university has done for
university leadership development ever.”

While individual initiatives such as NZWIL show some impact, redressing the gender imbalance in
universities looks set to be incremental only and slow, judging by the pattern from this Census report.

A coherent systemic approach to ensuring gender balance would involve changes to the following:

e Awareness of the impact of family on the career progression of female academics.

e Proper recognition of the flexible and casual nature of some academic positions in terms of career
progression.

e Auditing promotion processes to ensure staff are supported, there is sufficient feedback provided
to all who apply and sufficient knowledge about how to make the leap to more senior academic
positions.

e Auditing promotion outcomes: do as many women as men apply and do as many women as men
receive promotion based on merit?

31]: Cockburn, R, Atkinson, L. & Thompson, R. (2011) Programme evaluation. New Zealand Womemadership
Programme. Lumin, Wellington.
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e Greater university-wide publicity about promotions processes and outcomes with visible trend
analysis.

e Transparency of salary data at recruitment and subsequently throughout the reward system
through employee disclosure on request.

New Zealand universities compete both for students and for academic and general staff. The tertiary
system is dependent on the quality, creativity and intellect of its staff. The university that decides to make
gender equality at senior academic level a strategic leadership priority will be the winner.

NORWAY: Norwegian Association of University Women (NAUW)

Report by Anne G. S. Asserson, President, Norwegian Association of University Women

The Norwegian Association of University Women participated in the IFUW Colloquia Project by being
represented by Professor Anne Holden Ronning at the Ak European Conference on Gender Equality in
Higher Education, Bergen, Norway, 29 -31 August 2012.

The conference focussed on gender equality in a changing academic world, against the backdrop of the
current financial crisis in Europe and beyond. The conference had 210 participants, mainly from all over
Europe, although speakers also came from Australia and the USA.

The main topics of the conference were researchers' mobility and the hidden mechanisms within funding
organisations. The conference also took up the issue of the difficulty female researchers have in returning
to work if they have been “out of the loop” for some time/years. The “scissors effect” and the “glass
ceiling” were also mentioned as problematic. Issues included centres of excellence being run by men, as is
often the case with the review process (the assessment of excellence based on articles). Whether men and
women are treated fairly is a point of increasing importance in relation to funding. There is a need to
increase the representation of women in funding organisations. Inequality in the teaching load was said to
affect women more than men. One big issue raised was “Excellence: who are the gatekeepers of excellence
and who is defining it?”

To set the scene, several speakers were invited, representing different countries and positions within
gender research. Alexandre Bitusikova focused on the fact that although the EU strategy to increase female
professors is valuable, there is a lack of national strategies, especially in Eastern European countries. There
is a need to argue for diversity, gender mainstreaming and excellence. However the fault often lies in a
female culture of “be nice, do not show off.” Women underestimate their skills, and show a lack of drive in
pursuing success when compared to men. They would like to do well on their own terns.

Kathrin Zippel's topic was gender in the global academic world. She discussed the issues of the mobility of
researchers, and the requirement of global science for human mobility. Research is stratified and elitist and
this amplifies the burden of gender, and the question of access to funding. She put special focus on the
issues of mobility and a “portable partner.” It is the partner with a job that is the problem, not the children.

Renata Siemienska, researching on research activities and publications, focused on comparative cross-
national value systems, ethnic relations, women's public participation, the reconciliation of work and
family, family and socialisation, and gender and academic careers. Issues are: what are the roles of the
people who are teaching at the universities and what are the dangers implicit in the shift from excellence to
market-oriented research?

Curt Rice, Pro-Rector at the University of Tromso, which won the Norwegian Gender Equality Prize for 2011,
focused on the strategy and the work that led to gaining the Equality Prize. He put focus on the relationship
between gender balance and quality, especially in research organisations. His opinion was that focusing on
gender improved the university. Cordelia Fine showed that there are almost no areas of performance that
are not touched by cultural stereotypes.

The Abstracts/Presentations are available at: www.uib.no/gender2012
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This is an excellent overview of the situation of education particularly in Europe.

SWEDEN: Swedish University Women (KAF)

Report by Beatrice Christensen Skold, FD
Women and Engineering

In November 2011 and 2012 the Swedish University Women (KAF) arranged two seminars on Women and
Engineering, one in Stockholm another in Gothenburg. While women dominate the other university
faculties, the polytechnics still only have 35% of women among their students and some of the technical
departments lack female students. The number of female professors is also very low at the technical
universities. In November 2011 only 4% cent of the total number of professors at the five technical
universities in Sweden was female.

In her doctoral thesis, Line Holth of the Karlstad University in Sweden points out that since the 19th Century
the universities and colleges of polytechnics have developed an image of “the Engineer” as a male of
modernity. This image has become a symbol of a meritocratic ideal for the middles classes, which has a
central role in the creation of the Swedish Folkhem (folklore). A dualism where the male stands for the
rational and the female for the irrational and this has been deployed when ascribing technical competence.
Technology has been associated with enthusiasm for machines and lack of human interests but also as the
difference between female irrational emotions and rational male instrumentality (Holth 2012).

In the seminars we tried to focus both on the present and the future. We engaged researchers as well as
staff from the technical universities to shed light upon Holt’s theories.

Veronica Bjurulf, PhD, Karlstad University, presented the results of a project in ten pre-schools where story
telling led to technical experiments.
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UNITED STATES OF AMERICA: Women Graduates-USA

Kathleen Laurila, WG-USA refers the reader to:
Tenure Denied Cases of Sex Discrimination in Acaden2e04

Published by the American Association of University Women Educational Foundation and the American
Association of University Women Legal Advocacy Fund

E-mail: foundation@aauw.org

Web: www.aauw.org
Copyright © 2004

5. SOME SUGGESTIONS FOR FURTHER READING

NB: Only material not already cited in the other sections of the Report is included here. As of 4July 2013, all
links to the internet have been tested.

“Beyond the Glass Ceiling: Women Rectors across Europe”. The conclusions of this Conference held in
Istanbul 12-14 April 2010 can be read at http://www.gendera.eu/index.php5?news=19. (Be warned: the
link to the complete proceedings does not work). The Gendera Project 2010-2012 was an initiative of the
European Commission that aimed to change the balance of gender in research organizations in Europe. A
list of its activities can be found at http://www.gendera.eu/index.php5?news=19

“Critical Women: Women as Agents of Change through Higher Education”. Conference of the
Association of Commonwealth Universities, 6—8 March 2012, Colombo, Sri Lanka.

A limited number of papers from this Conference are available upon request from the Association of
Commonwealth Universities (contact Dorothy.Garland@acu.ac.uk). Of potential relevance to the
Colloquia topic are:

O 1 A0O #AEIEiCd ! #EAITAICA O 7iiAl 0AOOEAEDPAOE
-AOOEAXx AT A 'I1I EZE . AUOEI I AAO OEA ' OEAATAA T &£ 0
Kerala, India.

O4EA , AAAROOEED $AOAI T DI AT AT 00T BOAIG] OBBAD CA U &I, @
(Describes a program operative in the University of Western Australia.)

“Doctoral Students and University Teaching Staff”. Education Indicators in Canada: Fact Sheets, Statistics
Canada, February 2011.

http://www.statcan.gc.ca/pub/81-599-x/81-599-x2011006-eng.pdf

Eveline, Joan (2004). Ivory Basement Leadership: Power and Invisibility in the Changing University. Perth:
University of Western Australia Press.

Hausmann, Ricardo Laura D. Tyson & Saadia Zahidi. “The Global Gender Gap Report 2012”. World Economic
Forum, 2012.

http://www3.weforum.org/docs/WEF GenderGap Report 2012.pdf

Morley, Louise (1999). Organising Feminisms: The Micropolitics of The Academy . Palgrave Macmillan.

-------- (2006). “Gender Equity in Selected Commonwealth Universities”. Research Report No. 65, DFID.
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-------- (2013) “The Rules of the Game: Women and the Leaderist turn in Higher Education”. Gender and
Education 25 (1). 116-131.

“Promoting excellence through mainstreaming gender equality: A Report from the ETAN Expert Working
Group on Women and Science”. European Commission, Luxembourg: Office for Official Publications of the
European Communities (2000).

http://cordis.europa.eu/improving/women/documents.htm

Stiasny, Mary and Tin, Gore Bigley (eds). Going Global: identifying the trends and drivers of international
education. Emerald Group Publishing Ltd in collaboration with the British Council, 2013. Edited papers from
the British Council “Going Global” Conference, London 13-15 March 2012. This includes “Women and
Higher Education in Nigeria” by C.A. Angya. & R. Asen.

“The Changing Academy? A Portrait of Canada’s University Teachers”. CAUT Education Review 12 (1),
January 2010. 1-6.

http://www.caut.ca/docs/education-review/the-changing-academy-a-portrait-of-canada-rsquo-s-
university-teachers-(jan-2010).pdf?sfvrsn=14

“The Tenure Gap: Women’s University Appointments, 1985-2005.” CAUT Equity Review 4, September 2008.

http://www.caut.ca/docs/equity-review/the-tenure-gap-mdash-women-rsquo-s-university-appointments-
1985-2005-(sept-2008).pdf?sfvrsn=10

UNESCO World Atlas of Gender Equality in Education. UN, 2012.

http://www.uis.unesco.org/Education/Documents/unesco-world-atlas-gender-education-2012.pdf

“University of Cambridge Equality Objectives 2012-2016”. (2012). Human Resources, University of
Cambridge, UK. http://www.admin.cam.ac.uk/offices/hr/equality/reports/objectives 201216.pdf

Wallace, Tina and Helen Banos Smith. “Core Issues Affecting Women Progressing to Senior Management: A
Comparative Overview of the Global South”. Paper presented on the occasion of the IIEP Policy Forum on
Gender Equality in Education held on the 3-4 October, 2011 in Paris, France. This paper brings together
global statistics and some evidence so far collected from seven countries (Ghana, Uganda, Cambodia,
Philippines, Bangladesh, Mexico and Chile), with further statistics from each region included for wider
comparison. Available at:

http://doc.iiep.unesco.org/wwwisis/repdoc/SEM313/SEM313 14 eng.pdf

6. CONCLUSION

The thirteen Colloquia that took place from 2011 to 2013 following the London Colloquium in May 2011
emphasise that whatever social, political, economic and cultural differences exist between the countries
where these meetings took place, women face and share, to various degrees, the same barriers to, and
problems within. female leadership in higher education. Much progress has been made but more needs to
be done:

e Society needs to move away from the assumption that higher education is properly a male-
dominated culture.

e All possible national and local levers must be employed to break down the barriers to female
leadership in higher education and other sectors of society.

e Women already in leadership positions in higher education institutions must see themselves as
agents of change and a rallying point for their fellow women instead of as rivals; women must be
prepared to support their counterparts in leadership positions and show solidarity.
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e Higher education Institutions need to focus on identifying and developing women with high
potential.

e |Institutions must have strategies that incorporate staff development; management styles should be
examined and analyses undertaken of what institutions do now and how they might change.

e Women need to be assigned more visible roles and to ensure that their contributions are
acknowledged.

e And perhaps most important of all “We (women) have to be a little more comfortable with making
others a little more uncomfortable, so we can look back in 30 years and say ‘We did make a
difference’.” Hannah Rosenthal, from her speech at the Higher Education Leadership Conference
held in 2005 in Wisconsin.

In “Barriers to Women’s Leadership”, the article quoted below, Doris R. Jakobsh summarises many of the
findings of the IFUW Colloquia. She says:

III

The women's movement has challenged the notion of predetermined gender roles as “natural.” Gender
roles are instead socially constructed classifications that are inspired and furthered by the overarching
influence of patriarchy within society, communities, and families. It is thus imperative that these
fundamental, patriarchal classification schemes are challenged and deconstructed. The fundamental
structure of Western patriarchal society depends upon an understanding that males are superior, more
powerful, and that they represent the “norm,” whereas women are understood as inferior, lacking in power
and autonomy, and secondary. The power of socialisation that underlies this system cannot be ignored. In
fact, sexist, patriarchal values are so deeply engrained in society's consciousness that they are largely
invisible. The very fabric of social organisation has been woven by males, for males, to support males. In
many bureaucracies, whether they are governmental or corporate, most of the upper positions are held by
men. Women are generally concentrated in the lower, supportive positions necessary to keep this male
leadership in power. Thus, the power, prestige, and privileges of those in positions of power, generally
males, depend on the subordinate position of women. This ordering of power thus has serious
consequences for women's leadership.

Numerous strategies have been attempted to overcome these barriers to women's leadership, particularly
within the workplace. The goal is fair representation of women within corporations, politics, the
professions, religious organisations, and unions. But there are limits to promoting equality within the
structures that are maintained by patriarchal values. Through existing male-dominated organisations, men
have come to view their perspectives and norms. as being representative of wider, gender-neutral human
organisations. With this perspective comes an assumption that the structure is asexual. This results in an
undervaluing of women's knowledge and experiences. Even when women move into leadership positions,
they are conditioned by the perspectives and power structures to maintain the status quo; while gender
composition may be changed, the underlying structure of power, knowledge, status, and wealth is not
challenged. Simply put, male dominance is the main obstacle to women rising to top positions in
corporations and politics. Furthermore, traditional gender roles, still widespread in society, are barriers to
women climbing corporate ladders Current value systems. largely support the notion that it is better for the
family if the father is employed and the mother takes care of the majority of parental responsibilities.
Unsupportive attitudes from family, friends, and co-workers may have negative effects on women's work
and their roles in society.

“THE GLASS CEI LI NG~

To understand the limited movement of women into prominent positions of leadership, concepts such as
the “glass ceiling” have come into wide use. The term is commonly used to describe the invisible barrier
that blocks women's chances of further promotion or advancement up the corporate ladder. The ‘glass
ceiling’ is not simply a barrier for individual women, but it also applies to women as a group, who are kept
from advancing simply because they are women. Subtle, indirect obstacles as a result of labelling or
stereotyping place stumbling blocks in the career paths of many women.

There are numerous causes of the “glass ceiling” for women. One important cause is occupational
segregation. The labour markets, and especially executive positions, remain segregated by gender. Women
executives are largely concentrated in specific areas, such as personnel, public relations, and even finance
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specialties, which seldom lead to the most powerful top management posts. The route to power generally
taken by presidents and chief executive officers is that of the business mainstream, an arena within which
the numbers of women remain largely insignificant. While there are indeed women who have reached high
management positions, they are often viewed, given their scarcity, as simply “tokens” so that corporate
management cannot be accused of discrimination.

Many women in positions of leadership insist that the most important career strategy for advancing to
senior levels is to consistently exceed performance expectations. In other words, for women to move up
the corporate ladder, they must work harder and longer than their male counterparts. A standard excuse
given by the male power structure is that, as a group, women have not moved into the most powerful
positions because there are too few women with the right combination of training, education, and
seasoning. In other words, doors have not been open long enough for women as a whole within the top
leadership milieus. Bureaucracies that consistently reveal a dearth of women in choice executive positions
insist that it is merely a matter of time before women close the equality gap with men in terms of
leadership. But many women who are on the climb up the corporate ladder disagree. They believe that the
lack of gender equity in leadership positions exists because of the patriarchal values that undergird the
structure of leadership. In essence, women fail to get to the top because of systemic discrimination against
them.

THE OLD-BOY NETWORK

Another barrier, and perhaps the most significant to women, is that the “old-boy network” shuts women
out of top management. This old-boy network consists of males who have been educated at the same
institutions or who have climbed the corporate ladder together. The “old boys” tend to promote individuals
who are like themselves. Men who are in these top decision-making roles often look to former colleagues
and friends to fill these positions. Women frequently are not even considered when it comes to promotions
because they are outside these networks. Although corporations claim to be meritocracies—institutions in
which advancement up the corporate ladder is based on performance and skill—the reality is that, despite
men and women's similar educational attainments, ambitions, status, starting salaries, and commitments to
their careers, men generally progress faster, attain higher-status positions, and receive significantly higher
compensation than women. Men's associations with their male peers play a significant role in their rise to
power and prestige. Given that women traditionally have not been an integral force within corporations;
they simply have not developed similar networking systems.

EXCLUSION FROM INFORMAL SOCIAL GATHERINGS

Related, but different in its ramifications, is the issue of women executives being excluded from informal
social activities where the groundwork is subtly laid for corporate advancement. This is a barrier to women
in terms. of developing rapport with their colleagues, potential clients, and male bosses. Corporations may
further handicap women by sponsoring explicitly male-only gatherings. These social activities become
ritualized and take on meaning as spaces where positive relationships are created. A significant
consequence of women being excluded from these informal networks (e.g. golf clubs) of communication is
that women remain “the other,” the “outsider.” Given the importance of networking through these and
other informal social gatherings, women are at a distinct disadvantage. This seriously undermines women's
strivings for equality within the workforce and in their progression into positions of leadership in particular.

SEX DISCRIMINATION

Sex discrimination is a serious obstacle facing women in leadership. Unique barriers that affect women's
ability shatter the ‘glass ceiling’ involve career assumptions by management about women as a group and
contradictory expectations for women. Discriminatory attitudes are often veiled in inaccurate “facts” about
women’s capacity for leadership. Women are presented as not aggressive enough, lacking the self-
confidence required for the job, and not being serious enough about their careers to climb the corporate
ladder. But prejudices and gender stereotypes persist because they allow males to protect their privileged
status and keep women in their place. Despite overwhelming evidence that these stereotypes are wrong,
they persist. Many female executives are convinced that they are not taken seriously by their male
colleagues; many have reported being mistaken for secretaries at business meetings. While few women in
executive positions report serious anti-women attitudes at work, the forces of discrimination are far more
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subtle: Women are simply ignored more than men. Furthermore, female executives are generally paid less
than their male counterparts with similar responsibilities. Women's status in the leading Professions of
health, education, law, accounting, and engineering is similar to those in corporate settings. Female health
Professionals are concentrated in low-status and less prestigious positions. In higher education, an
insignificant number of women fill the positions of president, chancellor, or provost. Initiatives that must be
put in place to rectify prevailing attitudes toward women include training in gender awareness, diversity,
and combating sexual harassment.

LACK OF MENTORS

Another barrier to women in leadership is the lack of a critical mass of senior or visibly successful female
role models and mentors. Mentoring is an arrangement whereby an individual who has experience and
knowledge in particular field can actively guide and offer support to facilitate the learning or development
of another person. The arrangement generally involves a person in a leadership position providing guidance
and assistance to an individual in a more junior position. While corporations or institutions of higher
learning have recognised the importance and value of mentoring for their employees and have put formal
structures in place to support this process, mentoring generally occurs on an informal basis. Given the old-
boy network that has been contralto men's mentoring and advancement, women traditionally have had
fewer mentoring opportunities open to them than their male colleagues. Women in executive positions
stress that the lack of mentoring among women has been detrimental to their climb up the corporate
ladder. Because men generally occupy the highest positions of leadership, men are more likely to be in
powerful positions to open doors for those with inferior status. This is a serious barrier to women's
advancement. Since the basis of patriarchy has been organised through men's relationships with other
men, a similar unity among women is an effective means by which to combat institutional forms. and
norms that largely exclude women.

ALTERNATIVE APPROACHES TO LEADERSHIP

For many women who are within reach of executive positions, the costs of consistently out-performing men
and the lack of rewards in the race to the top are simply too high. Women-owned businesses are growing
dramatically both in number and in economic viability. Women are leaving the corporate world and are
drawn instead to business ownership because it allows for greater control over their time, productivity, and
advancement. As a result, corporations are under pressure to find ways to retain their most talented
women. Given the barriers to women's advancement, theorists are questioning the very structures of
leadership dominant in society. Alternative organisational structures and, by extension, alternative modes
of leadership call for questioning the patriarchal values that underlie leadership and long-accepted
leadership ideals. The type of leadership that is exercised by many in executive positions is not the style of
leadership that attracts and sustains women, nor is it necessarily just and effective.

The classic leadership role involves power over another, and women in particular traditionally have been
secondary, subordinate, and disempowered. Alternative modes of leadership — in essence, a contra-
bureaucratic model — reject classical, patriarch powered modes of leadership that are composed of vertical
positions of authority, be those legally or traditionally defined. This approach attempts to counter
competitive, patriarchal, and individualistic values that are intrinsic to the hierarchical process with
alternative modes that focus instead on communication and participation at all levels as the basis of
leadership. Leadership is thus understood as a process of reaching consensus and following through on
group decisions. The goal of such leadership, in which relationships are primary, is understanding rather
than persuasion. In this scheme, individuals can be both followers and leaders at different times or even
simultaneously. The goal is a horizontal and consensus-based process that focuses on a more democratic,
egalitarian method of participation and communication. Communicative leadership is truer to women's
styles of leadership; historically, women have been in positions and played roles in which dialogue,
nurturing, and problem solving are central. Since patriarchal, hierarchically based positions of leadership
have traditionally been closed to women; women may be more open to alternative approaches that are
more communicative and participation-based. Horizontally based leadership, in aiming to involve the
broadest range of individuals in the process of decision-making, cannot be restricted to women. This more
interactive approach must reorient both women's and men's approaches to leadership.
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1. INTRODUCTION

These guidelines and suggestion are provided to assist you in your planning; they can be adapted to
meet local conditions and requirements.
AIM OF THE COLLOQUIA

To identify barriers to female leadership in Higher Education and to develop strategies for promoting

greater access for women to Higher Education decision-making positions including the creation of a
global network on this issue.

THEME OF THE COLLOQUIA

Breaking Down Barriers to Female Leadership in Higher Education

FORMAT

Colloquia — from the Latin ‘Colloquor’ — to speak, to converse, to discuss, to talk with — used here to
emphasise that the meetings should encourage discussion. The Colloquia will be one day events with
presentations and then discussion. It is suggested that four presentations take place with refreshment
break after two presentations. For the purpose of the Colloquia, the term ‘presenter’ has been used
rather than ‘speaker’.

PARTICIPANTS

The Colloquia are aimed at women at the highest levels of university teaching, to give them a platform on
which to share their experiences, exchange views and discuss the way forward.

Among the Senior Academics to be invited are: Chancellors/Presidents/Vice-Chancellors (who are
involved in the management and administration of their organisation — titles vary from country to
country, Rectors, Provosts, Principals or equivalent who are Chief Executives/Heads of a University.

You may also consider inviting: Chancellors (i.e.” titular’ Heads of Universities who are not involved in
the management and administration of their institutions/figureheads), Deans, Heads of Faculty, Heads of

Department, Representatives from Education-related Organisations, Government
Departments/Ministers, Heads of other Educational Establishments eg vocational and technical colleges.

NFA Members should also be invited.

The numbers may have to be limited — see Admission Fee on page 7.
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IFUW TIMEFRAME
October 2011— December 2011
Submission of NFA applications to participate in the project

January 2012— September 2012
National Colloquia to take place

October 2012 — November 2012 Final
reports to be received by IFUW

January 2013 — April 2013

Compilation and analysis of findings with electronic publication by end April 2013

May 2013— August 2013

Preparation of workshop, to be given at IFUW Triennial Conference, Istanbul

2. EVENT MANAGMENT

Your event management must take into account all aspects of the event especially budgetary
considerations. Planning can never start too early. Close attention to detail is essential and will ensure a
successful event

NATIONAL COORDINATOR/DEPUTY

Appoint a National Coordinator who will be the liaison with everyone including the IFUW Coordinator.
She will have to make all the final decisions, resolve any problems and liaise with the venue. If possible,
the National Coordinator should have experience of event planning.

The National Coordinator should work with a Deputy who is kept informed of all progress. The National
Coordinator should ensure that her Deputy receives copies of all documentation as a back-up, including

the contract with the venue, arrangements with Presenters and Co-Chairs, and the list of invitations.

ORGANISING COMMITTEE

You may wish to set up a small organising committee who will be allocated specific tasks e.g.
administration, selection of Presenters. Ensure that the committee reports progress to the National
Coordinator/Deputy. The National Coordinator/Deputy in turn should report progress regularly to the
IFUW Coordinator. Regular communication is essential. You may consider holding meetings to discuss
progress which should be built into your budget.

EVENT TIME PLAN

The Coordinator should develop a detailed time plan covering every aspect of the day, including

time of access to rooms, setting up of the audio-visual equipment, sound testing, informing the venue of
final numbers, confirmation of meal arrangements. The event time plan should be given to everyone
helping with the event. You should consider holding a briefing session on the day for all those people
who are involved in the arrangements.
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DATE AND TIME

Finding a date and time can be difficult but it is essential that the date is set in order to get the maximum
number of academics to attend. Take into consideration other events your NFA is planning to hold during
the year. Establish if there are any other similar events taking place in your region/country at the same
time. Be aware of the IFUW timeframe as set out on page 3.

3. VENUE AND FACILITIES

NUMBERS

Decide how many people you realistically think will attend the Colloquium: Presenters, Co- Chairs, and
Senior Academics, other guests, Press and NFA Members.

TYPE OF VENUE/FACILITIES

Consider an ‘academic’ venue — a university or college. Does your NFA have contacts at a suitable
venue that may consider allowing you to hold the Colloquium there at nominal cost?

Decide if a ‘room only’ package with separate catering is suitable or whether it is less expensive to have a
‘per day delegate rate’ which includes room hire and catering which is costed on a ‘per delegate’ basis.
Ensure that the venue hire includes the additional room required for catering.

The venue must be easily accessible in terms of transport and should be accessible for those with a

disability (lifts, ramps etc). Ensure that the venue has first-aid arrangements on site. Also, check
parking arrangements and whether reserved parking can be arranged in the event that this is required by
‘VIPS'.

You will probably be required to pay a deposit on the venue. Ensure that you read the contract thoroughly
and understand the cancellation policy. Ensure that the venue guarantees prices and/or advises you of
possible price increases — read the contract carefully.

INSURANCE

Check your insurance liabilities with the venue. Will your NFA have to take out insurance cover and if so,
what is the cost.

CONTACT PERSON AT VENUE

Have contact person at the venue (e.g. from the Conference Department) who can answer all your
questions; establish if they will be there on the day with a contact telephone number. Ask them to confirm
all arrangements in writing (email should suffice).

SITE VISIT

The Coordinator and Deputy should arrange to visit the venue in advance to ensure that they are
familiar with the venue in general and in particular the meeting room. This will be an opportunity to

check on the audio-visual equipment, acoustics and lighting; to be checked again on the day.
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EQUIPMENT

Decide in advance whether presenters will be allowed to use PowerPoint presentations.

Check availability of audio-visual equipment and find out if this has to be ordered from outside and what
is the timeframe on this.

REGISTRATION DESK

Ensure that there is space for a registration desk.

DISPLAYS

You may want to organise a display area reflecting the theme of the day and/or the work of your
NFA/IFUW.

Ensure that the venue allows the setting up of displays and if so, whether there is an additional charge for
display boards.

VENUE RECEPTION DESK

Ensure that the reception desk is aware of the event and can direct your guests and/or answer their
queries.

SIGNAGE

Ensure that the venue provides clear signage to meeting room(s), restrooms/
toilets/cloakrooms/lifts/ and that all entrances/exists are clearly marked. If signage is not adequate, ask
the venue if you can provide it.

VENUE INFORMATION

Ask the venue to provide a map of the venue and its surrounding area, travel directions, parking areas — if
not make your own; to be sent when you confirm receipt of acceptance/payment.

VIPs

You may have to consult the venue about the security implications of the attendance of VIPs eg a
Member of Parliament. Contact the VIPs’ office and enquire about any security arrangements that should
be put in place.

PRESS/MEDIA ATTENDANCE

The venue may also have to know whether the Press/Media are attending.

ROOM REQUIREMENTS

A theatre-style layout of tables and chairs, with a ‘top table’ with microphones for panel i.e. Presenters,
Co-Chairs, NFA President, is suggested.

Also needed are:

e Lectern with microphone
e Table for Rapporteurs or suitable seating
e Press Area

e Water for Presenters/Co-Chairs/Guests
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The following may also be required:

e Whiteboard and markers

e Banner of your organisation

e Overhead projector/cables

e PowerPoint data projector/cables

e  Charges for audio-visual personnel if in attendance during event

CATERING REQUIREMENTS

The following refreshments are suggested:

e Teas/coffees/biscuits/non-alcoholic drinks — on arrival
e Light buffet lunch — e.g. sandwich lunch with fruit
e Refreshments before departure.

Arrange for lunch/refreshments to be served near the room where the Colloquium is to be held. A buffet
lunch is suggested where guests can mix and which also saves time. You may want to provide a few chairs.

The venue can advise on catering requirements.

Ensure that vegetarian/other dietary options are available if required.

4. BUDGET

This is probably the most essential item in your planning. Even though you may not have full details of
funding available, it is essential to estimate costs and decide whether the event is viable and whether
there are any areas that can be trimmed. Build in a contingency to allow for unexpected costs.

PRESENTERAI CRS’ EXPENSES

Decide in advance if Presenters’/Co-Chairs travel or other expenses are to be paid.

ITEMS TO BE COVERED IN YOUR BUDGET AND UPDATED REGULARLY:

e Venue Hire including ‘break out’ room to be used for lunch/refreshments
Deposit on room hire (if applicable)

Audio-Visual equipment/PA system/microphones, roving microphones
Overhead projector/cables, hire of PowerPoint data projector/computer
Insurance

Catering (including water for top table)

Staff at venue (additional costs/gratuities)

Whiteboard and markers

. Banner of your organisation for top table/flowers

e Administration: stationery supplies, invitation cards, letters, postage, telephone calls
e Photocopying/printing

e Display Boards (may have to be hired)

e Display Materials

e Coordinator/Deputy/Committee - expenses including site visit/meetings

e Presenters and Co-Chairs - expenses
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e Press Release writer fee

e Photographer

e Signage

e Name signs for top table, registration desks, etc
e Badges/Lanyards

e National and Local Taxes

As a contingency add at least 10% to overall budget

Negotiate with the venue and ask if there any costs that they may be prepared to waive. Do not assume you
can bring in your own members to deal with aspects of the Colloquium e.g. audio visual equipment or
catering to reduce costs — always check what is permissible with the venue before the event.

ADMISSION FEE AND TICKETS

Decide whether you will charge an admission fee for participants other than Presenters, Chairs, and
invited guests. Decide how much you are going to charge your ‘audience’ — this should cover the cost
of the event including all costs associated with your Presenters/Chairs and meals/refreshments on the
day.

It is advisable to issue tickets if you are charging for admission or participation is limited. Decide how
admission is to be advertised and tickets sold. Ensure that tickets are printed with a number. This
would serve as confirmation that payment has been received. Guests should also be sent tickets perhaps
in a different colour to differentiate between paying and non-paying i.e. invited guests and paying
members. All should be checked off a master list on arrival by those responsible for meet and greet.
Decide whether non NFA members can buy tickets and if so, how will you advertise this (posters,
Internet, libraries etc?). If space is limited, decide whether tickets will be issued on a ‘first come, first
served basis’, or by ballot.

SPONSORSHIP AND IFUW GRANTS
To assist with costs, consider seeking sponsorship of the Colloquium or an aspect of the event.

IFUW has available fifteen grants of up to 500 CHF each to assist with the colloquia costs. NFAs in
countries with a GNI under $12, 275 wishing to be considered for one of these must return the
Colloquia Participation Form and budget no later than 31 December 2011.
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5. PROGRAMME
See BFWG Colloquium Report for Example

AGENDA

The agenda for the day has to be developed well in advance of the Colloquium so that you can approach
Presenters and CoChairs. They must be clear about what you are asking them to do and how long they
are required to speak. Build in time for introductions, questions and answers. A list of suggested
issues to be addressed in provided on page 12.

Keep in mind that the final programme may have to be altered depending on the availability of Presenters —
stress that any draft programme is ‘subject to change’.

Be prepared for the fact that your guests/senior academics may have to cancel at the last minute. If
this is the case, ask them to invite a colleague in their place. It is essential that you have a backup plan
particularly if they are Presenters or Cochairs.

INVITATIONS:

Once the date, time and venue have been fixed, then invitations can be sent out. Note that many
senior academics have many calls on their time, so the earlier these are sent out the better.

Invitations should be sent to:

e  Head of University where the Colloquium is to be held (if applicable);

e  Senior Academics: Chancellors/Presidents/ViceChancellors (Heads of Universities and Colleges
who are involved in the management and administration of the institution, Rectors, Provosts,
Principals or equivalent who is Chief Executive/Head of a University.

e  You may also consider inviting: Chancellors (i.e. they are ‘titular’ heads and therefore not involved in
the management and administration of the institution) Deans, Heads of Faculty, Heads of
Department.

Heads of other Educational Establishments eg vocational and technical
Colleges.

Representatives of EducationRelated Organisations/umbrella organisations
eg UUK (in the UK), ACE (in the USA), Association of Commonwealth
Universities

Educationrelated Funding Bodies

Quality and Assurance (Education) bodies

Government Representative/s

Minister from Department of Education and/or government in general and/or Minister for
women

e NFA Members
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SELECTING PRESENTERS/CO-CHAIRS AND SENIOR ACADEMICS

Approach Presenters, CoChairs and Senior Academics as early as possible. Senior academics have
many demands on their time and their schedule is planned months in advance. If necessary, follow
up invitation letters with a telephone call to the individual concerned or their secretary. Be clear on what
expenses will be reimbursed and whether PowerPoint presentations will be allowed.

Presenters and CoChairs should be given briefing notes about the event, a detailed guest list and
‘pointers’/issues to be addressed with regard to the discussion. Ask the Presenters and the CoChairs to
arrive early so that they can familiarise themselves with the venue. It is helpful to put the CoChairs in
touch with each other prior to the event.

There is a wealth of information on the internet which will give you leads on who to invite to the Colloquium as
guests, Presenters and CoChairs.

NFAs may already have links/contacts with universities and colleges. Check university and college
websites for the names of their senior academics and to establish whether any specialise in an area linked
to the theme of the Colloquium. Many senior academics have their own website which detail their
academic career and lists publications and research. Many have articles which are easily accessible on
the Internet.

Contact umbrella organisations which are educationrelated; also government departments, education
funding bodies etc.

Once Presenters and CoChairs are confirmed, obtain brief CVs from them that will be included in the
programme and distributed on the day and ensure that CoChairs have copies of these. Do not
distribute any of this information unless you are certain that Presenters and Co.Chairs have approved
the contents.

INVITATION PROCEDURE

Keep a list of all invitations sent.

Follow up invitations if you do not receive a reply.

Acknowledge all replies as they arrive — whether acceptances or not.

Keep a list of all these and update any details — if the invitation is declined

Ask the invitee to suggest a colleague who could attend in their place.

Ensure that invitations are dealt with preferably by the same person who is fully conversant
with the event, its location and can answer questions about parking, access etc.

e  Ensure that invitation letters are correctly addressed .correct title of individual etc — and find out
about your guests so each letter can be personalised particularly when writing to wouldbe
Presenters and use a standard text for the body of the letter— write as though you know about
them and have read their work —a couple of lines should be sufficient.
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MAILING LIST

This will be an ongoing function. It will include all those invited to the event including Press/Media
and Presenters. This will form a list/database with a comprehensive mailing list for other events and
circulation of the Colloquium report. Ensure that it is kept up to date noting any changes as these are
notified to you. Make a note of areas of expertise.

ADVANCE MATERIAL

Nearer the time of the Colloquium, consider sending the programme to all those who have indicated
they will attend even if is only in draft form — this maintains contact and helps to ensure guests do not
forget about the event.

As the date approaches send ticket/admittance card, map of venue, with a covering letter including
contact details to be used before the event if necessary and emergency contact numbers on the day.
Ask guests about their dietary or other requirements.

PRINTING

Professional printing should not be necessary. Invitations and programmes can be designed ‘in- house’ but
build in costs for card, paper, ink etc. Only print invitations and programmes as soon as practical. Leave
sufficient time for proofreading.

WELCOME PACKS

On the day, your ‘welcome packs’ should include information about IFUW and your NFA as well as the

final programme, notes on Presenters and Co-Chairs and a list of attendees. Ensure you have copies of
these for the Press. Include the names of any sponsors in the programme. Allow ample time to prepare
the ‘welcome packs’ in order to avoid changes. Do not use this occasion as an active recruitment drive
but you may wish to include a membership form in the ‘welcome pack’ that is distributed on the day.

6. OTHER ADVANCE ARRANGEMENTS

VOLUNTEERS

Recruit volunteers in advance of the event to assist with setting up on the day, registration, meet and
greet, have members on hand to make sure everyone networks during meal/refreshment breaks,
check computer/cables etc.

Arrange for your NFA President or her designated Deputy to introduce the Colloquium with a few

words of welcome, give a brief summary on the purpose of the event, introduce Presenters and Co-Chairs
and the Coordinator of the event.

Organise a NFA member/senior academic to give a vote of thanks to the Presenters, Co-Chairs, guests and
organisers.

RAPPORTEURS/PHOTOG RAPHS

Arrange for Rapporteurs to take notes on the day. Consider one rapporteur per session with one
person in overall charge to produce the final document.

IFUW International Colloquia Project Guidelines 11



Arrange for a photographer (possibly a NFA member or a contact) to take photographs during the
Colloquium and also more informal photographs as well as some of the venue.

PRESS RELEASE/MEDIA & PRESS COVERAGE/NFA WEBSITE & NEWSLETTER

Organise a Press Release about the Colloquium to be sent out in advance to all National Press, universities
and colleges and your members. Consider employing a PressRelease writer who can do this for you
(on a oneoff basis). See example in BFWG Colloquium Report. Contact local and National radio and
television stations — be prepared for your President etc to be interviewed. Have Press packs ready
to distribute.

Include information about your Colloquium on your NFA website —you should refer Press/Media
to this. This should be updated later to include a short report of the day and photographs of the
event; the final report to be added in due course.

Work out a timetable for inclusion of updates on the event and followup action in your NFA’s
magazine/newsletter; liaise with the IFUW Office as to this information could be added to the IFUW
website.

7. SUGGESTED ADVANCE RESEARCH

NFAs are strongly encouraged to carry out some research prior to event so your members are well
informed/uptodate.

Check whether your NFA or another national organisations has already carried out research in this
area. Ask whether your members have attended similar colloquia or submitted presentations.

Review the resources that have been collected and posted on the IFUW website -
http://www.ifuw.org/what/colloquia/.

Examine your country’s legislation with regard to equal pay, gender equality; also research statistical
information and policy papers.

Establish what positive action has been taken by your Government. Some issues are not the fault of
institutions alone but Government policies — does your Government play a positive role with regard to

gender equality policy?

Check European Union (EU) Treaties and Directives concerning gender issues (if relevant to your country).

Review your country’s follow.up action from the UN Beijing Conference on Women in 1995.
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8. SUGGESTED ISSUES TO BE ADDRESSED
e  What are ‘the Barriers’ — are they real or imagined by women?
e  What is leadership and how do women perceive it? /How are women leaders perceived?

e  What s the ratio of women to men at the undergraduate and postgraduate levels — do they hit a
‘glass ceiling’ and if so, when?

e  What are the constraints of being a woman in the Higher Education sector and other sectors?
e  What are the challenges facing women in academia today?

e  Are gender monitoring systems in place? — This is a key element in gender
‘mainstreaming’ or integrating gender equality policy.

e What, if any, discriminatory practices exist in Higher Education?

e  What are the weaknesses in current systems that are the source of indirect
discrimination and need to be challenged?

e Do women have equal access to training offered?

e Isthere a commitment to equipping women with the necessary skills to contribute to the overall
renewal of the Higher Education sector and change attitudes that exist within it in your country?

e  Are family friendly hours in place with regard to meetings? /Are universities working to
accommodate the demands of family life?

e |sthere transparency in the recruitment process?

e Do old fashioned practices characterise the employment/recruitment procedures in some
academic institutions, i.e. is there a reliance on ‘patronage’, old boys’ networks, personal
invitations?

e |sthere a peer review system in place and if so, is it working or does it need to be
modernised?

e Following the UN Beijing Conference on Women in 1995, the importance of mainstreaming
or integrating gender equality has been highlighted in the EU and other countries. Is this the case
in your country?

e |[sthere a‘leaky pipeline effect’ in your country whereby women ‘drop out’ of Higher Education at
the doctoral or postdoctoral levels? At what point do women reach a ‘crossroads’, what are
the reasons?

e  According to Mary Evans, London School of Economics, women embrace ‘a culture of compliance’
i.e. they tend to follow the rules. Is this true in your country? (See BFWG Colloquium Report)
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Dr Melonie Fullick, York University Canada, suggests that ‘there is a male culture to academic life
from the start that is entrenched. Teaching is feminised work ... because the best teaching tends to
involve the kind of emotional labour that is allocated to women by default’. Do you agree with this

view - Is the ‘institutional nature’ of the problem sufficiently understood? (Guardian Newspaper,
Higher Education Network, 24 May 2011).

Nicola Dandridge, UK poses the question ‘Many women prefer to remain academics continuing in their
chosen vocation of ‘teaching’ —is this a ‘real’ choice or a ‘conditioned’ choice? (See BFWG Colloquium
Report)

A 1993 UNESCO/Commonwealth Secretariat study cited in Higher Education and Women: Issues
and Perspectives, a report prepared for the World Conference on Education: Higher Education in the

Twenty-first Century (UNESCO, 1998, p12) cited the barriers to women’s participation in

decision-making: limited access to education, especially higher education; discriminatory appointment
and promotion practices; the stresses of dual family and professional roles; family attitudes; career
interruptions; cultural stereotyping; alienation from the male culture and continued resistance to
women in management positions; propagation of the glass ceiling syndrome which privileges covert
criteria for advancement; and absence of adequate policies and legislation to ensure the
participation of women. Are these relevant to your country?

The report Higher Education and Women: Issues and Perspectives (UNESCO, 1998, p15) suggests that
adequate training opportunities must be given to women to acquire skills which, otherwise, would
exclude their candidature from consideration when leadership posts arise. The report cites the
example of a strategy UNESCO adopted with the Association of Commonwealth Universities and
the Commonwealth Secretariat to provide management training for women and research on the
issues which can promote (or hinder) their advancement within the executive ranks. Is such training
available in your country and what impact has it had?

It has been suggested that all leaders, whether male or female, become key agents of change for the
creation of a new society. Therefore, women should not see men as adversaries but full and equal
partners when dealing with the present and in shaping the future of our personal and public agendas.
How can this view be taken forward?

How do you propose to build on your Colloquium — what is the way forward?
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9. POST COLLOQUIUM ACTION

Immediately following the event, prepare a brief one page report describing who attended, the main
topics of discussion, a few of the key findings and a couple of quotes. This report can be used for local
press and media, posted on your NFA website and be sent to IFUW for posting on the IFUW website.

Within one month of the event, prepare a full report summarising the presentations and key points

made during the discussions. This report should be sent to IFUW, be added to the NFA archive and
distributed electronically to participants, as well as others who could not attend.

Send letters of thanks to Presenters/Co-Chairs/Venue/others who have assisted Reimburse

remaining expenses and pay any outstanding invoices.

If your NFA received an IFUW grant, submit a final financial statement summarizing the colloquia
expenditures.

For further information, please contact:

Anna Frost, IFUW International Colloquia Coordinator
colloguia@ifuw.org
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Appendix 2

British Federation of Women Graduates (BFWG): Report of Colloquium held May 2011

BRITISH FEDERATION OF WOMEN GRADUATES
REPORT OF THE BFWG COLLOQUIUM
FEMALE LEADERSHIP IN HIGHER EDUCATION:
OVERCOMING THE BARRIERS - REAL OR IMAGINED?
11 MAY 2011
THE SENATE ROOM, SENATE HOUSE

THE UNIVERSITY OF LONDON
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Welcome and Introductions

Twenty senior academics and representatives from higher educatierelated organisations

came together with members of the British Federation of Women Graduates in the Senate

Room of Senatéouse to discusO & AT AT A , AAAAOOEED EI (EGEAO %AO/
Barriers9realorE|i ACET AAd e

Marianne Haslegrave, IFUW and BFWG President, extended a warm welcome to everyone
andOAEAOOAA O1 "&7' 80 OIT1T A E1T (ECEAO %AOAAOQEI I
" & 7 ' Fduddation for Women Graduates and Scholarshipund. Participants then introduced
themselves.
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