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	Abstract

	This chapter seeks to address how male colleagues who are in privileged positions of leadership, influence or seniority within universities can contribute to challenging gender bias, and champion greater gender representation in academic processes and practices, through acts of male allyship. The chapter begins with a consideration of the historical developments that have privileged the male voice in academia and the generation and dissemination of knowledge, before exploring in the current context the dominance and favouring of male voices within the publication of academic and scientific research through issues that include homogeneity in journal boards and learned societies, and phenomena such as citation and co-authoring bias.  The chapter then briefly considers contemporary movements and campaigns (including ‘Why is my curriculum white?’ and ‘Decolonising the curriculum’) which are seeking to challenge the dominance of white, male western scholars within the curriculum. 

	This then leads into an exploration of the specific acts of male allyship that can support gender balance, and amplify the voices of women colleagues, in curriculum design, authoring and presenting scholarship and research, and in leading learning and teaching related work and initiatives. An emphasis is placed on the importance of distributed leadership as a key act of allyship that can enable greater gender balance in educational leadership and decision making. The chapter concludes with the point that male colleagues who are seeking to support gender balance and representation in academic and higher education institutions have to pro-actively commit to acts of allyship, recognise when they themselves and other colleagues are being complicit in sustaining or reinforcing gender imbalance, and be prepared to challenge both the status quo and indeed their own status, leadership and responsibilities. 
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	A historical perspective on the privileging of the male voice 

	The privileging of the male voice in education, academia and the production and dissemination of knowledge can be traced to more points in human history than this short chapter can possibly consider. However there are pivotal defining developments and eras in the evolution of culture and society to which we can look, and which are particularly relevant to current practices that prevail in privileging the male voice in academia, academic practices and research. 

	We may look directly to the roots of philosophy and education in ancient Greece, where through the work of Socrates, Plato and Isocrates there is an emphasis placed on education as being about the development of citizens, but within which the citizen was almost universally assumed to be male. Furthermore while there were many women philosophers active across the different periods of ancient Greek history, engagement in philosophical endeavour was largely seen as the reserve of men to the extent that, beyond Hypatia, there is little common knowledge in the wider populace of other women philosophers such as Aspasia, Diotima, Arete or Hipparchia. This was compounded by and is attributable to, as Wider (1986: 21) observes, ancient and modern sources that are so gender-biased and sexist in their nature that they lessen and “easily distort our view of these women and their accomplishments”. 

	Tuana and Peterson (1993: x-xi) scrutinise and challenge the five major beliefs about woman’s nature that were generally accepted by Western philosophy, theology and science up to the nineteenth century, specifically that: woman is less perfect than man; woman possesses inferior rational capacities; woman has a defective moral sense; man is the primary creative force; and woman is in need of control. Tuana and Peterson contend and reveal how these beliefs about woman’s nature permeated and reproduced themselves in the realms of philosophy, theology, science and politics, and permeated social and cultural institutions, to the exclusion and distrust of women’s voices and in reducing the sphere of the woman to the private, domestic realm.

	The disenfranchisement of women voices extended to the development and dissemination of knowledge and the written word. Prior to the development of mass publishing, to be literate was the privilege of royalty, nobility and ruling elites, including organised religion, and the hand produced written manuscript was an instrument of power for priests, princes and the privileged, allowing them to enshrine laws and belief systems that were themselves overwhelmingly patriarchal. The invention of the Gutenberg printing press in the 1440’s revolutionised publishing and the mass distribution of knowledge that we have to this day, and was pivotal to the development of literacy across society, but mass printing technology remained largely in the hands of privileged males and the first book to be mass produced using the Gutenberg press was the Gutenberg Bible (also known as the Mazarin Bible). Printed works by European women authors did noticeably begin to increase in the sixteenth century, but only marginally. In her exploration of women and the cultural politics of printing, Stevenson (2009) observes that between 1500 and 1600 there were a total of only twenty writings by English and Scottish women printed, twenty in Spain, twenty-three in Germany and the Netherlands, thirty-two in France, and a more substantial two-hundred and twenty-one printed publications by women writers in Italy.

	While we may observe the above as historical trends and developments, there is a legacy or at the very least a direct comparison we can draw between the above and the modern practices that continue to privilege the male voice - and marginalise and underrepresent the work and voices of women - in academia, education and research. 

	Prevailing practices and privilege

	If space permitted, an appropriate starting point in exploring the prevailing practices that privilege males and the male voice in academia would involve examining the myriad of ways in which women have been disadvantaged within higher education. 

	Rees (2011) provides a thorough analysis, in the context of the gendered construction of scientific knowledge. Beginning with the observation that historically women were excluded from ‘the academy’ (and giving the example of Cambridge University, who did not allow women students to graduate until 1949 even if they had passed all their exams), Rees goes on to explore the various kinds of gender-based segregation in universities, and draws on a substantial body of data to underline the disproportionate numbers of male graduates who become professors in comparison to females, despite female undergraduates outnumbering males in the data drawn upon at the time. Rees also examines the scarcity of women in leadership posts in European universities (with only 13% of heads of higher education/research institutions in the EU being women in 2009). As discussed elsewhere in this book, these trends prevail, and there are multifarious factors at play in this context. As Rees observes, many of these factors relate to the dominance of males and male perspectives in positions of influence in relation to what academic work is valued, and whom is being valued for producing it. This extends to the mechanisms and conventions that govern the production, scrutiny and dissemination of academic knowledge, and as Jester (2018) observes also encompasses decisions and practices around the curriculum and what is legitimised as ‘valid knowledge’ through being included in the subject material of curricula.

	Gender bias in journal boards and learned societies

	The underrepresentation of women in leadership positions, and in spaces of influence within academia, is particularly notable in the gender distribution within and across the editorial and review boards of journals, and also of learned societies and professional associations within higher education and academic research. 

	In an extensive recent study (Liévano-Latorrea, Aparecida da Silvaa, Vieiraa, Resendea, Ribeiroa, Borgesa, Sales and Loyola, 2020), the gender composition of editorial boards for thirty-one leading journals in the field of biological conservation were assessed. Of the 1251 editors across the journal boards that were examined, only 28.7 percent were women. While Liévano-Latorrea and colleagues note some variance in gender representation on editorial boards in other discipline areas, the imbalance is consistently in one direction. They also observe the wider implications of women being underrepresented on editorial boards, with membership of editorial boards being an important indicator of status and professional standing in their fields for academics, and an important proxy indicator of the presence and leadership of women in academic spaces. Liévano-Latorrea et al. (2020) also articulate the wider benefits of greater gender balance in editorial boards, including drawing upon a richer pool of expertise and experience, surfacing a broader range of research, and identifying more innovative solutions to issues. Ultimately they contend that the undervaluing of research by women and of their wider academic and professional standing, as reflected in the composition of editorial boards, largely needs to be addressed by male editors taking direct action to achieve gender balance through recognising the “need to assume their part in the movement and start, for example, to hire and promote women's work” (Liévano-Latorrea et al. 2020: 5).

	The awareness of editors with respect to gender representation on editorial boards, and within the reviewing and publishing processes, is an important area to address in order to progress greater gender balance and increase the participation and representation of women. In their qualitative study exploring journal editors perceptions of gender, Lundine, Bourgeault, Glonti, Hutchinson and Balabanova (2019) found that there was little consideration of gender beyond striving to be ‘gender blind’, which they contend is not cognisant of the wider systemic factors at play. Ludine and colleagues underline the need for journals and publishers to consider being more explicit about the values of their journal, defining what research equity means and implementing measures to both gauge and promote greater gender representation.

	Rees (2011) offers similar observations relating to research councils, professional bodies and other ‘learned societies’ within academia, the memberships of which tend to be male dominated, and for which membership and leadership of are marks of esteem associated with standing and, as with editorial board membership and publishing, are often key factors in career progression and promotion. 

	Rees (2011: 138) challenges us to ask several questions regarding gender balance and the membership of such councils and societies: 

	“The critical issue is how do people get selected to become Council members of these and other international science bodies…? What are the recruitment mechanisms for membership of prize committees and learned societies? Who are the gatekeepers to accessing these powerful positions who determine what is deemed to be excellent? By what criteria are they operating? What roles do networks and ‘knowing’ potential candidates or those who recommend them play in the process? A lack of transparency and evidence-base in the vetting of candidates raises concerns that contacts, networking and cloning may have a disproportionate impact.” Rees (2011: 134) also asks the pertinent question that is central to judging the extent to which opportunities for academic influence, leadership and presence are actually gender neutral: “if systems of adjudication are largely acceptable and if we accept that academic ability is equally distributed between the two sexes, then why are there so few women among the recipients of accolades in the academy, such as fellowships of learned societies, medals or Nobel Prizes? Why, indeed, are there still so few women professors?”

	Citation and review bias

	Citations of published work are, rightly or wrongly, taken as a key indicator of scholarly esteem within academia. The citation of one author’s (or group of co-authors) work by another underlines the perceived value of that work to supporting or even advancing the work that the other author (or authors) is disseminating, and the number and spread of citations (within and beyond the immediate field that work is published within) is accepted as a key measure of impact of both the author(s) and their work.

	Unfortunately the phenomena of citation bias, in the various forms it can take, also serves to privilege the male voice in academia. It is well accepted that male authors tend to cite other male authors more frequently than women authors (Ferber and Brun 2011; King, Bergstrom, Correll, Jacquet and West 2017), which disproportionally validates research and knowledge generated by males. This results from and further compounds the challenges already in place due to the lack of equal opportunities for women to progress into significant research and scholarly roles (Rees  2011), and also disadvantages women academics who are already in small minorities within their fields and the collective work of whom is less visible overall (Ferber and Brun, 2011).

	In their expansive study examining citations in 1.5 million research papers published between 1779 and 2011, King et al. (2017) also found that men self-cited their own papers 56 percent more than women did, rising to 70 percent more since around the year 2000. Women were also found to be over 10 percentage points more likely not to cite their own previous research, with there being clear implications to these overall patterns for both the scholarly visibility of women researchers and academics, and a cumulative advantage for men with respect to their academic standing and careers. 

	There is also an established gender bias when it comes to the peer review of work for potential publication, or the peer review of applications for research funding. With respect to the peer review of work for potential publication, Liévano-Latorrea et al. (2020) draw on a range of previous research in discussing the phenomena of ‘homophily’, which manifests itself through practices including: the majority of review invitations being made by men to other men; the higher acceptance of papers with male leaders or first authors; and when women-led papers are reviewed more harshly and receive lower acceptance rates than papers with male lead authors.

	Similarly, with respect to the review of research funding proposals, there is a wealth of evidence which underlines the systemic bias within the peer review and awarding of research grant applications. In synthesising a range of this research, Morgan, Hawkins and Lundine (2018: E487) found that “female applicants with past grant success rates equivalent to male applicants were given lower application scores by reviewers, and male applicants with less experience than female applicants were favoured and awarded grants at a higher rate”. Morgan et al. attribute this to historical and systemic gender bias within academic institutions that have favoured the development and promotion of male academics in research and leadership positions, and contributed to the development of cultures within which gender stereotypes influence the work men and women academics are respectively expected to or as seen as best able to do, and within which women with domestic responsibilities are particularly disadvantaged in relation to engaging in various kinds of academic work.

	Similarly, Guglielmi (2018) reported on research which demonstrated that women academics are far less successful than male applicants for funding when the review process is focused on assessing the researcher, but with this gender bias greatly reduced when the review is focused primarily on the research proposal itself.

	Authoring and co-authoring bias

	Authoring and co-authoring bias is also at play in privileging the work and voices of male academics over that of women.  There is a general trend for male academics and researchers to publish with other men, and to support other men to engage in publishing (Liévano-Latorrea et al. 2020). This extends to co-authoring, with the study by Frances, Connor, Fitzpatrick, Koprivnikar and McCauley (2020) finding that male researchers in the last author position were more likely to co-author with other males, whereas women first and last authors were more likely to publish with men. 

	While in their own field of biology the authors found that there had been a modest increase in the proportion of women co-authors over a thirty year period, this was correlated with an increase in the average number of authors per paper. Additionally, they found that the proportion of women co-authors on papers remained well below the proportion of PhDs awarded to women in biology over the same time period.

	This provides further evidence of the disconnect in place between the successful engagement of women graduates, in this case research postgraduates, in their academic studies and the numbers subsequently successfully transitioning into further academic work and developing their profile as academics and researchers. 

	The COVID-19 global pandemic has only served to widen gender differences with respect to engagement in academic work, including research, through exacerbating gender imbalances in childcare, care of relatives and domestic responsibilities. Bell and Fong (2021) investigated gender differences in first authorship in public health research submissions during the pandemic. While there were higher submission rates overall, increases were higher for men (41.9% first author) compared to women (10.9% first author), with women authoring only 29.4% of COVID-19 related articles.

	Gender bias in the curriculum

	In recent years there has been a groundswell in contemporary movements and campaigns which are seeking to challenge the dominance of predominantly white, male western scholars within the curriculum, and within bodies of knowledge more generally. These have emerged as a collective student and staff process of questioning the colonial legacies reproduced in the design, delivery and assessment of the curriculum, and more widely in challenging the dominance of the privileged western male voice. Movements and campaigns active in this space from around 2015 onwards include ‘Why is my curriculum white?’, ‘Decolonising the curriculum’, ‘Dismantling the Master’s House’, ‘Rhodes must fall’ and ‘Women also know stuff?’.

	Jester (2018: 606-607) considers many of these movements and campaigns in the context of the decisions academics make about the curriculum, observing that higher education “operates in a system that typically privileges the white male experience” and that “the decentralised nature of higher education means that every programme or course leader asks themselves, consciously or otherwise, certain questions when designing the curriculum. Whose voices are imbued with the most authority? What must students know to be well-versed in a particular topic? What type of knowledge is valued in the context in which you are operating?”. Jester also puts forth a range of evidence that illustrates the bias inherent in this decision making about the curriculum, and within which “the experiences and work of those who are women and/or people of colour are typically underrepresented”. 

	The privileging of the male voice, both historically and to this day as perpetuated through the biases and biased mechanisms of academia explored thus far, has imbued and shaped curricula to the extent that many curricula present a narrow view of the world, constrained and kept restrained by the processes that continue to provide a platform to predominantly male perspectives, scholarship and research. However, due to the relative autonomy that course and programme leaders have for the content of the curriculum within higher education institutions, there are pragmatic means of direct action that can be taken to address this, and to realise the curriculum not simply as a body of knowledge to be taught, but to enact the ‘curriculum as praxis’ (MacNeill, Johnston and Smyth 2020) directed at democratically and inclusively challenging and changing that within society that requires to be challenged and changed.

	Male allyship

	The cumulative effect of the phenomena and practices explored above, with respect to gender balance and representation in academic and related work in our universities, and in wider related fields of academic and scientific endeavour, is that women academics, researchers and educational professionals are disenfranchised, disadvantaged and disempowered in their engagements, visibility and opportunities in comparison to men within ‘the academy’. As a consequence women are underrepresented in published bodies of knowledge, in spaces and positions of influence, and in the curricula we support the education of our students through.

	In asking what is to be done, the problems hitherto outlined reveal for themselves many of the potential answers. However, and as already briefly alluded to, there is a responsibility (and it is both a moral and ethical one) upon male colleagues within the higher education sector, and within our HE institutions, to support and champion gender equality and representation through their own actions and directed efforts. 

	Broido (2000: 3) defines allies as “members of dominant social groups (e.g., men, Whites, heterosexuals) who are working to end the system of oppression that gives them greater privilege and power based on their social-group membership”. 

	For men in positions of influence, leadership or seniority in academia and universities, there are specific acts of ‘male allyship’ that can support gender balance, and amplify the voices of women colleagues, in the areas of curriculum design, authoring and presenting scholarship and research, and in leading learning and teaching work.

	Distancing the privileged male through acts of allyship

	Bilen-Green, Green, McGeorge, Anicha, Burnett, Prime and Moss-Racusin (2013: 4) discuss the nature of male allyship in relation to faculty development and institutional change, and to the development of male ally identities. In relation to the latter, they note a consensus in the literature around the importance of: potential allies first understanding unearned advantage and how it works in their own favour as well as how it impacts those who are systemically disadvantaged persons; the need for successful ally development approaches that educate and support members of the dominant group; and the need for male allies to practice ally behaviours and to hold themselves accountable through feedback from non-dominant group members. 

	Bilen-Green et al. (2013: 3) also explore the factors that can inhibit male allyship, including “fundamental fears [that] concern a loss of status, apprehension about mistakenly acting offensively, and inhibitions due to anxiety regarding other men’s disapproval”. A commitment to change, and commitment to critical reflection and action in relation to their own privileged position, is therefore key to male allyship. In this respect it may be observed and contended that in relation to supporting and championing gender representation and equality in academic institutions and practices, the overall challenge is to distance the (privileged) male from the machine. 

	In what follows, and drawing on personal experience, the practical ways in which ‘male allyship’ might be practiced in academia and academic work are considered.  

	Curriculum design and development

	One of the most significant problems in relation to gender representation within the context of the curriculum, but perhaps one of the easiest to address, are gender biased reading lists. In their analysis of over forty International Relations syllabi in one institution, Phull, Ciflikli and Meibauer (2019) found that over 79% of texts on reading lists were authored my men, which was in no way reflective of the representation of women in the professional discipline nor in the published body of work in the discipline. 

	Phull et al. also established that gender and seniority of the course convener were contributing factors, with readings authored by women assigned less frequently by male and/or more senior course conveners, and furthermore found evidence that gender bias was strongest in the early stages of curricula when students are being orientated to their field. This study is illustrative, and the phenomena of reading lists and the content of the curricula being heavily biased towards predominantly male scholars is a widely observed one, and a key focus of action for the aforementioned campaigns including ‘Why is my curriculum white?’.

	The implication for male allies involved in the design, development and approval of curricula are clear, which is to challenge their own potential bias, and identify and challenge that of colleagues, in ensuring that reading lists are inclusive and representative with respect to gender but also culture and ethnicity. This requires a criticality and awareness of source, and also extends to diversity in concepts, theories and ideas within the content of the curriculum, and a commitment to valuing and representing a range voices in subject matter and material. There is a particular responsibility here for male programme leaders, who oversee and manage curricula, for male convenors of curriculum approval boards, and for male external examiners who scrutinise curricula and learning and teaching at other institutions. 

	There are pragmatic interventions to be considered too, including the extent to which curriculum approval and re-approval processes formally scrutinise gender and other forms representation within reading lists and the wider curriculum, and make appropriate representation a condition of programme approval or re-approval.

	Scholarship and research

	In the area of scholarship and research, then of the aforementioned answers that have already revealed themselves, there is clearly an undeniable need for senior male academics who have editorial leadership, or responsibility for journal editorial and review boards, to pro-actively ensure gender representation within membership. They also need to go beyond this in scrutinising and clarifying the ethos of their journals, and in implementing measures designed to address gender representation and bias.

	For male allies engaged in research and publishing, there is a need to reflect critically on whom they are citing, and why, and to commit to citing the work of women. Similarly, for those male colleagues involved in supporting others to engage in scholarship and research, then encouraging women colleagues to self-cite their own work as well as exploring and citing the work of other women in their field would seem obvious.

	Male academics also need to reflect on who they are supporting to engage in scholarship and research, and how they are supporting them. Engaging in co-authorship with women colleagues, and supporting or mentoring early career women colleagues to engage in scholarly and research activity, are positive acts of male allyship which, if more male colleagues mindfully chose to engage in them, would certainly have both a cumulative and a cascading effect over time. 

	In this context, recognising the importance of ‘paying forward’ privilege to women who are new or ‘early career’ authors is essential, and to this end male allies would do well to consider when ‘first author’ attribution for collaboratively authored work can and should be attributed to women co-authors. Male academics who have already had the privilege of being published, but who are authoring with a women colleague who is publishing for the first time, may want to reflect on both professional courtesy and their commitment to supporting their woman co-authors, and ask themselves who would most benefit from being named as lead author? A similar point can of course be made in relation to supporting any colleagues who are early career scholars or researchers, but in the context of addressing gender balance and amplifying women voices in ‘the academy’, acts of allyship with respect to author attribution are important. 

	‘Paying forward’ privilege in supporting gender balance can also be manifested in other important ways, for example through male allies seeking to ensure gender representation in the conferences and events that they are organising or co-organising, including ensuring women voices are heard in invited and keynote speaker slots, and avoiding the phenomena of all male panels. Co-presenting or co-facilitating with women colleagues who are new to presenting, but aspiring to do so, may be a positive intervention for experienced male allies, and even more so would be ‘silently supporting’ women colleagues to present by offering guidance and advice in the background. Male allies who have already had the privilege of being invited to speak at conferences and events may also want to seriously consider when to suggest a more experienced or more talented women colleague who they know would be a better or more appropriate presenter for that next speaking invitation that they receive.

	The work that male allies can do to support women colleagues in their scholarship and research should not just be limited to those women colleagues in academic roles, and should include women colleagues in professional services and leadership roles who may be seeking to engage in scholarly writing and presenting in the context of sharing their own knowledge, views, experiences and professional practices.

	Shared or distributed leadership

	Experienced male allies who are in leadership roles in universities may also want to reflect critically on the underrepresentation of women colleagues who hold leadership roles and responsibilities, and determine what they can personally do both to address this and to create leadership opportunities for women colleagues.  

	For male allies in leadership roles, this may mean confronting the concern which Bilen-Green et al. (2013) highlight in relation to their own perceived role or status, and asking themselves some challenging but necessary questions. Based on the experiences of the author of this chapter, these questions must include:

	
		Do I need to lead the next iteration of that project I successfully led last time?

		Am I the best person in my team/area/department to lead that new initiative?

		Is there any part of my role I know a specific woman colleague could do better?

		Am I contributing to or supporting a working culture within which women colleagues get supported to initiate and lead on their own ideas?



	In the context of these questions, and supporting gender balance and representation, the practice of shared or ‘distributed leadership’ becomes important. In broad terms, distributed leadership is the dispersion of leadership activities and responsibilities more democratically across teams, contexts and organisations, rather than within formal leadership positions (Jones and Harvey 2017; Jones, Lefoe, Harvey and Ryland 2012). Distributed leadership practices need to be approached critically, lest they create an unfair distribution of work or result in colleagues assuming more responsibility without recognition or opportunities for progression (Lumby, 2013). However Jones et al. (Jones and Harvey 2017; Jones, Lefoe, Harvey and Ryland 2012) observe how distributed leadership approaches in universities can provide more equitable opportunities and working arrangements that allow colleagues to apply and further development their own knowledge and experience, bring a diversity of views to the fore, and support innovation and enhancement within the work that universities do.

	In their research exploring strategies that male allies can use to advance women in the workplace, Madsen, Townsend and Scribner (2020) identified ‘leadership development’ opportunities, including male colleagues creating, providing or sharing leadership projects and initiatives with women colleagues, as particularly impactful and beneficial to supporting the development and progression of women colleagues in leadership and leadership roles. This was allied to mentoring, and chimes with work in the area of mentoring within HE contexts which evidences that informal mentoring can help structure career progression, allow early career and established education professionals to develop confidence and work to their full talents, and that this has an additive impact on the work of teams (Lunsford, Crisp, Dolan and Wuetherick 2017). 

	Distributed leadership and mentoring, as a means to ensure greater gender balance in leadership roles in universities, arguably requires a commitment to ‘succession planning’ if it is to be effective and sustainable, and in reflecting on the questions above requires identifying and supporting those women (particularly early career women colleagues) who are the ideal colleagues to lead and provide leadership. 

	The overall implication of this, for male colleagues working in positions of influence and responsibility in educational institutions, is that a key act of allyship is to commit to sharing their own influence and responsibility with women colleagues to democratise and distribute educational leadership and decision-making.

	Arguably this applies particularly to advancing and amplifying the work and voices of women in professional roles within universities, who are often the majority of staff in professional development and enhancement departments, and who support and drive learning and teaching enhancement activities in effectively ‘leading without authority’. Greater support for, recognition of, and career progression opportunities for women in these kinds of professional development areas and roles is critically important, and male leaders supporting and campaigning with women colleagues for this is essential.

	Conclusion

	The privileging of the male voice in academia and academic work is historically and systemically embedded in universities and wider spheres of academic practice and research. From the peer review, funding and publishing of scholarship and research, through biased citation and authoring practices and into the design of curricula, the work and voices of women in ‘the academy’ are underrepresented, and through a combination of the aforementioned and other factors, women in academic, research and also professional roles are disadvantaged and disenfranchised. 

	Male allyship does not provide a solution to the systemic biases that disadvantage women in universities and higher education. However it can provide an important contribution and there are specific acts of male allyship that can help address gender inequalities and support greater gender balance and representation in academic work and practices. Male colleagues who are seeking to support gender balance and representation in academia and higher education institutions have to pro-actively commit to acts of male allyship, of the kind explored in this chapter. In doing so they must recognise when they themselves and other male colleagues are being complicit in sustaining or reinforcing gender imbalance, and be prepared to challenge both the status quo and indeed their own status, leadership and responsibilities.
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Figure 9.16: Photo of Kirsty Pryer (Photo Credit: Chloe Rodgers)

	What do you think could be changed to better encourage more girls into your line of work/a STEM career?

	This is something that needs to be encouraged by schools and families from as young an age as possible. Having girls being led into having an interest in computers and technology in primary school is essential. In the Highlands there's almost no computing on the curriculum in secondary schools. That fundamentally has to change so that the subject choices are available for all students. I initially found out about the STEM Ambassador scheme via Girl Geek and it's been my deliberate intention to put myself out there as a woman in a STEM career.

	What words of encouragement could you give to other women in STEM?

	I think there's an unconscious bias in us, that it's the role of men to take up STEM related careers, while women do those more 'caring' jobs. We have to challenge those views. It all comes down to confidence. You are good enough for the course, you are good enough for that career choice. Just go for it!
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	Abstract

	‘Highland Women in STEM’ is a collection of 25 photographs of women who work or study in a STEM (science, technology, engineering, maths) related subject. The women all currently work in the Highlands or were originally from there. Unknown to many people, the Highlands of Scotland does in fact have a variety of STEM careers. This chapter presents the outcome of this project, the aim of which is to highlight the many inspiring women who are currently working in a STEM career in the Scottish Highlands and encourage more women to pursue a career in these sectors.

	Keywords: Women in STEM, STEMinist, photography, science, technology, engineering, maths

	Over the past decade there has been a general increase in the number of girls who choose to study STEM subjects and go onto pursue STEM careers. Data from WISE highlight that girls are doing just as well as boys in STEM subjects in secondary school and the same can be seen in further education. Despite these findings, women make up only 24% of the core STEM workforce. Therefore, there is a need to investigate the reasons why the number is so low post-degree. It is important to have women role models working in these roles to encourage more women into STEM courses and careers.

	With this in mind, I undertook my ‘Highland Women in STEM’ photograph series to highlight the number of existing female role models that we already have within the region. During 2020 and 2021 I photographed 25 women who either work in a STEM career or are studying a STEM related subject and are either originally from the Highlands of Scotland or they currently work there. Many of the photographs are of friends, two of whom I grew up with (and currently live with); a few photographs are of people I work with in the Genetics and Immunology research group at the University of the Highlands and Islands; and many of the photographs are of women I had never met before. Since this was my first time undertaking a photography project, I was nervous. At first, I rushed taking the photographs from fear of taking too long and worrying about other people’s thoughts. I soon realised that although I felt intensely awkward behind the camera, I can be confident that most people are feeling the same in front of the camera. 

	Alongside the photographs are a selection of responses to questions that the participants chose from a large list. The participants shared so many good stories and opinions, that I found it difficult to choose what to include in this chapter. It was great to have conversations with other women from a variety of backgrounds and hear what they have to say. It was interesting to learn the various routes that women have taken to get to where they are today. For some, they have always known what they wanted to do; others have come to where they are today in maybe a slower or less obvious way. I have learned about jobs and research that I never knew existed in the Highlands, even though this is where I grew up. The careers that are highlighted in this project are by no means exhaustive. There will be many more STEM careers in the Highlands that I have not come across, and many more women who I would have loved to be involved. The project was limited somewhat since we are in the midst of a global pandemic! Despite these tough times, a few of the participants have moved on to new and exciting things since I took their photograph which is so lovely to see. For example, Maria Luisa has finished her PhD, Nicola Chisholm has become a senior scientist in a lab in Glasgow, and Olivia Paulin - who said in her response to the questions I asked that she was looking to do begin a PhD- has done just that.

	Many participants shared advice to other women thinking about pursuing a career in STEM. This was great to see and I have included them here in the hope that they might help and inspire some readers. Events over the past few years have made me realise how important it is to make sure people recognise their own self-worth and it is up to us to make sure that happens. I am incredibly lucky to have grown up with and worked alongside many strong female role models and hope that I can be a role model for someone else one day. Through this photography project I hope to show the many inspiring women who are currently working in a STEM career in the Scottish Highlands and reimagine the typical representations of people who work in these occupations.
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Figure 9.12: Photo of Stephanie Byrne (Photo Credit: Chloe Rodgers)

	When did you first become interested in your subject area?

	Throughout school I always wanted to become a doctor. However, after completing a placement at a hospital in my fifth year of high school, I decided it wasn’t for me. This was very daunting as I had to go back to the drawing board to decide my career path with little time to decide. I started with the basics; I always loved Maths and Chemistry, so I scanned university brochures looking for potential matches. That was when I came across Chemical Engineering. I didn’t know much about this course but after attending an open day at Strathclyde University, I was sold! 

	What do you think could be changed to better encourage more girls into your line of work/a STEM career?

	I think it’s important to increase the visibility of many STEM courses/career paths at a younger age allowing young women to explore the extensive range of options available and choose a path that complements their skillset. This may help to eliminate the misconception that all engineers need to be ‘hands on’ and good with tools which is something which can put some young women off engineering.
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Notes

		[←1]
	 UHI is a geographically distributed tertiary university comprising 13 independent academic partner colleges and institutes across the expansive Highlands and Islands region.   
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Figure 9.7: Photo of Nicola Chisholm (Photo Credit: Chloe Rodgers)

	What do you love about your job?

	I love that my job is a service to public health. When I tell people about my work, they are often amazed as they never realised analytical scientists are required and exist in the water industry. Most people don’t know about the essential quality control testing that is ongoing every day to enable safe drinking water. It’s a rewarding feeling knowing you’re doing something to support society. 

	What do you think could be changed to better encourage more girls into your line of work/a STEM career?

	Growing up your stereotypical scientist was often a ‘geeky’ man working alone. It’s important that we break this stereotype. It’s necessary that from a young age schools focus on bringing science into the classroom and that society makes a conscious effort to portray female scientists in textbooks, online, on television, wherever!
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	Abstract

	Women’s networks in further and higher education offer spaces for women to come together to discuss the challenges and barriers for women working in education, to hear from inspirational women, take part in professional development and to lobby for change. Beginning with a review of key literature and research this chapter will explore the role of women’s networks in further and higher education, including the potential of digitally mediated women’s networks. The literature highlights the current inequality in further and higher education for promotion of women into leadership and senior roles and is drawn from a period of 20 years which reflects that issues relating to gender equality are still as relevant today as they were 20+ years ago. Furthermore, the chapter will explore the limitation of networks and development initiatives to have real impact when inequality is embedded within masculinist working cultures and structures.  Finally, the chapter will highlight the implications and impact of COVID-19 on gender equality and potential for women’s networks to provide peer support and a safe space at a time of isolation and challenge of home and work balance, with a focus on the University of the Highlands and Islands (UHI) Women’s Network, including what it has achieved, lessons learned and plans for the future.

	Keywords: Women’s Networks, COVID-19, gender equality, further and higher education, leadership

	Gender imbalance in further and higher education: in leadership and senior roles

	An Advance HE Equality in Higher Education Statistical Report published in 2019 reported that gender imbalance in promotion into professional roles begins early after graduation, with women holding 45.9% of academic roles and yet only 25.5% of professorial roles (statistics collected by gender 2017-18) which is an increase of just 5% from data collected in 2009/10 (Morley 2013: 121) and is despite women being over represented at undergraduate and graduate level (Savigny 2014: 796).  Male-dominance is not unique to the UK higher education sector. Across the European Union 86% of higher education university heads are men, 76% of which are in professorial grades (O’Connor 2020: 207). The Advance HE report shows that employment contracts, part-time working and lack of gender balance on university boards creates barriers that women need to overcome to achieve progression and/or promotion in academia in the UK sector.  Further barriers include significant cultural ones, such as the perception of the leadership role as being “demanding, aggressive and authoritarian” (Morley 2013: 123) and best suited to males.  Additionally, the “male dominance of leadership can produce stability in relationships, networks and structures that reproduce professional hierarchies” (Morley 2013: 125) and position the woman as the ‘other’ (Savigny 2014: 798, Crabtree and Shiel 2018: 902). This masculinist working culture “understood to mean compliance to a regime of almost total and uninterrupted commitment to wages work” (Crabtree and Shiel 2018: 901) does little to encourage women who are more likely to be balancing work and caring commitments than their male colleagues, to remain and progress in academia.  

	When women do reach senior positions their experiences of leadership can still leave them feeling isolated and in the minority.  Interviews with 18 senior women professionals from leading UK higher education institutions found that despite them having successfully reached leadership positions “their experiences of leadership could often be quite confronting and be characterized by men behaving in an aggressive, loud and domineering manner, particularly in meetings with other senior managers” (Burkinshaw and White 2017: 5/6).  A lack of discussion around these issues leads to further compound the under-representation of women in senior and leadership roles in academia and sends a negative message to women earlier in their careers about their own prospects for success (Savigny 2014).

	O’Connor (2020) explores organisational hierarchies through vertical and horizontal level lenses.  The vertical level refers to senior positions dominated by men, whereas the horizontal ‘segregation’ refers to areas of the organisation that are predominantly staffed by women.  O’Connor points out that the different approaches to evaluating the vertical and horizontal levels, with the vertical areas of work being considered more skilled and strategically important, create a barrier for women to progress to senior roles (212). As O’Connor observes these cultural “practices value men and (to) facilitate their access to such positions and (to) undervalue women and inhibit their access’ (O’Connor 2020:208). 

	In summarising key findings from research to date, it is clear to see that promotion practices favour men and cultural structures value areas and practices dominated by males which are considered as more strategically important, which in turn creates masculinist working cultures. Part time working, employment contracts and lack of female representation in senior positions, and not in the male dominated networks, create further barriers for women progressing in further and higher education.  The limited opportunities to talk about these barriers further compounds the problem. 

	Women's networks in further and higher education

	A literature review carried out by Pini et al. on women-only spaces from studies dating between 1986-2001 found they could increase self-confidence, raise awareness of learning opportunities, and help women gain new skills and grow social networks. However the authors also argue that  they shouldn’t be seen as a single fix or approach for increasing women’s representation in management positions (2004: 2) which instead require cultural and structural changes.  Research carried out by Macoun and Miller into the experience of women participating in a feminist book group at an Australian Political Science department found that those who participated benefited from peer support, navigating the “often hostile space of the University” and nurturing a community of belonging within the group (2014: 288).  

	Leathwood (2004) also explored the perceived benefits of women-only spaces. Citing the works of Marilyn Frye (through Tong 1992), Thompson (1997) and Hartsock (1998), Leathwood stressed their importance as a space away from men and male defined and dominated practices, and as safe spaces to grow and learn away from the participants’ oppressors (2004: 449).

	Online and online supported women’s networks 

	With the advancement and access to technology, online women networks and movements have broadened the reach and visibility of gender equality in education beyond a single institution or group.  Online spaces can encourage contributions and memberships from different, for example the femedtech collective (feminist education technology @femedtech) welcomes “colleagues of all nationalities, races, ethnicities, sexualities and genders” (https://femedtech.net/about-femedtech/values/) to become involved, aware and join in the critical conversations beyond women-only spaces.  Formed in in 2016, the femedtech collective offers an open digital network for people learning, practising and researching in educational technology, and aims to be “alive to the specific ways that technology and education are gendered, and to how injustices and inequalities play out in these spaces” (femedtech, n.d.).. The Women in Academia Support Network (@wiasnofficial) offers a digital space and hashtag for women academics from all stages of their careers, and is also open to all to follow and contribute.

	These spaces are important to ensure that allies of change are recruited, that equalities are explored beyond specific group-only spaces, and that inequalities are exposed and challenged. 

	However, as Leathwood explores in her paper, women often have “a straightforward desire to meet in a space with other women and to be able to talk about issues, concerns, ideas, and experiences free from negative responses from men” and it is often the combination of integrationist and separatist strategies that promotes change and challenges practices (2004: 450).

	Limitations to gender equality initiatives

	Despite the aforementioned benefits of Women’s Networks, it should be acknowledged that there are limitations in the extent to which women-only networks, professional development initiatives, sector awards and leadership programmes can support progression into leadership and management roles for women. 

	Leadership programmes can offer opportunities to develop leadership skills and qualities, but without cultural changes can leave participants still feeling marginalised. For example, interviews with both academic and administrative women working in middle management positions or aspiring into those positions at a new Australian university found that a leadership programme left participants feeling disenfranchised or sidelined, with one interviewee stating that having had the time to think about the workings of the university had served to “convince me that I am a poor fit with this university” (Burkinshaw and White 2017: 9). These types of experiences further compound women’s feelings of being ‘othered’ and disadvantaged. 

	Athena Swan is an initiative that awards a bronze, silver or gold award for commitment of HE institutions towards gender equality across all roles (previously focusing on STEM).  However, Athena Swan, as O’Connor contends and argues, drawing evidence from the work of Amery et al (2019) and Graves, Rowell and Hunsicker (2019), has no leverage at very senior level to promote gender equality, hasn’t changed the pay gap, and has not increased gender equality at a senior level nor changed organisational culture (2020: 219). Therefore, providing a useful space for discussion around gender equality does not necessarily translate to institutional change.

	Although mentoring is an established professional development opportunity for supporting minority groups there are limitations to the extent that mentoring can influence career progression, and these limitations can be felt by women professionals who seek mentoring to support career progression opportunities within an institution.  It is therefore critical that mentoring programmes should not be considered the ‘fix’ to the issue of gender inequality. Consequently, it is important to acknowledge the barriers to career progression which may influence the perceived benefits of the mentoring partnership (Kent et al. 2013: 213, Tareef 2013: 703, Castanheira 2015: 338 and Morley 2013: 125).  

	However, despite the aforementioned limitations, professional development opportunities can offer some benefits to individuals.  For example, mentoring does offer less measurable but significantly important benefits for minority groups, including increased self-confidence, institutional awareness and networking, and it can be contended that these skills “should be inherently linked to career success” (Allen et al. 2004:128).  Furthermore mentoring partnerships can provide both the mentees and mentors with “the opportunity to develop their own thinking in the presence of others who faced similar experiences” (Padgett 2004: 182). Interviews carried out with 30 women who took part in the women-only leadership programme Aurora found that participating in the programme increased their motivation to seek leadership opportunities, and develop the skills of leadership and career management.  Although lower than other perceived benefits of taking part in the programme 30% of those interviewed agreed that the impact of Aurora meant that ‘I openly challenge the system and/or culture of my workplace’ and 40% agreed that ‘I find way of turning systems and/or culture of my workplace to my advantage’ (Barnard et al. 2021). This shows the role of leadership programmes to highlight and challenge the cultures that are enablers to inequalities.  

	There is less literature available specially focusing on Women’s Networks. This likely highlights Women’s Networks as a ‘nice to have’ and where they are in place perhaps considered more informal networking spaces for likeminded people and often for women in senior positions.  However, both the literature review by Pini et al. (2004) and the article by Leathwood (2004) acknowledge that since women-only networks and spaces have been around they have provoked debate, with some feeling women-only spaces are separatist and exclusive, whilst others believe they are necessary to provide a protected space away from masculinist dominance and hierarchies. Women-only networks encourage discussions around challenges and barriers within the group which are impacted and disadvantaged by these barriers, so there will always be a limitation by which change can come from women-only networks, if that is indeed the purpose of the group.  This highlights the need for such networks to find opportunities and pathways to lobby for change.  Furthermore, there is some consideration around whether women are ‘othering’ themselves by creating spaces that exclude men and this highlights the need to position women’s networks alongside groups and initiatives that are open to both men and women and do not position gender inequality as women’s problem. 

	In summary, despite the underrepresentation of women in leadership and senior management positions in education, the approach is often “an individualised response to problems that may require more collective or structural solutions” (Morley 2013: 125). This focus on ‘fixing the women’ further ‘others’ women and “focuses on why women do not measure up to HE leadership roles” (Burkinshaw and White 2017: 3). The aforementioned initiatives and networks do have benefits and together can make an individualised difference but unless cultural barriers are addressed they will produce limited impact in the way of actual change to inequality in further and higher education.  Despite the aforementioned limitations these spaces, and the conversations within them, hold value and opportunities to raise awareness, champion cultural change and challenge indifference, recognising the latter in relation to what Bryson (1999) points out ergo: “men can benefit from the overtly oppressive or discriminatory practices of others; because their failure to oppose such practices can itself be seen as a form of connivance, the distinction between male power and male persons is frequently difficult to sustain” (as cited by Leathwood 2004:455).

	UHI Women’s Network

	The UHI Women’s Network was formed in 2018 after the first university wide International Women’s Day highlighted a women-only network would be of benefit to colleagues across the university partnership.  Therefore, after the event an email was sent out to all participants and colleagues across the UHI academic partnership to see who would like to join the network, with over 40 positive responses then received.  

	In forming the network, the decision was made early on that it would be open to colleagues who identify as women across professional services, research, teaching, and leadership roles and at any stage of their career.  The Women’s Network provides a space for all women working at UHI recognising that a space for only ‘one’ group within a group marginalised by gender would be counterproductive in not ‘othering’ women holding varied roles in education.  Women’s networks are often for senior women and given that the main barrier in universities is around promotion to senior positions it felt important to be inclusive and have a network with colleagues at any stage of their career, including senior women.  It was hoped this would nurture fruitful discussions around barriers to career progression, as well as insights from women who had been successful in moving into senior and leadership roles within the university. 

	Alongside the women-only network there is also an online University of Highlands and Islands Women’s Network hosted in Yammer. This is open to all, with male colleagues regularly contributing to the space to share articles, news articles, and professional development opportunities for women, and information of benefit or of interest to anyone passionate about gender equality in education at UHI.

	Utilising technology

	As well as online and open spaces, technology has opened up the opportunity for participation in women’s networks regardless of geographical location.  Within UHI, due to the geographically distributed context, traditional approaches to engage staff in professional development and networking opportunities, which typically involve face-to-face facilitated sessions, are not possible to offer in an equitable or cost-effective way. The UHI Women’s Network, is offered to women across the academic partnership with meetings attended in person and through synchronous technology pre-COVID and entirely synchronously post-COVID. Network members are able to join meetings through their own college or home and from a range of technology including laptops, tablets and phones.  This requires more pre-meeting planning and facilitation than perhaps a traditional network where meetings take place in person but does not disadvantage those who could not attend in person (pre-COVID).  Furthermore, since COVID the need for spaces to mitigate against isolation and provide online locations to continue the discussion around gender equality has been crucially important, especially given the data emerging that highlights that women have been more disadvantaged by COVID than men.  For example, the UHI International Women’s Day 2021 event which was opened up to anyone working in education, and moving from an in-person to wholly online event opened up these important discussions beyond a single institution or group, and also saw the highest number of participants since the event was launched at the University in 2018.

	Recognising the aforementioned limitations for initiatives to ‘progress’ women through the masculine hierarchies of further and higher education, it was important to stress that the network is not intended to ‘fix the women’ who belong to the network but instead offer a safe space to discuss common challenges, hear from inspirational women, and to lobby for change through sector and national initiatives such as Athena Swan and International Women’s Day itself. Moreover, in a distributed university it was hoped that the network would offer networking opportunities beyond the member’s immediate Academic Partner college and subject or disciplinary context. 

	Aligning to university wide events and initiatives

	The UHI Women’s Network has also aligned and fed into wider initiatives and events. In Digital Education Week which took place in January 2019, Dr Louise Drumm, lecturer at Edinburgh Napier University, spoke to the network about her experiences as a professional woman working within the different fields of theatre and learning technology, exploring from her own perspective, challenges, barriers and successes. The network has also fed into the Athena Swan application through a survey and focus group exploring experiences and perceptions of women working at UHI.  Within UHI the Auroran alumni have become active and a vital voice in the spaces of the women’s network and events like International Women’s Day, facilitating meetings, presentations and workshops.

	Benefits so far

	Members of the Women’s Network have highlighted that being part of a community, the process of networking, peer-peer learning, support and guidance as being of great value, as captured in the comments below.

	“The women’s network brings together an inspiring community of colleagues from across the partnership. It’s been a catalyst to discussion and learning. I took so much from the recent interactive session with Dr Irene Garcia on exploring the topic of imposter syndrome that I’ve tried to embed in my day-to-day’.”  

	“UHI women’s network - a positive, empowering, supportive network of like-minded people.  I always come away from the events, thinking I can make a difference. The group has helped me build my own network within UHI and to the welcoming nature of the network I would have no hesitation in contacting any of the members for support/advice and would welcome the same in return.”

	“The UHI women’s network has brought me into contact with university colleagues I may not have met otherwise.  It’s been invaluable, enjoyable and uplifting to be part of the network”.

	Looking forward

	As the Women’s Network has developed and awareness of gender equality has risen in the university through initiatives such as the women-only leadership programme Aurora, International Women’s Day, and Athena Swan, the need to move some of the discussion beyond the space of the meetings has come more to the foreground.  The focus going forward will be to find fora, groups and pathways to highlight the main messages of the network, without compromising the safe space that the network provides where members are free to talk openly and share experiences that they want to stay within the group. Furthermore, as the group gains further traction, a decision around whether there should be special interest groups could be explored.  For example, in the early stages of the network a pilot feminist reading group was set up and this has recently been restarted again with the first reading group meeting, since being reconvened, being held in May 2021. 

	The impact of COVID-19 on women and the UHI Women’s Network

	COVID-19 has highlighted and exasperated gender inequalities for women, with a number of publications and reports emerging on the impact of COVID-19 on gender equality since the first lockdown in March 2020. Women are more likely to have taken on increased caring and domestic responsibilities, with mothers spending on average 2 fewer hours of doing paid work and 2 hours more housework and childcare than fathers (Andrew et al. 2020: 3).  This has particularly impacted on BAME women, with a study carried out by Fawcett Society, the Women’s Budget Group, QMUL and LSE finding that 45.5% of BAME women said they were struggling to cope with all the different demands on their time, compared to 34.6% of white women and 29.6% of white men.  Furthermore, women with children are one-and-a-half times more likely than fathers to lose their jobs or to have been furloughed in the first lockdown (Andrew et al. 2020: 3). Workers in the shut-down sectors are disproportionately female, young and low-paid. Those under the age of 25 twice as likely to work in a shut-down sector as those over 25 (Blundell et al. 2020: 298).

	However, the report by Blundell et al. state that some benefits to COVID-19 on working approaches could be accelerating gender norms, such as remote working providing career opportunities for women with children, and the opportunity for fathers to spend more time during the lockdown with their children due to working from home which could potentially change the way that they work in the future (2020: 293). 

	Gender-based violence has increased since COVID-19. ‘Counting Dead Women’, a project that records the killing of women by men in the UK, reported that between 23 March and 12 April sixteen women were killed by men, in comparison of an average of five deaths at the same period over the last 10 years. 

	Given the impact of COVID-19 on women, it is unsurprising that the mental health of women has been affected.  In their investigation into the mental health effects of the first two months of lockdown and social distancing during the pandemic, Banks and Xu (2020) found that the mental health of UK women aged 16-24 was seriously impacted. As measured via the extensively used twelve-item version of the General Health Questionnaire (GHQ-12), average scores amongst women in the aforementioned category rose by 2.5 points or 18.2% against a ‘non-pandemic’ projection for 2020, and the share reporting a severe problem doubled from 17.6% to 35.2% against the same projection.  

	The impact of COVID-19 on women in higher education 

	As well as existing barriers for women working in further and higher education highlighted in this chapter, challenges for women in early career positions can include balancing work and parenting commitments and often while being on part-time contracts. These existing challenges and barriers, with the addition of the increased impact of COVID-19 on societal gender equalities, further jeopardise the progression of gender equality within and outwith education. A survey of 8,416 (51% of respondents were women) UK researchers by Vitae (2020) on the impact of COVID-19 on researchers indicated that early career researchers reported a decrease in working hours and reduction of 15 hours for research that cannot be done from home, and concern about being furloughed or not having contracts extended (37% women and 29% men) than other levels of researchers. In the same report, caring responsibilities disrupted both men and women’s working hours with an almost equal percent of men and women having to cancel important meetings and conferences due to caring responsibilities.  Almost equal numbers of men and women reported the number of hours spent on research had decreased due to caring responsibilities (42% women and 41% men). However an article published in The Guardian highlighted that women’s publications dropped dramatically during COVID-19, whereas men’s publication rates increased (Thackery 2020). Yet despite this, 50% of those surveyed in the Vitae survey did report exploring new research directions during lockdown. When asked the question “What has been most challenging about sustaining your research since 23 March 2020, when ‘lockdown’ came into effect?” the second biggest challenge (the first being lack of access to onsite facilitates/spaces) from the Vitae survey was struggling with mental health. 

	Advance HE published a report in February 2021 which highlighted some benefits to the move to working from home with 6 out of 10 HE staff reporting remote working helped them complete administrative work and attend meetings (Aldercotte, Pugh, Codiroli Mcmaster and Kitsell 2021). More women than men said the move to remote working enabled them to attend meetings, conferences and career development opportunities. The report however does go on to say that women who did not have access to adequate space were the least likely to say that they had had the opportunity to engage in career development activities while working from home, meaning that not all women have experienced the same level of benefit.

	COVID-19 has highlighted and exacerbated gender inequalities for women. Women’s networks therefore offer the potential to support colleagues in a time of potential isolation and home/work challenges.  Offering a space to talk about these challenges with colleagues facing similar difficulties can help alleviate the feelings of being alone, and can provide the opportunity to signpost colleagues to other groups/organisations internally and externally who can provide support.

	The role of the UHI Women’s Network during COVID-19

	Due to COVID-19, the priority focus for the UHI Women’s Network for the academic year 2020-21 has been on mental health and wellbeing, and the feelings of imposter syndrome.  This started with an interactive session facilitated by UHI Aurora alumni, with discussions turning to mental health and the impact of COVID-19 on women working from home, balancing home and work life and negotiating space (that which we live and work within, and the blurring of the boundaries of both). Another meeting saw Dr Irene Garcia facilitating an imposter syndrome workshop which explored participants own feelings of imposter syndrome and their position within the university with some practical tips to confront and tackle these feelings.  The final meeting of the year will focus further on the impacts of COVID-19 on women’s mental health, exploring current reports on the impact on women during COVID-19 generally, before an interactive activity exploring the impact on individuals in the network. The network will then welcome the UHI Mental Health and Counselling Manager who will facilitate a discussion to explore what the university and external bodies and groups can do to support colleagues in a time of isolation and challenge.  Finally, break out spaces on the online platform will allow small groups to engage in informal networking over lunch.  It is difficult at this stage to gauge the impact of the women’s network in supporting colleagues through COVID-19 in particular, although offering a space with others sharing the same experiences has, it has hoped, lessened the feelings of being along and offered some small solutions to make an individual difference.  Furthermore, COVID-19 has shone a light on existing inequalities with an increasing volume of research literature and reports being published in the last year which highlight existing inequalities and those which COVID-19 has exacerbated.  This has encouraged wider discussions around gender equality within other spaces, shared with male colleagues, which encourages consideration and reflection around not only the impact of COVID-19 but the pre-existing and post-COVID-19 inequalities that women face inside and outwith education.

	Conclusion

	This chapter has highlighted the need to challenge the cultural barriers to gender equality in further and higher education, namely in relation to barriers to career progression into leadership and senior management roles for women.  Although networks, initiatives, awards and professional development opportunities have proven effective in offering individual benefits they should not be presented as a solution to fix the problem of gender inequality, and to attempt to do so ‘others’ women and suggests that women are the problem.  However, these spaces do provide a voice for women, an important space to discuss challenges and barriers and an opportunity to learn, network and champion change to masculinist working cultures and structures. 

	Throughout COVID-19, the UHI Women’s Network has also provided the space to discuss gender equality in light of the pandemic and to focus in on mental health while also providing the opportunity to network in a time of isolation.  However, as the chapter highlights, it is important that discussions had within women-only spaces have pathways to highlight the messages coming from these spaces, to raise awareness and champion change from within the cultural hierarchies. 

	For those considering setting up a women’s network then recommended due diligence should be around who the network is for, deciding the purpose for the network early on, and enlisting the support and leadership of individual/s who drive the agendas and topics for discussions, as well as setting up the meetings and inviting speakers.  Women’s networks can often be seen as a ‘nice to have’ rather than an established initiative that is supported by the institution, and the impacts can often be felt by individuals in ways that are not always valued by the university and are not easily measurable. Therefore, if the network is to have an impact within an institution consideration of the ways in which the network can have an influence on recognised institutional and sectoral initiatives is important. For example, representation on internal equalities groups, in senior fora, and feeding into initiatives such as Athena Swan, highlighting the main themes of the network discussion, but without jeopardising the confidentially and safe space of the group.  Finally, accepting that individuals will often have to prioritise workload and/or family commitments over attendance is important, so ensuring a large enough network that results in appropriate representation at every meeting should be considered.
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Statistician
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Figure 9.25: Photo of Amy Macleod (Photo Credit: Chloe Rodgers)

	When did you first become interested in your subject area? 

	I enjoyed maths from when I was in school, mainly because I was good at it – but it was not until I was at university that I discovered just how much of the world is impacted by maths and mathematical theory, this is when I developed a real interest in the subject.

	What do you like about the location of your job?

	My role is based in Inverness and I love being based in the Highlands; it enables me to spend my free time doing what I enjoy most, exploring the beautiful sights and being outdoors. I get to work in my desired industry and live in my favourite location, providing me with the perfect work/life balance.


	[←5]
	 Some of the publications which were seminal to my journey as a young feminist artist in the 1980s included Old Mistresses: Women, Art and Ideology (Pollock and Parker 1981), From the Center: Essays in Feminist Art Criticism (Lippard 1976), Feminist Aesthetics (Ecker 1985), The Subversive Stitch and the Making of the Feminine (Parker 1984), and Looking on: Images of Femininity in the Visual Arts and Media (Betterton 1987). 




	[←14]
	 'Aspergirls' is a term coined by Rudy Simone by the title of her 2010 book: Aspergirls: Empowering Females with Asperger Syndrome. The term was extended to 'Asperkids' by Jennifer Cook O'Toole with two books in 2012.  
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Figure 9.5: Photo of Shraveena Venkatesh (Photo Credit: Chloe Rodgers)

	When did you first become interested in your subject area?

	I developed an interest in marine animals when I was about 12 years old. I spent time at beaches collecting shells, following crabs and wondering what other animals lived in the vast oceans. I watched a lot of documentaries about marine life and read a lot about the most charismatic marine animals too. While doing my bachelor’s and master’s degree this passion of mine strengthened. 

	What do you love about your course?

	My favourite thing about doing a PhD is that I learn something new and interesting every single day. It’ been a very exciting and rewarding journey so far. In the office and lab, there are other PhD students and researchers working on various subjects, each bringing a different perspective to our daily discussions and conversations and teaching me something new. Several of them are intelligent, capable, young women, successful in their fields, which makes it a very inspiring environment to be in. 
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Graduate Engineer
Lifescan
French “Diplôme d’Ingénieur” in Material Science, equivalent to a Master’s degree (5 years post graduate)
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Figure 9.3: Photo of Perrine Le Gren (Photo Credit: Chloe Rodgers)

	How did you come to work and live in Scotland?

	I had visited the country ten years ago, but never thought I would come live here, although the idea sounded great! I was looking for graduate job offers in the United Kingdom and found out about the LifeScan graduate program. I didn’t know the company and I was very interested by the job description and the possibilities of exploring various parts of a business. 

	What do you like about the location of your job/course?

	The Highlands is a lovely place to live in but especially all the people I have met make this place a good environment to work. Finding a job is important, but my priority was to find the job that would make me want to go to work with a smile on my face every day. This is what I found by moving up here. Working in the medical industry, I am proud to say that my work has an impact on some people’s everyday life.

	 


Chloe Cuthbertson
Statistical Programmer
LifeScan
BSc Mathematics, Heriot Watt 
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Figure 9.20: Photo of Chloe Cuthbertson (Photo Credit: Chloe Rodgers)

	When did you first become interested in your subject area?

	At school learning maths always came quite naturally to me, which I think really helps with enjoyment of a subject! However, most of the way through high school my favourite subject was PE and I intended to go on to study sports science, without really having a particular career in mind. In sixth year, whilst researching possible careers, I realised just how many options are open to maths graduates and this persuaded me to choose a maths degree instead.

	What words of encouragement could you give to other women in STEM?

	I would really encourage any young women, particularly those who leave school undecided on what career they would like to pursue, to consider further study or jobs in STEM-related disciplines. It really does open a world of opportunities. My degree is in maths and it did not include any programming at all, but it allowed me to get in the door as a statistician at LifeScan which gave me a chance to try my hand at programming. It was something I had never even considered, but now I am a Statistical Programmer and whilst I still do other things, programming is definitely my favourite part of the job!

	 


	[←16]
	 Modern archaeological techniques have advanced Archaeology to be a STEM subject (Schofield 2021: ¶8).



