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Learning Objectives

 To gain an understanding of the pathway to 

achieving an MSc through the AUA 

development programme.

 To critically analyse and reflect upon three 

varied research projects in a HE setting.



What is the PG Cert, Dip and 

MSc?



Why we did it

• Lack of formal 

qualifications

• "Magic" Level 7 

qualification

• Specific to Higher 

Education

• Support from work

• Values set out by AUA

• Over 2 years – it 

wouldn't be too much of 

a challenge!!

PGCert

PGDip
MSc

• I could do it!

• Enjoyed learning

• Better understanding of 

sector I was working in

• Support from work

• Modules would support 

my role

• Still enjoyed learning!!

• Focused on a research 

topic of my choice

• Complete a piece of 

research that could 

support my institution

• Only one final step to a 

Masters!!

• Opportunity to further 

engage with colleagues 

from across the sector

PGCert MSc



How do 

professional 

service staff 

perceive and 

engage in 

professional 

development 

programmes

within HEIs?



Research Objectives

• To review the literature on the changing roles of PS staff and 

opportunities for professional development and summarise the 
findings from previous studies.

• To complete a survey of staff in Uni A and Uni B and compare 

the findings between the two HE institutions. The questionnaire 

will seek to understand perceptions and attitudes towards CPD 
programmes.

• To make recommendations that will inform Uni B’s action plan to 

achieve the AUA MoE.

How do professional service staff perceive and 

engage with professional development 

programmes within Higher Education 

Institutions?



How do professional service staff perceive and 

engage with professional development 

programmes within Higher Education 

Institutions?

Research Questions

 How committed are the universities in supporting PS 

staff development opportunities?

 Do line managers look for opportunities to support 

the professional development of their staff?

 What are the professional development barriers as 

perceived by PS staff?

 What are the motivations to engage in CPD 

programmes?



Are there barriers that prevent engagement in 

professional development?

Barriers



Barriers: The role of the line manager



Engagement in professional development to 

support current role

Motivation



Motivation

Engagement in professional development to 

support future roles and career progression



Motivations to engage in professional development



Recommendations

 CPD Programme – Expectation of CPD 
requirements for PS staff.

 Career pathways for PS staff – career 
pathways to identify skills to develop and 
progress line with career aspirations

 Career Stage Development Programmes
– bespoke programmes for early career PS 
staff

 Development Reviews: Separated out 
from PDR process to support career 
aspirations

➢ Learning and Development culture –
Defining professional learning through 
training and work based learning 
opportunities

➢ Identifying development opportunities –
Line manager training to identify 
development opportunities
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Predicting Non-Completion 

Rates

• Small HE in FE provision

• New provision

• Non – traditional students

• Poorly performing

Could attendance be the key?

An investigation into attendance in Higher Education: 

does it matter and can it be used to predict completion 

rates?



Research Objectives

• Evaluate the extent to which 

attendance and completion 

are linked within the HEI

• Identify any key factors that 

could predispose students to 

not complete

• Create a formula to enable a 

prediction of completion rates 

based on attendance rates 

and other key factors



An investigation into attendance in Higher 

Education: does it matter and can it be used 

to predict completion rates?

Research Questions

• Does attendance impact performance?

• What other factors impact performance apart 

from attendance and which of these are 

statistically significant?

• Can attendance and other factors be used to 

predict completion rates?



What were the results?
Does attendance impact performance?

 A – Negative Correlation B – Positive Correlation

 C – No Correlation
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What were the results?

Does attendance impact performance?



What were the results?

What other factors impact performance apart from 

attendance and which of these are statistically significant?

Gender – 76% Female / 24% Male

Employment – 40% in employment  

Ethnicity - 84% BAME

Age – 87% mature students (over 25)

Previous Qualification – 44% below level 3 

accepted as a mature student.



What were the results

What other factors impact attendance apart from attendance 

and which of these are statistically significant?

Gender Employment

Ethnicity

Age

Previous Qualification

What percentage value does this 

equate to?



What we actually found

Can 

attendance 

and other 

factors be 

used to 

predict 

completion 

rates?



Recommendations

 Ensure that institutions maintain and 

monitor accurate data concerning 

attendance, performance and 

student characteristics.

 Each institution adopt a model such 

as the one above (bespoke to that 

institution) to improve prediction of 

completion rates.





Where and what are the barriers to 

progression for women in UK Higher 

Education (UKHE)?

Research Aims & Objectives

To determine if gender bias exists within Russell Group 

Universities by:

• Identifying if there are any significant points in progression 

where gender bias occurs across the Russell Group;

• Comparing these findings with Uni A and identifying any 

correlation;

• Identifying potential reasons for any identified bias;

• Developing recommendations based on findings.



What we actually found?

Figure 2: Percentage of women in Uni A along the academic career pathway for the last five years (Uni A, 

2017a, 2017b)
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Conclusions

The main cause of the decline in female academics in proportion to male in Uni A was 
that female academics did not apply for promotion at the same rate as their male 
peers. Analysis of surveys suggested that this was for three principal reasons:

 Part time working – a greater percentage of female academics chose to work part 
time than male. This was due to family and caring commitments and work/life 
balance, with women more commonly taking on caring roles, particularly following 
the birth of a child. There were a lack of part time positions compared to full time, 
acting as a built-in bias towards men. 

 Women did not feel empowered to apply for promotion. There was an intrinsic 
lack of career support and talent management for women in HE in comparison to 
men and only 42% of women believed that they gained equal pay for equal work in 
comparison to their male counterparts. It was common for women to take on greater 
administration or teaching loads and 52% women questioned felt that this work 
wasn’t recognised as of equal value to research by UK HEIs. This perception of 
being undervalued discouraged women from applying for promotion. 

 Both of the issues above, stemmed from the UKHE system not being designed for 
women. It is a historically patriarchal system that has not undergone significant 
structural change since its inception. This was evidenced by the different responses 
to survey questions between women and men, with men not perceiving issues as 
impactful as women did. Furthermore, 41% of women questioned had been made to 
feel uncomfortable in the workplace because of their gender. This issue was further 
supported by the free text comments, which explicitly stated that changes were 
required in the nature of masculine leadership in order for women to thrive in UKHE 
without discrimination, as advocated by Beer (2015). 



Recommendations

Facilitate part-time working: As more women

choose to work part time than men, a review of policies

and practices to further support part-time working would

help to facilitate those wanting to work part-time. This

should specifically be focussed on part-time roles in

senior positions

Empower women: Female academics should be

empowered to apply for promotion. This could involve

investing in a significant mentoring and career support

programme for female academics, in order to engage them

building confidence and recognising talent early in their

careers. To complement this, there should be a greater

recognition of administrative and teaching duties in the

promotions process, as whilst these roles are vital for

institutional success and prevalent in female workloads, they

are not currently equally valued alongside research and

publications.



Address patriarchal nature 

of sector 
Uni A should continue to engage 

with Athena SWAN, mandating 

engagement across all departments 

and communicating this publically. 

The dominant masculine social 

environment is easy to identify, but 

more difficult to change. Another 

way to tackle the male dominated 

nature of the sector is to have more 

women in senior posts. 

Recommendations



Since Graduation......and Reflections



Any Questions......
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