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As you can see the report is big, it grew organically from the proposed 30 pages to 103 pages, and then there are the appendices and separate institutional profiles.  
So I’ll walk you through the structure of it, and indicate where to look to find the relevant information you’ll need to explain to your colleagues, when you go back to your organisation, why gender equality is important, and also what the next steps are.



‘The under-representation of women threatens the 
goals of science in achieving excellence, as well as 
being wasteful and unjust’ - European Commission, 2001

Why gender equality?

…HEIs which allow gender inequality to exist 
cannot perform to their full potential

Business 
case

Pg.18

Moral 
case

Pg.17

Presenter
Presentation Notes
Why gender equality?

The European Commission concluded as far back as 2001, that ‘the under-representation of women threatens the goals of science in achieving excellence, as well as being wasteful and unjust.’

In this report page 17 covers the: 
Moral case: where gender equality is an extension of the principles of equality and inclusion of wider society, and should be a goal and end in itself. Higher education institutions (HEIs) are principal agents of cultural change and thought leaders, educating the society and leaders of the future.  Students’ experiences in their HEI and the role models they see, can have a profound impact on their future career choices and their perception of the world in which they live and work.  It is essential that HEIs reflect the societies in which they exist. The moral necessity for organisations to reflect the ethnic and gender-balance of the communities they serve has been increasingly recognised in politics and the arts. 

And page 18 covers the:
Business case: where research on Fortune 500 companies and banks, has shown that gender balance on executive boards is positively correlated with increased performance, and in HE, research shows that publications from ethnically diverse research teams are more highly cited than those published by homogenous teams.  

The risks of stagnation associated with ‘groupthink’ mentalities are reduced by diversity and gender balance. Therefore gender equality and diversity are central to the pursuit of excellence and…  

…so Higher education institutions (HEIs) which allow gender inequality to exist cannot perform to their full potential.
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So the Expert Group developed this vision, to help achieve the vision of the National Strategy for Higher Education to 2030.

By investing in gender equality, institutions will maximise their pursuit of excellence and successfully meet the many social, economic and cultural challenges of the future.

What does gender equality in Higher Education look like, it’s when:
the most talented women and men are employed at all levels, in both academic and non-academic roles;
representation on governance and management structures is gender balanced;
there is no perceived gender inequality amongst staff members;
Irish HEIs will be able to get gold institutional Athena SWAN awards recognising their progress in addressing gender inequality.





Approach to the Review
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 Policy-context research
 International and national literature review
 Data collection on Irish HEI staff (academic & 

non academic)
 Collection of HEI equality policies and Athena 

SWAN applications
 Stakeholder consultation (face to face 

meetings, written submissions, & national 
public online survey)
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The review began in September 2015, to see if there was gender equality in Irish HEIs.  

The approach involved :
- Looking at the policy-context; 
- An International and national literature review;
- Data collection on academic & non-academic staff in HEIs that are in receipt of annual core-grant funding from the HEA; 
- We also collected equality policies, and where applicable, Athena SWAN applications or institutional statements on their gender equality initiatives;
- And there was wide consultation with stakeholders involving face-to-face meetings with the Expert Group, written submissions from interest groups, (54 stakeholder groups in total, listed in the Appendix D) and a national public online survey (almost 5,000 respondents).
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In higher education, women continue to be vastly under-represented 
in top academic decision-making positions, and top academic grades 

across Europe
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Gender inequality in higher education is an internationally observed issue.  

Women continue to be under-represented in top academic decision-making positions and in top academic grades across Europe.  

You can see from this graph of European data, the balance between women and men is fairly even at the level of students, graduates and the entry academic Grade C (first grade/post into which a newly qualified PhD graduate would normally be recruited), but at Grade B (academic staff) and most dramatically at Grade A (the highest grade/post at which research is normally conducted), there is a significant drop off in the number of women, with only 21% of women at Grade A compared to 79% men. 

The dotted line is 2007 data, and the bold line 2013, so not much progress over this time- She Figures 2015.

How do Irish HEIs compare?  We collected a lot of data during the review, but we’ll just focus on some of it here….
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Looking at the data, for the university sector:

- Overall the staff cohort is gender balanced, with only slightly more women than men.
Since the establishment of the first Irish University c.424 years ago, there has never been a female president.
The National Women’s Strategy identifies 40% as a key percentage for gender balance.  Using that as a measure, you can see that the number of Universities that have achieved a minimum 40% representation of each gender on their key decision making bodies is low, especially for academic councils and the executive management teams.  
The same scissors diagram that exists in Europe for academic staff, is also replicated in Irish HEIs, with gender balance at UG, PG and Lecturer levels, but a steep drop-off thereafter, with only 19% of the professor posts held by women, vs 81% by men.
Although comparable data for non-academic staff internationally is limited, in Irish HEIs the same drop off in the numbers of women holding the top-paid positions can be seen, with only 31% held by women vs 69% held by men, this is even when the majority of lower paid positions are held by women, so there is no pipeline issue here.
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Looking at the data for the colleges sector:

- The majority of staff are women.
However, there is only 1 female president.
You can see that the number of Colleges that have achieved a minimum 40% representation of each gender on their key decision making bodies is moderate, but the executive management teams still consist of mainly men.
In the colleges, academic women are in the majority at UG, PG and Lecturer levels, whereas the senior academic posts are more gender balanced.  
For non-academic staff, while the lowest paid posts are held by mainly women, there is a rapid drop-off in the numbers of women holding the higher-paid positions, and while these numbers are relatively small, there are no women in the top category.
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Looking at the data for the IoT sector:

- Overall the staff cohort is gender balanced, with only slightly more men than women.
There are four female presidents out of 14.
You can see that the number of IoTs that have achieved a minimum 40% representation of each gender on their key decision making bodies is low, especially for academic councils and the executive management teams.  It was noteworthy that in 2 IoTs there were actually no women on their executive management teams.
In the IoTs, men are slightly in the majority at UG and PG levels, with gender balance at Assistant Lecturer level.  However the same down-ward trend is apparent at senior levels, with only 31% of the highest posts held by women, vs 69% by men.
For non-academic staff, the majority of the lowest paid positions are held by women and the majority of the highest paid positions are held by men.  



National Online Survey Results
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This infographic for the National Online survey results is on page 8 of the report, and there is a summary analysis on page 26, and the full results can be found on page 111.

- There were over 4,800 respondents to the survey and the majority of these thought that there was gender inequality in Irish HEIs.

When assessed by gender, the majority of female respondents thought there was gender inequality (64%), whereas a much smaller percentage of male respondents thought that there was gender inequality.

The key areas for attention highlighted by respondents to the survey were: 

So there is gender inequality in Irish HEIs…



1. Not enough 
women in the 

pipeline  

2. Women are not 
ambitious enough

3. Women must 
not be good 

enough to progress 
to the top of the 

career ladder

4. Organisation 
and culture

Four possible reasons?
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Double-blind experiment: only changing the 
name on the CV, science faculty from 
research-intensive universities ‘rated male 
applicants as significantly more competent 
than the (identical) female applicant.  These 
participants also selected a higher starting 
salary and offered more career mentoring to 
the male applicant.’ Moss-Racusin et al (2012). 
PNAS, 109(41)16474-79.

In business, it has been observed that women 
are as ambitious as men to reach the top 
within their organisations, but they are 
significantly less confident than men that this 
would happen, with confidence being defined 
as the ‘perception of one’s chances of success 
in the current environment, rather than 
confidence in one’s own qualification.’ 
McKinsey Women matter, 11.
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The Expert Group explored four possible reasons for this:
1. That historically there were just not enough women in the career pipeline – but research shows that even when there are enough women in the pipeline, they still don’t reach the top positions;
2. women are not ambitious enough in their careers to progress to the top. – however, it has been observed in business that women are as ambitious as men to reach the top within their organisations, but they are significantly less confident than men that this would happen, with confidence being defined as the ‘perception of one’s chances of success in the current environment, rather than confidence in one’s own qualification.’ McKinsey Women matter, 11.
3. If progression is based on excellence and merit; women must not be good enough to progress, or men are intrinsically better than women when it comes to careers in higher education and research. But there is no evidence to suggest that there is an intrinsic difference between the sexes in talent or ability to perform in HE. The way in which merit and excellence are assessed however may result in a disadvantage for women.  For example, studies have found that when number of publications is used as a productivity metric women may appear less productive than men, however when periods of leave are accounted for, female researchers are just as productive as men.  And in a double-blind experiment…  

These are two examples of where the structures used for merit assessment, promotions, and appointments at various stages of the career ladder allow different treatment of women and men, resulting in a failure to retain and promote all of the best talent. 

The Expert Group noted that historically initiatives aimed at improving the gender balance among senior staff have targeted these first three reasons, trying to mould women to fit more successfully within the existing career system, and while the commitment behind such initiatives is not in doubt, perhaps it was misplaced, as these reflect a ‘fix the women’ approach, and have not solved the problem of women not reaching the top positions in HEIs.  

The Expert Group concluded that the fourth reason, where numerous factors within HEIs, conscious and unconscious, cultural and structural, mean that women face a number of barriers to progression, which are not experienced to the same degree by their male colleagues; systematic barriers in the organisation and culture mean that talent alone is not always enough to guarantee success. 

So how can we bring about change …



Recommendations

Pg.43

With academic excellence at their heart, these 
recommendations are an antidote to mediocrity. 

The next step: each stakeholder group to use 
these recommendations to develop a tailored 
implementation plan, specific to the particular 
stage that each organisation is at in addressing 
gender inequality. 
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The recommendations in this report provide a comprehensive range of approaches for institutions to call on to bring about change in their organisation and culture.

With academic excellence at their heart, these recommendations are an antidote to mediocrity.  Without radical action, we cannot guarantee that Irish HEIs will ever be free of gender inequity.

Recommendations have been made for the following stakeholder groups: 
HEIs, HEA, Research funding agencies, Other key stakeholders

The next step is for each stakeholder group to use these recommendations to develop a tailored implementation plan, specific to the particular stage that each organisation is at in addressing gender inequality.  
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Gender equality in HE is primarily the responsibility of the HEIs themselves.  As every HEI is at a different stage, it is up to each HEI to decide what measures are needed and will work best in their institution, and a collated list of ‘measures to address gender inequality’ from our literature review is included in Appendix E of the report to aid in this.

However, the Expert Group identified important measures from the consultation process, that are needed in all HEIs and these form the basis of the 22 recommendations for the HEIs.  These can be grouped under a number of headings, relating to the critical areas identified in the national survey.  I won’t go into all of them in detail, but rather just list out a couple under each heading: 

Leadership 
1.1 At the final selection step, in the appointment process for new presidents, the final pool of candidates will comprise an equal number of women and men.
1.2 In the appointment process for new presidents, demonstrable experience of leadership in advancing gender equality will be required.
1.5 Appointment of a VP for Equality in each HEI.

Governance and Management Structures
1.6 Key decision-making bodies in HEIs will consist of at least 40% women and 40% men.

Organisational culture
1.9 Academically-led gender equality forum to be established in each HEI
1.10 Family leave working group to be established in each HEI

Recruitment and promotion
1.16 The recruitment and promotion procedures to be reviewed to ensure that they gender-sensitive.
1.17 For academic staff: each HEI to introduce mandatory quotas for academic promotion, based on the flexible cascade model, where the proportion of women and men to be promoted/recruited is based on the proportion of each gender at the grade immediately below.
1.18 A minimum 40% women and 40% men to be full professors, at the appropriate pay scale by 2024.
1.19 For non-academic staff: at the final selection step, in the appointment process for top non-academic posts, the final pool of candidates will comprise an equal number of women and men.

Gender Action Plan
1.21 Each HEI to develop and implement a gender action plan, which will be integrated into the institution’s strategic plan and into the HEI’s compacts with the HEA.

Athena SWAN
1.22 HEIs will apply for and achieve an Athena SWAN institutional award within three years.  TUs will apply for and achieve this within 3 years of being formally established. 
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There are 12 recommendations for the HEA that can be grouped as follows: 

Strategic dialogue process
2.1 A theme on ‘promoting excellence through gender equality’ will be integrated into the HEI compacts.  This will encompass two sections, ‘organisational culture’ and ‘supporting and advancing careers’ and HEIs will be required to identify measures under both.

Staff database and institutional profiles
2.2 The HEA will establish a comprehensive database of staff in HEIs.
2.3 Data will be disaggregated by gender in the multi-dimensional institutional profiles of HEIs, published annually by the HEA.

National committee for gender equality
2.6 A national committee to support gender equality in HE will be established consisting of the VPs for Equality from each HEI.

Targeted funding for gender initiatives
2.7 A targeted competitive funding stream for HEIs will be established to support new initiatives to foster gender equality.

Monitoring and review
2.8 The progress made by HEIs in addressing gender inequality via implementation of the recommendations will be reviewed tri-annually and a report published.

Athena SWAN
2.10 The HEA will establish the Athena SWAN Charter in Ireland on a permanent basis and extend it to cover all disciplines and all staff.
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There are 8 recommendations for the Irish Research Funding Agencies that can be grouped as follows: 

Gender dimension in research content
3.1 Research agencies will require applicants to demonstrate that they have given full consideration to any potential gender dimension in their proposed research. (This is already a requirement for applicants to H2020)

Gender equality among researchers
3.2 At institutional level, research teams and PIs should be comprised of at least 40% women and 40% men.

Gender-proof processes
3.3 All assessment panels, advisory groups, management boards, key committees, workshops, and focus-groups will comprise at least 40% of each gender.
3.4 All assessment panel members will be provided with face-to-face unconscious-bias training.
3.5 Targeted gender initiatives will be developed, informed by annual gender-disaggregated statistics and the monitoring and analysis of the gender-balance of applicants and awardees. (e.g. initiatives developed by SFI)

Gender Action Plan
3.6 Research Funding agencies will develop and implement gender strategies and action plans (similar to those in place for the IRC and HRB)

Funding for Gender equality research
3.7 Funding streams will be established to support research on gender equality.

Athena Swan
3.8 Within 3 years research funding agencies will require HEIs to have attained a Bronze Athena Swan award to be eligible for funding.  Within 7 years a silver will be the requirement.  TUs within the same time periods from when they are formally established.
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There are 19 recommendations for other key stakeholders.

I’ll just focus on one of these now, 

 




4.1 Gender equality will be identified as a 
national priority and key system objective in 
the Higher Education System Performance 
Framework 2017-2019.

Department 
of Education 

and Skills

With the following high level indicators:
• Presidents, or equivalent by gender;
• Gender-balance (min 40% of each gender) on governing 

authority/body, academic council, and executive management;
• Gender balance of Academic staff at each grade;
• Gender balance of professor grades (universities only);
• Gender balance of senior non-academic staff;
• Number of institutions who have successfully achieved and 

retained Athena SWAN awards;
• Level of perceived gender inequality amongst staff members.
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For the
Department of Education and Skills
4.1 Gender equality will be identified as a national priority and key system objective in the Higher Education System Performance Framework 2017-2019. 
With the following high level indicators:
Presidents, or equivalent by gender;
Gender-balance (min 40% of each gender) on governing authority/body, academic council, and executive management;
Gender balance of Academic staff at each grade;
Gender balance of professor grades (universities only);
Gender balance of senior non-academic staff;
Number of institutions who have successfully achieved and retained Athena SWAN awards;
Level of perceived gender inequality amongst staff members.
 
This will form the basis of measuring and monitoring progress in the strategic dialogue process…




• Annual review of HEI progress 

• Full review every three years thereafter

• Strategic Dialogue process
• Full review at the end of 3 years

Pg.103
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And for the HEA’s part, we will vigorously promote the objective of gender equality in HE through: 

Annual review of HEI progress 
collecting and publishing ‘HE institutional staff profiles by gender’ -  you have the first one of these in your pack – this represents the baseline from which progress will be measured;
this includes an update on which HEIs have Athena SWAN awards;
And we will convene regular meetings of the national committee for gender equality (which the VPs for Equality will be on).

The strategic dialogue process will involve working with the DES in
the development of a key system objective for gender equality in the HE System Performance Framework and the inclusion of high level indicators and monitoring targets ensures that performance on addressing gender inequality will be linked to funding.  

Full review at the end of 3 years
The HEIs will have a 3 year period to put in place measures to address gender inequality, and then progress will be assessed;
A review of Athena SWAN status will be conducted, and the national online survey repeated;
As part of the strategic dialogue process, HEIs will be at risk of funding being withheld, if they are not addressing gender inequality sufficiently;
At this point, Research Funding agencies will be considering linking Athena SWAN status to funding;
The review results will be published.

And this will be repeated every 3 years after that.

  

This report provides an informed and considered basis for a collective, national approach to achieving gender equality in Irish higher education.



Thank you 
The full report and supporting documentation can 
be found at www.hea.ie

gender@hea.ie

@hea_irl

@HigherEducationAuthority
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Thank you, and we look forward to working with all of you on achieving gender equality in HE.


http://www.hea.ie/
mailto:gender@hea.ie
https://twitter.com/hea_irl
https://www.facebook.com/HigherEducationAuthority


Put it to the test:

Project Implicit - Implicit Association Test (IAT)
(Gender-Career IAT)

https://implicit.harvard.edu/implicit/takeatest.html

Don’t think this applies to you?
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Don’t think you have any unconscious biases?  Maybe this doesn’t apply to you?  You can put it to the test in the Harvard based, Implicit Association test online.

https://implicit.harvard.edu/implicit/takeatest.html
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