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Abstract 
This thesis explores the lived experiences of BAME academics working in Higher 

Education in the United Kingdom. The thesis is intended to illuminate the 

experiences of BAME staff who are working in Higher Education Institutions and are 

attempting to progress in terms of their career. Participants were drawn from a range 

of different roles with Higher Education Institutions and these roles included 

administrative staff and also academics who are at the beginning of their career 

through to Vice-Chancellors of Universities around the UK. Specifically, this thesis 

explored the phenomenon of representation of BAME staff in post 1992, Russell 

Group and Redbrick universities. 

The purpose of the thesis is response to a number of events that have taken place 

not only within the UK but within the wider global economy. Events such as Black 

Lives Matter and the Murder of George Floyd have been catalysts for the 

investigation and exploration of the lived experiences of BAME staff. This is 

supported by the literature and bodies such as the UCU who have questioned the 

role of state organisations and universities around factors that affect representation. 

In order to investigate the lived experiences of diverse academics this study took an 

interpretivist approach to explore the complexities of representation with UK Higher 

Education Institutions. This study drew on critical theory as the methodology as a 

means to uncover the realities of working in Higher Education and this is done also 

in light critical race theory which would allow the thesis to draw out counter 

narratives that have had an impact on the careers of BAME staff. The thesis also 

makes use of the correspondence theory of truth to conceptualise the reality of 

working in Higher Education within the UK. 

This study contributes to new knowledge in a number of different ways. The first of 

which highlights that structural and covert racism are still prevalent within the UK and 

in Higher Education institutions and this has contributed to a lack of representation 

within UK institutions. A significant proportion of BAME staff are still employed on 

fixed term contracts. The findings also highlight how BAME staff still form part of the 

out group and individuals in senior positions make use of and withhold resources for 
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personal gain. Fundamentally, the data would suggest there is no integrity behind 

universities and institutions use BAME staff to enhance their image. 

The findings are significant because there are several practical recommendations 

that have been identified that can contribute to creating more representation and in 

particular line managers have been identified as an effective means to improve 

representation by providing BAME staff with the resources they need to progress but 

have been shown to be important with regards to communication important 

information such as progression opportunities that are not always communicated by 

Higher Education Institutions. Finally, communication in of itself of opportunities has 

been deemed as significant as the findings have shown that taking a more targeted 

approach in terms of providing that information to BAME staff can contribute to 

improving representation within Higher Education Institutions.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



4 
 

Acknowledgements 
I first of all would like to thank all of the participants that took the time to be a part of 

this research project. Their stories and insight that the participants allowed me to get 

a deeper understanding of their experiences which painted a deep picture without 

which this study would have been impossible.  

I would also like to thank my director of studies, Dr. Jeremé Snook and my 

Supervisors Dr. Ellen Bennett and Dr. Claire Taylor for their support throughout the 

thesis and my research journey. I would especially like to thank my supervisory team 

for stepping in after the numerous changes along my PhD journey. Dr. Jereme 

Snook for taking over as my Director of Studies and Dr. Ellen Bennett and Dr. Claire 

Taylor for stepping in during the change of supervision team. Your guidance has 

been invaluable both academic and for morale. I would also like to thank Dr. Mel Bull 

and Dr. Tony Bennett for their support at the beginning of my PhD. 

I would also like to thank all my colleagues who have also been supportive along the 

journey and provided encouragement and motivation and offered a friendly chat in 

the office which always helped provide clarity. 

Above all, I would like to thank my friends and family, I could not have done this 

without you. I would like to thank Dr. Paul Allan who has been a pillar of strength 

from the beginning in more ways than I could give justice to. To my sister Michelle 

whose encouragement, support and belief has been unwavering. I would like to 

thank my mother Ruth whose love and support has been the foundation of this whole 

journey and would need a thesis in of itself. 

Lastly, I would like to acknowledge all my family I have lost along the way. I wish you 

could have been here. I would like to dedicate this to you. 

  



5 
 

Table of Contents 

Abstract ................................................................................................................................................... 2 

Acknowledgements ................................................................................................................................. 4 

Table of Figures ..................................................................................................................................... 10 

Table of Abbreviations .......................................................................................................................... 11 

Chapter 1: Introduction ........................................................................................................................ 12 

1.1. The Purpose of the Study ........................................................................................................... 14 

1.2. Research Aim ............................................................................................................................. 16 

1.3. Research Question ..................................................................................................................... 16 

1.4. The Research Puzzle ................................................................................................................... 17 

1.5. The Moral Case for Diversity ...................................................................................................... 19 

1.6. My Personal Interest in the Research ........................................................................................ 20 

1.7. Methodology .............................................................................................................................. 21 

1.8. Thesis Structure ......................................................................................................................... 24 

Chapter 2: Literature Review ................................................................................................................ 26 

2.1. Introduction ............................................................................................................................... 26 

2.1.1. Power and Identity .............................................................................................................. 26 

2.1.2. Human Resource Management .......................................................................................... 28 

2.1.3. Practice vs. Impact .............................................................................................................. 29 

2.1.4. Employer Branding .............................................................................................................. 31 

2.2. Factors Influencing Career Progression ..................................................................................... 33 

2.2.1. Life Opportunities in Higher Education ............................................................................... 33 

2.2.2. Social Class .......................................................................................................................... 35 

2.2.3. The Resource Based View ................................................................................................... 37 

2.2.4. Motivation ........................................................................................................................... 39 

2.2.5. The Role of Line Managers .................................................................................................. 40 

2.2.6. The Challenges of Devolution ............................................................................................. 40 

2.3. Diversity Management ................................................................................................................... 41 

2.3.1. Organisational Commitment ............................................................................................... 42 

2.3.2. The Business Case for Diversity .......................................................................................... 43 

2.3.3. Approaches to DM .............................................................................................................. 44 

2.4. Intersectionality ............................................................................................................................. 48 

2.4.1. The Approach Towards Intersectionality ............................................................................ 49 

2.4.2. Criticisms of Intersectionality ............................................................................................. 50 



6 
 

2.4.3. Class and Social Structures .................................................................................................. 50 

2.4.4. Potential Areas of Discrimination ....................................................................................... 51 

2.4.5. The Significance of Intersectionality ................................................................................... 53 

2.4.6. Critical Race Theory ............................................................................................................ 54 

2.4.7. Voice in Qualitative Research ............................................................................................. 57 

2.4.8. Ingroups .............................................................................................................................. 59 

Chapter 3: Theoretical Framework ....................................................................................................... 62 

3.1. Critical Theory ............................................................................................................................ 64 

Chapter 4: Methodology ....................................................................................................................... 68 

4.1. Introduction ................................................................................................................................... 68 

4.1.1. The implications of Critical Race Theory (CRT) ................................................................... 69 

4.1.2. The Nature of Truth and Reality ......................................................................................... 72 

4.2. Ontology and Epistemology ........................................................................................................... 73 

4.2.1. Ontology .................................................................................................................................. 73 

4.2.2. The Social World ..................................................................................................................... 74 

4.2.3. Personal Ontology ................................................................................................................... 74 

4.2.4. Epistemology ........................................................................................................................... 75 

4.2.5. Steps taken to Meet BonJour’s Conditions ............................................................................. 76 

4.2.6. Personal Epistemology ............................................................................................................ 76 

4.2.7. The inductive Approach .......................................................................................................... 77 

4.3. Hermeneutics ............................................................................................................................. 80 

4.3.1. The Hermeneutic Approach ................................................................................................ 83 

4.3.2. The Hermeneutic Cycle and the Relationship between Themes ........................................ 84 

4.3.3. Alethic Hermeneutics .......................................................................................................... 85 

4.4. Life Histories and Stories to Understand Experiences ............................................................... 87 

4.4.1. Life Stories ........................................................................................................................... 89 

4.4.2. The Significance of Life Histories ........................................................................................ 92 

4.4.3. Valuing Participants Lived Experience ................................................................................ 93 

4.5. Ethical Considerations ................................................................................................................ 95 

4.5.1. Obtaining Ethical Approval and Informed Consent ............................................................ 96 

4.6. Method ...................................................................................................................................... 97 

4.7. Data Collection and Sampling .................................................................................................... 99 

4.7.1. Data Collection .................................................................................................................. 102 

4.7.2. Semi-structured Interviews ............................................................................................... 103 



7 
 

4.7.3. Data Collection in the Field ............................................................................................... 105 

4.7.4. Limitations of interviewing ............................................................................................... 106 

4.7.5. Alternative Methods Considered ...................................................................................... 107 

4.8. Sample ...................................................................................................................................... 108 

4.8.1. Sample Size ....................................................................................................................... 111 

4.9. Data Analysis ................................................................................................................................ 113 

4.9.1. Coding and Memo-writing ................................................................................................ 114 

4.10. Thematic Analysis of the Data ................................................................................................... 116 

4.10.1. Phase 1: Getting Familiar with the Data ............................................................................. 117 

4.10.2. Phase 2: Identifying Initial Codes ........................................................................................ 117 

4.10.3. Phase 3: Themes ................................................................................................................. 118 

4.10.4. Phase 4: Reviewing Themes ................................................................................................ 118 

4.10.5. Phase 5: Naming Themes and Relationships between Themes ......................................... 125 

4.10.6. Phase 6: Writing the Report ................................................................................................ 125 

4.11. Limitations of the Method ......................................................................................................... 126 

4.12. Conclusion and Reflection ......................................................................................................... 127 

Chapter 5: Research Findings and Analysis ......................................................................................... 129 

5.1. Introduction ............................................................................................................................. 129 

5.1.1. Participants and their Bio-demographic Data .................................................................. 130 

5.1.2. Brief Descriptions of Participants ..................................................................................... 133 

5.2. The links between Objectives and Classifications .................................................................... 137 

5.2.1. The Context and Associated Themes ................................................................................ 138 

5.2.2. The Individual and Associated Themes ............................................................................. 139 

5.2.3. The Team and Associated Themes .................................................................................... 140 

5.3. Conclusion and Summary ......................................................................................................... 141 

Chapter 6: Theme 1: Tackling Diversity in HE ..................................................................................... 143 

6.1. Definition of Diversity .............................................................................................................. 143 

6.2. Integration of BAME in HE ....................................................................................................... 145 

6.3. Navigating Discrimination ........................................................................................................ 146 

6.4. Skepticism of Attaining Promotion .......................................................................................... 148 

6.5. Race and Racism in HE ............................................................................................................. 149 

6.6. Concluding Thoughts................................................................................................................ 149 

Chapter 7: Theme 2: Higher Education ............................................................................................... 151 

7.1. Power Dynamics of Working in HE........................................................................................... 153 



8 
 

7.2. The Role of Line Management ................................................................................................. 155 

7.3. University Diversity Policy ........................................................................................................ 157 

7.4. The Lecturer as a Role .............................................................................................................. 159 

7.5. Concluding Thoughts................................................................................................................ 161 

Chapter 8: Theme 3: Ambition in HE .................................................................................................. 162 

8.1. Opportunities for Career Progression ...................................................................................... 162 

8.2. Glass Cliff Roles in HE ............................................................................................................... 165 

8.3. The Impact of Gatekeepers ...................................................................................................... 166 

8.4. Perceptions of Self ................................................................................................................... 167 

8.4.1. Identity .............................................................................................................................. 167 

8.4.2. Perception of Others ......................................................................................................... 168 

8.4.2. Concluding Thoughts ........................................................................................................ 169 

Chapter 9: Theme 4: The Barriers to Working in HE ........................................................................... 170 

9.1. Discrimination in HE ................................................................................................................. 170 

9.2. Society and Discrimination ...................................................................................................... 171 

9.3. Structural Inequality ................................................................................................................ 174 

9.4. The Influence of the Media ...................................................................................................... 175 

9.4.1. Social Media ...................................................................................................................... 176 

9.4.2 Communication of Policy and Opportunities ..................................................................... 177 

9.5. Educating Society ..................................................................................................................... 179 

Chapter 10: Discussion ........................................................................................................................ 182 

10.1. Introduction ........................................................................................................................... 182 

10.2. Society and Discrimination .................................................................................................... 183 

10.2.1. Stereotypes and biases ................................................................................................... 183 

10.2.2. Structural Inequality ....................................................................................................... 184 

10.2.3. Social Media .................................................................................................................... 186 

10.2.4. Tackling Discrimination ................................................................................................... 186 

10.2.5. Navigating the Challenges of Diversity ........................................................................... 187 

10.2.6. Race and racism .............................................................................................................. 188 

10.3. Higher Education as a Sector ................................................................................................. 189 

10.3.1. Power .............................................................................................................................. 189 

10.3.2. Line Managers Promoting Diversity and Inclusion ......................................................... 191 

10.3.3. Policies ............................................................................................................................ 193 

10.4. Perception of Self ................................................................................................................... 195 



9 
 

10.4.1. Identity ............................................................................................................................ 195 

10.4.2. Ambition.......................................................................................................................... 197 

10.4.3. Glass Cliff Roles ............................................................................................................... 198 

10.4.4. Gatekeepers .................................................................................................................... 200 

10.4.5. Concluding Remarks ........................................................................................................ 201 

10.5. Discrimination in HE ............................................................................................................... 202 

10.5.1. Communication of Policies and Practices ....................................................................... 203 

10.5.2. Educating Society ............................................................................................................ 205 

10.5.3. Implications for Practice ................................................................................................. 206 

10.5.4. Education ........................................................................................................................ 206 

10.5.5. Structures of Power ........................................................................................................ 207 

10.5.6. The importance of Line Managers .................................................................................. 208 

10.6. Conclusion .............................................................................................................................. 209 

Chapter 11: Conclusion ....................................................................................................................... 211 

11.1. Introduction ........................................................................................................................... 211 

11.2. Contribution to new Knowledge ............................................................................................ 213 

11.3. Recommendations for Future Research ................................................................................ 218 

11.4. Limitations of the Research ................................................................................................... 219 

11.5. Personal Reflection ................................................................................................................ 227 

12. References .................................................................................................................................... 231 

Appendices .......................................................................................................................................... 256 

Appendix 1 ...................................................................................................................................... 256 

Questions to HR Directors and Trade Union Members ...................................................................... 256 

Questions to Academics ...................................................................................................................... 257 

Biodata ................................................................................................................................................ 257 

Experiences in HE ................................................................................................................................ 257 

Equality Diversity and inclusion .......................................................................................................... 258 

Draw interview to a close ................................................................................................................... 260 

 

 

 

 

 



10 
 

Table of Figures 
 

Figure 1: The Hermeneutic Cycle .......................................................................................................... 84 
Figure 2: Relationships between Codes .............................................................................................. 120 
Figure 3: Superordinate and Sub-ordinate Themes ............................................................................ 122 
Figure 4: Bio-demographic Data ......................................................................................................... 130 
Figure 5: The Objectives and Data Classifications .............................................................................. 137 
Figure 6: The Context .......................................................................................................................... 138 
Figure 7: The Individual ....................................................................................................................... 139 
Figure 8: The Team.............................................................................................................................. 140 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



11 
 

Table of Abbreviations 
 

BAME – Black Asian and Minority Ethnic 

BME – Black and Minority Ethnic 

DM – Diversity Management 

HE – Higher Education 

HEI – Higher Education Institution 

HR – Human Resource Management 

HRM – Human Resource Management 

MBA – Master of Business Administration 

SHRM – Strategic Human Resources Management 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



12 
 

Chapter 1: Introduction 
This study will focus on the experiences of Black, Asian and Minority Ethnic (BAME) 

staff that are working in Higher Education (HE) within the United Kingdom. This 

study will investigate circumstances surrounding BAME staff working in academia. 

The investigation will look at the perspectives of individuals working in HE who are at 

different points in their academic career, but the study will also look at the 

experiences of non-academic staff who also work in HE. This study aims to explore 

the complexities surrounding BAME staff working in HE and their experiences in 

relationship to being employed within the sector, the routes to progression and the 

opportunities BAME staff have taken in terms of navigating HE as a sector with 

regards to gaining employment and subsequently routes to progression. 

There are a number of phenomena and questions about the nature of reality, 

working in HE and the social sciences that have contributed to the exploration of 

BAME staff working in HE (Mason, 2017). These questions have taken both an 

ontological nature, for example in the case of this research, social actors and their 

experiences as well as institutions and structures that make up reality. In terms of an 

epistemological position, the study has taken an interpretivist approach in which the 

study seeks to understand how people make sense of their lives and experiences 

and that entails the investigation seeking out and interpreting BAME staff meanings 

and interpretations. 

This ontological and epistemological position has led me to question what factors 

contribute to BAME staff being employed in HE but also how BAME staff navigate 

the complexities surrounding employment with HE. I came to understand this can be 

conceptualised as an experiential puzzle in the sense that this thesis will focus on 

how BAME staff experience life in academia, how different phenomena interact and 

influence what we constitute as academia in its current form (Mason, 2017). 

Therefore, the research puzzle of the study will be seeking to explore the narratives 

of BAME staff and how the worlds of BAME staff are as well as their experiences are 

interconnected.  

Equality and representation have been a contentious topic of debate for a number of 

decades. Numerous activists have campaigned across the world have called for 
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greater inclusion. Campaigners such as Nelson Mandela and Martin Luther King Jnr. 

have contested the status quo in terms of racial equality. In the UK calls for more 

equality have ranged from the movements in the 1980’s with regards to diversity and 

inclusion for the LGBTQ+ community and there have also been calls for more 

inclusivity from an organisation perspective with regards to becoming more diverse 

in the composition of the employees within their organisation. 

There have been a number of reasons for organisations to become more inclusive of 

people who have different and multiple characteristics. This can be divided into 3 

main areas which can be defined as the business, the legal and the moral case for 

having diverse staff within the organisation. The diversity of staff members in 

organisations has been linked to the positive performance of the business (Çelik, 

and Çelik, 2017). In terms of a definition, diversity management has its origins in the 

private sector but has transitioned over to the public sector with the aim of increasing 

the financial performance of the organisation. However, the literature would question 

what this actually entails in terms of practice when recruiting diverse individuals with 

the aim of improving performance. 

Given that organisations take a stance of improving financial performance through 

the employment of diverse staff, it is prudent to question the motives of diversity 

practices particularly from the perspective of managing diversity. In particular, when 

looking at diversity from the perspective of the business case, the primary concern of 

organisations will be the bottom line (O’Leary and Weathington, 2006) and Georgeac 

and Rattan, 2022) and therefore will not have sincere motives behind improving 

representation within organisations. In the case of this study, the bottom-line 

constitutes financial profitability. When organisations take this perspective and the 

organisations’ primary motive is to make profits for shareholders, such organisations 

would not have genuine motives for improving representation in organisations.  

In an attempt to create more representation societies, have enacted legislation to 

protect individuals with diverse characteristics but to ensure there is more 

representation within organisations (Kirton and Greene, 2016). There have been 

many iterations of this over the years ranging from Affirmative Action policies to 

Equal Opportunities. The UK in 2010 implemented the Equality Act aimed at creating 
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more inclusivity and giving individuals and groups of individuals with certain 

characteristics more rights. Whilst the literature has argued that the Equality Act 

(2010) has contributed to creating more inclusivity authors such as Crenshaw (1980) 

have identified a number of challenges in relationship to the characterisation of 

individuals through legislation such as the Equality Act, in that the Act does not take 

into consideration people who occupy multiple characteristics or what has been 

defined as intersectionality (Crenshaw, 1980). This has meant there may be scope 

for discrimination for individuals who occupy multiple characteristics and who do not 

fit neatly into prescribed boxes. 

The literature would also argue should organisations engage in diversity and 

inclusion initiatives in the absence of good intentions, there is a risk these 

organisations may employ people with diverse characteristics as a tick box exercise 

and therefore this would have negative effects on organisations as there will be no 

trust and no feelings of inclusion. Therefore, diverse employees may not contribute 

wholeheartedly which may in turn affect performance. Further to this, the approach 

that organisations take in relationship to their stance or policies around diversity and 

inclusion are determined by the governments at the time. For example, in the UK, 

should the governments’ stance on diversity be unfavourable towards people from 

different ethnic backgrounds, organisation policy around diversity and inclusion may 

mirror national legislation in order not to antagonise national policy. 

1.1. The Purpose of the Study 
The introduction will delve into a discussion of the purpose of the thesis. The 

introduction will outline what the study aims to achieve and will also highlight the 

approach with which this was carried out. The study has multiple objectives which it 

aims to address. Diversity has been a challenge for different sectors in the economy. 

Whilst the literature has investigated the challenges faced people from different 

backgrounds in the private sector (Carstens and De Kock., 2016), I will look at what 

have been the implications of diverse employees in public sector organisations and 

in particular working in the HE sector. One of the challenges that I came across 

when starting out on the process is how I would define and categorise diverse 

individuals and because the study would be paying particular attention to academics, 

how would I come to categorise diverse academics. The work of Kandola and 



15 
 

Fullerton (1998) and Kirton and Greene (2016) has been influential in relationship to 

providing a means to define diverse people. The next section will provide a 

conceptualisation of diversity. 

There have been numerous definitions of diversity which aim to categorise diverse 

individuals with different characteristics (Holck et al., 2016). Previous definitions and 

in particular those definitions that have had come from studies that have aimed to 

investigate the complexities of inclusion in the private sector have tended to 

distinguish the readily observable differences from those that are hidden. Other 

definitions of diversity have aimed to highlight the socio-bio-demographic differences 

in order to categorise individuals. It, therefore, becomes very difficult to take into 

consideration intersectional differences (let alone invisible difference). The definition 

of diversity for the purpose of this study is taken from Kandola and Fullerton (1998) 

which defines diversity as those aspects that take into consideration both visible and 

invisible differences such as age, gender, sex but also education and career 

experience. Therefore, the study aims to investigate these complexities with regards 

to discussing the implications for BAME staff. 

The choice and justification of sample is discussed in the method section (Chapter 

3), but the study aimed to focus individuals who identify as Black, Asian and Minority 

Ethnic. This was done to get their perspective on what constitutes their social reality 

and the complexities in terms of gaining entry and subsequently having a career 

within HE. The reasons why this definition resonates with this study is that although it 

is easy to categorise individuals based on their visible characteristics, the 

experiences of British born black academics for example may be different from those 

of academics who have migrated to the UK and structures of power may influence 

these academics differently (Acker, 2006). 

The study aimed to get the participants to develop narratives around their 

experiences of working in HE (Clandinin, 2014). Therefore, the study made use of 

semi-structured interviews to allow participants to discuss their experiences of 

working in HE and what this has meant for their careers and progression (Saunders 

et al., 2019). This allowed the participants to discuss other aspects of their 
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experiences that may not have been on the interview schedule but may have been 

deemed as significant by the participants. 

1.2. Research Aim 
Crafting and refining the research aim was done over a number of years. Initially, the 

study of diversity in HE was done as a pilot study, and I wanted to carry on the 

research as part of a more in-depth study. The research aim for this study is: 

• The study aims to investigate the academic experience of complexities 

surrounding BAME staff working in Higher Education and whether these 

complexities are endemic across the sector or the experiences of BAME staff 

are isolated. 

1.3. Research Question 
The research question has been informed by the discussion on the puzzle that the 

study seeks to explore. This has been derived from the ontological and 

epistemological position of myself. The overarching research question is therefore as 

follows: 

• How Black Ethnic Minority Asian (BAME) staff experience the actions and 

interventions designed by Higher Education Institutions (HEI’s) in relationship 

to inequality? 

With that in mind I looked at a cross section of universities that identified themselves 

as Russell Group, Red Brick and post 1992. I do acknowledge the study is not 

generalisable to wider population. However, in terms of the application of the 

findings, it is my hope that the work can be of value for BAME staff who find 

themselves working in these institutions and to provide an opportunity to navigate 

HE as sector and to progress in their careers. 

In terms of the objectives of the study, there are 4 main goals which I aim to achieve 

as part of this study. These have also been derived from theory but highlight the 

purpose of the study and what I aim to achieve as part of my research. The 

objectives of the study can therefore be described as: 

a) To understand the challenges faced by BAME staff in terms of career 

progression. 
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b) To explore the interventions Higher Education Institutions have put in place in 

order to address the challenges faced by BAME staff. 

c) To investigate the impact the broader aspects of diversity have had in 

relationship to BAME staff career advancement. 

d) To explore challenges faced by BAME staff in post 1992, Russell Group and 

early 1960s universities. 

These objectives helped guide the research process in terms of the population and 

sample but also helped in developing the interview schedule which was used when 

interviewing the participants for the study. These objectives also guided the 

approach that was taken with regards to the methodological position which I have 

taken in order to acquire the data but also with regards to my philosophical position. I 

will now explore the three aspects that contributed to my interest in this topic and 

why I chose to embark on this study. 

1.4. The Research Puzzle 
The attainment gap between UK white students as opposed BAME is a factor that 

has been identified as significant in relationship to BAME candidates getting access 

to professional roles. Although the degree awarding gap is beginning to close 

educational attainment still makes a significant contribution as to why BAME staff 

face difficulties in terms of being recruited particularly in the case of this research 

into white collar jobs. This can be seen in light of academics that receive 

professorship within the UK; there have still only been marginal increases in the 

number of BAME professors with HE with Black staff being most affected 

(AdvanceHE, 2022). Further to this social mobility within the UK has been identified 

as decreasing and access to education has been a contributing factor to gaining 

access to professions such as HE and accountancy for example. Elitist universities 

are a challenging place because they are recruiting less BAME students which then 

has a ripple effect later on in their careers. Consecutive Labour and Conservative 

governments have commissioned white papers and have found similar challenges. 

Historically representation within organisations of people from diverse backgrounds 

has been nearly non-existent. The gap of BAME staff making up senior leadership or 
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management positions within the UK has widened from 1.1% in 2006 to 4% in 2013 

(Stewart, 2016). The previous arguments demonstrate the challenges that BAME 

staff face with regards to representation, and this can be traced back a number of 

years. These findings are endemic within employment in the UK and consistent 

across a variety of sectors within the economy. 

Previous research and studies have also contributed to the research puzzle for this 

thesis, in that scholars have investigated the representation of diverse staff in 

organisations. There are a small number of studies (Miller in 2016 for example) that 

have taken a keen focus on diversity but few look at BAME staff representation and 

the complexities surrounding diverse staff that work in HE. Studies such as Farooqi 

et al. (2022), Okiki et al. (2023) and Kelly and Sankaranarayanan (2023) look at 

diversity and representation from the perspective of health and social care. 

Therefore, the gap in the literature that the study aims to address relates to the 

complexities BAME staff face with regards to how HEI’s continue to not recruit BAME 

staff and also how there continues to be a lack of progression for BAME staff into 

higher roles both from an academic perspective as well as administrative staff. As 

per the aforementioned studies and the research puzzle that has been identified by 

the thesis, previous studies have tended to focus on the healthcare sector from both 

a quantitative and qualitative perspective with regards to BAME staff entering 

healthcare professions; however, few qualitative studies have investigated HE and 

BAME academics working in academia and their progression. The literature, as well 

as data from AdvanceHE for example, highlight the barriers that are prevalent with 

regards to diverse individuals attaining representation. This has also been a 

historical issue that has been prevalent but as per the discussion in the literature 

review has not changed but instead changed form over the years. Activists such as 

Darcus Howe and Altheia Jones-Lecointe have faced similar challenges with regards 

to decolonisation as well as representation and as per the legal proceedings that 

were taken with regards to the Mangrove nine revealed racism as still being 

prevalent within structures such as the police and judicial system (Bunce and Field, 

2017). 
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1.5. The Moral Case for Diversity 
Apart from the aforementioned arguments, there is also the moral case for having 

diversity and diversity management policies within organisations. This perspective 

argues through moral conviction the exclusion of individuals based on their physical 

characteristics should be and is illegal (van Dijk et al., 2012). However, the 

behaviours and motivations of senior leadership with regards to creating more 

equality and inclusion within their organisations must also be taken into 

consideration (NG and Sears, 2018). Furthermore, existing literature also questions 

if middle managers prescribe to creating more diversity and inclusion as NG and 

Sears (2018) would suggest it is the middle managers that contribute to the culture 

of the organisation and ultimately operationalise the strategies put in place by senior 

leaders. 

The literature around diversity and inclusion makes reference to the private sector. 

These discussions aim to uncover the challenges that diverse individuals are facing 

in the private sector and these arguments have been reignited by pivotal events in 

the media such as the Black Lives Matter (BLM) movement and gender pay 

discrimination. However, there has been little research done in public sector, 

particularly in, Higher Education institutions (HEI’s) and the challenges that diverse 

staff face in terms of finding employment let alone the opportunities for career 

progression. I came to identify this as my gap in the literature as much of the 

discussions around diversity and inclusion were confined to the Northern America. A 

paper by Miller in 2016 prompted my interest in the opportunities for employment 

and progression of Black, Asian and Minority Ethnic (BAME) staff working in Higher 

Education (HE). Another area that piqued my interest was around intersectionality 

and what are the challenges that people with intersectional characteristics face with 

regards to career progression. As well as the work on diversity management which 

has its roots in North American literature, intersectionality is much the same in terms 

of origins and with few articles looking at the intersectional characteristics and the 

implications on the career progression for BAME staff. 

Miller (2016) aimed to illustrate the current situation within the UK HE sector with 

regards to BAME staff progression. The paper highlighted the lack of diversity 

particularly the higher up in the organisation you go. This is supported by the data 
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that is collected and presented by the University and College Union (UCU) (2021) 

which discusses the disparities between BAME academics who find themselves in 

precarious contractual agreements in comparison to their white counterparts. This 

further prompted my interest in the career trajectories of BAME academics and to 

uncover the challenges to career progression and what some of the reasons behind 

these complexities.  

1.6. My Personal Interest in the Research 
My personal experiences contributed to the research design and also as I aimed to 

enter, HE as an academic this had sparked a personal interest. However, as the 

research was done previously, I had been reading the literature around diversity and 

representation and this contributed to putting the study into perspective and also 

what I wanted to get out of the research. Reading longitudinally was beneficial with 

regards to formulating and refining the research aim (Ling and Yang, 2012). This is 

the process that I have taken, and this has been beneficial in terms of the study and 

what I aim to achieve in terms of investigating diversity in HE. Previous discourse on 

BAME staff experiences has helped me identify a gap in the literature and has also 

shed light on where the dominant research is (private sector and from a quantitative 

perspective). I have therefore been able to position my study to address these gaps 

but contribute to the knowledge around diversity and BAME staff working in HE and 

the challenges BAME staff face. 

As a migrant myself and having gone through the challenges of having to find 

employment within the UK. Conversely, it has also been a personal ambition to write 

a doctoral thesis and contribute to new knowledge. Ironically, education in my case 

has provided emancipation from certain structures of inequality but these structures 

have been predominantly from my own home country. I have developed over the 

years an interest in what I have come to know now as the structures that contribute 

or perpetuate inequality and the challenges that diverse individuals face when they 

come into work. In the first instance I had thought these structures were limited to 

migrants who had to obtain visas and permissions to gain employment with UK. 

However, upon further investigation and as a result of pivotal events that have taken 

place such as the murder of George Floyd, the gender pay gap reporting and also 

the revelations that were brought to light by the Covid-19 pandemic which exposed 
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how certain groups of people were more susceptible to contracting the virus based 

on their jobs raised questions as to why this might be. 

As stated previously I had also conducted a study during my Master’s degree which 

also looked at the employment opportunities of BAME staff, I wanted to further the 

study to gain more depth as what may be the complexities that are associated with 

being a diverse individual working in HE. As I was also entering the world of 

academia at this point, I was interested as to whether these challenges that were 

experienced by BAME staff were also prevalent in HE and if so, what were these 

challenges and how might BAME staff navigate the complexities to advance in their 

career. Upon further investigation, I began to uncover from the literature the benefits 

of employing diverse staff, but this was from a private sector perspective. There was 

very little literature that look at these phenomena from a public sector perspective. 

Lastly, from a more personal point, of view as I come from a mixed race background 

and even in Zimbabwe as a mixed race person, it is very difficult to get access to 

economic resources and upon further research and coming across the work of 

Crenshaw who looked at the intersection of different characteristics and the 

challenge this posed for diverse individuals, I was interested to find out if people who 

identify with multiple characteristics face the same challenges as people who identify 

with one or a few characteristics. I believe, I will also benefit from the research and 

hopefully this study will contribute to the knowledge around diversity and how HE 

can put in place interventions that support diverse individuals and do not perpetuate 

structures of inequality.    

1.7. Methodology 
This next section is a short introduction to the methodology I intend to take. I want to 

gain an in-depth understanding of BAME academics life worlds and how they make 

sense of their socially constructed reality the decision was taken to undertake a 

qualitative piece of research. My view of the world is based on the work of Johnson 

and Duberley (2015), Gill and Johnson (2010) and Jacquette (2014). More detail 

around the methodology can be seen in the methodology chapter. However, the 

purpose of this section is to provide insight and context with regards to the approach 

taken. I also aim to investigate the effect of actions and interventions that HEI’s have 
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put in place and the implications for BAME staff. Therefore, artifacts such as the 

Equality Act (2010) are physical, tangible and are out there to be observed. This has 

meant that my ontology is objective but because I believe that actors co-create the 

world in which they are living and subjectively interpret their reality, I view my 

epistemology as subjective. According to the article by Morgan and Smircich (1980) 

this would place me in the social constructionist camp. I do acknowledge the 

limitations that are associate with taking an interpretive approach in the sense that 

the interpretations of reality are bound by the people that create them and due to the 

sample, the findings will not be generalisable to the wider public. 

My perception of the world and because I aim to understand how structures and 

interventions have had an implication on BAME staff, my philosophy will take a 

critical theory approach based on the work of Habermas with aim to trying to 

understand how society has developed to this point and how the processes that 

have been put into place have shaped the outcomes in relationship to the careers of 

BAME staff.  

I considered different approaches towards the collection and analysis of the data. 

The method section will discuss in depth the data collection and the issues relating 

to validity and reliability of the data. I felt in order for participants to engage in an in-

depth open discussion and to draw out participants experiences semi-structured 

interviews would be the best approach (Saunders et al., 2019). This would give 

myself the opportunity to break the ice with the participants but also allow the 

participants to focus topics which they feel are significant to themselves. The work of 

Clandinin (2007) was useful with regards to the research design. The interview 

schedule was developed in the anticipation that the questions would prompt the 

participants to discuss their journeys leading up to and the routes to progression 

within HE and their experiences of working in HE as sector as a whole. Purposive 

sampling will be used because I wanted to specifically focus on the experiences of 

participants who identify as BAME. 

In terms of the data analysis, I aim to use hermeneutics to study the text that will be 

acquired from the data collection. The Alvesson and Skolbergs’ (2009) alethic 

hermeneutic framework for analysing textual data will allow the study to develop 
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themes from the data that is collected. Thematic analysis of the data can be 

associated with grounded theory but using the Braun and Clarke (2006) framework 

for developing themes I have been able link generating themes with the hermeneutic 

perspective and also my philosophical position. The thesis made use of NVivo to aid 

the coding process and to develop the themes. The process of collecting data will be 

done until theoretical saturation is reached, and I felt no new data is emerging from 

the interviews. 

The study will also aim to give a voice to participants through the use of life histories 

and life stories. These narratives will then be analysed using hermeneutics 

(Alvesson and Skoldberg, 2018) through the lens of Critical Race Theory (CRT). The 

objective of making use of CRT as discussed in the methodology chapter is to give 

participants and opportunity to have their voices expressed and also to give 

significance to the counter narratives of the participants against what is constituted 

as commonly held truth with regards to working in HE. Further to this, Alvesson and 

Sandberg (2022) have influenced that I have taken with regards to the participants 

and giving the participants an opportunity to construct their life worlds and what the 

participants know to be their truth. 

Alvesson and Sandberg (2022) argue that researchers come with pre-determined 

knowledge either through prior experience or prior knowledge of the phenomena 

under investigation. In the case this research both are true. I have experience of 

working in HE and being from a minoritised background myself but also having 

researched the phenomenon previously as part of my Masters degree and pilot 

study. I have worked in HE as an academic and in professional services and 

therefore have some prior understanding of the complexities associated with working 

in HE as a BAME member of staff. However, an understanding of these limitations is 

vital so as not to diminish or underrepresent the significance of the experiences of 

BAME staff but at the same time Alvesson and Sandberg (2022) do acknowledge 

that it would be difficult to develop new knowledge from ground zero. The choice to 

incorporate the use of life histories will mean that participants can discuss their 

socio-historic context. This will allow the participants to articulate how and where 

they perceive themselves to be located in society. Life stories will enable participants 
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to conceptualise their current working environment and lived experiences and the 

complexities of working in HE. 

CRT allows the participants and the researcher to develop, articulate and 

substantiate the voice of the participants in light of what is constituted as accepted 

truth (Ladson-Billings, 1998). This will give the participants an opportunity to 

elaborate and illuminate their experiences to develop social truths around the nature 

of reality and what their reality constitutes. Thus, allowing the researcher the 

opportunity to develop participants’ counter narratives. However, this has been done 

in light of social context, location and nature of occupation the participants find 

themselves in. I, the researcher also chose to make use of the first person with the 

aim of removing the privilege that may otherwise be afforded to the researcher. 

Privilege in the context of this study entails silencing the voice of the participants that 

would have otherwise been done through the objective positioning of the researcher. 

Therefore, by using the objective voice provides insurance that the voices of the 

participants are not lost and are prominent in the research. 

To ensure the validity of this approach as previously mentioned the interviews will be 

recorded and transcribed so as to capture the experiences of the participants 

verbatim so as to ensure as best as possible meaning is not lost and the 

experiences of the participants is accurately reflected (Chandler et al., 2015). This 

will also be critical when moving from pre-understanding to understanding when I am 

developing and articulating the experiences of participants through the coherence 

theory of truth. 

1.8. Thesis Structure 
This thesis is divided into 11 main chapters. The following section will discuss how 

the different chapters have been structured. Chapter 1 discusses the significance of 

the research my personal interest with regards to undertaking this research. The first 

chapter also touches very briefly on the methodological and philosophical position of 

the study. This chapter articulates the aim and objectives of the research but also 

establishes a gap in the literature and where the research fits. 

Chapter 2 discusses the dominant literature that has informed the study and 

provided context as to the discourse around diversity. Chapter 2 looks at diversity 
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from different perspectives and the different approaches countries have taken with 

regards to managing and employing diverse staff. This chapter also looks at the role 

of human resource management (HRM) and the role HR has to play in relationship 

to diversity and inclusion. As this study took an inductive approach the literature 

review was done prior to the data. However, Braun and Clarke (2006) do suggest 

caution so as to not skew the data analysis, which may lead to biases when 

developing themes from the data. Chapter 3 discusses the theoretical framework 

that has supported the study. 

Chapter 4 presents the ontological and epistemological position of the study. This 

has underpinned the worldview that I have, and this serves as the underpinning of 

the philosophical position of the study. This has formed the foundation of the 

research design and the methodological choices that I have taken. There have been 

a number of key texts that have contributed the philosophical position such as 

Nietzsche and Morgan and Smircich (1980). Chapter 4 also looks specifically at the 

research design of the study. In particular this chapter focused on the choice of 

participants, the approach taken to acquiring participants and this chapter also 

included a discussion of the choice behind the population, sample and sample size. 

This chapter also discussed the methods for collecting the data and why this 

approach was chosen and is significant for this study.  

Chapters 5 engages in a discussion of the themes that emerged from the data and 

the initial, whilst chapters 6 through 9 discuss in more detail the results from the 4 

themes that have been derived from the data. Chapter 10 forms the discussion of the 

themes and findings in relationship to the data and finally Chapter 11 concludes the 

thesis. 
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Chapter 2: Literature Review 

2.1. Introduction 
This chapter will take into consideration the dominant discourse with regards to the 

complexities surrounding BAME staff working in HEI’s. The aim of the research very 

much informed the authors’ approach towards crafting the literature with regards to 

an understanding of HRM, what this means for BAME academics and how post 

1992, Russell Group and Red Brick institutions have implemented actions with 

regards to address the challenges faced by BAME academics.  

Further to this, with regards to addressing the objectives of the study I approached 

the literature from the perspective that I felt would be most appropriate with regards 

to tackling the aim of the study but also meeting the objectives of the study. The first 

part of the literature review discussion looks at HRM from a broad perspective in an 

attempt to set the current context of HRM and the implications of HRM for 

organisations. The literature review then discussed HRM in the context of diversity 

management and the challenges that organisations face from managing 

heterogenous staff both from a private sector and public sector perspective and 

finally the chapter discussed intersectionality and staff who identify as having 

intersectional characteristics and how organisations may develop interventions to 

create more representation. 

This chapter also looked at literature from a European, North American and African 

perspective with aim of being objective with regards to taking into consideration 

multiple perspectives and how different contexts approach managing diverse staff. 

The following section will, therefore, begin with a discussion of HRM and the current 

arguments around the management of staff. The chapter will firstly explore the 

discourse around power in the context of HRM and its implications for BAME staff. 

2.1.1. Power and Identity 

Organisations are governed by structures that are largely determined by the 

individuals that work within organisations. However, as per the discussion on Critical 

Race Theory (CRT) later on within the chapter, other aspects such as societies and 

the historical foundations of institutions can play a significant role determining power 

interactions within both public and private sector organisations.  Power in this context 
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can be defined as the ability to influence the behaviour of others whilst at the same 

time being able to resist unwanted influence (Colquitt et al. 2021). Public sector 

organisations are faced with a unique situation in the sense that public sector 

organisations have an implicit and unique purpose that can influence the power 

dynamics within organisations (Hoggett, 2006). The implications of this are felt with 

regard to the governance of organisations particularly around how individuals identify 

with their organisations. Over-identification has potentially negative consequences 

for individuals as if staff in positions of influence identify and espouse the values of 

the institution, such as those for example in Western organisations like North 

America whose foundations were derived from slavery could see diverse or 

racialised staff as interlopers. In order to understand power dynamics from a minority 

and racial perspective, there first needs to be an understanding or conceptualisation 

of what race is. Race in the form of classification through skin colour is a social 

construct that has consequences for those who are negatively racialised. Race and 

racism have therefore been developed to justify the inequitable distribution of power 

(Daniel, 2019). 

Whiteness and power have become even more embedded with HEI’s and society 

which comes across as divergent from the decolonisation rhetoric of the current 

context. Institutions within the UK are advancing structural inequality and racism by 

using BAME metrics that are beneficial to appear to be tackling inequalities or meet 

the objectives that are set out by wider society but also to marketise fashionable 

metrics and buzzwords to appeal to the wider population (Doharty, 2021). Power 

therefore within HEI’s is still very much consolidated amongst a select few. This 

power is also facilitated and supported by institutions within the UK and there is very 

little evidence to suggest the situation has changed as a result of any interventions 

that have been put in place. Whilst it can be acknowledged there have been slight 

increases in the representation of BAME staff racism has shifted in terms of its 

approach and how HEI’s use race as a means to navigate the underrepresentation 

of BAME staff. 

In fact, policy as well contributes to the segregation of racialised staff and their 

experiences of working in HE. For example, with the enactment of the Race Equality 
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Charter, the aim was to ensure greater representation with regards to influencing 

policy. However, the individuals who ultimately had to enact the tenets of the Race 

Equality Charter were white and the people that the policy aims to support were not 

involved in the policy making process. Therefore, people in positions of power such 

as managers could allude to contributing to diversity and they themselves being fair 

so long as their privilege remained intact and unopposed (Bopal and Pitkin, 2020).   

HEI’s should therefore be championing diversity and inclusion through the 

development and implementation of policy and practice that facilitates inclusivity. 

However, though HR might have the best intentions extenuating circumstances such 

as government policy, the foundations of the University and business needs for 

example contribute to this not being the case, which have a negative on 

representation of BAME staff. The data from AdvanceHE for example illustrates how 

HEI’s are attempting to deal with equality issues as there have been slight increases 

in the representation but comparatively given the low representation the role HR is 

playing in relationship to increasing representation is questionable. This also has 

implications for the Equality Act (2010) as the objective of the Equality was to 

remove prejudice and pay gaps in the workplace but given the low numbers of 

BAME academics in comparison to their white counterparts there is a discrepancy 

between policy and practice.   

This section on power privilege and identity is placed at the forefront of the literature 

review as power and politics permeate the subsequent discussion. HRM has taken 

into account the role of diversity and the implications this can have on organisations.  

Public and private sectors need to understand how individuals use diversity to further 

their own agenda so long as this does not threaten the status quo. 

2.1.2. Human Resource Management  

The section around Human Resources Management (HRM) aims to illustrate the 

current context of HRM. The purpose of this section is to highlight relevance of HRM 

with regards to the management of people. This chapter will also illustrate the 

challenges that HRM faces in relationship to managing diverse staff. This section is 

also concerned with the approaches taken with regards to how people are managed 

but where the gaps in the literature are in terms of managing diverse staff. Therefore, 
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the discussion will begin by attempting to conceptualise HRM and its purpose which 

can be defined as how people are recruited, selected and how their work is more 

effectively managed in organisations. Further to this, HRM needs to take into 

consideration the strategic orientation of the organisation which entails an 

understanding of the external environment and internal resources that give 

organisations their competitive advantage (Garcia-Carbonell et al., 2018 and Metz et 

al., 2018).  

In an increasingly competitive environment Alhawari et al. (2018) suggest 

organisations have become aware of the importance of developing effective HRM 

practices in order to develop a sustainable competitive advantage. In an increasingly 

globalised world where competition between organisations has intensified, having a 

competitive advantage without an effective HRM practices (Alhawari et al., 2018) will 

result in the organisation being very easily imitated. 

2.1.3. Practice vs. Impact 

The literature around HRM discusses the implications of the policies that are put in 

place for employees. Whilst the literature discusses intended outcomes of policy and 

practice it can be difficult determine what impact this will have in BAME staff. 

Therefore, the author will investigate and highlight current practices, and these will 

discussed later on in light of BAME staff and if these policies have had the intended 

outcome of creating more inclusivity but also in terms of the business case for HRM 

and diversity management.  An important aspect to consider in relationship to 

effective HRM is the relationship between practice and the impact this will have on 

employees. It is important not only to have the appropriate HRM practices (Allen et 

al., 2015) but they must be effective, and the negative consequences associated 

with these two aspects being absent could result in lack of motivation and this could 

inhibit employees applying their knowledge and skills to the organisation. The current 

discourse on HRM argues the position for not focusing on a particular area of human 

resource management but rather organisations need to bundle together different 

facets of HRM in order to provide a more holistic package that will ensure the most 

comprehensive and effective means by which to manage staff (Şendogdu et al., 

2013). There is a body of research that looks at how performance management (PM) 
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influences competitive advantage in organisations and the influence human resource 

management has on PM.  

However, Gorman et al., (2017) question PM practices and are beginning to rethink 

the efficacy of PM practices. The reason being, as managers, in certain instances 

have a significant amount influence with regards getting staff to contribute to 

organisation should this process be biased or should managers have ulterior motives 

such as withholding resources for personal gain can demotivate staff and cause ill 

feelings with regards to seeking future opportunities. Further to this, when looking at 

PM and the implications for BAME; the most effective PM approaches are developed 

in consultation with all concerned parties. However, if PM policy has not been 

developed in relationship and in consultation with BAME staff and should 

perceptions of bias creep in BAME staff are less likely to participate further alienating 

BAME staff from progression opportunities (Gorman et al., 2017). This serves to 

emphasise some of the discrepancies that exist between academia and practice and 

that is how academia should inform practice and vice versa. Some practices still 

exist within industry despite of lack of empirical evidence to support this. 

That being said, there is also a body of literature that delves into the arguments that 

centre around the value that is placed on staff within organisations. Wadhwa and 

Guthrie (2018) suggest in employee-centred organisations there will be positive long-

term spill overs associated with staff being given top priority. These include positive 

attitudes and behaviours which will be passed on the form of customer satisfaction. 

Wadhwa and Guthrie (2018) go on further to suggest this should lead to improved 

financial performance. This shift comes as academics and practitioners recognise 

the importance of effective HRM practices. In the past HRM was seen as merely an 

administrative function that did not have any real bearing on the organisation’s 

performance or creating a sustainable competitive advantage. However, it is no 

longer sufficient for practitioners and HRM departments to remain in the background 

(Guo et al., 2011). In light of the current context of constantly changing external 

environment, HR departments must take a proactive role in relationship influencing 

and supporting agency efforts in order to meet the challenges associate with a 

constantly changing environment. The result is that organisations need to align the 
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behaviours and attitudes of employees with the mission and objectives of the 

organisation in order to develop a sustained competitive advantage. 

2.1.4. Employer Branding 

The research around recruitment and selection is limited with regards to HEI’s. 

Public sector organisations have come under increasing pressure to ensure they 

eliminate discrimination and advance equality of opportunity for people with and also 

those that do not have protected characteristics. This should also include 

intersectionality and those individuals that have intersectional characteristics. That is 

one of the criticisms of the Equality Act in the sense that the Act does not take into 

consideration people with multiple protected characteristics. 

The branding of the organisation plays a significant role with regards to new 

members of staff first of all being recruited into public sector organisations but more 

specifically in terms of their retention. The culture in public sector organisations 

determines the socialisation of staff and also their engagement and commitment to 

the organisations (Afful, 2018). BAME staff often sit outside of this homogeneity and 

therefore it becomes difficult to progress when BAME staff are seen as the outgroup. 

Policy and practice have an impact of the culture of an organisation and the policies 

of HEI’s are grounded in institutional racism this will have a direct implication for 

BAME working in academia. The challenge here for public sector organisations is 

that discrimination is systemic and takes place right at the recruitment and selection 

phase. The reason this is a challenge (Peat, 2014) is due to the fact that the people 

themselves that sit on the councils that govern policy and commission and regulate 

these services are not representative of the people they intend to benefit, and this 

has impacts on factors such the recruitment of staff (Peat, 2014). 

In terms of the selection of BAME staff into academia, there are a number of 

phenomena that influence the attraction of staff into the sector. One of the 

challenges and as per the previous discussion representation at senior leadership 

has an implication on the constitution of staff within the organisation (Arday et al., 

2018). Senior leaders are not being held to account failings, in the case of academia 

for example are slow to adhere to adhere to increasing representation and this is 

evident in the proportion of BAME staff in academia in comparison to their white 



32 
 

counterparts. This further echoes the discussion on the role of line managers and 

senior in being influential with regards to improving the state of diversity within HEI’s. 

Therefore, BAME academics as well as BAME staff in wider society face significant 

challenges in relationship to career progression and these are due to factors that are 

systemic or institutional. It becomes more challenging for diverse staff to first of all 

enter into HE as a sector but subsequently the culture and a number of other 

institutional and structural factors prohibit BAME staff from progressing up the career 

ladder. In terms of senior leaders, factors nepotism and personal discretion are a few 

of the causes of BAME staff not being able to further their career and his is even 

more evident when senior leaders are gate keepers to resources that can contribute 

and facilitate career progression. 

In terms of the development of BAME staff public sector organisations have also 

demonstrated they have failed to meet the minimum requirements of the Race 

Relations Acts and the Equality Act. Public sector organisations can be defined as 

snow-capped organisations in which senior leaders are predominantly white. Some 

of the reasons for the lack of BAME staff in leadership positions can be attributed 

institutional racism and the discrepancy between policy that are in place but what is 

actually happening in practice (Kalra and Esmail, 2009). Public sector organisations 

therefore are not taking enough steps to ensure there are progression opportunities 

for BAME staff. The challenges in terms of social mobility for BAME staff exist both 

at the recruitment stage but also at the advancement stage. 

BAME staff receive very little development opportunities to support their progression; 

in fact, often in public sector organisations opportunities are often sporadically 

applied and BAME staff often experience racism in the advancement process. BAME 

staff were given less opportunities for training and development as opposed to their 

white counterparts and this led to stagnation with regards to their careers as a result 

having access to training and other support mechanisms for example (Pendleton, 

2017). 
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2.2. Factors Influencing Career Progression 

2.2.1. Life Opportunities in Higher Education 

In terms of opportunities within Higher Education and subsequently career 

progression within the field of education, particularly in relationship to diverse 

individuals, the ability to at the very least attend university is determined by the 

distribution of opportunities within a given state or society. The myth of equal 

opportunities is attractive but has manipulated by institutions and politicians alike. The 

opportunities Konstantinovskiy (2012) would argue that are available to individuals at 

each stage of individuals development are often the subject of manipulation. There are a 

number of different complexities that come to play within the Higher Education sphere, 

and these range from demographics, social structure and economics to name a few. 

Therefore, these contributing factors can play a significant role in the experiences of 

diverse academics as if diverse individuals face challenges from attaining an education 

and further education. The life opportunities of diverse individuals become limited due in 

part and in particular from an Eastern European perspective was due in part underpinned 

by social status and therefore the reproduction of inequality was continued, and the other 

is the misconception of the necessity of education and the potential social and economic 

returns. The study aims to understand the extent to which these issues impact on BAME 

staff.  

O’Shea (2016) furthers the arguments with regards to the challenges that students 

face from different backgrounds and the implications this has on their success. 

Higher Education institutions fill students with knowledge that is deemed to be of 

value by society (O’Shea, 2016). However, if we refer back to the arguments that are 

put forward by Billings (2005) and Patton (2016) if these Higher Education 

institutions are a product of inequality and are complicit in the creation of inequality 

then these institutions will be furthering the agendas that have led to their creation. 

Much of the research surrounding students from diverse backgrounds have shown to 

be negatively affected by socio-economic factors and Elder (1998) has argued that 

life choices are contingent upon what opportunities are presented to individuals from 

diverse back grounds and this in turn is mediated by social structure and culture. 

Therefore, as per the aforementioned arguments if society can manufacture diversity 

either coercively or by allowing individuals to do so by choice then this can impact 
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the trajectories of diverse individuals through history and stratification through 

economic, social or cultural means.  

However, Loveday (2018) takes a different approach in terms of an understanding of 

life chances and in particular the opportunities with regards to academics within 

Higher Education in the UK at the moment. Moreover, the expansion and 

marketisation of the UK Higher Education system has also played a part with regards 

in terms of the opportunities that are available to academics in terms of career 

progression. Loveday also goes on further to suggest that the majority of the 

participants that took part in the study were predominantly white which reflects the 

wider under-representation of BAME or diverse academics within the sector. The 

marketisation of Higher Education and increasing amount of academics on fixed 

term contracts (Loveday, 2018) constrain the outcomes of academics working within 

Higher Education under the pretence of flexibility limits the opportunity for and 

development not only for BAME academics but academic staff in general. 

Bryson (2004) looks at the career opportunities for women with the Higher Education 

sector and also takes a view of the nature of the casualisation of contracts and the 

implications for women. Bryson argues that structural barriers have a significant part 

to play in terms the opportunities that women face within Higher Education. These 

structural barriers are at the point of entry within Higher Education and at every point 

selection thereafter. Whilst the Bryson (2004) article only makes reference to one 

axis of power i.e. gender if we overlay the discussions of intersectionality (Crenshaw, 

1980) we would have to take into consideration the impact these different axes of 

power and categorisations play in terms of the opportunities that are available for 

diverse and BAME academics. 

Estrada et al. (2016) argue some of the challenges North America faces in terms of 

attaining more diverse representation within STEM and whilst this did not specifically 

focus on Higher Education the underlying issues would appear to be similar in 

relationship to creating a more diverse workforce and that lies in the failure of the 

pipeline with regards to getting more individuals from a diverse background into 

Higher Education. Whilst there are a number of reasons that this can be attributed to 

Estrada et al. (2016) would suggest financial reasons do play a significant part and 
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by providing financial support and incentives to these diverse students Higher 

Education institutions can therefore ensure a steady flow of underrepresented 

individuals into sectors like Higher Education which have been seen to be 

underrepresented.  

Therefore, as a result of this, education and further education shapes the fabric of 

society (Schudde and Goldrick-Rab, 2015). One of the functions education 

institutions is to sift and sort individuals within a society and the literature would 

argue this can be an opportunity for education institutions can affect social inequality, 

however as per the arguments of Espada et al (2016) if diverse individuals, for 

example do not have access to resources this can have a negative effect on 

inequality regimes and exacerbate the negative aspects of social inequality. 

Therefore, in order to address the issues that relate to representation; society would 

need to address the underlying causes of social inequality reproduction, which 

education systems form a part of. 

2.2.2. Social Class 

The research around stratification and social mobility particularly within the context of 

the UK has shown there is a direct impact on the occupational destination of 

graduates. Jacob and Klein (2019) argue the occupations offer better upward 

mobility than others. Therefore, the literature would posit; social inequalities may 

have an impact on the career progression opportunities for some individuals and 

these may aggravate over time. However, in certain fields the impacts of stratification 

may decrease over time. Fook and Ross in an article for the Times Higher Education 

in 2016 argued stratification still plays a significant role particularly the higher in the 

organisation academics find themselves in. Fook and Ross in 2016 have suggested 

that only 6.4% of staff from a BAME background were in senior leadership roles 

within Higher Education institutions emphasising Jacob and Klein (2019) points. 

However, the authors do go on to suggest the mitigating factor with regards to career 

progression and stratification within the majority of industries would appear to be 

education and the literature would further argue given sufficient education, social 

class should have less of an impact in relationship to career progression. Ryan and 

Mooney (2020) argue access to influential networks that can have a positive 

influence on the progression opportunities for women. The literature would argue 
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networks in themselves have been gendered and access to these influential 

networks who are predominantly white, and male can have positive implications on 

career progression which in the case of the Ryan and Mooney (2020) article would 

disadvantage women. This echoes the earlier arguments with regards to the role of 

gatekeepers and in particular with reference to Higher Education institutions and 

BAME staff the importance of having an individual who can provide access into the 

world of academia. 

Further to this the literature would suggest, from a European perspective with 

regards to occupations and career progression, social stratification can play a 

significant role conversely this would only seem to apply to women and there is a 

less significant impact in terms of career progression for men particularly once we 

have accounted for education, social stratification has less of a significant impact 

(Manzoni et al., 2014). Further to this, it would appear the inequalities in terms of 

career progression and the inequalities with regards to diverse individuals depend on 

the inequalities at career entry, the rate of career progression and the duration of 

career progression. Therefore, as per the previous and based on the arguments put 

forward around intersectionality the opportunities for career progression or lack 

therefore are mediated by the three preceding phenomena in particular with regards 

to BAME staff. Manzoni et al. (2014) go on further to suggest most of the literature 

that explores the topics around social stratification and the implications of 

backgrounds, and the effect of parent occupational status do not take into 

consideration the impacts of other categorisations and such as the intersections 

between the different axes of power such as age, gender and race how these 

characteristics can shape career inequalities. The literature would suggest that is 

generally unclear at what stage of the career these factors have the strongest 

impact. 

Harkonen and Bihagen (2011) concur with the previous arguments and posit 

intergenerational mobility is affected by class origin. The reason Harkonen and 

Bihagen (2011) would suggest is that class origin affects one’s educational 

attainment which has implications on the first job that individuals have. However, the 

authors take a different approach to the study social stratification and education. In 
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the latter stages of people’s careers, people would generally tend to revert back to 

their origin classes particularly if this class was relatively high. This would indicate 

that in relationship to the career lifecycle towards the latter part of an individual’s 

career the effects of social class and education invert and social class tends to exert 

a stronger influence than education. 

In particular with regards to Higher Education and career progression within 

academia Boyer et al. (2022) a significant amount of progress has been made with 

regards to the career progression of women but there is still a discrepancy between 

the reality of lived experiences and the equal representation. For instance, Boyer et 

al. (2022) would suggest policy base approaches attempting to influence or create 

more representation within Higher Education would still favour masculine competitive 

approaches towards career progression. Pringle et al. (2017) would also propose 

that class is a poignant yet hidden identity that confers privilege and but also this can 

produce inequality. Class when combined with other forms axes of power such as 

gender would produce stratification in society but also within the professional careers 

like Higher Education. Therefore, in terms of social stratifications these become an 

important aspect when taking into consideration the impact that that different forces 

will have with regards the career progression opportunities of diverse academics and 

in particular BAME staff. 

2.2.3. The Resource Based View 

This section will first of all engage in a broad discussion HRM to gauge the current 

state of HRM and with the context of HE. The discussion will apply these concepts to 

diversity and the implications with regards to achieving a more representative society 

from a HR perspective in HE. The foundation of the strategic HRM approach lies in 

the Resource-Based View (RBV) (Kaufman, 2015) that has become very influential 

amongst management researchers. If the arguments for a strategic approach to 

HRM are to be robust then it is critical that the justification for strategic HRM itself 

needs to be solid. However, Kaufman does question the Resource-Based View 

given that the RBV was studied 30 years ago and the use of the RBV with HRM is 25 

years old. That is not to say there is not any scope to look at the RBV alongside 

HRM from a different lens. 
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Less attention has been paid to the factors that influence the implementation and 

subsequently the functioning of High-Performance Work Systems (HPWS) (Ngo et 

al., 2014). HRM competencies and the external fit of the organisation, that is the 

competitive advantage, need to have synergy (Ngo et al., 2014). Thus, the HPWS 

need to be aligned with the overall strategy of the organisation to ensure the firm 

meets the strategic objectives of the firm. There is also literature that questions the 

RBV and SHRM approach to gaining competitive advantage in the sense that, how 

would organisations know at which point they have acquired the human capital 

resources that are valuable, rare, inimitable and no-substitutable (Shaw et al., 2013). 

Organisations can invest in training, sophisticated recruitment methods and financial 

incentives to create competitive advantage. The assumption here is that firms have 

the financial resources to invest in these practices. In organisations that do not have 

the financial resources, employees are treated as a commodity which Shaw et al., 

2013 would suggest does not necessarily foster competitive advantage from a HRM 

perspective. 

Nyberg et al. (2014) concur with the arguments put forward by Ngo et al. (2014) and 

Shaw et al. (2013) and go on further to suggest there are two dimensions that need 

to be taken into consideration particularly competency and skill levels of individuals 

as they will contribute to individual performance, but aggregate knowledge and skills 

will feed into unit level performance. Empirical research on SHRM has tended in the 

past to have come from private sector organisations (Knies et al., 2017).  

The literature would argue in most countries public sector organisations tend to be 

the biggest employers. In this case, HE institutions present a unique challenge in 

that HE institutions sit in the middle of the public private divide, and this is further 

compounded when the challenges that are associated with managing BAME staff 

are factored into the equation. As with any organisation and as per the previous 

arguments; performance in these organisations depends on the employees. In the 

current climate, and preceding COVID-19, public sector organisations were and are 

still facing challenges with regards to improving performance and efficiency whilst at 

the same time experiencing a decline in resources. A recent article by the UCU 

(2020) posits due to the COVID-19 crisis UK universities could potentially hit a £2.5 
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billion blackhole as a result of 111,000 fewer UK students and 121,000 fewer 

international students, leading to, at the very least, a lack of financial resources. The 

argument put forward by Knies et al. (2017) suggests that given the resourcing 

challenges faced by public sector staff and coupled with the fact that public sector 

staff are still expected to provide the same level, if not a more efficient service with 

less resources. Therefore, private sector approaches to Strategic Human Resources 

Management (SHRM) in the public sector may not have the most beneficial 

outcomes (Knies et al., 2017). The reasons are attributed to the nature of public 

sector staff and the accountability these organisations have with regards to public 

sector spending. 

2.2.4. Motivation 

The literature would also argue in public sector organisations financial incentives 

may not be the best approach in terms of providing intrinsic motivation. That being 

said, Raineri (2017) argues measures such as selective hiring, performance 

feedback and opportunities for training and development are means by which these 

organisations can develop HPWS. Consideration must be given again as to whether 

such measures are suitable for public sector organisations where objectives may be 

different but also for BAME staff who may have other aspirations in terms of their 

career. The current discourse would also question the effectiveness of HPWS in 

terms of motivating staff (Raineri, 2017). The author argues HPWS can have diverse 

effects on employees such increasing motivation for some, whilst improving the 

knowledge and skills of other employees. Thus, consistency in approach could 

become challenging. The question then becomes how you would, particularly in the 

case of this study, ensure a consistent approach to policy when there may be 

discrepancies in terms of BAME representation amongst a number of other factors. 

Ulrich’s 1996 argument supports the suggestion put forward by Raineri (2017) in that 

it is no longer sufficient to hire, train and retain employees. These activities must be 

taken in the interest of creating organisational capabilities but the way these 

activities are undertaken should fulfil the strategic objectives of the organisation. A 

counter argument to the HPWS literature focuses on organisational ambidexterity 

(Glaister et al., 2015). The authors define Organisational Ambidexterity (OA) as the 

ability for organisations to pursue multiple contradictory processes and have the 
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flexibility to make changes based on those processes. The challenge associated with 

adopting such an approach is making sure that the organisations’ strategy and HRM 

objectives are in sync. Although the research on OA is in its infancy initial findings 

suggest is this approach is adopted correctly and consistently organisations should 

see an increase in market value. 

2.2.5. The Role of Line Managers 

Line managers are significant in relationship to managing staff from any background. 

In terms of the objectives and the aim of this research; the question around line 

managers relates to whether line managers have the skills and capabilities to 

effectively manage BAME staff. In part this may not be the fault of managers. 

Previous arguments put forward demonstrate the flaws that are inherent within HEI 

policy and also national policy which would ultimately have an impact on how BAME 

staff are managed and their access to opportunities. 

It goes without saying, when discussing SHRM, the role of line managers has 

become pivotal, particularly, in the operationalisation of the strategy throughout 

organisations. This will become ever more pertinent when the discourse focuses on 

diversity management (DM) and later intersectionality as well.  

2.2.6. The Challenges of Devolution  

The discourse on HRM has focused predominantly on the devolution of responsibility 

to line managers, for example disciplinary matters, communication and the 

management of pay (Townsend and Hutchinson, 2017). The implications for BAME 

can be potentially adverse. HR is seen as having functional control of processes 

such as ensuring equity and representation. However, devolution of such processes 

could lead to a loss of control. It would become challenging for organisations and 

institutions to ensure they have control of these processes (Gooderham et al., 2015). 

If equal opportunities and representation is a strategic objective for HEI’s should 

agency be given to line managers to meet these objectives? The argument here 

relates to whether line managers have the appropriate capabilities and resources to 

enable them to meet the objectives of the institution but also national policy. This is 

particularly significant when evidence illustrates how line managers are given greater 

responsibility for functions like PM and this feeds into career progression and 

representation. Organisations would need to take into consideration unconscious 
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bias and how this will impact on PM and the opportunities BAME staff are presented 

with. This has meant line managers are taking on ever more complicated roles and 

compounded on to that are the complexities that are associated with the 

management of a diverse staff. Regulation is an important aspect to take heed of 

with the regards to not only the experiences of the managers but subordinates as 

well. This is determined largely in part by the interactions that these managers have 

with regulations. This presents a whole host of issues not least related to the 

changing conditions set about by governments in response changing labour 

conditions (Townsend and Hutchinson, 2017). The sphere of HRM is changing and 

authors such as Rubery et al. (2018) suggest HRM must acknowledge that the 

workplace encompasses a diverse set of individuals which have to be taken into 

consideration when integrating HRM with overall strategic objectives. The question, 

however, does have to be put forward; by highlighting gender issues does this 

legitimise gender inequalities. These are some of the risks that are associated with 

adopting a particular lens such as gender. 

2.3. Diversity Management 

Having investigated the overall discussions with regards to HRM, this section will 

now narrow the focus specifically on diverse staff and having taken the previous 

arguments into consideration what this means for diverse staff. This section will 

discuss these challenges both from the private sector as well as the public sector in 

order to gain an understanding of what the complexities might be and whether they 

differ across the sections. This section will look at how organisations may increase 

commitment from diverse staff, how diversity can contribute to performance and also 

the different approaches organisations can take to manage diverse staff. In order to 

first of all understand diversity management (DM) a definition of diversity would 

provide context. There have been numerous definitions of diversity and these 

different conceptualisations have had a significant impact on the policies and 

practices those organisations take (Kirton and Greene, 2016). For the purposes of 

this study diversity will be described as a descriptor of the workforce, as a policy 

approach to managing the workforce and a paradigm highlighting the significance of 

socio-bio-demographic differences (Kirton and Green, 2016). DM has drawn on the 
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work put forward by Kandola and Fullerton (1998), therefore the concept of 

managing diversity accepts that the workforce consists of a diverse population of 

people, and these encompass visible and invisible differences. DM then becomes 

ensuring that all people maximise their potential and contribution to the organisation 

(Kandola and Fullerton, 1998). Jabbour et al. (2011) concur with the definition put 

forward by Kandola and Fullerton (1994) but add DM practice includes hands on 

approaches that actively embrace and include minorities that have been previously 

marginalised. The authors as well do concede there are a multitude of definitions 

with regards to DM, but the consensus is that DM usually entails and often require 

HR activities that recognize, promote and encourage the differences between groups 

and people. The shift from Equal Opportunities (EO) to DM aims to encourage a 

more holistic approach the management of groups and individuals in organisations 

and the benefits that can be derived from this approach. 

2.3.1. Organisational Commitment 

An important aspect to take into consideration in relationship to DM is how 

committed the organisation is to supporting individual and collective differences. 

Sabharwal (2014) argues organisations and in particular public institutions are ever 

more hiring diverse employees. Diverse employees can contribute to the 

performance of organisations by utilizing the various skills, talents and cognitive 

abilities of employees. Sabharwal (2014) does suggest employing diverse 

employees merely for the sake of fulfilling quotas can be counterproductive and 

hinder a firm’s performance. There is also the argument that builds on the Equity 

Theory perspective. Towards this argument, Kim and Park (2017), suggest 

employees in organisations change their contributions based on how fair these 

employees perceive the organisations to be. That is to say organisations may adopt 

DM policies in order to fully engage employees throughout the firm. Therefore, DM 

continues to grow and continues to influence HRM management practice. 

There are a number of criticisms of diversity management and the approaches 

different organisations take with regards to how operationalise DM. If we look at DM 

from a post structural perspective, diversity can be looked at as a form of truth with 

regards to the self and others. DM then can be used for divergent purposes such as 

an idea or a means of classification (Holck et al., 2016). This then leaves 
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opportunities for organisations to manage diversity in the way that suitable for that 

organisation. DM can then become a biased tool used to fulfil the objectives of the 

firm or meet statutory requirements and not for the purposes of inclusion. 

There are also negative effects that have been found to be associated with DM. For 

instance, Olsen and Martins (2012) have argued in some institutions a diverse 

workforce has had a negative impact on organisational outcomes. Examples of these 

negative consequences include conflict amongst employees and a lack of 

communication. A number of suggestions have been put forward as to the reasons 

for these issues arising. Scholars like Olsen and Martins (2012) argue factors such 

as similarity attraction theory could be a potential cause i.e. diverse employees may 

not feel comfortable engaging with employees who they do not identify with. DM is 

considered to be part of the SHRM school of thought in the sense that social 

exchange theory would come into effect. The argument is that should organisations 

enact policies and practices that benefit diverse staff, there should be a tangible 

improvement in organisational performance. However, DM has been criticised for 

being primarily supportive of the position of the minority group and the danger then 

becomes organisations alienating employees that do not fall into that category 

(Ashikali and Groenveld, 2015). 

2.3.2. The Business Case for Diversity 

The aim behind DM is to enhance employee’s perception being included in the 

organisation and by so doing organisations would see this being reciprocated and 

the overall performance of the organisation should increase. In some instances, 

Ashikali and Groneveld (2015) suggest DM practices must be operationalised in a 

particular way so as to not alienate other members of the organisation and the aim 

should be to create an inclusive environment. Particularly in public organisations DM 

may still be based on affirmative action and/ or equal opportunities which is where 

the flaws in DM may begin to surface. Among the academic literature this drive 

towards performance and efficiency through appropriate and effective DM is often 

referred to as the business case for diversity (Carstens and De Kock, 2017). The 

objective of improving organisational performance can be achieved as a result of 

better problem solving, better recruitment and retention practices and improved 

marketing strategies as a result of DM. This approach towards DM then takes us 
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back to the arguments around the RBV and the ability for organisations to create a 

sustainable competitive advantage as a result of the firms’ internal resources 

(diverse staff). The argument here centres on the idea that a diverse workforce will 

bring with it heterogeneity of cognitive ability, experiences and educational 

attainment that will enable the firm to be flexible and approach complex problems 

from a variety of perspectives (Carstens and De Kock, 2017). 

A delicate balance has to be struck in order to ensure firm performance increases as 

a result of DM practices. Diversity can also be seen as a double-edged sword (Shen 

et al., 2014) and if employees perceive their differences are not valued by the 

organisation there could be potential negative consequences that could result in the 

organisation becoming uncompetitive. This is where HRM becomes critical in order 

to ensure there is an inclusive environment. Shen et al. (2014) go on further to 

suggest should firms get their DM practices right the potential benefits are 

considerable with one of the most significant being communication. 

2.3.3. Approaches to DM 

Diversity Management (DM), having originated, in America had its fundamentals 

based on capitalism and thus the implementation of such policies in other societal 

contexts proved challenging. In the sense that there were growing calling calls from 

influential North American authors such Kimberle Crenshaw but also industry was 

beginning to recognise the importance of diverse staff to reach new markets and the 

potential for more profits. Boxenbaum (2006) argues from Danish perspective the 

concept of DM did not fit in well with the Danish approach, which was used to having 

homogenous individuals, but the people were not comfortable with discussing 

treating people differently. Therefore, practitioners of DM from a Dutch perspective 

had to alter their approach. Corporate social responsibility, however, was chosen as 

an approach to make sense of DM practices and incorporate DM into Danish 

working life (Boxenbaum, 2003). This highlights one of the pitfalls that is associated 

with DM in that if employees perceive there to be preferential treatment being given 

to certain employees this will alienate the other employees. Howarth and Andreouli 

(2016) posit the conceptualisation of diversity into distinctive categories can be very 

dangerous in the sense that it fails to incorporate the interdependence of different 

perspectives in complex societies. This then falls back to the original arguments put 
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forward on leveraging the skills and capabilities of heterogenous staff in order to not 

only make sense of these complex societies but to find new methods in which to 

navigate those environments or markets that may have been previously untapped. 

However, that is not to say that the business case for DM is not problematic for 

equality and antidiscrimination practices. Knights and Omanovic (2016) argue if 

managers are sceptical about DM and how this contributes to the business case for 

diversity, then it is possible these managers will abandon their efforts towards 

pursing equal opportunities and possibly so far as antidiscrimination practices. DM 

can be mismanaged in the sense that organisations may recruit underrepresented 

groups in the anticipation this will lead these organisations to open up new markets 

from these underrepresented groups where previously none existed (Knights and 

Omanovic, 2016). 

The challenges that are associated with DM in contemporary society relate in 

particular to how organisations go about specifically managing a diverse workforce. 

Whilst there have been steps taken to recognise and acknowledge the importance of 

diversity and the benefits that can be associated with managing a diverse workforce, 

organisations tend to take a one size fits all approach and manage all diverse 

employees in same way and very rarely take into consideration individual differences 

and also intersectional characteristics (Dennissen et al., 2020). 

There are very few studies that challenge the DM practices that organisations 

engage with and there is also a gap in the literature around the complexities of 

different identities, inequalities and how these intersections impact on the practical 

approaches that organisations take in relation to managing individuals and 

intersectional structures that emerge within the workplace (Crenshaw, 1991). The 

arguments for and the discussions around DM contribute to the research puzzle and 

also form part of what constitutes a gap in the literature from the perspective of all 

organisations but in particular as is the purpose of this study to investigate how 

BAME staff are managed in HEI’s and if the intersections of power and identity are 

taken into consideration when managing diverse academics.  

A critique of the literature around DM and DM practices is that the literature tends to 

focus on a single aspect of diversity when investigating the approaches towards 



46 
 

managing staff effectively and perhaps need to take a more holistic approach 

towards the investigation DM practices taking into account the multiple 

characteristics that diverse academics for example have. This critique can also be 

applied to this thesis as the research focuses in particular on BAME staff but looking 

at BAME staff through the lens of their career in higher education (Tatli, 2011). 

However, Tatli (2011) does question mainstream research around DM which has 

tended to concentrate on performance and outcomes of BAME staff and how 

management approaches have influenced BAME staff performance. To some 

degree as well, this research aims to investigate the outcomes in terms of career 

progression in relationship to BAME staff but this thesis aims to investigate how 

BAME actors co-create and design their life worlds but also what part do they have 

to play in relationship to influence diversity management policies. Further to this it 

must also be acknowledged the dichotomic nature of the research around diversity 

and these arguments can be applied to this thesis as well (Tatli, 2011). This 

suggests a neoliberal shift from equal opportunities to diversity management and the 

problematic of managing diverse effectively but not from a critical perspective or 

underpinning. 

That being said, when conceptually think about diversity, in the very least, there are 

an infinite number of dimensions of diversity. However, the focus of the dimensions 

of diversity has been narrowed down by the power and strength of the social 

movements. This case of the UK for example this can be attributed to the legislation 

in the form of the Equality Act 2010 which focuses on the 9 protected characteristics 

but also social movements such as Black Lives Matter, the murder of George Floyd 

in the U.S. and the gender pay reporting gap in the UK (Kollen, 2021). One 

therefore, has to question the impact these diversity management practices can 

have if the characteristics of diversity are being narrowed down and do not 

encompass the characteristics employees will identify with. This can be evidenced 

by the dichotomy of phrases and terminology that is used in diversity research and 

also in organisations. For example, the differences that have been assigned to the 

terms gender and sex, the former denoting identity and the latter a biological 

function. When looking at these arguments from the perspective of trans persons, 

where there is a mismatch between their gender identity and biological sex; can the 
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policies and practices effectively manage individuals with these characteristics. 

Kollen (2021) would argue this becomes increasingly complex and organisations 

would tend to group people together with sexual orientation often dismissing the 

complexities of these individuals. It must also be acknowledged that an individual or 

a groups’ status within a hierarchy of an organisation is determined by context 

specific categorisation such as for example if a person identified as being from black 

background in the UK, they would form the minority. The implication of this being that 

the policies and practices that are put in place to manage diverse individuals is 

contingent on these groups or individuals being in the minority or the majority status. 

This also does not take into consideration the intersectional attributes. 

In practice the acceptance and implementation of diversity management initiatives 

and the alignment of DM with corporate strategy can be attributed to senior HR 

leaders who have experience in DM practices. However, when investigated in more 

detail there appeared to be no significant progress in rate of women for example 

being promoted to senior leadership positions even with a senior HR director who 

has experience of diversity practices (Turner and Merriman, 2022). Therefore, one 

has to question the significance of top management teams with regards to creating 

an inclusive culture that truly values diversity. Furthermore, Turner and Merriman 

(2022) put forward the argument that whilst contemporary literature looks at DM 

through the lens of the resource-based view (Barney and Clarke, 2007) for example, 

it is still important to acknowledge the human element when taking into account DM 

practices and the implication on organisations. This school argues the importance of 

the knowledge, experience and values to name a few are just as important in terms 

of creating a diverse workforce but also operationalising the workforce to become a 

critical part of the organisation and to contribute to the effective and efficient running 

of the organisation. That is not to say that these competencies and skills cannot be 

learned. Senior leadership teams, particularly when exposed to the right information, 

can develop the attributes that afford the leadership team the ability to be implement 

DM strategies and create policy and practice that values diversity at the strategic 

level. 
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Whilst some organisations have readily admitted that DM is more concerned with 

conforming to legislation and the recruitment of diverse groups is for PR as opposed 

to for genuine reasons such providing a positive social impact. On the other hand, 

Otaye-Ebede (2018) suggest if organisations do intend to argue the business case 

for diversity, then it becomes important that organisations develop effective metrics 

that will assist organisations in determining which aspects of diversity effectively 

contribute to performance. The challenge then becomes how does one effectively 

measure diversity or aspects of diversity. Authors also argue DM is a result of 

controls that are embedded in an organisations material and discursive structures 

(Zanoni and Janssens, 2007). Thus, management in these organisations create 

power structures that act as a means by which to control diverse staff. Zanoni and 

Janssens (2007) go on further to diverse staff should not perceived as passive 

beings that are on the receiving end of control mechanisms but rather as agents that 

are more or less compliant towards DM practices who then socially construct their 

social worlds that enable diverse staff some form of emancipation. 

2.4. Intersectionality 

The following section will discuss the concept of intersectionality and the importance 

of intersectionality in relationship to the theory and the implications for managing 

BAME staff. The concept of intersectionality has been gaining momentum in the field 

HRM and diversity management. The following section will discuss the importance of 

managing staff who identify as having multiple characteristics and the implication for 

public sector organisations in terms of managing these diverse individuals. 

Intersectionality first emerged in the late 1980’s with the aim of focusing attention on 

the dynamics and complexities of difference and the unity of sameness. First 

introduced in the field of politics intersectionality attracted the attention of a variety of 

antidiscrimination scholars and practitioners (Cho et al., 2013). Intersectionality has 

played a significant role particularly in relationship to understanding the complexities 

associated with difference and sameness in recognising how the different axes of 

power such as age, gender and race have engendered debates around these topics. 

A key proponent of the discourse around intersectionality, Kimberle Crenshaw 

(1991) recognised the significance of identity categorisations and how these 
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categorisations can be used as a means of bias or domination of minorities. 

Crenshaw (1991), however, does criticise the intersectionality discourse as it either 

intensifies differences or ignores these differences completely for example race or 

class. Canham and Maier (2018) concur the points put forward by Crenshaw in 1991 

and argue discrimination and the study of discrimination recognises that identity 

categorisations are not mutually exclusive of one another. That is to say; the axes of 

power by which discrimination comes about are interwoven as human beings we are 

simultaneously gendered, classed, and categorised by race. Therefore, in their study 

of women in banking Canham and Maier (2018) in terms of career progression, 

recognised the impact intersections of race, gender and class had to play. Authors 

such as Shields (2008) suggest that the most important contribution of 

intersectionality and its study is to the understanding of gender. Shields (2008) goes 

on further argue that an individuals’ social identity strongly influences their beliefs 

around gender and therefore power relations that are as a result of social identities 

must be taken into consideration when attempting to investigate intersectionality in 

particular with regards to power.  

2.4.1. The Approach Towards Intersectionality 

The feminist approach towards intersectionality and in particular drawing on the 

arguments put forward Crenshaw in 1991 does present a number of issues. 

Intersectionality’s preoccupation with gender and race with regards to the 

discrimination faced by black women does not take into consideration how other 

factors of social categorisations of individuals such as class, nationality and sexuality 

affect these women’s lived experiences (Nash, 2008). The literature would also 

further question who is intersectional? Generally, the scholarship on intersectionality 

has tended to focus on diverse subjects and has excluded those subjects that are 

imagined to be wholly or partially privileged. Therefore, the question remains is 

intersectionality concerned with the generalised theory of identity or that of diverse 

individuals or groups of individuals. Within the European context there are a number 

of criticisms that relate to the tackling of discrimination. Verloo (2016) argue from 

their study of the approach taken by the EU commission in terms of its approach 

towards tackling discrimination, the first question is whether the different inequalities 

are given equal attention. This would appear not to be the case as different 
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inequalities get different levels of protection and policy which contradicts the purpose 

of the measures which aims to ensure equality on all grounds. 

Verloo (2016) posits the interventions taken by the EU in order to address the issues 

that relate to discrimination and intersectionality are insufficient. The approach taken 

by the EU would appear to be somewhat oblivious to the various structural 

antecedents that contribute to inequality and policy would appear not to recognise 

the competition between equalities and would go so far as to suggest gender may be 

used to guide the approach towards addressing other inequalities but itself risks 

being left out. 

2.4.2. Criticisms of Intersectionality  

The research around intersectionality tends to focus on the experience of BAME 

women and their experiences of diversity. Callender (2018) then criticises the 

discourse on intersectionality highlighting arguments around the experiences of 

BAME men. The views of men are obscured and even absorbed into the discussion 

of the ethnic minority and in her study Callender (2018) goes on further to suggest in 

the American educational system whilst there is great demand for BAME male staff 

often these BAME staff face hostile professional environments from the very schools 

that are calling out for them.  

2.4.3. Class and Social Structures 

Ruiz Castro and Holvino (2016) take a different perspective in relationship to their 

study of intersectionality from a Latin American perspective and specifically in the 

private sector. Ruiz Castro and Holvino (2016) suggest the study of intersectionality 

should take into consideration race, gender and class among others as simultaneous 

processes that constitute how individuals socially construct themselves and how they 

are perceived by others, organisational structures and procedures that are taken for 

granted but contribute to inequalities and societal practices in which organisational 

practices are located. However, much of the literature on intersectionality from a 

private sector perspective fails to acknowledge how class and social structures are 

replicated within organisations, where factors like educational attainment and soft 

skills like spoken language are often attributes that are given preference when 

organisations are recruiting staff. 
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Acker and Sayce (2012) further the arguments put forward Ruiz Castro and Holvino 

(2016) and argue the most likely cause of segregated organisations in even today’s 

climate with strong movements such as Black Lives Matter (BLM) can be attributed 

to the invisible processes of organisational life. For example, Acker and Sayce 

(2012) argue, gendered assumptions about men and women are embedded within 

organisations and these biases are reproduced and gender inequalities perpetuated. 

Among other factors, the very nature of how jobs are designed can serve to 

perpetuate inequality. For instance, in terms of gendered identities women in 

managerial positions may come under increased pressure to manage in a masculine 

way, that is women are forced to manage staff in a way that has been typically seen 

in organisations that have been led by men. This then gives the impression that the 

masculine way of leading organisations is the right way, therefore reinforcing the 

gendered divide.  

2.4.4. Potential Areas of Discrimination 

However, Wells et al. (2015) do challenge the dominant discourse on 

intersectionality. The authors do acknowledge the significance of factors such as 

gender and race but also highlight from a Western perspective nationality plays an 

important role as a power structure. That is to say, western modes of communication 

and organisation are used as a means of constructing workplace privilege and 

inequality but other factors such as gender and educational attainment play an 

important role. 

In terms of BAME staff taking up leadership positions within organisations, 

Sweetman (2018) would argue, this can be quite challenging. Studies relating to race 

and leadership have generally tended to focus on perceptions and judgements on 

the capacity of BAME staff to lead business organisations as well as BAME staff’s 

capacity to lead from a political perspective (Sweetman, 2018). The findings put 

forward by suggest as in other areas of life; stereotypes and preconceived 

judgements play a big part in determining the capacity for BAME staff to lead 

organisations. Rodriguez et al. (2016) suggest intersectionality and thus 

discrimination can be embedded in the structures of organisations. These very 

structures can highlight and make visible the inequalities through subject’s 

perceptions and societal categorisations of members of organisations. Rodriguez et 
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al. (2016) go further to posit; it then becomes very difficult to create an environment 

that is equal in terms of opportunities through policy change because policy is likely 

to be subject to structures and processes that it is designed to disrupt. Therefore, if 

discrimination is engrained in the organisation from a structural point of view it then 

becomes difficult to institute change, which draws similarities with the arguments put 

forward by Crenshaw in 1991. 

Lucke et al. (2018) would suggest the categorisation of staff has transcended 

national boundaries and we see international organisations such as governments 

embody business masculinities such as age, gender and class. These organisations 

use categorisations like gender and class as a form of power and influence and the 

study by Lucke et al. (2018) has demonstrated this to be present in multinational 

organisations as well. In relationship to public organisations there are a number of 

shortcomings with regards to the study of intersectionality and the impact this has on 

power structures within these public sector organisations. For instance, Breslin et al. 

(2018) would suggest there is a significant gap in the literature with regards to BAME 

women and their experiences of leading public organisations as well as the biases 

and stereotypes that characterise their experiences. Breslin et al. (2018) go on 

further to suggest the processes that produce and maintain inequalities for diverse 

groups warrant further investigation as these have been linked to the structural 

categorisations of actors. Johnson Garcia and Otto (2019) concur with the 

aforementioned arguments and question the gender policies and procedures that 

have been put into place with aim or dealing with discrimination propagate 

marginalisation of minority groups and Johnson Garcia and Otto (2019) suggest this 

partially due to the fact that these policies frame their targets as those that already 

have privilege.    

Woodhams et al. (2015) take a different approach to their study of intersectionality. 

The authors look at the experiences of men who are minorities in predominantly 

roles that are dominated by women.  Men found in these positions are able to take 

advantage of their gender and capitalise on their token experience resulting in a 

better experience than women who find themselves as minorities in roles 
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predominantly occupied by men. This phenomenon is known as the glass escalator 

effect.  

2.4.5. The Significance of Intersectionality 

Atewologun (2018) posits intersectionality as a framework has important significance 

both for scholars and practitioners in the sense that intersectionality attempts remove 

the implicit biases that are ascribed to individuals based on characteristics such as 

age and gender without taking into consideration how other factors influence what 

constitutes an individual. Intersectionality provides an opportunity not only to 

understand how power, disadvantage and privilege affect individuals but also how 

allows the conceptualisation of the heterogeneity of between group actors 

(Atewologun, 2018). In their study, Healy et al (2018), argue organisations are key to 

the understanding of segregation of actors along multiple facets such gender and 

class and therefore it becomes important to study organisations and how they 

approach intersectionality as these organisations form the basis of capitalism. These 

organisations are constitutive of how systems of power operate within communities. 

However, informal interactions between actors within these organisations can also 

have a significant impact on the reproduction of inequalities at work. For example, 

Healy et al (2018) suggest factors such as sexual harassment in male dominated 

organisations form part of the control mechanisms that reproduce inequality and 

undermine policies for equality. 

Tariq and Sayed (2018) argue that intersectional tensions are not only created within 

the work environment but particularly in the case of Asian women these tensions 

may come as a result of the pressures that are placed on these women from a 

cultural perspective. These women may not be afforded the opportunity to attend HE 

as it may be believed that these women may then not be able to fulfil their 

responsibilities to the family. Thereby, the talent that could be offered by these 

women is lost. Thus, Tariq and Syed (2018) would argue in certain instances 

intersectional pressures can be on two fronts and can be perpetuated by both 

organisational structures but also from cultural factors. However, Kamasak et al. 

(2019) argue intersections of race, class and gender should not be considered as 

independent and given different significance based on some form of hierarchy. 

Intersections are intertwined and have a significant impact on individuals. For 
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instance, class will not have implications on the wealth of individuals, but it will to an 

extent determine the occupation individuals will pursue, family structure and social 

relations, therefore one aspect such as class can have implications that far exceed 

economic inequalities. 

Coupled with the aforementioned arguments Rosette et al. (2016) suggested women 

who assume leadership positions may be stereotyped based on their gender and this 

is compounded if these women come from non-white backgrounds. Consequently, 

women in leadership with the propensity to lead organisations are penalised for not 

behaving in a stereotypical way as with the example put forward by Rosette et al. 

(2016) women are expected to behave nice. These factors have implications not only 

for BAME staff but for women as well but within these intersections’ discrimination 

can happen within the group contexts. 

2.4.6. Critical Race Theory 

Understanding diversity and intersectionality within Higher Education, Critical Race 

Theory (CRT) has highlighted some of the challenges that Higher Education 

institutions have faced in an attempt to become more representative. CRT emerged 

in the mid-1990’s and had its root in the North American post-secondary sector. 

Ladson-Billings and Tate published their paper in 1995 highlighting the challenges of 

race within the Higher Education and the implications on the opportunities for 

education and career progression for non “whites” in the sector. Although it must be 

mentioned that CRT has its foundations in positivism but also in legal scholarship 

and has since been adapted across Higher Education.  Although there have been 

attempts by society to marginalise race in much of the public the political discourse 

around race still continues to be a significant social construct that plays a part in 

society (Ladson-Billings, 1998). Morrison (1992) would further posit; race is just as 

important now as it was during the enlightenment period. Morrison (1992) argued 

race has a much more important position within society and a use far beyond that of 

economy but instead has separated one class from the next and also permeates our 

daily discourse.  

We see this more prominently now and again referring back to the Miller (2016) 

argument, the lack of representation within the Higher Education sector and 
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particular within the upper echelons is evident. A further criticism of CRT particular 

as put forward by Kandola and Fullerton in (1998) is that CRT only takes into 

consideration one aspect that makes up an individual and that is race. There is more 

than one force that is acting on individuals and these other forces can collectively 

have an implication on the career progression opportunities of academics within 

Higher Education (Kandola and Fullerton, 1998). Ladson-Billings (1998) argue the 

human conceptualisation of race has changed over time and whilst the 

categorisation of race has gone through a number of permutations two categories 

have always remained and that is the categories of Black and White. However, we 

cannot deny the impact race plays on society either from ideological and/ or from an 

objective standpoint. For example, if we think of race strictly as an ideological 

construct then we deny the reality of a racialised society but on the other hand 

thinking of race as an objective condition denies the race problematic in the sense 

that how do we decide who fits into which racial categorisation. The concept of race 

will be further developed and discussed within the methodology as CRT has 

informed the philosophical underpinning and research design. 

In terms of the evolution representation within Higher Education in a paper published 

in 2005 Ladson-Billings acknowledges that the Higher Education Sector still has not 

changed significantly from Ladson-Billings and Tate’s original paper in 1995. The 

literature does discuss the role and significance of time being an important factor in 

the racialisation of Higher Education. As CRT has its foundations in North American 

and the United States education system has its roots in slavery, Ladson Billings, 

would suggest academics and students alike are subject to these forces even before 

these individuals enter the post-secondary education system. However, the 

significance the black/ white binaries still have to play in Higher Education. 

Therefore, in the 10 years since the concept of CRT was put forward, there has not 

been a significant change in the Higher Education sector from a racial perspective. 

Patton (2016) goes on to further argue that Higher Education institutions are in fact 

complicit in the creation of racial inequities. In a post industrialised world where 

education is seen as an opportunity to help societies promote the development of 

skills which should ultimately promote social equity, structural inequality has had an 
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impact on scholarship within Higher Education. Academics, even those writing on 

marginalisation tend not to cite articles authored by diverse groups (Harper, 2012). 

These factors can have negative effect on policy as these authors have made 

incomplete or inaccurate conclusions with regards to diverse individuals and the 

complexities surrounding diversity and the impact these decisions or investigations 

can have. Therefore, racism and institutional factors were rarely name as factors that 

contributed to racial differences.  

Cabrera (2018) also acknowledges that racism still permeates the inner workings of 

modern contemporary institutions and that also includes Higher Education 

institutions in the sense that racism is embedded within economic, cultural and 

metaphysical spheres of life and therefore oppression has not vanished but has 

simply changed to another form. Cabrera (2018) argues “whiteness” has changed 

from an ideology of supremacy to that of normality and anything outside of the norm 

is different. It is this normalcy that has enabled privilege to continue within society as 

this allows the “normal” to be invisible and unmarked and therefore maintain this 

socially dominant category.   

The state and institutions such as Higher Education Institutions maintain stratification 

and social domination through coercion and consent (Cabrera, 2018). That is, the 

state can force people to comply, but the state can also manufacture consent and 

does so through ideologies like capitalism. A common-sense approach towards 

capitalism would suggest that poor people are poor because they lack the proper 

work ethic to succeed. However, in order to further manufacture compliance, the 

state and institutions make use of constructs such as tokenism to further entrench 

social structuration by incorporating diverse groups into systems of power and their 

advancement is used to reinforce the myth of society’s inclusiveness. Therefore, 

Cabrera (2018) would suggest in order to move to a position of more equality 

particularly within Higher Education, these institutions need to understand how race 

produces inequality. Thus, race does not produce inequalities but rather race is a 

marker of difference and attributes. Value can then be acquired through 

incorporating people from specific backgrounds. Race therefore becomes a property 

and in the absence of White supremacy can we therefore have equality. The 
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example given by Cabrera is in the absence of capitalism, money is just paper 

therefore in the absence of white supremacy Whiteness losses its societal value.  

2.4.7. Voice in Qualitative Research 

Voice is also an important aspect to take into consideration with regards to the 

experiences of minoritised groups working in HE. Voice can be defined as honouring 

the participants own words as generative of meaning and knowledge (Chandler et 

al., 2015). The study aims to make use of CRT with regards to the methodology and 

the data analysis. The study aims to provide an alternative voice or counter-narrative 

to BAME academics that are working in HE. Therefore, voice when applied to the 

context of this study needs to be conceptualised in terms of the singular individual 

but also what voice means when evaluated as a collective and how this collective 

experience impacts on the conceptualisation of BAME staff working in HE. 

Voice is paramount to the qualitative paradigm, as voice is used as an expression of 

truth or socially significant meaning (Chadwick, 2021). Therefore, voice is 

fundamental for the purpose of the study as voice becomes the medium by which 

participants can convey their meaning and truth with regards to their lived experience 

and how the participants portray themselves and their socially constructed worlds. In 

the context of this research voice can be used to put perspectives and experiences 

into words which researchers (myself) can then be analysed and dissected to reveal 

social truths and hidden meanings (Chadwick, 2021). The aim of this research is to 

get participants to articulate their life worlds which will be recorded as transcripts and 

through the hermeneutic approach (Alvesson and Skoldberg, 2018) to develop 

meaning from the perspectives of the individual and the collective. 

The choice behind making use of CRT will further underpin the voices of the 

participants as the literature around making use of CRT will serve to provide a 

counter-narrative for the taken for granted narrative and shed light on the 

experiences of BAME staff. The use of multiple perspectives and multiple voices will 

allow the researcher to accept a multiplicity of understanding with regards to the 

phenomena that BAME staff are experiencing that will help the researcher 

understand an increasingly complex working environment and how participants have 

navigated these complexities with regards living and working in HE. In that regard 
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voice can be conceptualised as a conveyor of meaning and therefore it would be 

reduced to just a language. This emphasises the importance of voice in the context 

of this study is more than just a conduit of information but rather an expression of 

affective and socio-historic experiences that serves to create the worlds that the 

participants find themselves in and an opportunity to express their perceptions 

amidst the commonly held rhetoric (Gallagher, 2020). Further to this, Morrison 

(2011) suggests that employees are faced with scenarios where they are presented 

with the decision to speak up (to have a voice) or to remain silent. This study aims to 

investigate the voice of participants in relationship to those scenarios and what will 

be the implications for BAME staff working in HE and the implications for their 

careers. 

However, the limitations of making use of transcriptions when analysing qualitative 

data must also be taken into consideration. Gallagher (2020) argues transcription 

dematerialises the voice of the participants and does not convey all of the meaning. 

However, as per the Braun and Clarke (2006) model which I aim to follow when 

analysing the data calls for the researcher to immerse himself in the recording to 

ascertain meaning the participants are aiming to convey and to capture that within 

the transcription. This should facilitate and afford the researcher the opportunity to 

capture as much information and meaning as possible. 

The literature would also suggest that we need to take into consideration factors 

such as style and fluency for example when engaging with participants particular 

when giving weight to the voice of participants with regards to the participants 

constructing their life worlds as this particular significant in relationship to CRT and 

ensuring the voices of participants can provide an accurate in-depth representation 

of their counter narratives (Henderson et al., 2012). Further to this as the participants 

will be constructing their life worlds through life histories and life stories over a period 

of time this adds further complexities around the representation of experience and 

the approaches taken to analyse the data need to reflect these challenges. 

The objective of making use of life histories and life stories and looking at the voice 

of participants through CRT can support the researcher create counter narratives in 

which new understandings of the world can be developed and provide an opportunity 
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in the case of this research for participants to construct what the participants 

understand to be their truths. Darder (2018) argues in order to understand the full 

scope of the socially constructed realities of participants and in order to substantiate 

their voice with regards to their lived experiences of working in HE it is also important 

to take into account the material conditions, location and social realities that 

constitute the worlds of the participants. In so doing, the voice of the participants can 

be reflected against what would be constituted as the taken for granted reality that 

participants are engaged with and live in. 

That being said, it is also important to acknowledge my position as a qualitative 

researcher and myself coming from a minoritised background and the implications 

this will have on the research (Chandler et al., 2015). Taking that into consideration, 

is one of the reasons that I have chosen to write the research in the first person as 

this removes the privileging of the single objective voice which may otherwise silence 

the voice of the participants in the study. Therefore, by using the first person and 

intending to make use of quotes in the results chapter, I am acknowledging the voice 

of the researcher, and the participants are not the same but highlighting that we are 

still interconnected. Thus, positioning the voices of the participants in a way that puts 

their experiences at the forefront of the discourse and as an alternative truth to 

commonly held assumptions about the reality of working in HE from the perspective 

of a minoritised group. 

That being said, the subjectivity of the researcher in terms of disseminating the 

knowledge that is created must also be acknowledged due to the researcher having 

the power to choose what goes into the research. However, I aim to record the 

interviews and transcribe these interviews verbatim which Chandler et al. (2015) 

argue will help to maintain the integrity of the data. This should also help portray the 

experiences of the participants more accurately and provide an opportunity to 

effectively reflect the true lived experiences of the participants. 

2.4.8. Ingroups 

Stratification and groups are a feature of everyday social lives, and these social 

groupings are a common feature that permeate or social life. We would thus find 

ourselves communicating and interacting with people from different backgrounds and 
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that different characteristics. The challenge however, for organisations, institutions 

and societies tends to be that discrimination can sometimes occur between ingroups 

and outgroups. Balliet et al. (2014) would suggest that people would tend to evaluate 

ingroup members more positively than outgroup members and this can tend to 

create friction between ingroup and outgroup members. The resulting discrimination 

according to Balliet et al. (2014) can have serious consequences for both the ingroup 

and the outgroup. For instance, with regards to the ingroup, this can foster a greater 

work ethic, however, with regards to institutions where communities might be 

multiethnic these biases could lead to disengagement. 

In order to understand intergroup discrimination, we should therefore first have an 

understanding of what social identity is and therefore the implications of social 

identity with regards to intergroup discrimination. Chen and Li (2009) define social 

identity as an individual’s sense of self, derived from a perceived membership of a 

group. Further to this Balliet et al. (2014) would go on further to argue that rewards 

are perceived and distributed more favourably between ingroups as opposed to 

outgroups and can thus contribute towards discrimination. Intergroup relations and 

social identity theory was initially investigated by Tajfel and Turner in 1979. The 

authors argued there were a number of different phenomena that contributed to 

ingroup bias and factors like rewards and competition need not always be present for 

these biases to permeate intergroup relations. Merely belonging to a group has 

implications on the performance of the groups and can be the only element needed 

to ignite intergroup discrimination favouring the ingroup.  

Although this study is looking at the experiences of diverse academics within a 

Higher Education setting the concept of ingroup and outgroup discrimination has 

implications for Higher Education itself. Taking into consideration the statistics put 

forward by the Times Higher Education in 2016 and taking into consideration the lack 

of equal representation in higher up in the university institutions you go this would 

appear to suggest that there is to some degree intergroup categorisation.  

Tajfel and Turner (1979) would then question the reasons within their experiment for 

this intergroup discrimination to take place. The authors would question whether 

specific factors would lead to intergroup discrimination or would the mere fact of 



61 
 

group membership be sufficient to contribute to intergroup discrimination and would 

this be sufficient to foster discrimination. However, Guth et al. (2009) would suggest 

in terms of decision making ingroups can play a part in particular with regards to how 

individuals make decisions.  

In the case of Higher Education Institutions this could have an implication on 

recruitment and selection practices and but also opportunities for promotion but the 

experiences of diverse academics. The reason being within inter-group situations 

individuals would strive to achieve or maintain a positive social identity and therefore 

social identity theory would argue that in group contexts cause in-group favouritism 

and therefore preferential treatment of one’s in-group in comparison with the relevant 

out-group. This in part may offer an explanation to the research carried out by Fook 

and Ross (2016) and Miller (2016) in relationship to the number of diverse 

academics that occupy senior leadership positions. That being said, Guth et al. 

(2009) would question the research around Social Identity Theory with regards to 

what exactly motivates individuals in relationship to favour an in-group member is 

inconclusive and although the phenomena have been studied across a variety of 

disciplines the literature is still unclear as to the driving factors. Guth et al. (2009) 

would question whether the positive effect on the individual of a common group 

identity the main motivator for the inter-group conflict and the cause of the unequal 

representation of BAME academics within Higher Education institutions is indeed. 
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Chapter 3: Theoretical Framework 
The following section aims to explore the resulting theoretical framework, which has 

been derived from the theory that has been explored within the literature review. The 

theoretical framework has informed the thesis and the approach with regards to the 

methodological and philosophical position. This chapter aims to first of all engage in 

broad discussion of HRM and the nature of HRM within a contemporary society. 

Subsequently, the chapter then narrowed down the discussion to focus on managing 

diverse individuals and also groups but lastly the chapter engaged in a discussion of 

individuals who embody multiple characteristics the implications for theory and 

practice. This section aims to outline the why the research problem and therefore the 

research question exists. 

The current discourse around HRM and diverse staff highlights the importance of 

diverse individuals and the contributions that diverse employees can make to any 

organisation (Bradley, 2011). Given the previous arguments if diverse academic staff 

contribute significantly to organisations, this made me question why there is disparity 

in representation of BAME staff and their white counterparts. Also, much of the 

literature that has been used has predominantly consisted of western authors who 

give their perspectives on the state of diversity, but CRT allows for counter-

narratives and to get the perspectives of the individuals that are subjected these 

phenomena which may not come across in the traditional literature.  

The RBV of HRM would suggest HPWS can contribute to organisations achieving 

competitive advantage by implementing a combination of valuable and inimitable, 

(Kaufman, 2015), however the RBV does not expressly take into account the diverse 

staff and the complexities with regards to inclusivity and BAME staff in the HE sector. 

The aforementioned discussions, touch on the challenges faced by HR in terms of 

managing staff however, the theoretical framework in relationship to this study, the 

discussions around BAME staff have changed over the years and the spotlight has 

tended to focus on diversity management (Kandola and Fullerton, 1998 and Kirton 

and Greene, 2016). Therefore, in the case of this thesis in particular what are the 

interventions that have been put in place to manage more effectively academic staff 

from diverse backgrounds and are these policies and practices equitable for BAME 
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staff but also intersectional staff. The arguments for incorporating a DM approach 

towards HR relate to creating an atmosphere of inclusivity and commitment but 

further to this, the literature would argue the business case for leveraging staff with 

heterogeneous capabilities (Carstens and De Kock, 2017). The aforementioned 

research, apart from the moral case for adopting heterogenous staff highlights there 

is a business case for inclusivity. There are still significantly less BAME staff being 

employed particularly in HE when compared to their counterparts. It was these 

arguments that prompted the research question and informed the research puzzle. 

Further to this, the literature tends to address these complexities through a private 

sector lens arguing the benefits for the bottom of employing diverse but there still 

exists challenges around the implications for public sector institutions and the 

implications for managing staff from different backgrounds. The theoretical 

framework and the research puzzle provided a unique opportunity to explore 

counter-narratives through CRT which would enable me to explore the experiences 

working in HE and to look at these experiences in light of the current discourse that 

has been put forward. 

The thesis also took into consideration the criticisms of the DM approach and the 

ability of DM to take into consideration people or employees who identify as having 

multiple characteristics and how organisations public or private can manage these 

individuals. Power and the distribution thereof as seen in the literature review can 

become a point of contention particularly in the pursuit of a more inclusive 

environment. Therefore, the choice of making use of critical theory and CRT affords 

the researcher the opportunity to uncover power dynamics and power relationships. 

This therefore would allow me to critique the current discourse. Critical theory also 

enables the research to make recommendations, this however being dependent on 

the findings. CRT does enable the study to question institutions, structures as well as 

the status quo. Other factors such as intersectionality and DM as per the discussions 

in the literature review impact power dynamics and the potential for employers to 

attribute greater significance to characteristics that would constitute difference. Such 

factors include age, gender and ethnicity also contributed to the theoretical 

framework and this is why I chose to investigate these phenomena and the impact 

they have on BAME staff (Kamask et al., 2019, Crenshaw, 1991). 
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This study also acknowledges the importance of CRT in light of this study and the 

significance this has for HE. When CRT is discussed in the context of 

intersectionality and in particular the work of Crenshaw there still exists a 

fundamental question as to how organisations especially HEI’s design and 

implement their interventions given the context in which some of these institutions 

receive their funding. This has also had implications for the administrative staff as 

well as academics (Patton, 2016) with regards to perpetuating inequalities which is 

where this study aims to position itself. 

3.1. Critical Theory 
In terms of the philosophical underpinnings of the study, numerous perspectives 

were taken into consideration for example critical realism. However, for the purposes 

of this study critical theory will form the philosophical underpinning. Habermas’s 

critical theory is a diagnostic theory of rationalisation, this is the attempt to 

understand the evolution of modern society and how the processes leading up to this 

point have shaped society (Braaten, 1991). The aim thus of critical theory is to 

explain the way that modern capitalist societies have emerged but also how society 

has evolved. CRT also to reveal the nature and causes of systematic failures. 

Therefore, with regards to this study and as per the literature review, there is a 

suggestion of failure with regards to the representation of diverse staff within Higher 

Education but also with regards to their experiences of working in Higher Education 

institutions. McCarthy (1978) would go on further to suggest the goal of critical theory 

for this research is to be free from domination in all its forms. In order to understand 

domination from the perspective of diverse academics the consensus theory of truth 

is undertaken by attaining a collective understanding of the subjective experiences of 

diverse academics and construct a “truth” in relationship to the systems of 

oppression to understand domination (McCarthy, 1978) with regards to diverse 

academics working in HE. 

The consensus theory of truth from the perspective from Habermas’s perspective 

entails developing an understanding the competence of (in terms of this study) 

academics with regards to how a mutual understanding s developed between them 

(Braaten, 1991). It is from this consensus theory of truth that we would be better able 

to understand how the “society” i.e. Higher Education has developed and therefore 
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attempt to understand of the failings, if 

any.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                              

Given the aforementioned arguments and having established the study will occupy 

the south-west quadrant of the Johnson and Duberley (2000) i.e. an objective 

ontology and subjective epistemology, the study will therefore make use of critical 

theory with regards to the philosophical underpinning. There are a number of 

important points to take into consideration however with regards to critical theory. 

Firstly, Johnson and Duberley (2000) suggest the consensus of meaning must be a 

democratic process. This, however, raises a number of questions in the sense that 

those in positions of greater authority may impose their own “knowledgeable” 

preferences in order to marginalise those actors that are not particularly in positions 

of power. The use of critical theory in relationship to the study of actors’ experiences 

within Higher Education according to Alvesson and Willmott (2003) offer a number of 

potential approaches with regards to analysing decisional asymmetry, power 

imbalances and other costs for the actors in question. However, critical theory does 

also offer the opportunity for more open participation as a result of being able to 

predict future occurrences through collective shared experience. Therefore, whilst 

the research may not be generalisable, the research should still be transferable to 

diverse groups working in HE. The use of critical theory as a theoretical framework 

according to Grey and Willmott (2005) enables not only for an understand of “life” but 

also how organisations impose themselves in and on that “life”. Therefore, the term 

Higher Education Institutions represents the organisation and Higher Education 

Institutions will serve as focus of our analysis and these organisations serve as the 

metaphor we use to collectively organise our thoughts and reflections. 

Klikauer (2015) would suggest the use of critical theory is based on a number of 

fundamental principles in relationship to creating knowledge. Critical theory focuses 

on an empirical-analytical interest in organisations control over time, resources and 

workers. In that respect and in relationship to this particular study the research seeks 

to understand the approach with which Higher Education Institutions interpret and 

therefore influence and/ or interpret the Equality Act (2010) with regards to the 

experiences of diverse academics and the implications of these categorisations. 
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However, for Klikauer (2015) critical theory also takes a hermeneutic-historical, 

which entails understanding how social phenomena is located in space and time and 

how this has implications participants and therefore, understanding of meaning in its 

historical continuation. This becomes poignant with regards to the discussions and 

protests that have taken place with regards to the Black Lives Matter movement and 

also the gender pay gap within organisations. The final aspect that critical theory is 

concerned with is a critical-emancipatory interest in those forced into production and 

that are being dominated and therefore how they might be able to free themselves. 

Critical theory in this regard allows myself as the researcher but also actors to 

dissect systems of oppression such as policy and therefore identify areas to change 

or engage with in order gain emancipation from those factors that are enabling 

oppression. 

Heilman and Sementell (2020) would argue a similar yet a different perspective and 

approach towards critical theory and the justification for taking a critical theorist 

perspective towards the application of critical theory particularly in relationship 

towards this study. Heilman and Sementell (2020) suggest we as individuals and 

participants within our socially constructed world are mired in a system that gives us 

little time to think about our plight that is the phenomena that is oppressing us. 

Heilman and Sementell (2020) go on further to suggest that managers participate in 

coercive systems and influence our critical understanding how organisations control 

factors of production, how institutions make sense of reality and how we might be 

able to emancipate ourselves (Klikauer, 2015), through this we can understand how 

organisations and managers attempt to coerce or constrain our understanding of 

reality and what actions are most rational. This is because the world is increasingly 

complex and social, technological and institutional processes impede our 

judgements. 

Callaghan (2016) would further argue the advantage of making use of the critical 

theory paradigm. Previous studies would have attempted to make use of the natural 

science methodology with regards an understanding of social phenomena, but 

Callaghan (2016) would suggest the benefit of using critical theory is precisely the 

digression from the natural sciences which would allow us to identify hidden 
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structures that manipulate and thus oppress actors. Kersten (2000) would further 

argue the use of the Habermasian critical theory allows us as researchers and actors 

to articulate our public sphere which should afford us the opportunity to critique and 

question our life worlds. Kersten (2000) would also argue with regards to critical 

theory and diversity management is that the way race in society and organisations is 

managed is political. The rhetoric around diversity management and the images of 

group dynamics and teamwork is contradictory. Diversity within organisations is 

portrayed as a patchwork quilt, and or harmonious orchestra versus the traditional 

imagery of conformity and cohesion which is much less tolerant heterogeneity and 

identity politics. The critical theory perspective would then seek to question the 

motivations behind diversity management interventions. The dominant discourse 

around the justification for diverse staff is to enhance the competitive advantage of 

the organisation, thus diverse staff have become commodified.  

Critical realism was taken into consideration as the philosophical approach however 

as it is the aim for the study to put forward suggestions for interventions and due to 

the aforementioned reasons that I have undertaken critical theory as the 

philosophical underpinning as critical theory provides the best opportunity initiate 

change and affords diverse groups the opportunity to have their voices heard.  

 

 

 

 

 

 

 

 

 

 

 

 



68 
 

Chapter 4: Methodology 

4.1. Introduction 
The following chapter will discuss my philosophical position and the methodological 

choices that have informed the research design. The methodological choices that 

have been taken by me as the researcher, have been influenced by the objectives of 

the study but also what I aimed to achieve by engaging in this research. This chapter 

draws reference from the introduction and the purpose as set out by the introduction. 

The objectives of the study have been illustrated below but the central research 

question and the purpose of this study is to understand how the experiences of Black 

Ethnic Minority Asian (BAME) staff influence the actions and interventions that have 

been designed by Higher Education Institutions (HEI’s) to address the challenges 

and complexities inequality. 

I have set out the objectives below by means of a reminder with regards to exploring 

the experiences of diverse staff within Higher Education Institutions (HEI’s) are as 

follows. This section will focus on the first and last objectives with regards to how 

these objectives have informed the research design and methodology. As a reminder 

the objectives are below: 

-To understand the challenges faced by BAME staff in terms of career progression. 

-To explore challenges faced by BAME staff in post 1992, Russell Group and early 

1960s universities. 

The investigation aims to explore the subjective experiences of Black, Asian and 

Minority Ethnic (BAME) staff through the lens of critical theory, through the 

explorations of narratives of BAME staff working in Higher Education (HE). This 

chapter will justify the approach and methodology in relationship to conducting the 

study. The thesis aims to investigate the individual sense making of participants and 

how participants frame truth and reality. This study made use of semi-structured 

interviews in order to gain an understanding of participant experiences and therefore 

will provide an overview and justification of the research strategy. 
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4.1.1. The implications of Critical Race Theory (CRT) 

In terms of the study of Higher Education and the experiences of diverse academics, 

Higher Education needs to be investigated in relationship to the role of racism and 

white supremacy within society at the point of the investigation (Patton, 2015). The 

decision to make use CRT gave me as the researcher the ability to understand the 

complexities of working in Higher Education. It may be the case that Higher 

Education Institutions (HEI’s) have a part to play in influencing the experiences of 

staff from diverse backgrounds. The literature questions HEI’s particularly in North 

America and questions the origins of these institutions and the implications of their 

foundations on their perspectives on inclusivity (Patton, 2015). There have also been 

other studies that have looked at Higher Education from different backgrounds such 

as Jawitz (2012) who concur the effect of racism on the Higher Education sector but 

from a South African perspective, questions whether the phenomena of 

representation been influenced by Apartheid. Jawitz (2012) has argued the Higher 

Education system in Southern Africa was designed to serve the white minority. For 

example, racial descriptors still permeate everyday life, and these social exchanges 

are also used to make sense of peoples’ lives. 

The underlying theme within race studies as it would appear in Higher Education 

both from a Western perspective but also from an African perspective is the 

categorisation of both student applicants but also academics. The justification of 

using racialised stereotypes is to facilitate the implementation of employment equity 

policies. Here Janis (2012) argues that white academics still occupy the majority of 

positions within Higher Education organisations. Racism thus goes beyond 

categorisations of colour but also includes institutionalised components. For 

instance, the internationalisation and the approaches that HEI’s have taken to 

incorporate a more inclusive curriculum for example is seen as evidence of 

demonstrating compliance and not addressing the underlying issues of inequality 

regimes such as the language that perpetuates structures of inequality. These 

structures such as the language also influence the interventions that HEI’s put 

forward and thus the lived experiences of the participants are important in order to 

investigate BAME experiences of working in HE. Thus, in themselves, although the 
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people that occupy these positions may not be racist but the organisations in 

themselves are racist. 

Harper (2012) would also posit that not only are these institutions racist in terms of 

how they conduct themselves but in particular with regards to this study; the 

discourse and literature around racism in Higher Education and post-secondary 

study subvert the discussion around racism and these studies do not sufficiently 

categorise and mention racial phenomena. The methodological implications with 

regards to this study would therefore paint a softer picture of racism which would 

distort the effects of racism on the academics who are subject to these experiences. 

Therefore, this study aims to address those methodological challenges by exploring 

and articulating the structures of power and how these perpetuate inequality. 

The implications of using CRT from a methodological standpoint are challenging, not 

least in the fact that this study has its methodological underpinnings in critical theory. 

The challenge lies in the fact that CRT strives to determine how society is 

constructed in the face of racial powerlessness. This adds a number of key 

considerations from a methodological standpoint, as this approach then seeks to 

further understand how academics construct their life-worlds. This is done in 

relationship to the perception that academics have little power as a result of their 

racial categorisation. 

Critical theory attempts to delve into and question the failings of institutions and bring 

to the forefront these failures so that they might be changed. Nyika and Murray-Orr 

(2017) do however, acknowledge there can be some advantages of using multiple 

methodological standpoints with regards to the analysis of societal issues, whilst this 

might be the case particularly with regards to investigating complex phenomena, this 

chapter will discuss the role critical theory and CRT with regards to investigating 

diversity in HE.  Although the classical philosophers such as Nietzsche (Kaufman 

and Nietzsche, 1976), Hume as well as Habermas are Western and the critical 

theory methodology is also Western, the advantage of using the methodologies is 

that they allow for the for the critical study of human-created realities and 

determinants that CRT would have otherwise omitted or poorly stressed (Nyika and 

Murray-Orr, 2017). 
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It is also useful to acknowledge that much of the literature around HRM and diversity 

management takes a quantitative approach towards the study of issues relating to 

and regarding diversity and this is true within the Higher Education sector. This study 

has chosen to take a qualitative approach because the study aims to gain deeper 

insight into the complexities surrounding diversity in HE. James et al. (2021) 

however, present a different methodological approach that can be implemented in 

relationship to uncovering how race and race relations have had an impact on Higher 

Education which has also been compounded by the COVID-19 pandemic.  

James et al. (2021) argue a qualitative methodological approach would enable the 

exploration of complex experiences of diverse people, however when the qualitative 

methodology (which would allow for methodological rigour) is used in relationship 

with CRT allows the research to also focus on justice and also the relevance of 

categorisations that are used as the basis for marginalisation. A qualitative CRT 

methodology therefore affords the study the opportunity to recognise the 

intersectionality and intercentricity of race, gender, background and immigration as 

the basis for subjugation in education towards ending oppression within the sector. 

Parker and Lynn (2002) suggest when making use of CRT and qualitative inquiry 

from a methodological standpoint the researcher must widen the lens with regards to 

the investigation of oppression within Higher Education. Parker and Lynn (2002) go 

on to further suggest by widening the lens we take into account different 

perspectives of race and racism other than the black-white paradigm. However, it 

must also be taken into consideration particularly with regards to CRT and qualitative 

inquiry, that CRT has its foundations in Northern America and although CRT was 

developed and applied to North American post-secondary education, the foundations 

of North American Higher Education were based on different principles than were UK 

Higher Education Institutions. In particular, the North American Higher Education 

system as previously mentioned has its roots in the American Founding Fathers 

whom in themselves were built on slavery.  

Miller et al. (2020) argue the advantages of making use of CRT as the CRT 

methodology advocates for the use of narratives and in particular the counter-

narratives of oppressed individuals in society in order to understand the complexities 
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around the experiences of diverse academics within HEI’s. Therefore, the purpose of 

this study is to delve into the counter reality of diverse academics as opposed to 

those in power. CRT also recognises that the world is not fixed, and participants and 

diverse groups construct their worlds through the use of words, stories and silences 

(Miller et al., 2020). The use of CRT and counter-stories as a methodological 

approach therefore enable me as the researcher the ability to expose and critique 

the normalised dialogues that permeate diverse groups but to bring to light the 

experiences of diverse groups. This in juxtaposition to the stories of the privileged 

which are seen as normal and neutral. 

4.1.2. The Nature of Truth and Reality  

The next section will discuss my perception of truth and reality as this has influenced 

the research design. However, it is also important to determine how actors interact 

and engage with their social reality as this has implications on the policies, practices 

and also how participants engage with the social environment. It is therefore 

important to understand how make sense of their environment. 

The nature of how humans frame their reality as discussed by Nietzsche comes 

about through equating what is unequal (Kaufman and Nietzsche, 1976). Therefore, 

truth is a summation of human relations, metaphors and therefore illusions which 

have been given meaning through sensory input. Stoll (2018) would suggest there 

are two types of knowledge. That is the factual knowledge and the richer more 

epistemic state of having knowledge by constructing the proof of the knowledge in 

what we see through the stimuli that we take onboard. Mabille and Steenkamp 

(2021) go further to suggest in as long as humans have developed consciousness 

there have been groups i.e. racial, gendered and societal. It is by these groups, that 

arguably can influence, the subject object dualism and shape the truth that is 

developed. Therefore, the study aims to understand the individual interpretations of 

participants in order to develop an understanding of the group as a whole. The truth 

or untruth of knowledge and therefore what we would come to understand as 

warranted knowledge with regards to the subjective experiences of BAME staff 

within HE according to Nietzsche lies in the method with which the study was 

undertaken (Jaspers, 1966). The choice of the methodology therefore becomes an 

attempt to ensure consistency with regards to capturing the experiences BAME 
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academics. Therefore, Nietzsche (Kaufman and Nietzsche, 1976) would suggest the 

more feelings we invest into and express through words the complete our 

conceptualisation of the phenomena that is taking place. 

Landy (2002) suggests that the narratives and thoughts that all consciousness relies 

on is an over-simplification of existence and reality, that is falsifications of a reality 

that is complex, and one should not forget the individual differences and disregard 

the distinguishing aspects that make up the reality. In order to “acquire” truth and the 

drive for truthfulness should be grounded in a methodology and philosophy that 

gives direction or the result will not have a “right to exist” (Jenkins, 2015). This has 

implications for the study as different participants will interpret their individual 

contexts differently. Therefore, by understanding that participants interpret their 

experiences differently, interviewing a number of different participants and coming to 

a point of theoretical saturation will enable me to develop a consensus of meaning in 

order to develop an understanding of the state of HE and the implications for BAME 

academics.  

4.2. Ontology and Epistemology 
I will now move on to a discussion of my ontology and epistemology. The ontology 

and epistemology have formed the foundation of the methodology. I will therefore 

also discuss the implications of the ontology and epistemology and how this has 

contributed to the research design. This will also inform the analysis of the data. 

Gill and Johnson (2010) suggest as researchers and in terms of our philosophical 

commitments we have to make assumptions about the nature of reality and human 

behaviour. Gill and Johnson (2010) go on further to suggest researchers need to 

have an awareness of their pre-understanding i.e. what we are studying (ontology) 

and how can we then know that we have warranted knowledge about our chosen 

area (epistemology). The objective of the study is to attempt to enable the 

investigation of the social constructions of reality that are situated in the different 

practices and behaviours that constitute a group of actors’ sense-making activities. 

4.2.1. Ontology 
In order to understand actors’ sense-making we would therefore need to have an 

understanding of what it means to “exist” in the “real” world. Therefore, to determine 
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what exists or does not, it is the role of the researcher to search for an explanatory 

account of what does not assume the existence of something or not (Jacquette, 

2014). In order to suggest that something exists, we must therefore argue that an 

actual world exists rather than nothing because logically there is a maximally of 

combinatorially elements that justify the existence of the world (Dale, 2014). That 

being said, the inductive approach is located in the object-constitution activities of 

actors or human beings that give life to meaning (Gill and Johnson, 2010). The 

aforementioned arguments would support the justification of the Equality Act (2010) 

as a physical construct and basis for which to define actors within the frame of the 

study. This collective sense-making (Johnson and Duberley, 2000) would therefore 

give reality as the collective understanding of the subject-object would make it 

tangible.  

4.2.2. The Social World 
Morgan and Smirchich (1980) would concur with the arguments put forward by Dale 

(2014) with regards to ontological assumptions. In terms of this investigation the 

social world i.e. reality can be thought of as hard, concrete and external to actors. 

Reality is, thus, composed of a network of constituent parts and reality is also formed 

through this relationship comprised of behaviours and actions. Morgan and 

Smirchich (1980) would then go onto argue any phenomena that cannot be observed 

would therefore be called into question and it would be difficult to view this as reality. 

Cumpa and Tegtmeier (2011) take a different perspective in relationship to their 

articulation or understanding of what constitutes reality. Cumpa and Tegtmeier 

(2011) argue reality, and in particular concrete reality, can be framed around four 

fundamental categories i.e. objects, kinds, attributes and modes. Where modes will 

be looking at attributes along a spectrum for example. 

4.2.3. Personal Ontology 
My world view is based on the objective ontology would therefore allow the study to 

give the Equality Act (2010) tangibility on which we will be basing the categorisation 

of participants and in order to avoid the limitations of ascribing nothingness to the 

object (Cumpa and Tegtmeier, 2011). Valore (2016) would argue that the Equality 

Act (2010) is conceivable and thus would have existence in this world and allow us 

to define our participants in terms of their objects, attributes and modes. This would 
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then allow us to differentiate between actors who may have the same attributes, but 

their modes may be slightly different or may not exist within our tangible world i.e. 

hidden characteristics. Adams (2011) argues that one cannot simply separate 

ontology and epistemology and the two must be linked and have a relationship. 

Adams (2011) argues the subject and object are not distinct but rather interwoven 

and therefore to have knowledge is to have knowledge of an external reality and one 

which constitutes beings and their modes of being and the natural object i.e. the 

Equality Act (2010). The ontology therefore is just as important as the socio-historical 

context we find our participants. 

4.2.4. Epistemology 
The aim of this research is to understand human cognitive experience and human 

behaviour in relationship to actors’ experiences of diversity within Higher Education. 

In terms of the epistemology according to Johnson and Duberley (2000) is the study 

of the criteria that we can then come to know what is constituted as warranted 

scientific knowledge. Furthermore, Johnson and Duberley (2000) would argue 

epistemology should be about analysing human cognitive experiences through the 

use of empirical research. The difficulty with the analysis of the subjective 

experience of individuals within a given context as put forward by Wiegner and 

Nowakowa (2005) is with regards to the nature of the phenomena in question. Unlike 

physical phenomena which must take place in space and time, mental phenomena 

(experience) can only take place in time and there are a number of other aspects 

that need to be taken into consideration with regards to mental phenomena i.e. 

mental phenomena exist as the content of an individual’s consciousness and 

therefore can only in principle be observed by one person.  

As per Hume’s (2009) argument this would draw into question the validity and 

reliability of what would constitute warranted knowledge, however, Wiegner and 

Nowakowa (2005) would offer a counter argument with regards ensuring the 

reliability of the research through introspection and reflexivity. To understand what is 

warranted knowledge, BonJour (2010) would suggest three criteria must be fulfilled. 

These are 1) a belief or acceptance condition, 2) a truth condition and a, 3) 

justification condition. As per Johnson and Duberley’s (2000) once these criteria 

have been satisfied, we can develop knowledge. 
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4.2.5. Steps taken to Meet BonJour’s Conditions 
In order to satisfy the first condition, Wiegner and Nowakowa (2005) suggest the 

person in question would need to be in a continual state of questioning and 

assenting to the proposition at hand. In terms of the truth claim, the aim of the 

cognitive being is to acquire knowledge, that is, truth and Wiegner and Nowakowa 

(2005) would argue one such approach to achieve this is by seeking beliefs for which 

we have good reasons or sound justifications for and when this is accomplished, we 

have knowledge. Finally, in order to satisfy the last criteria, one must have a reason 

for and one that increases the likelihood of the belief to be true. Abel and Conant 

(2011) argue knowledge that cannot be attributed to any subjective or cultural 

perspective is pointless.  

The objectification of knowledge that entails the removal of all subjective and 

personal interventions leads to knowledge that has no position. The epistemic 

perspective of this particular study would lean towards the subjective in order to 

highlight the different views of others. It is from this perspective that we can therefore 

come to understand individual subjective understanding of experience of Higher 

Education from the perspective of different individuals. We are therefore interested in 

the relation to the object in question, which in this case, would be experience. The 

objective therefore of the subjective epistemological point of view is the detailed 

acquisition of knowledge and the use of multiple participants is a result of humans 

lacking the possibility of simultaneously comprehending and accounting for all 

relations in all their dimensions and relative to all purposes at once (Abel and 

Conant, 2011). 

4.2.6. Personal Epistemology 
In terms of this study taking I am taking a subjective epistemology, the dominant 

reason according to Blunden (2012) is based on the notion that a concept is a unit of 

consciousness and therefore in order to understand participants interpretation and 

understanding of the concrete external world, a concept can only be understood in 

terms of the reality with which it exists but also with other realities with which it came 

into contact with and the subjective understanding that actors make of that concept. 

Therefore, this study will then occupy the south-west quadrant of the Johnson and 

Duberley (2000) model. Knowledge therefore becomes a product of social relations 
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where actors or participants democratically negotiate their shared social 

constructions of reality. This then leads to the question of how the study would come 

to know social constructions have not been distorted by a number of factors such as 

institutions and power structures for example.  

In order to develop these social constructions, we therefore have to understand that 

we perceive the world and ourselves as imaginings and that our subjective 

perceptions of the world often lead to one that is different from the physical one 

(Joringer, 2019 and Strawson, 2006). Therefore, in order, to make sense of 

individual interpretations of reality and to develop a shared understanding of the 

shared constructions of reality the study has chosen to take a subjective 

epistemology. Joringer (2019) goes on further to suggest reality and meaning have 

far greater implications because as long as we are dependent on intersubjective 

interactions and relationships what is considered to be reality changes with time, 

language, circumstances as well as space. 

4.2.7. The inductive Approach 
With regards to the nature of the phenomena being investigated and the justification 

for the philosophy underpinning the research in particular with regards to human 

nature (Gill and Johnson, 2010) suggest a more reflexive approach in terms of 

understanding the nature of research. Reflexivity with regards to this study is 

important given the variety of interpretations by participants of their reality. Reflexivity 

will allow myself as the researcher to engage with the data in order to discern the 

implications of their lived experiences on the research question. Also, a reflexive 

approach will afford the opportunity to analyse individual interpretations of 

participants experiences but also to interpret the data as a whole as per the 

hermeneutic cycle (Alvesson and Skoldberg, 2009). The choice therefore with 

regards to the method embodies a variety of assumptions about the nature of the 

knowledge collected but also the nature of the phenomena to be studied (Morgan 

and Smirchich,1980). The phenomena in question can be linked back to the ontology 

and epistemology of the study. Tangible and objective artefacts such as the Equality 

Act (2010) have had an implication on the interventions designed however, I aim to 

explore actors’ interpretations of these interventions and the impact they have had 

on the experiences of BAME in HE. 
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The approach with regards to social science research is therefore based on a set of 

interrelated assumptions in terms of ontology, epistemology and human nature 

(Morgan and Smirchich, 1980). The assumption of the inductive approach is that 

individuals create their own subjective realities and thus the knower and knowledge 

are inextricably linked, and it is through our observation of this reality can we come 

to make generalisations or predictions of the future (Depoy, 2016). It is, therefore, 

impossible to separate the outside world from the actors’ ideas, language and 

perceptions of the world, furthermore human experience is complex, and an 

understanding of human experience is derived from an understanding of individuals 

in their physical and virtual contexts and all that implies. This would suggest that 

multiple realities exist as a result of our individual subjective experiences (Depoy, 

2016). 

The choice of the inductive approach is grounded in a number of different 

arguments, in particular, it is only by experience that we can reason the existence of 

one object to another or in the case of this research how the experiences of the 

participants inform the framing of reality which ultimately defines their experience of 

HE (Hume, 2009). The choice of using semi-structured interviews lies in the fact that 

we cannot argue cause and effect unless these two relations are preserved or 

framed in the experience of the actors that are engaging in the phenomena. Gabbay 

et al. (2011) and Hume (2009) would thus present the case for the inductive 

approach based on the argument that conclusions and opinions cannot be drawn 

from what we have not observed. Therefore, any conclusions made or predictions 

that are made in the absence of observation are not justified. Our opinions must be 

limited to what we can observe through memory and sensory input. It is therefore, 

because of these arguments I pursued the inductive approach. 

The inductive approach gives the reader the opportunity to make sense of the 

subjective experiences of the actors. Truth, therefore, is not fixed but rather 

historically and culturally located in the lived experiences of the actors and it is the 

validity and reliability of the research methodology and method which gives meaning 

and understanding to experiences of the actors (Ezzy, 2002). However, caution 

should be taken with regards to what we constitute as warranted knowledge, Morgan 
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and Smirchich (1980) would suggest that as we pass from the objective to subjective 

understanding of human experience, what constitutes warranted knowledge changes 

and thus care should be taken in terms of our understanding of experience and 

making predictions (Hume, 2009). 

In terms of conducting this research we would therefore come to a number of 

assumptions with regards to reality and also the participants in the study (Gioia et al., 

2013). We assume that participants are knowledgeable actors in terms of how they 

construct their realities. In the sense that we assume participants know what they are 

aiming for and therefore can frame their reality. The inductive approach would also 

make the assumption that researchers are knowledgeable as well and researchers 

can identify patterns in the data and bring to light relationships that may not be 

immediately obvious to the participants. The problem of induction (Ketokivi and 

Mantere, 2010) and in support of the arguments put forward by Hume is that through 

the induction process we are only able to view events and not generalities and 

therefore are all past occurrences. The challenge then becomes how do researchers 

convince our audience of our truth claims. Towards justifying a claim, grounds are 

empirical data, we can therefore think of claims as explanations. Inferences will 

therefore bridge the gap between grounds and claims (Ketokivi and Mantere, 2010). 

It is suggested that deductive reasoning particularly within the social sciences 

(Shepherd and Sutcliffe, 2011 and Jebb et al., 2017) holds greater rigour however, 

there are benefits that are associated with the bottom-up inductive approach in that 

the inductive approach allows new worlds or realities are allowed to develop through 

observation and by allowing the data to speak for itself. The bottom-up approach can 

be described an approach towards exploring the data that does not make use of an 

overarching theory but allows to researcher to explore every possible relationship 

within the data. 

The choice of sample is also important and has influenced the methodology the 

study has taken. The study made use of theoretical sampling in an attempt to 

illuminate and extend relationships between phenomena and also constructs. 

Eishenhardt et al. (2016) further posit the use of the inductive methodology brings 

forward a number of benefits in the sense that the chosen methodology has allowed 
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the study to home in on certain phenomena i.e. the experience of diverse academics 

and also to create opportunities for comparison. The objective of this research 

project is therefore aiming to access the inter-subjective worlds of the actors in their 

“natural” context in order to make meaning of their life-worlds and make them 

understandable from the actors’ behaviours and sensemaking (Johnson and 

Duberley, 2015 and Woo et a., 2017). Furthermore, the inductive approach allows 

the study to make generalisations from the given sample to a wider population. 

The arguments for taking making use of the inductive approach are that conclusions 

can be drawn from the observations of the world (Ormerod, 2010). Therefore, this 

particular study and the choice of the inductive approach is to weigh up the evidence 

and to therefore judge the probability i.e. to generalise but as a means of proof. The 

study also takes into consideration the creation of these life-worlds with regards to 

are actors social constructs influenced at the individual level or do social groups 

either smaller or larger have an impact on how actors perceived their life world 

(Postmes et al., 2005). Life-worlds can be described as the context with which 

participants find themselves as life-worlds also encompassing space and time. 

4.3. Hermeneutics 
The study will be making use of hermeneutics in relationship to an analysis of the 

data and therefore the following discussion will discuss the choice behind the 

hermeneutic approach but also engage in a justification of hermeneutics when 

analysing the data. 

For the purpose of this study, hermeneutics is defined as method for interpreting 

texts. Hermeneutics in the past has been used to interpret religious and legal texts 

but hermeneutics also offers an opportunity to understand human experience by 

gaining an understanding of meaning text. Hermeneutics is useful in the context of 

this investigation as human beings in themselves are irrational and interpret their 

experiences interpretation of their experiences through text. This offers the most 

appropriate opportunity to understand human beings’ subjective experiences 

(Dreyfus and Wrathall, 2005). This study will in particular adopt alethic hermeneutics 

which will be discussed later in the chapter. There have been calls by researchers 

for different approaches towards investigating and doing research within the 
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management domain (Robinson and Kerr, 2015). The use of reflexivity within 

management research according to Robinson and Kerr (2015) allows for new 

insights to be drawn from the investigation management phenomena. Whilst the 

hermeneutic approach allows for a reflexive analysis, there have been questions with 

regards to the hermeneutic approach and its application in management research in 

particular that hermeneutics is not applicable beyond text-based research. 

The intersection between hermeneutics and critical theory therefore becomes 

problematic, in the sense that authors on critical theory such as Gadamer and 

Habermas call for objectivity with regards to the analysis of phenomena, in terms of 

rational objectivity and impartiality (Fairfield, 2011). However, Fairfield (2011) goes 

on further to suggest Gadamer in particular rethought his position on the role of the 

intersection between critical theory and making use of hermeneutics with regards to 

the analysis of data. The implication of making use hermeneutics in relationship 

critical theory allows for me to digress from the previous school of thought. 

Researchers were uncritical and too conservative with regards to the analysis of 

social structures and their influence on diverse academics. Hermeneutics will 

therefore afford me with the ability to understand social structures as opposed to an 

unconditioned reflection of social structures that have had an impact on actors. 

As this study is taking the hermeneutic approach towards the analysis of the 

experiences of diverse within Higher Education, what is interpreted is not facts or the 

data that is collected but rather text. Alvesson and Skoldberg (2009) discuss how 

facts can; therefore, emerge is through the interpretation of the text which comes 

about through the dialogue between myself and the participant. According to the 

Alvesson and Skoldberg (2009) approach; each part of the text be it letters or 

symbols are laden with deeper and richer meaning and therefore this will influence 

the approach that I took in relationship towards an analysis of the data. I must then 

adapt and change his analysis of the text with regards to what the text and the 

research entails. The data must also be understood in terms of its socio-cultural and 

historical context i.e. the current discourse around diversity within all sectors of the 

economy and not just in Higher Education. The current sentiments with the context 

of equality and diversity must be taken into consideration such as the murder of 
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George Floyd and the implications this has had on a global stage but in terms of the 

wider context of representation (BBC, 2020). 

The advantage of adopting the hermeneutic approach in relationship to this study is 

that hermeneutics allows me to understand the historical contexts of the phenomena 

in question. This is significant with regards to this study in the sense that the 

hermeneutic approach allows me to take into consideration a number of forces that 

would come to act on the phenomena of human experience and in particular with 

regards to diverse academics within Higher Education (Uggla, 2010). This is of 

particular significance because this allows me to reflexively look at applying 

consensus theory of truth to establish the relationship between forces such as 

context, space, history and time. As an approach towards data analysis the 

fundamental role of hermeneutics is therefore concerned with the analysis of text. 

Uggla (2010) suggest this analysis has changed over time and has its roots in the 

Protestant Reformation and was concerned with the analysis of scriptures as the 

scriptures were a central part of religious belief.  This has led to a number of different 

approaches with regards the analysis. In terms of this study the Alvesson and 

Skoldberg (2009) approach towards the hermeneutic analysis of text which will be 

discussed in a subsequent section. The advantage of adopting the critical theory and 

hermeneutics alleviates the previous concerns the subject object dualism but instead 

places the participant within the world they and we are trying to understand and 

thereby allowing us to move away from coming to theoretical conclusion around the 

experiences of diverse staff and therefore develop practical criticisms and analysis of 

experiences. 

Prasad (2015) would denote two possibilities towards the use of the hermeneutic 

approach towards subjective inquiry. Prasad (2015) would illustrate this as 

hermeneutics in the weak as well as the strong sense. In the case of this research 

and with regards to the wider philosophical underpinnings of this research, the 

stronger hermeneutics is the engagement of the active interpretation of text. This; 

however, has to be informed by the epistemological insights of the hermeneutic 

philosophy. This study however, as per the above mentioned ontological and 

epistemological arguments will draw insights from the critical theory school of 
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thought but also from the philosophy put forward by Habermas. Cassell et al. (2018) 

would further go on to suggest as it is aim of this study to adopt the strong approach 

towards the study of text, hermeneutics would exert a direct influence on the 

methodology of the study. 

4.3.1. The Hermeneutic Approach 

As I have applied the hermeneutic approach to the study of BAME academics as a 

result of transcribing the interviews that have taken place, I have to take into 

consideration a number of different aspects with regards to making use of the 

hermeneutic perspective. Alvesson and Skoldberg (2009) and Symon and Cassell 

(2012) argue the hermeneutic perspective was intended for the analysis of biblical 

text but Symon and Cassell (2012) also go on further to suggest that the 

hermeneutic approach is more closely associated with the grounded theory 

approach and in particular the work Charmaz has influenced the hermeneutic 

approach in relationship to the analysis of qualitative data. Symon and Cassell 

(2012) do however acknowledge that hermeneutics as a method can be applied to 

other aspects of qualitative research, and this is further supported by Braun and 

Clarke in 2006 who argue the hermeneutic method should be seen as a method in 

its own right and as such can be applied to any aspect of qualitative research so long 

as the approach framework is applied. 
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4.3.2. The Hermeneutic Cycle and the Relationship between Themes 

 

Figure 1: The Hermeneutic Cycle 
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The following section will discuss the hermeneutic cycle (Figure 1) and the 

application of the cycle to the study of BAME academics and how I have made use 

of the cycle in relationship to the study. The above illustration is a visual 

representation of the hermeneutic process which I applied to the analysis of the data. 

This is taken from the work of Alvesson and Skoldberg (2009) who discuss the 

analysis of qualitative data and the application of the hermeneutic cycle to qualitative 

data. However, there is a limitation of the hermeneutic process with regards to 

methodological position that I have taken. Alvesson and Skoldberg (2009) as well as 

Symon and Cassell (2012) argue hermeneutics has been most commonly used in 

the grounded theory approach. I have has attempted to bridge this gap through the 

framework that has been put forward by Braun and Clarke (2006) which provides an 

approach for applying codes and memo-writing to my methodological position. With 

regards to the aforementioned gap, this refers to making use of hermeneutics for the 

purposes of this study. This was addressed by implementing the Braun and Clarke 

(2006) to ensure the data analysis was rigorous. The hermeneutic cycle calls for 

myself the researcher to move from a position of preunderstanding to understanding 

but if we apply this to the Braun and Clarke 2006 model this would call for me to 

analyse individual interviews and the data as a whole in order to generate themes 

but also to find correlations or relationships between the 4 super-ordinate and 

subordinate themes. This would then allow me the opportunity to identify the 

connection between the themes by reviewing the themes holistically in Phase 5 of 

the data analysis process. 

Figure 1 illustrates how I was able to generate codes by making use of the 

hermeneutic cycle as illustrated above. This involved reading and re-reading the raw 

data in order to find meaning in the text. 

4.3.3. Alethic Hermeneutics 

As previously mentioned, the objective of the study is to develop an understanding of 

individual experiences of Higher Education but at the same time the study should 

also be able to develop an understanding of the whole i.e. the collective experiences 

of academics. I do however aim to make use of a specific type of hermeneutics and 

the objective and choices of making use of alethic hermeneutics will be discussed 

further below. Alvesson and Skoldberg (2009) argue the implementation of alethic 



86 
 

hermeneutics discourages the subject-object dualism but instead focuses on 

undercovering hidden meaning from the analysis of the text. That is not say that the 

natural science, that is the objective approach, should be rejected but rather the 

analysis of text to uncover hidden meaning and the objectivity of the natural science 

approach should be seen as complementary. Therefore, I should move between a 

state of preunderstanding and understating in a circular motion. 

Wilson’s 1978 argument on acquiring understanding from the hermeneutic process is 

grounded in the work of Hirsch who was of the position that genuine textual 

understanding can only take place through reconstruction. Wilson (1978) goes on to 

further suggest that reconstruction can only take place with the reproduction of the 

life-worlds of the academics within Higher Education in order to gain an 

understanding of their experiences and this can only be done through the 

interpretation that takes place through the researcher. Whilst Alvesson and 

Skoldberg (2009) would suggest there is no agreed principle on the exact process of 

how the alethic hermeneutic process should take place, validity with regards to the 

hermeneutic approach is grounded in the conception of textual meaning. 

For authors like Alvesson and Skoldberg (2009) meaning is stable but significance 

with regards text and in particular with the experiences of diverse academics can 

change as a result of history and context but also should we take into consideration 

CRT the significance can change depending on the socio-cultural considerations that 

are prevalent at the time. However, building on the aforementioned cycle of alethic 

hermeneutics, given the aforementioned discussion we can now add more parts to 

the hermeneutic circle with regards to our interpretation of meaning. Firstly, the 

approach to how the data from diverse academics is interpreted should be consistent 

across all parts so as to have a coherent approach towards the findings. This will 

also add to the validity of the hermeneutic approach. I can make reference to 

participants social connections, their cultural and contextual settings, and also similar 

individual in order to determine whether their discussions i.e. their reality is 

consistent and the closer we can get to the participants in terms of similar individuals 

the more likely the data would reflect “truth”. This approach when deriving meaning 

from the experiences of diverse academics would give us the alethic hermeneutic 
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approach towards our interpretation of the data. Therefore, by interpreting the 

meaning of the text this also counters the arguments as put forward by Hirsch in 

1972 when he suggested those scholars who follow the Heidegger school of thought 

and would argue the hermeneutic approach is doomed because all text and 

interpretation is historic and therefore would render the data obsolete. 

The advantage of adopting the hermeneutic approach towards the study of issues 

relating to diversity and representation within Higher Education is with regards to the 

hermeneutic circle or as Tomkins and Eatough (2018) would suggest the 

hermeneutic circle is whatever I want to make it to be, by this the authors suggest 

there are no set principles on what the hermeneutic circle should. The use of the 

hermeneutic circle allows me to move away from data analysis and interpretation 

being a linear process but to one that is more iterative. Understanding then becomes 

a process that is more relational, we therefore understand something or phenomena 

when we connect this to other phenomena through comparison, contrast or 

juxtaposition (Tomkins and Eatough, 2018). This approach would give me the 

flexibility to determine what his hermeneutic circle would be depending on what I am 

aiming to achieve but also this would enable me to work with hermeneutic circles 

that emphasise his own interests. 

4.4. Life Histories and Stories to Understand Experiences 
In terms of an approach towards the data collection and to understand the life worlds 

of the diverse academics within Higher Education. The study has taken the approach 

of life histories to gain a contextual understanding of what led participants to this 

point in their careers, with that being said, I have taken a slight detour in contrast to 

the traditional empiricist approach and opted for life histories. The aim of the 

research is to gain an understanding of the socio-cultural and historical context that 

diverse academics find themselves in and Dhunpath’s (2000) life histories afford not 

only myself but also the participants the opportunity to be aware of their social and 

ideological roots so as to gain a better understanding of themselves but to also grasp 

their views of the world so as to either accept reject or to validate their position within 

that world. Whilst arguably the research undertaken by Dhunpath in 2000 was aimed 

at learning the foundations of life histories as a methodological stance are applicable 

within the study of Higher Education. Life histories according to Dhunpath (2000) 
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should enable participants to theorise about their own professional practice in order 

to improve the of their own position within Higher Education but that of other actors 

as well. The life history approach will therefore allow me as the investigator to 

understand the intersection between institutional and individual experiences of 

academia from a Higher Education perspective. I will be looking hermeneutically 

through this lens to capture the experiences of BAME academics. 

I have taken this route because of the benefits of implementing life histories from a 

methodological perspective in the sense that life histories disrupt the taken for 

granted assumptions that we as researchers in the case of this study hold with 

regards to diverse academics within Higher Education (Goodson, 2001). Life 

histories force researchers to confront participants subjective perceptions in order to 

develop a more critical understanding of individuals realities and their experiences of 

academia in a break away from quantitative approaches that would strive for 

objectivity and to create the ideal. Therefore, the use of life histories from a 

methodological perspective should have a number of implications for the outcomes 

of the research and by virtue Higher Education in the sense that Higher Education 

institutions and those in power should listen to the academics that they claim to 

serve. 

The use of life histories has drawn ever more significant attention in recent years and 

the justification for the use of life histories amongst others and the ones already 

mentioned is that narrative is rooted in our everyday life. Diverse academics are 

therefore attempting to find voice and in by so doing develop the counter-stories in 

the recollection of memories (Issler and Nixon, 2007). In by so doing, we are able to 

set better examples for the future to right the wrongs of the past. However, making 

use of life histories and therefore counter-stories in research, reflexivity becomes 

essential so as to understand power imbalances and how I have placed myself 

within space and time would have an impact on the research and Issler and Nixon 

(2007) suggest this is of particular importance when researching diverse groups. 

Researching diverse academics within Higher Education it is important to recognise, 

respect, understand and articulate the viewpoints of all the parties concerned and 

therefore the next section argues in part the choice behind the use of alethic 
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hermeneutics as hermeneutics calls for an understanding of individual perspectives 

and to give voice to individuals but also that of the whole collectively.  

4.4.1. Life Stories 

Life histories will enable participants and myself as the researcher to locate 

participants spatially and also with the context with which participants are located i.e. 

HE. This serves to illustrate the environment with which HE finds itself and the 

journey HE has taken to get to this point. Life stories on the other hand demonstrate 

the current context of HE and how BAME staff are embedded within HE at the 

moment. When discussed in light of CRT this allows myself as well as participants to 

develop counter-narratives. 

That being said, my aim is to gain an understanding of individuals experiences which 

can be located in space and time and by affording the participants the opportunity to 

discuss their experiences and their journeys up until the point of the interviews in 

order to gain an understanding of the phenomena that have contributed to the 

complexities surrounding working in HE. To gain a critical understanding of the 

experiences of diverse academics within Higher Education and making use of life 

stories and life histories affords diverse academics the ability to construct a coherent 

and purposeful self-concept that is embedded in a sociocultural context (Clandinin, 

2007). In terms of a methodological approach this allows the participants and myself 

the ability develop comprehensive and meaningful understanding of diverse 

academics based on psychological and social dimensions amongst other 

characteristics. This methodological approach coupled with CRT allows me the 

methodological underpinning to investigate experiences of diverse academic staff 

counter to the narrative of Higher Education that has come to be seen as the norm. 

However, Sankaran (2018) would argue life stories as a methodological approach do 

have their limitations and these are mainly due to the accounts of academics are 

individual subjective accounts of experiences and there would need to be further 

corroboration of these accounts in order to establish the validity and reliability of the 

research. This is where Habermas’s critical theory and coherence theory of truth 

would alleviate some of these issues and provide the reliability and validity of the 

proposed methodology. Further to this the advantage of the narrative affords me the 
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ability to explore the issues of human centredness and in the case of this particular 

research, this allows me to understand and explore the complexities of academia 

from the perspective of diverse individuals whose stories may not always be told and 

left on the fringes (Grenier and Collins, 2016).  

The implications of making use of use of the narrative inquiry for example and in 

particular with the use and application of counter-stories underpinned by critical 

theory allows for the effects to be felt at the individual but also at the societal level as 

the narrative inquiry allows individuals to learn and grow consciously and 

unconsciously which would then challenge the normalised narratives of academia 

and bring to the forefront the experiences of diverse academics (Miller, 2016 and 

Grenier and Collins, 2016). If we are to understand the forces that are acting upon 

diverse academics and therefore be able to explain these forces, i.e. complexities, 

that are acting upon diverse academics we would first need an understanding of 

what these complexities are. Lorino et al., (2007) would suggest complexity when 

applied to diversity in Higher Education as a high number of system elements, the 

connection between those system elements and the diversity of the interrelation 

rules between those elements.  

Therefore, the use of life histories and life stories allows for the telling and retelling of 

stories that have had an impact on academics but through coherence, I am able to 

determine the complexities from those experiences and provide a critique (critical 

theory) of those complexities surrounding the experiences of diverse academics and 

the implications for diverse academics. 

The thesis took a hermeneutic approach towards the analysis of the data. A 

hermeneutic perspective, Alvesson and Sandberg (2022) would argue that we can 

never truly develop knowledge from ground zero but instead, but this would come 

from some prior understanding either individually or through some form of 

experience of the phenomena under question. This is certainly the case for the 

researcher who has experience coming from a mixed-race background but also from 

the prior reading around the literature for the study. This aspect would fit into the pre-

specific as I have gotten insight into the phenomena through my personal experience 

but also having worked in academia, I understand what this what this entails. 



91 
 

However, there aspects of pre-pattern understanding as I have personal experiences 

of coming from a minority background and entering into employment and the 

implications of this. The researcher also engaged in a pilot study of diversity and 

diversity management and therefore had prior knowledge of the phenomena under 

question in the study. This would fit into the third element of pre-understanding which 

can be described as the pre-frame element in which the researcher has an 

understanding of the phenomena through the prior reading and research I have 

done. 

Therefore, the researcher needs to be conscious of his own pre-understanding and 

how this could constrain understanding and developing new knowledge from the 

data. However, Alvesson and Sandberg (2022) do put forward a number of 

approaches to ensure the voice of the participants come to the forefront. In terms of 

voice of the participants. The lived experiences of the participants are not 

determined by personal historic experiences but rather have been determined by 

their socio-historic experiences. This has particular significance for the research in 

terms of positioning of the data as the knowledge that is being generated and the 

pre-understanding should be flexible as new insights are drawn from the interaction 

with the participants (Alvesson and Skoldberg, 2018). 

As I move through the hermeneutic cycle, from pre-understanding to understanding 

(Alvesson and Skoldberg, 2018), the literature would suggest that the positioning of 

the voice of the participants should become more significant as I move from a 

position of pre-understanding to a position of understanding where the lived 

experiences of the participants comes to the forefront as their socio-historic 

experiences illuminate the participants reality and what the participants consider to 

be their truth. This then moves away from the 3 notions of pre-understanding as the 

lived experiences of the participants contribute to the development of new 

knowledge which has been informed by the participants. 

In relationship to the study, life histories also become significantly important, 

although Alvesson and Sandberg (2022) suggest socio-historic factors are significant 

life histories play a significant role in the context where the participants find 

themselves with regards to their experiences of coming from a minoritised group and 
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the implications for working in HE. Life histories play a significant role from the 

perspective of data analysis in the sense that Clandinin (2014) argues this will to 

some degree determine how participants will experience the world and how 

participants will also perceive the world. 

4.4.2. The Significance of Life Histories 

The application of the life history approach has enabled the thesis to view the 

participants life at a societal level but also to take into consideration the role that 

history has had with regards to determining the lived experience of participants living 

within the UK and also working in the HE sector. This is particularly significant and 

one of the reasons that I chose to make use of the lived experience and life history 

methodology because this approach emphasises the voice of the participants and 

gives voice to people and in the case of this research the participants that are not 

able to influence public policy (Sadam et al., 2019). 

The use of the life history approach towards analysing the data is to enable the 

myself as the researcher to understand human experience in different contexts with 

regards to demonstrating the links between society and the personal experience of 

the participants. The objective is to give power to the participants with the aim of 

positioning the data to reflect what BAME academics are living through in light of 

what society has projected to be reality and what history has recorded as “truth”. 

As narratives are the primary way in which humans convey meaning and give 

meaning to phenomena in their lives, narratives are ideal for comprehending human 

experience in time and in culture (Wickes and Whiteford, 2006). Life histories are 

unique in the fact that the narratives that are used in life histories are life stories. Life 

histories therefore give the study and the participants a voice in the sense that we 

are able to understand how society came to be at present, but the use of life stories 

therefore give participants the opportunity to comprehensively locate their 

experiences in space and time. Further to this, life stories also illuminate individual 

experiences but would also allow the researcher the opportunity to understand the 

experiences of BAME staff lives interact with each other on the whole (Wickes and 

Whiteford, 2006, Morrison, 2011). This fits in with the philosophical position of the 

study by which I aim to take the correspondence theory of truth by which the 
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collective experience of participants collectively gives significance to the phenomena 

under investigation and therefore power to the voices of the people. Through the use 

of CRT, I aim to identify the encounters which determine when and how employees 

use their voice and how what voice means for participants in relationship to being a 

counter narrative (Morrison, 2011). 

However, it would be remis not to acknowledge the limitations of making use of this 

methodological position with regards to interpreting the experiences of the 

participants. It must be noted that the experiences of the participants are their 

interpretations of the things that have been done and influenced by their personal 

perspectives and experiences. However, if life history research is conducted 

correctly, this approach can serve to disrupt commonly held beliefs and what society 

would constitute as truth regarding a certain group of people which would give power 

to their voices and their experiences, so as to ensure voices are heard and also not 

misinterpreted. Furthermore, the use of life histories from a methodological 

perspective allows the reader and societies to confront the subjective discourses 

which may serve to oppress those individuals and by so doing give significance to 

their experiences. 

4.4.3. Valuing Participants Lived Experience 

The thesis also looks at the complexities of coming from a BAME background and 

this is done through the use of lived experiences which are articulated through life 

histories and life stories as per the discussion above. The aim of using this approach 

is to bridge the gap between what is accepted by society as “truth” and what are the 

actual experiences of BAME staff working in HE (Ishaq and Hussain, 2022). Through 

the exploration of lived experience of BAME experiences of working HE in the 

context of Acker’s (2006) framework around inequality regimes and recognising how 

organisations serve to perpetuate inequalities, the use of lived experience serves as 

a counter narrative to give a voice to minority individuals who otherwise might not be 

heard. 

The use of the consensus theory of truth through the lived experiences of 

participants allows the participants personal experiences to be used as primary data 

and also to provide the counter narrative to the narrative on the state of diversity in 
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HE. The consensus theory of truth through lived experiences strengthens the 

qualitative approach through the incorporation of multiple voices and perspectives 

and therefore providing a voice to participants and facilitating a more in-depth 

understanding of the rich data that is collected and the experiences of participants 

(Garvey et al., 2023). 

The importance of establishing voice in the study and giving a voice to participants is 

important due to the counter narratives that the study is aiming to bring to the 

forefront. Institutional racism and oppression came to the forefront in response to the 

murder of Stephen Lawrence, but the concept of institutional racism is still 

questioned given the complexities surrounding institutional racism and its 

conceptualisation (Wright et al., 2007). This is significant as this highlights the 

challenges that permeate society with regards to minoritised groups. This further 

supports the need to establish a voice for the participants and a counter narrative in 

order to bring to the forefront the experiences of BAME staff working in HE who 

otherwise might not get an opportunity to have the voices heard (Wright et al., 2007). 

These aspects mentioned above when taken into consideration in light of CRT serve 

to demystify the stereotypes and inequalities that are prevalent within society today 

by highlight the challenges that historically minoritised groups have faced. CRT 

serves to provide an alternative perspective to the notion of what was considered to 

right from the perspective of race and racism and highlight the different perspectives 

that constitute modern society (Hartlep, 2009). However, in order to use CRT in this 

perspective the literature argues that race in the context of society and therefore 

institutional racism is a social construct and even though we have instruments such 

as the Equality Act (2010) structures and divisions are still prevalent in society. 

Therefore, through the use of lived experiences and allowing participants to explore 

how they conceptualise themselves in society and society itself can bring to the 

forefront the alternative voice of the participants and bring to light the participants 

“truth” outside of what society would constitute as the truth. 
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4.5. Ethical Considerations 
Ethical issues are an ever-present concern for researchers. The need for consistent 

and practical ethical considerations permeates the entire research process from 

conception, data collection and through to analysis and dissemination of the 

research findings (Iphofen and Tolich, 2018). In particular when conducting any 

piece of research, the potential for the negative consequences for myself as the 

researcher and also the participants is of constant concern. Iphofen and Tolich 

(2018) argue ethics are of a more pressing concern for qualitative researchers, given 

the nature of qualitative research and the dynamic interactional relationship between 

myself and the data. Whereas quantitative researchers can temporarily pause their 

ethical considerations by dealing with neutral numbers, this becomes more 

challenging for qualitative researchers. 

The advantage of making use of qualitative research and semi-structured interviews 

is that this gave me the opportunity to gather in-depth rich data from the participants 

that are involved in the research. This means that potentially sensitive issues will be 

studied and therefore it becomes essential for ethical practices to maintained as 

qualitative research often means that participants will have to relive potentially 

distressing events. Silverman (2021) would suggest that appropriate ethical practices 

will ensure there is trust between the participants and myself. However, for diverse 

participants such as in the case of this study, the questions that are asked could be 

deemed as insensitive and therefore we have to take into consideration the nature of 

the research and the impact on the societies that are part of the research. It was also 

important for myself at the commencement of the study to ensure that the 

participants that were taking part of the study were not vulnerable and this was done 

through Sheffield Hallam University procedures and obtaining consent through the 

University research committee. 

In the case of this particular piece of research, Sheffield Hallam University has an 

ethics policy which all research candidates are expected to adhere to. Therefore, 

prior to commencing the research the study had to partake in Sheffield Hallam 

University’s ethics approval process through the research committee in order to 

ensure the researcher, and the study is adhering to the policy’s as defined by 

Sheffield Hallam University. There are a number of aspects with regards to ethical 
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practice that the researcher is expected to maintain and achieve in order to maintain 

ethical compliance. In terms of collecting data, participants that decide to take part in 

the study should provide informed consent (Cassell et al., 2018). The Economic and 

Social Research Council (ESRC) (2022) sets forward a number of principles that 

researchers should adhere to, and one aspect pertains to ethical consent. Informed 

consent pertains to providing participants with sufficient information so as to ensure 

that there is no explicit and/ or implicit coercion so as to ensure that participants are 

making an informed and free decision with regards to their participation within the 

research (ESRC, 2022 and Cassell et al., 2018).  In order to ensure informed 

consent, drafted a participant information sheet along with a participant consent form 

in accordance with the University rules and regulations and adhering to the 

guidelines and templates provided by Sheffield Hallam University. These forms were 

then distributed to participants prior to the prior to the interviews taking place. This 

was to ensure transparency but also the purpose of the study was explained before 

commencing the interviews and the opportunity was given to the participant ask any 

questions. 

The other aspect with regards to good ethical within business research is to ensure 

that participants are aware of their ability to withdraw from the research at any point 

(Silverman, 2021). The information given had outlined the participants ability to 

withdraw from the research at any point within the study and this was documented 

within the participant information sheet and also through the discussions prior to the 

interviews taking place. In terms of recruiting participants for the study I did 

encounter a participant who after reading the participant information sheet had 

decided that they were not particularly comfortable with participating in the study and 

through discussion it was then decided that the participant would not take part in the 

study due to their not being comfortable with research. 

4.5.1. Obtaining Ethical Approval and Informed Consent 

In order to proceed with the data collection and the study, all researchers have to 

obtain consent from Sheffield Hallam University’s Ethics Approval Committee.  

Silverman (2021) would suggest in terms of commencing research it is beneficial to 

seek the advice of an individual or individuals who have experience in research 

ethics who can uncover any aspects that may breach research ethics. To that effect, 
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the research approval process at Sheffield Hallam University entailed first obtaining 

consent from my Director of Studies and then followed by obtaining consent from the 

independent University research committee. This study has therefore followed SHU 

policy and procedure around ethics and approvals. This is to ensure that any 

potential threats to participants can be identified and addressed so as to ensure no 

harm is caused to participants. Secondly, this would also provide reassurance to 

participants that I had been trained and that the study has the backing of a legitimate 

research institute. 

Further to this, Iphofen and Tolich (2018) argue it is imperative that researchers do 

no harm to participants. The objective of research from this perspective should be to 

ensure that through participating in the research the balance of the risk of harm of 

individuals against the potential benefits that can be associated with taking part in 

the research should be in favour protecting the participants and the reducing the risk 

of the individuals, organisations and society of taking part in the research. 

Silverman (2021) suggests with regards to ethical research practice that it is 

important to protect participants from any negative consequences that can be 

associated with the research. Therefore, within the participant information sheet and 

also after the interviews had been completed, I assured the participants that their 

anonymity would be maintained and that the participants would be given 

pseudonyms to ensure that participants could not be identified which could have 

implications on their careers and also cause potential harm. 

4.6. Method 
This subsequent section builds on the arguments that were put forward in the 

methodology chapter as well as the literature review chapter. This next section will 

aim to discuss how the philosophical and methodological position of the research 

have informed the approach that I have taken in relationship to collecting, recording 

and analysing the data that was collected. In terms of a qualitative study there are a 

number of different approaches that I could have taken but given the nature of the 

phenomena in question an interpretivist methodology informed the data collection 

methods and approach for analysis. The choice and justification for making use of 

semi-structured interviews and qualitative analysis is discussed but also the choice 
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to make use of coding and memo writing in order to make sense of the data that was 

acquired. The decision with regards to the research design i.e. the use semi-

structured interviews and purposive sampling was informed by the epistemology 

which is also covered in the methodology chapter. In brief, the decision to make use 

of semi-structured interviews in relationship to collecting empirical primary data has 

been informed by a number of different reasons but also a number of different 

scholars. Given the nature of the phenomena that is, the experiences of BAME staff 

within Higher Education, purposive sampling was used (Saunders et al., 2019) and 

this was supplemented by the use of snowball sampling in order discuss the issues 

around BAME experiences and the implications of these experiences in Higher 

Education. 

This section will evaluate interpretivism in relationship to conducting management 

research in a Higher Education setting. This section also takes reference from the 

literature around HRM and the discussions around conducting research in the HRM 

domain. Much of the research around HRM and in particular in relationship to 

diversity and Diversity Management concentrates on the quantitative methodology 

and quantitative methods (for example Carstens and De Kock, 2017) the objective of 

these papers is to make use of the quantitative perspective in order to leverage 

diversity as a competitive advantage. This section as well as the methodology 

chapter has addressed the reasons for adopting the inductive qualitative approach, 

but this next section will aim to address some of the limitations of the chosen 

methods. 

I have chosen to make use of thematic analysis with regards to the analysis of the 

data. This entails that I make use of codes and memo writing. However, Gill and 

Johnson (2010) would suggest this approach comes with its own limitations. Gill and 

Johnson (2010) argue when we are interpreting phenomena I as the researcher will 

interpret the data making use of his own cultural and linguistic tools which carry their 

own social biases. These biases will therefore influence my ontological and 

epistemological position and influence my perception of what is “out there”. In that 

respect the I do acknowledge my biases and in order to maintain rigour with regards 

to the data collection and subsequently data analysis I will be implementing the 
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framework put forward by Braun and Clarke in 2006 with regards to analysing the 

data.   

There are also further instances where bias could come into consideration, and this 

is down to the approach that I took with regards to the selection of participants for 

the study. Purposive sampling is beneficial when participants are hard to find but this 

approach is also beneficial when tackling specific research questions.  

I do also acknowledge that bias can be a significant factor with regards to 

conclusions that are drawn (Saunders et al., 2009) resulting in a homogeneous 

sample. Whilst the results may not be generalisable to the population of academics 

within higher education the methodological approach taken by the research may 

have significance for academics who identify as BAME working in the Higher 

Education sector. Therefore, as the researcher I have used critical theory, this has 

informed the approach that I have taken in terms of the data collection. This coupled 

with CRT provides participants with the opportunity to discuss alternative narratives 

and bring the experiences of diverse staff to the forefront. 

4.7. Data Collection and Sampling 
This next section will discuss the choices made by myself in relationship to how I 

collected the qualitative data and the choices made with regards which approaches 

were taken by myself in terms of collecting data. The choice of data collection 

method was taken in light of methodological position of the study which informed the 

approach towards how the data collected. The Covid-19 pandemic also played a 

significant role with regards to the data collection. At the point that I began to collect 

data the UK went into lockdown, and this meant that I could not as per the University 

guidelines at the time, conduct face to face interviews. This meant that the data had 

to be collected via Zoom. There are, however, a number of advantages that are 

associated with online data collection methods. At the time, one of the most 

significant advantages given that the university had prohibited face to face data 

collection, online data collection methods enabled me to continue to collect data. 

Further to this Ward et al. (2014) argue a number of benefits can be attributed to 

collecting data via online methods which include financial and time savings but also 

in the case of this study I was able to collect data ethically during the pandemic. 
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However, collecting data using online methods did mean there were some 

challenges. For example, the non-verbal cues were somewhat lost (Lefever et al., 

2007). These non-verbal cues are important particular around gathering life histories 

as this gives me greater insight into the phenomena being discussed. This also 

meant there was a lack of depth and the inability to put together a rich picture of the 

topics being discussed but also this could lead to the distortion of data and thus 

misinterpretation due these cues being perceived over the screen (Novick, 2008, 

Clandinin, 2007 and Saunders et al., 2019) 

The impact therefore of collecting data remotely was the challenge around building a 

rapport with participants. Whilst the I was able to collect the data in some cases 

participants were providing shorter answers in order to complete the interview in the 

shortest possible time. Further to this the non-random nature of the sample meant 

that data was collected from a particular group of people by nature of the study, but 

the choice of sample and population is discussed later in the chapter.  

The use of semi-structured interviews for the purposes of this study is also informed 

by the work of Clandinin (2007) who emphasised the use of life stories and 

narratives to investigate social phenomena. This allowed the participants to explore 

their experiences of working in Higher Education but also to narrate how they locate 

themselves within these phenomena. Clandinin (2007) goes on further to suggest 

that narratives are living things that are created by participants to explore how they 

have, in the case of this study, navigated their experiences of working in the Higher 

Education sector. Clandinin (2007) would argue that these phenomena happen to 

particular people at a particular time, at a particular place and who will be engaged in 

particular events. These events can be explored by narratives and life stories. 

The following section will discuss the approach I took in relationship to the data. 

There are also number of aspects that need to be taken into consideration with 

regards to business research and the approach that is taken in terms of collecting 

data. Bryman (2004) posits research methods are closely linked to my vision of how 

the social reality should be studied. Secondly, Bryman (2004) suggests the research 

data is collected in relation to something. That is to say, the there is a burning social 

problem that the research is aiming to address. In the case of this research and with 
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regards to the methodology chapter my epistemological position researcher is 

subjective and in terms of social phenomena to be investigated I undertook a study 

of the subjective experiences of BAME staff within Higher Education. However, 

business research and its methods do not take place within a vacuum (Bryman et al., 

2019). Factors such as the theories social scientists develop to understand the social 

world will ultimately influence what is researched and how the research findings are 

interpreted, existing knowledge, assumptions and views about how research should 

be conducted to name a few will all influence the research approach. 

That being said, there are a number of approaches that I could have used in 

relationship to investigating the aforementioned phenomena. In terms of this 

research given that this study will take a qualitative research approach. The purpose 

of this study is to take an inductive approach and ultimately culminating in the 

generation of theories from the data once the analysis has taken place. Bryman et al. 

(2019) also suggest with regards to taking an inductive qualitative research approach 

the study has rejected the practices and norms of the scientific methods for inquiry 

and also rejects the correspondence theory of truth in favour of attempting to 

understand how individuals and in this case of how BAME academics interpret their 

social world i.e. their experience of working in Higher Education and the implications 

of this on their experience. Lastly, this study also is of the view that social reality is 

not fixed but rather located in time, context and in history and therefore is constantly 

changing. 

Silverman (2004) argues as a qualitative researcher it would be prudent to 

acknowledge that there are a number of different ways in which the qualitative 

research process can be undertaken. I will have to acknowledge the different 

orientations of the various qualitative approaches and also that of the different 

qualitative researchers. In the case of this research the philosophical underpinning of 

the approach is derived from authors such as Habermas, Nietzsche and Alvesson 

and Skoldberg (2009) who influenced the epistemological and ontological position 

and therefore my view on the nature of reality which defined the design of the 

research and thus how the research into the experiences of BAME staff was carried 

out. The philosophical position of the study is discussed in the methodology chapter. 
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The next section will discuss the specific methods that were undertaken in order to 

investigate the research question and address the objectives of the study. 

4.7.1. Data Collection 

The aim of the interpretive study is to gain an understanding of the experiences of 

diverse academics within Higher Education. Therefore, I aimed to understand the 

experiences of diverse academics to establish a narrative so as to discuss their 

experiences of working within Higher Education. The aim of establishing a narrative 

was to get participants to discuss their experiences of working in HE but also to tell 

the story of their career trajectory. Clandinin (2007) argues the narrative is conscious 

and therefore consciousness directs the narrative. The event of reflecting on one’s 

experience of working within Higher Education therefore allows the participant to 

create their truth or life world with regards to their experiences of working within 

Higher Education. It is these experiences I am looking to tap into and develop 

theories from. The choice of using interviews was to enable myself as the researcher 

to ask the participants questions about what they think, feel and do (Collis and 

Hussey, 2014). 

In terms of carrying out the data collection, there are a number of interview 

techniques which I could have taken. These range from structured, unstructured and 

semi-structured interviews (Collis and Hussey, 2014). I therefore chose to use 

qualitative interviews to enable participants to develop their life histories but also to 

map and navigate their experiences without being confined. This has meant that the 

benefit associated with conducting interviews is that I can identify key respondents in 

relation to the phenomena that is under investigation (Quinlan and Zikmund, 2015). 

The advantage of using semi-structured interviews for the purposes of carrying out 

an investigation of the experiences of diverse academics within the UK Higher 

Education sector, particularly making use of open-ended questions is this approach 

allowed me to investigate complex and challenging phenomena (Hair et al., 2020) in 

the case of diverse academics their experiences are different given their 

background, institution and other socio-economic factors. This enabled me to 

develop a rich picture of participants experiences, whilst at the same time allowing 

participants the flexibility to explore different topics and phenomena.  
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I chose to conduct one-to-one interviews to allow the participant the opportunity the 

space and time to express their individual perspective on diversity and their 

experiences of working within a Higher Education institution (Quinlan and Zikmund, 

2015). The participant would also be the sole focus of the interviewer. In the planning 

stage of the research, I aimed to conduct the data collection using face to face 

interviews to allow myself to gather in depth the detailed testimony of the 

participants. However, before I began collecting data the Covid-19 pandemic took 

hold of the UK and I was forced to change the research approach. As opposed to 

conducting the interviews in person, I then moved the data gathering online using 

conference tools such as Zoom in order to meet and conduct the interviews with 

participants. In the case of this study the interviewer used a mixture of synchronous 

and asynchronous interviews. In particular, 16 of the interviews were conducted 

synchronously over Zoom whilst the last interview was conducted asynchronously in 

which the participant was sent a list of questions and the participant recorded and 

sent the interview back. Given that the final participant was out of the country and 

due to time constraints, an asynchronous interview allowed the participant to engage 

with the study but also challenges relating to time were not so much of an issue as 

was the case with the online face to face interviews. However, I was unable to make 

use of the data from the last interview. 

4.7.2. Semi-structured Interviews 

I will now outline the choices behind the research design and also engage in an 

analysis of the literature that underpinned the study. This thesis made use of 

interviews and more specifically semi structured interviews of which the rationale will 

be discussed in further detail. 

Given the views that I have with regards to in relationship to the nature of reality and 

my views of what is warranted knowledge, the interpretivist paradigm would allow me 

to explore data on understandings, feelings and opinions that people have in 

common (Collis and Hussey, 2014). Husband (2020) argues there are also a number 

of considerations that need to be understood particularly when conducting qualitative 

interviews and these relate to the balance of power that is associated between the 

interviewer and the interviewee but also it must be taken into consideration that more 

often than not the participants will be strangers and also the space that is created 
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with regards to conducting the interview is artificial and therefore the interviews can 

produce more than just data, to name a few. The objective in the case of this piece 

of research is to gain an understanding of the participants life worlds through a 

process of questions and answers (Husband, 2020). In the case of this research, I 

identified and interviewed 17 participants who recognised or identified as being from 

a diverse background and thus enabled me to be selective in terms of the 

participants who could contribute to an understanding of the nature of the 

phenomena in question that is diversity and their experiences within Higher 

Education. 

The use of interviews allowed me to control the data collection process, in particular 

as I was able to develop a rapport with the participants and this enabled the 

participants to become comfortable and therefore discuss complex issues that 

related to their experiences. There are also a number of benefits of conducting the 

research online (Sreejesh et al., 2014), apart from the aforementioned reasons in 

relationship to Covid-19, but the use of the internet has meant the research has been 

conducted much faster and also cheaper. This has meant apart for one of the 

interviews that was conducted asynchronously, I was still able to maintain that face-

to-face contact but also, I was able to probe further where there were areas that 

needed further clarification and also if there was an area I felt was particularly 

relevant.  

As previously mentioned, the choice of making use of semi-structured interviews 

afforded the participants in the study the opportunity to construct their life stories and 

narratives and the subsequent section will discuss the rationale with regards to the 

choice of making use of interviewing and in particular semi-structured interviews. 

There are a number of reasons when semi-structured interviews should be used 

(Saunders et al., 2019) and semi-structured interviews can be advantageous as in 

the case if this particular research project in an exploratory study when the objective 

of the study is to develop an understanding of the reasons behind the choice of an 

academic career. Further to this, I aimed to develop an understanding of participants 

conceptualisation of diversity and the implications this had on the participants’ 

career. Semi-structured interviews also allowed me to probe further when there was 
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a need for more clarification of particular aspects. This enabled me to discuss in 

greater depth, points of interest and areas that from the interview that seemed to be 

significant. Eriksson and Kovalainen (2015) would refer to this approach as the 

constructionist approach. In contrast to the positivist approach towards interviews 

which places the emphasis on acquiring facts. The constructionist approach aims to 

understand how meanings are produced. The interview process for this particular 

project had the interview schedule pre-designed and was used to initiate 

conversation, which often meant that the conversation then flowed out into many 

different directions.  

4.7.3. Data Collection in the Field 

The literature would argue the importance of the preliminary practicalities with 

regards to conducting interviews. Prior, to the interview taking place I would send the 

participant a consent form but also the Participant Information Sheet. The aim here is 

to ensure that any issues or queries were addressed before the interview took. The 

Participant Information Sheet also allowed the participants to reflect on the purpose 

of the study and although they were not aware of the questions that would be asked 

within the study, the participants had the opportunity to consider the purpose of the 

study and therefore frame their responses. It was also the responsibility of myself to 

facilitate and as the interviews were held online that the link for the interview was 

provided to the participants in good time (Cassell, 2015). 

In terms of the interview question and interpretivist research methodology, this 

determined the structure of the interview questions. Where the positivist paradigm 

would have put forward questions that focused on the “what” aspect (Eriksson and 

Kovalainen, 2015 and Saunders et al., 2019). In terms of interpretive studies, the 

literature would suggest the better interview questions would have a mixture of 

interview questions that focus on the “what” and the “how”. This study attempted 

incorporate a variety of different interview questions so as to gain as much of an in-

depth discussion as much as possible. Therefore, the interview (See appendix 1) 

incorporated different “what” and also “how” questions. This meant often times the 

participants would discuss aspects that were not initially anticipated and that had not 

been incorporated into the interview schedule. 
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The interview process first entailed explaining what the process would be like and 

also reiterated why the participants had been chosen (Adams et al., 2007) in order to 

alleviate concerns that the participants might have had with regards to why they 

were selected for interview. I then began to ask general questions about the 

participants role and institution in order to put the participants at ease. Adams et al. 

(2007) suggest the interview questions should be consistent and to that effect I 

organised the questions into specific categories as to maintain a common thread for 

the participants. Due to my philosophical position and the use of semi-structured, this 

mean that not all of the questions were posed to all the participants, (Gray, 2021), 

but also in some cases the order of questions changed this was due to the fact that 

the interview whilst being facilitated by myself, the discussion was led by the 

participant which in some cases led to some unanticipated questions being asked. 

The advantage of this that it led the interviews often times going in a different 

direction in terms of an exploration of diversity within Higher Education which still 

contributed to meeting the research objectives (Gray, 2021).  

4.7.4. Limitations of interviewing 

As the research conducted semi-structure interviews of the 16 participants that took 

part in the study there are a number of challenges that arose from adopting this 

method of data collection. As previously mentioned, the research took place in the 

height of the Covid-19 pandemic and Bryman (2004) would argue this can bring to 

light a number of challenges but also these arguably were compounded by the 

pandemic. Bryman (2004) would suggest when conducting interviews, it can be 

difficult to see through the eyes of others. Whereas, in the case of participant 

observation the research would be able to observe the participants in their social 

settings and in some cases engage in those activities as well, this is not the case for 

collecting qualitative interview data. The contact between myself and the participants 

making use of interviews is fleeting as there is a limited amount of contact time 

between myself and the participants. Although I took every step to ensure validity 

and reliability of the research, becoming immersed in the life world of the participants 

can become limited.  



107 
 

4.7.5. Alternative Methods Considered 

The next section looks at the different research methods I could have taken in 

relationship to an analysis of the experiences of working in Higher Education. Upon 

reflection there are several approaches that I could have pursued but ultimately my 

methodological and philosophical position determined the approach that I took. The 

Morgan and Smircich (1980) continuum influenced in part the approach that was 

taken by myself in relationship to the data collection and analysis methods. The next 

section therefore aims to discuss choice of method. 

A number of alternative research methods that were considered with regards to 

investigating diversity and the implications for Higher Education institutions. 

Quantitative approaches were considered in relationship to this study, however, a 

central criticism of the positivist paradigm is that it fails distinguish or separate the 

natural order from social reality (Bell et al., 2019). The positivist approach ignores 

the fact that individuals and people interpret the world around them. However, that 

being said, quantitative research methods were also taken into consideration with 

regards to the gathering data. The study could have taken a probability sampling 

technique however this would been too costly and time consuming but also this 

would also not have allowed me to explore the sense making of participants that 

would have enabled me to fulfil the research objectives. 

Surveys and questionnaires were also considered in relationship investigating 

diversity and the complexities surrounding BAME staff in Higher Education 

institutions. However, surveys are typically thought to form part of the quantitative 

research approach and would fall under the positivist paradigm (Saunders et al., 

2019). However, one of challenges that arise as a result of making use of surveys 

and questionnaires is that the data collected will not be as in-depth and as wide 

ranging as other research methods. Also, positivist data collection methods are 

limited with regards to exploratory studies in which I aimed to uncover participants 

understanding of phenomena. 

The use of the case study approach can also be useful particularly with regards to 

collecting qualitative exploratory data (O’Groman and MacIntosh, 2015) as this 

enabled me to ask the who, what and how questions that would enable an 
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understanding of the meaning in Higher Education institutions. This approach was 

considered during the design phase of the research. However, it is due to the 

limitations with regards to gaining access to participants, I decided to broaden the 

sample. In the initial stages of the study, it was decided to conduct research within 3 

institutions that fell into the categorisation of Russell Group, Post-1992 and a 

Redbrick institution. However, due to the limited access to participants, I decided to 

instead make use of purposive and subsequently snowball sampling in order to get 

access to further participants. However, I was able to still data from a Post-1992, 

Russell Group and Redbrick University. 

The approach that has been taken has underpinned the analysis of diversity, in and 

across organisational institutions and therefore, the literature would suggest the 

results become robust and therefore generalisable as this enables a greater 

representation of the complexities that exist with Higher Education institutions 

(O’Groman and MacIntosh, 2015).  In terms of qualitative research methods focus 

groups presented another opportunity to gain in-depth rich information around the 

phenomena of BAME experiences. Focus groups can be used to facilitate, much like 

interviews, a detailed investigation of participants experiences and observations 

around a particular theme (O’Groman and MacIntosh, 2015). However, with regards 

to this research project, amongst a number, of other challenges, wanted to limit the 

influence that other members can have on a group and interviews would alleviate 

this issue but also there is the risk of information overload which would have been 

difficult to dissect and interpret.  

4.8. Sample 
The next section will aim to illustrate the decisions around the choice of sample and 

sample. Whilst, the choice of sample has largely been determined by the research 

question, aim and objectives, I aim to illustrate in particular what influenced the 

choice of sample and sample size. There are also particular methodological and 

philosophical concerns that influenced the approach that I have taken. This study 

takes an interpretivist approach towards the conceptualisation of the world and there 

is an understanding that actors’ interpretations of that reality. It is also important to 

understand the foundations of the hermeneutic approach which has been used by 
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this study. Hermeneutics as an approach has been informed by the European social 

science perspectives (Symon and Cassell, 2012). 

Careful consideration was given to the choice of the sample for the purpose of this 

research, whilst the next section of the study discusses in more depth the choice of 

sample some of the primary reasons can be linked back to the aim and objectives of 

the study. This can be attributed to focusing on the sample that would give the study 

the opportunity to investigate the lived experiences of participants within the Higher 

Education sector. The next section will also discuss the implications for making use 

of purposive sampling and although this may not lead to generalisability, Bryman et 

al. (2019) would argue, a great deal of insight can be derived from purposive sample 

which can paint a rich in-depth picture. 

Saunders et al. (2019) posit in some cases it would be possible to collect data from 

the entire population. However, this is not always the case and in certain instances 

with regards to meeting the aim and objectives of the research it would not be 

possible or feasible to collect data from the entire population. Bell et al. (2019) 

comment, in a digression from quantitative research in which the focus is on 

probability sampling the aim of qualitative research is therefore to focus on the 

research questions. Bell et al. (2019) would suggest that the research question and 

objectives should give an indication of the participants that the research would need 

to interview. The aim of the research is thus to understand the experiences of 

diverse academic staff within Higher Education and therefore according to the 

arguments put forward by Bryman et al. (2019) the participants that this research 

project focussed on identified as from either a Black, Asian or Minority Ethnic 

background. Initially a purposive sample technique was used in order to identify 

appropriate participants, given my limited access to participants and also the COVID-

19 pandemic I also made use of snowballing sampling technique. 

Collis and Hussey (2014) suggest as this research study is taking an interpretivist 

approach, the data will not be analysed statistically with a view to generalising to the 

entire population of academics within the UK. Instead, this study narrowed down the 

scope of the study to focus on Post-1992, Redbrick and Russell Group institutions. 

This was done through a combination of sampling techniques which will be 
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discussed later in the section. This enabled the study to acquire a sample that was 

more manageable and given the constraints of the pandemic and other resource 

constraints I was able to collect data that was meaningful and would contribute to 

fulfilling the aim and objectives of the research. Although, it can be difficult to identify 

participants, (Collis and Hussey, 2014), I made use of personal contacts to gain 

access to participants which then facilitated the snowballing technique. 

The sample that was therefore chosen, was representative of the population of 

diverse academics that are working within Higher Education. This is done to ensure 

that at least in the case of the experiences of BAME staff working in Higher 

Education, the sample can be generalisable to that populations of academics 

(Saunders et al., 2019). The sample that was used was also done for pragmatic 

reasons (Quinlan and Zikmund, 2015). Also given the time and resource constraints, 

it would not have been feasible to have collected data from the entire population of 

BAME staff within the UK. According to Sheffield Hallam University’s policy around 

data collection for research students around the time of the data collection, the 

investigation made use of online data collection methods through conferencing 

technology such as Zoom and Microsoft Teams. This was done so as to adhere to 

University regulations around the pandemic at the time but also the University 

policies were adhered to with regards to the data collection using conferencing 

platforms. 

In terms of how the participants were chosen, the study made use of non-probability 

sampling as per the previous arguments in relationship to fulfilling the research aim 

and objective. Therefore, the study made use of the purposive and subsequently 

snowballing sampling technique (Saunders et al., 2019). This approach was taken 

mainly with regards to gaining access within organisations. As the investigation only 

had access to a limited number of participants within Higher Education that identified 

as BAME, the study made use of the snowballing technique to gain access to other 

participants at different institutions.  

The framework as put forward by Saunders et al. (2019) with regards to collecting 

data through the snowballing technique recommends identifying a few participants 

who could then make introductions and recommendations who could then be 
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interviewed. The study was able to follow this frame until the final point of the 

framework which suggests that data collection will cease when a number of 

scenarios take place; no new cases are identified, the sample has become large 

enough as to be unmanageable or saturation has been reached. In the case of this 

study, I was able to collect data from 17 participants and saturation was achieved. 

Saturation with regards to the research was achieved after conducting semi-

structured interviews with 12 participants but I continued to conduct another 5 more 

interviews to ensure that saturation had been reached.  

In total of the 16 participants interviewed; 6 of the participants were female and the 

remaining 10 were male. This means 38% of the participants were female. According 

to Advance HE (2021) this would not be entirely representative of the entire 

population of female academics. The proportion of female academics to male 

academics within the UK was 54.4% and 45.8% respectively. The advance HE data 

does suggest an upward trend of female academic staff working in HE over the 

periods 2003/4 to 2019/20. In terms of the academics at professorial level or higher; 

5 participants from the study were at professorial level, which represents 31% of the 

sample and of the sample only 1 participant at professorial level was female. This is 

not too dissimilar with the patterns across the UK with 55% of senior leaders within 

universities being male whilst 45% were women. In terms of academic staff 9 

participants were at lecturer or senior lecturer level and 2 staff occupied 

administrative positions within the universities. 

4.8.1. Sample Size 

The difficulty with conducting a qualitative piece of research and one such as this 

study, that is taking an exploratory study of participants experiences within Higher 

Education, is that it is very difficult to determine the appropriate sample size before 

theoretical saturation has been achieved (Bell et al., 2019). The literature would 

argue the broader the scope of the study the more comparisons that the study will 

need in order to get a representative population but also to ensure the sample is 

generalisable to that population. In the case of the investigation of diverse 

academics within Higher Education the study aimed to focus on BAME staff within 

Higher Education and therefore the comparison between the different units of 

measurement was limited to BAME staff (Bell et al., 2019). The literature also argues 



112 
 

that the choice of sample size should be sufficient to make credible generalisations 

to the population that the study is aiming to investigate. Thus, in terms of this study, 

the sample and findings will not be generalisable to the entire population of 

academics within the UK but rather the sample with be generalisable to BAME 

academics within Higher Education in the UK. 

The following section aims to discuss subsequently what saturation means in the 

context of social sciences but also how I came to the point of saturation in 

relationship to the investigation around the experiences of BAME staff working in 

Higher Education.  

The orientation of the research is significant as the study is aiming to gain an in-

depth understanding of the nature and relationship between BAME academics and 

their experience of working in Higher Education (Bell et al., 2019). The study made 

use of a cross section of participants at varying points within their career in order to 

acquire a range of perceptions and experiences in relationship to working in Higher 

Education. This enabled the investigation to attain a number of different perspectives 

of BAME participants at different stages of their careers within Higher Education.  

The number of participants that are used in any study differs significantly and Bell et 

al. (2019) would argue the choice of sample size should be taken into consideration 

and first of all that the sample size should not be too small so as not to achieve data 

saturation but at the same time the sample size should not be so large that a deep 

case orientated analysis cannot take place. The objective of this research study was 

to obtain information rich data. In the case of this research theoretical saturation can 

be described as the point where no additional insights or issues emerge and all 

conceptual categories have been identified, explored, and exhausted.  

In terms of this research 17 semi-structured interviews were carried out. I felt 

theoretical saturation was achieved after the 12th interview. There are numerous 

debates around the appropriate sample size however, to draw insights into the 

challenges faced by BAME studies have suggested once theoretical saturation has 

been reached and no new insights are emerging this is seen as appropriate 

(Saunders et al., 2017 and Bell et al., 2017). I felt this was achieved after the 12th 

interview, however, to ensure theoretical saturation had actually been achieved the 
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research continued and conducted 5 more interviews to ensure that saturation had 

indeed been achieved. Authors would appear to problematise saturation that has 

come about as an event in time. This not only makes the assumption that saturation 

has taken place retrospectively after the data collection has been completed but also 

a preoccupation with having enough data (Saunders et al., 2017). The sample size 

for this particular project was chosen to ensure that the study had the best possible 

opportunity to reach saturation (Saunders et al., 2017). Therefore, the decision to 

continue to collect data was to ensure that theoretical saturation was achieved. 

Generalisation from the sample also needs to be taken into consideration particularly 

in relationship to the sample size. Bell et al., (2019) would suggest there are two 

approaches that could be taken with regards to generalisability from the study. The 

first is analytical generalisation which relates to the inferences that can be made 

from the sample size and the second which the literature would argue relates most to 

this research is moderatum generalisations in which aspects of the focus of the study 

can be taken as instances of a broader set of recognisable features. There are 

limitations that are associated with moderatum generalisations in the sense that 

these should be taken more tentatively that those that are derived from statistical 

inferences and those studies that make use of random sampling in order to derive 

generalisations.  

4.9. Data Analysis 
This next section will discuss how the data from the study was analysed. Critical 

theory has had a significant impact with regards to the methodological perspective of 

the study but has also now come to influence the data analysis technique used in 

order to make sense of the data. 

The following section will discuss the approach that has been taken in order to 

analyse the data but also this section will engage in a discussion of the different 

approaches that could have been taken by the study and the justification for the 

chosen method. The aim of critical theory is to understand how practices and 

institutions of power are developed and legitimised. However, what critical theory 

does also do, which I believe is important for this study, is that critical theory does 

emphasise that systems can be transformed and by questioning systems of power 
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this can enable the emancipation of, in the case of this study, diverse peoples within 

society. Thus, the next section will focus on the approaches taken to understand and 

conceptualise Higher Education from the perspective of BAME staff.  

The next section will also discuss the justification for making use of codes and 

memos to analyse the data but also there will be a discussion of the hermeneutic 

circle and the relationship between the hermeneutic circle and thematic analyses 

and the implications of this approach on the experiences of BAME staff working in 

Higher Education.  

In the case of this study, for example, the approach taken in relationship to the 

analysis of the data draws very much on the work of Alvesson and Skoldberg (2009) 

who argue that the meaning of the individual discussions that are had with the 

participants can only be understood in relationship to the other participants. Critical 

theory and in particular Critical Race Theory would argue the workplace can facilitate 

inequalities and we therefore have to have an understanding of how participants 

frame their social realities. 

Symon and Cassell in 2012 suggests that no one comes to interpretation with an 

open mind rather myself, the researcher, has a pre-understanding of the phenomena 

of BAME experiences of working in Higher education. The objective of the 

methodology and the choice taken to make use of hermeneutics is due to the 

iterative process of the hermeneutic cycle where pre-understanding informs 

understanding. 

The study will be making use of the Braun and Clarke (2006) model for undertaking 

a thematic analysis within the social sciences domain. The research will first define 

what is meant by thematic analysis. Braun and Clarke (2006) define a theme as 

something that is significant, of relevance or captures something important about the 

data in relationship to the data.  

4.9.1. Coding and Memo-writing 

In order to arrive at the themes of the research, I considered using a number of 

different data analysis techniques. However, the subsequent section will focus on the 

approach chosen to arrive at those codes and themes. The study made use of the 

Braun and Clarkes’ 2006 model to first of all develop the codes, which could then be 
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distilled down into the themes which is covered further down in the chapter. Braun 

and Clarke (2006) argue the use of codes and memos in relationship making use of 

the thematic analysis, even though coding and memo-writing have predominantly 

been used in the grounded theory method. The Braun and Clarke (2006) framework 

argues for the use of codes and memo-writing in order to develop themes. The 

approach that the study took in relationship to coding and memo-writing is taken 

from the method set out by Silverman in 2014. Silverman (2014) would suggest 

coding entails attaching labels to bits of data so that we may be able to compare and 

contrast data. This is useful particular for the study of BAME academics and their 

experiences but also linking this back to the hermeneutic cycle which calls for 

researchers to analyse the data individually and as a whole.  

The following section will discuss how the study made use of codes and memo-

writing in order to make sense of the data and also to underpin text or phrases that 

are particularly relevant for the study but also the study with regards to the 

conceptualisation of participants life worlds. Life-worlds can be defined the context 

with which the participant finds themselves. Life-worlds are situated within time and 

space. The aim of making use of codes and memo-writing is to make sense of how, 

when and why specific structures and practices take place and Silverman (2009) 

would argue making use of grand phrases such as power for example to cluster 

chunks of text can shut down the analysis. Coding and memo-writing in line with the 

Habermas approach towards critical theory would allow the structures and processes 

to be understood and thus the thematic analysis would have its methodological 

underpinning within critical theory approach (Symon and Cassell, 2012). 

The subsequent section also aims to discuss what approach that is undertaken in 

order to analyse the data that is, what method will be used. Braun and Clarke (2006) 

would suggest there are numerous approaches particularly within the qualitative 

domain with regards to analysing the data. The study took a thematic approach with 

regards to analysing the data. The themes will be derived through codes and 

memos. I debated to make use of manual codes and memo’s but ultimately the use 

NVivo was chosen. There are a number of debates with regards to the effectiveness 

of thematic analysis with regards the analysis of qualitative data and even if thematic 
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analysis should be regarded as its own method of data analysis. Braun and Clarke 

(2006) would argue there is no common approach towards conducting a thematic 

analysis however a thematic analysis does fit in with the constructionist or 

interpretivist perspective and therefore as we would suggest that the participants are 

taking an interpretivist approach this would fit in with this approach. 

4.10. Thematic Analysis of the Data 
The subsequent section will discuss the step-by-step process that I took with regards 

the process of conducting a thematic analysis of the experiences of BAME staff and 

how this process enabled the generation of codes and themes. As previously 

mentioned, qualitative inquiry and in particular thematic analysis shares some of the 

stages with other qualitative research and as Braun and Clarke (2006) have argued, 

thematic analysis has been applied in grounded theory but in terms of applying a 

thematic to the hermeneutic approach Symon and Cassell (2012) a thematic 

analysis can be used to analyse qualitative data. Therefore, the next section will aim 

to discuss the process by which I took in order to engage in a thematic analysis. 

According to Braun and Clarke (2006) the process of engaging in thematic analysis 

begins when I began to notice and look for patterns of meaning and interest within 

the data. Once these patterns have been found, these patterns can then be assigned 

a code. On looking back during the data collection phase, I began to notice different 

patterns were emerging during the data collection phase. This continued until 

approximately the 12th interview at which point the research began to notice the 

same points of interest recurring but at the same time no new points if interest were 

emerging. The model for analysing data proposes a 6-stage process that begins 

getting familiar with the data that is, transcribing the data to a sufficient level to which 

the study had completed to all 16 interviews, to producing the final report which 

entails selecting appropriate extracts and relating the analysis back to the research 

question. However, with regards conducting a thematic analysis and as the study is 

taking an inductive approach (Gill and Johnson, 2010) there are numerous debates 

around whether I should make reference to the literature whilst coding and analysing 

the data. 



117 
 

Braun and Clarke (2006) would argue making reference to the literature whilst 

coding and analysing the data can sensitise myself as the researcher to topics and 

more subtle features of the data. However, conversely authors would argue in order 

to take a truly inductive approach (Gill and Johnson, 2010) researchers should not 

engage with the literature as this can lead to a narrow analytic field of vision and 

potentially lead to bias with regards to the themes that emerge. 

The hermeneutic process according to Alvesson and Skoldberg (2009) requires the 

researcher to move from a state of pre-understanding to understanding as an 

iterative process. This argument concurs with the arguments that are put forward by 

Braun and Clarke (2006) who suggest that the thematic analysis process is not a 

linear process where movement between the phases of analysis is back and forth as 

needed and should develop over time. The next section will discuss in particular the 

stages that have been taken by with regards to analysing the data and developing 

the codes and themes as they emerged. 

4.10.1. Phase 1: Getting Familiar with the Data 
The first step in the thematic analysis of the data entails getting acquainted with the 

data, as I have collected the data myself, I come with prior knowledge of the data. 

Previously an initial pilot data analysis was undertaken using NVivo with two of 

interviews in order to familiarise myself with the data but also to get a sense of some 

of the themes emerging. Thus, the first stage of model, prior to coding, called for a 

reading of all the transcriptions at least once to become immersed in the data. I also 

transcribed the data myself and this has given me a much more in-depth 

understanding of the research, and this has formed the foundation of the data 

analysis but also this has afforded the opportunity to develop initial codes. The next 

phase will discuss generating initial codes for the data and the process by which 

were taken to achieve this. 

4.10.2. Phase 2: Identifying Initial Codes 
The next stage of the process involved the identification of primary codes. This 

meant that the study made use of NVivo with regards to coding and also memo-

writing for the data. In terms of the coding of the data, I began by coding the data 

into meaningful groups and also organising the data into points of interest that I felt 
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are significant. This was done by reading through the data and assigning each point 

of interest a code in NVivo. However, coding the data can either be done from a data 

driven or a theory driven perspective. Given that the study has a particular research 

question that the study is looking to investigate, it is more likely according to thematic 

analysis model to make use of the later particularly as I am aiming to code the 

content of the entire data set. The reasoning behind adopting the latter is that it is the 

aim of the study is to derive theory in relationship to the experiences of BAME staff. 

The next stage of the model will discuss the approach towards generating themes 

which tend to be broader and which arguments about the phenomena under 

investigation are being made. 

4.10.3. Phase 3: Themes 
At this point in the analysis, I have compiled the raw codes that have been deemed 

to be significant. The next stage in the process calls for me to analyse the potential 

codes into themes but also, I was able to collate and organise all of the data extracts 

into those themes. This step requires me to consider and understand how the 

different codes combine into an overarching theme. This again aligns with Alvesson 

and Skoldberg (2009) hermeneutic circle and would argue themes and sub-themes 

will emerge at this point. The process will mean that some codes my develop into 

main themes whilst others may emerge as sub-themes. According to this model it is 

also acceptable to discard some codes but also there are a set of codes that do not 

belong anywhere. Therefore, by revisiting and being immersed in the data again, 

codes began to develop into superordinate and subordinate themes. The data 

analysis phase allowed me to derive 4 superordinate themes as well as a number of 

subordinate themes. These have been illustrated in more detail in the findings 

chapter but the major themes that emerged were Tackling Discrimination, HE as a 

sector, Ambition and the Barriers towards progression. 

4.10.4. Phase 4: Reviewing Themes 
This phase has two levels in relationship to refining the data. The first level calls for 

the reviewing and reading the coded extracts that been developed in parts 2 and 3 

for each particular theme to ensure the codes are consistent and coherent with each 

other. The next level of analysis in this phase involves a similar process to level one 

however now I am looking at the entire data set from. This stage involved looking at 



119 
 

the themes and deciding whether the themes identified accurately reflect the 

meanings evident in the entire data set. Once I am satisfied there is coherence 

between the data sets and the codes, I can then move on to the next phase which 

entails distilling and naming themes. 

The following diagrams below illustrate the themes that have been derived from the 

Braun and Clarke 2006 framework. This was my first attempt at coding the data, but I 

did engage in an initial refinement of the themes which is presented below: 
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Figure 2: Relationships between Codes 

 

 

 

 

 

 

 

 

 



121 
 

Figure 2 is the result of the coding process in order to identify the relationships 

between themes. The themes and their correlations were as a result of making use 

of the Braun and Clarke (2006) framework but also as the thesis has taken a 

hermeneutic approach, specifically alethic hermeneutics which called for me to look 

at the findings in isolation but also to take a step back and to find the relationships in 

the data as a whole (Alvesson and Skoldberg, 2009).In so doing, I effectively 

immersed myself in the data several times in order to become saturated and to 

discover the relationships between the themes. NVivo, from a practical perspective, 

afforded me the opportunity to identify the themes and their relationships through the 

coding process and the Braun and Clarke (2006) framework allowed me to develop 

the illustration in figure 2. 
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Figure 3: Superordinate and Sub-ordinate Themes 
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4.10.5. Phase 5: Naming Themes and Relationships between Themes 
The definition and refinement of themes requires the distilling of the essence of the 

themes, but this also involves deciding what aspect of the data each theme captures. 

I also engaged in a detailed illustration of each theme (Figure 2 above) but also one 

that identifies each theme and how each individual story fits into the entire narrative 

of the data in relationship to the research question. Once this approach has been 

taken the final aspect of the research is producing the report. 

4.10.6. Phase 6: Writing the Report 
Braun and Clarke (2006) argue the final aspect of the framework entails writing up 

the findings which tell the complexities around the data in relationship to the 

research question which should convince the reader of the validity of the analysis. 

The discussion should further than being a description of data but should make an 

argument in relationship to the data. 
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4.11. Limitations of the Method 
The following section will explore and discuss the limitations of the method chosen 

by myself in relationship to the study of BAME academics within the higher 

Education sector. Whilst some of these points have been touched on earlier, in the 

next section I will discuss the implications of undertaking this research using the 

aforementioned methods. This section will also discuss the application of the 

interpretivism and the limitations of using the interpretive methodological approach 

for management research but also this section will explore the implications of the 

hermeneutic method and the limitations of the data gathering techniques. 

Further to this the interviewing technique relies solely on verbal behaviour and 

therefore aspects of the participants behaviour that are taken for granted are unlikely 

to surface as a result of conducting interviews non-verbal ques and body language 

but also Bryman (2004) would argue that it is very difficult to establish the link 

between behaviour and the context with which the participants find themselves. This 

is pertinent for this study given the aim of this study is to investigate the experiences 

of working in Higher Education. Whilst the inductive approach allows for insight to be 

drawn into the realities of the participants by allowing the participants to construct 

their realties (Gill and Johnson, 2010) but the correlation between behaviour and 

context would be difficult to recreate. Furthermore, with regards to other methods of 

data collection such as observation, the observation method would be closer to a 

naturalistic emphasis as I could access BAME academics in their natural setting and 

how they behave in their social context of Higher Education. 
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4.12. Conclusion and Reflection 
The previous methodology chapter has discussed the approach that the research 

has taken with regards to their world view and how I have gone on to construct my 

social reality. My ontological and epistemological position have been informed by my 

own experiences but also the literature such as Morgan and Smircich (1980), Gill 

and Johnson (2010), Alvesson and Skoldberg (2009) and Johnson and Duberley 

(2000). I took a qualitative inductive approach with regards the study of BAME staff 

working Higher Education and the previous chapter as well as the method chapter 

have discussed the justification for taking an inductive approach.  

In this chapter I discuss the methodological decision to make use of interviews to 

collect qualitative data and this approach has largely been informed by the work of 

Saunders et al., (2019) and the work of Clandinin (2007) who argue for the 

implementation of interviews to collect qualitative data to enable participants to tell a 

story but also this allows the participants to develop an rich picture with regards to 

their experiences of working in Higher Education which arguably may not have been 

possible through other methods. The collection of primary data was also complicated 

by the fact that the at the point when I was collecting data the UK as well as the 

world was going through a pandemic. This meant I had to collect all the data via 

online conferencing platforms such as Zoom. Whilst, this allowed for the collection of 

data, this approach also has its own limitations for example nonverbal nuances are 

difficult to record and understand in relationship to the study. However, this chapter 

does also discuss the advantages and limitations of the data collection methods that 

were used across the duration of the data collection period. I made use of codes and 

memo-writing in relationship to developing themes. The methodology as well as the 

method chapter discussed issues around validity, reliability and generalisability. 

This chapter discusses the application of interviews and particularly with regards to 

semi-structured interviews as well as the limitations that are associated with 

qualitative research. The sample and sample size are also discussed and the 

justification for the sample size. I do acknowledge the limitations around the 

generalisability of the research given the sample size, the study does discuss the 

application of the findings to BAME academics from Post 1992, Russell Group and 
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Redbrick institutions. Although the development of themes is associated with the 

grounded theory approach, I have discussed the application of codes and memo-

writing in relationship the hermeneutic approach as well as the benefits and 

limitations that are associated with this research.  
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Chapter 5: Research Findings and Analysis 

5.1. Introduction 
This chapter will seek to discuss the findings of the research which are drawn from 

the qualitative inductive data analysis of interviews with BAME academics. 

The introduction of the analysis will aim to paint a picture of the participants that 

were drawn from the study. This chapter will aim to illustrate the broad demographics 

of the participants as well as to list the emerging themes and engage in a discussion 

of the codes that emerged from the data. 

The subsequent sections of the chapter have discussed the super-ordinate themes 

that have emerged from the data as well as the sub-ordinate themes that have 

informed the findings that I have found to be significant. This chapter has referred 

back to the objectives and the aim of the study to aid in the articulation and 

justification of the themes that were derived but also the data that was used in order 

to illustrate and the analysis of the findings.  

The themes were also classified into 3 major headings as per the objectives of the 

study and these have been illustrated below in order to demonstrate where the 

findings sit with regards to the relationship between the findings and how the 

different phenomena affect the participants and how the participants have tackled 

these challenges. 
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5.1.1. Participants and their Bio-demographic Data 

Figure 4: Bio-demographic Data 

Pseudonym Role Gender 

Charles Lecturer Male 

Susan Lecturer Female 

James Programme Director Male 

Abigail Lecturer Female 

William Reader Male 

Anna Lecturer Female 

John Lecturer Male 

Kevin Lecturer Male 

Edward Senior Lecturer Male 

Thomas Lecturer Male 

Andrew Vice Chancellor Male 

Fred Vice Chancellor Male 

Mary Achievement Analyst Female 

Bev Dean of EDI Female 

Jack Organisation Development Advisor Male 

Jane Lecturer Female 
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The above table illustrates the participants and their roles within Higher Education. 

The participants are employed in a range of Post 1992, Russell Group and Redbrick 

institutions. The participants are also at different points in their career ranging from 

early career academics to Vice Chancellors. This is particularly insightful as it meant 

that I could get an idea of the context of the working lives of the participants in their 

respective Universities. It must be added that all of the participants are from minority 

backgrounds within the context of working within the UK. However, some of the 

participants do have intersectional characteristics and therefore occupy different 

categories with regards to the BAME categorisation.  

In order to maintain confidentiality, and to be able to refer to the participants 

(Saunders et al., 2019 and Bryman et al., 2019), I have assigned the participants 

pseudonyms. These pseudonyms are illustrated in the table above. In that respect 

with regards to a discussion of the findings and or when making reference to any of 

the participants the pseudonyms of the participants will be referred to. Although the 

interviews varied in length, all participants were open and willing to engage in a 

discussion and none of the participants declined to answer any of the questions. I 

have not included any conversations that took place outside of the context of the 

interview or once the recoding of the respective interviews had stopped. 

The study interviewed 16 participants who identified as being from a BAME 

background but, also who occupied different positions within their respective 

institutions. The methodology section goes into much more depth with regards to a 

breakdown of the participants as well as some bio-demographic data which can be 

found in the appendices. As this is a more heterogeneous study, I felt it would be 

interesting to focus on female participants as the female participants in this study 

have also identified as having intersection characteristics. 

I would also like to present the objectives of the study again, as this will serve to 

illustrate and provide the opportunity to demonstrate the link between the objectives 

and the findings of the analysis. I will, therefore, demonstrate how the findings work 

towards meeting the objectives as set out earlier within the study. The research 

objectives are as follows: 



132 
 

a) To understand the challenges faced by BAME staff in terms of career 

progression. 

b) To explore the interventions Higher Education Institutions have put in place in 

order to address the challenges faced by BAME staff. 

c) To investigate the impact the broader aspects of diversity have had in 

relationship to BAME staff career advancement. 

d) To explore challenges faced by BAME staff in post 1992, Russell Group and 

early 1960s universities. 

As stated previously, I made use of the Braun and Clarke (2006) model in order to 

derive the codes and subsequently develop the associated themes. This had initially 

begun with transcribing and re-reading the transcripts in order to be fully immersed in 

the data. Although the Braun and Clarke (2006) model recommend caution around 

reading the associated literature so as not to be biased with regards to themes that 

were developed, this study was not taking a grounded theory approach and the 

literature formed the underpinning of the interview schedule and research design. 

Although, initially, I had intended to manually code the data, I had realised this would 

be too time consuming and therefore opted to make use of NVivo with regards to 

coding the data. This approach allowed me to better connect the different the codes 

and subsequently the themes that emerged from the data and between the different 

transcripts. This also made the process far less resource intensive. 

The decision to make use of NVivo software through the lens of the Braun and 

Clarke model was to ensure that there is reliability and validity of the research 

(Maher et al., 2018). The use of NVivo and the Braun and Clarke 2006 model aims 

to ensure that the codes and subsequently the themes that emerge from the codes 

are an accurate reflection of the social reality of the participants that took part in the 

study. Given that the participants come from a range of different backgrounds and at 

different points within their academic careers it is important to get as accurate a 

reflection of their social reality as possible. NVivo also allowed me to systematically 

categorise the rich text data which Alvesson and Skoldberg (2009) is important to 

first of all get an in-depth understand of each individual participant but also to be able 
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to relate this in the context of the entire data set and study. This forms a major 

aspect of the hermeneutic circle which I was able to do through NVivo. 

Furthermore, Alam (2021) argues the approach taken has allowed me to code large 

amounts of data as is the case with interview data but further to this the use of the 

thematic analysis affords me the flexibility to code large datasets (Braun and Clarke, 

2006). I was therefore able to look for patterns in the data and refine these down in 

order the develop the themes that emerged from the data.  

The coding process allowed myself, the researcher, to draw out emerging 

commonalities from the data. Therefore, the aim of the analysis process was to look 

for patterns in the data that could ultimately lead to the discovery of themes that 

have emerged. To that end, as a result of the qualitative inductive coding process led 

to the identification of 88 codes which were then distilled into 9 themes and 95 sub-

themes. The subsequent section is going to discuss the approach I have taken with 

regards to distilling those themes further in relationship to meeting the objectives of 

the study. These sub-ordinate themes were further refined which are illustrated in 

Figure 2. 

5.1.2. Brief Descriptions of Participants 

Abigail 

Abigail is a female academic who is of African descent. Abigail has been an 

academic for over 25 years. Abigail previously taught outside of the UK before 

moving to the UK. At the time of the interview Abigail had been employed by her 

institution for 6 months. Abigail is in her 50’s and has children. Abigail at the time of 

conducting the interview had embarked on a PhD. Abigail also has a degree in 

Business Administration and also holds a Master of Business Administration.  

Andrew 

Andrew is a Vice-chancellor of a university in the North of England. Andrew is in his 

60’s and is of African ethnicity and had migrated to the UK where he began his 

education. Andrew has previously held various leadership positions before becoming 

Vice-chancellor. Andrew did begin his career in HE as a lecturer before progressing 

to leadership positions. 
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Anna 

Anna is a female academic of white Eastern European descent. She relocated to the 

UK to begin her studies. Anna is currently employed at a Post 1992 university. Anna 

is in her mid to late 30’s. Anna is a lecturer. Anna also currently holds a PhD but did 

her undergraduate degree in Italy. Anna does not feel she identifies with the BAME 

categorisation and therefore does not see herself as a minority. 

Bev 

Bev is a female academic, whose institution works across the UK. Bev works in a 

senior leadership role which concentrates on roles relating to EDI issues and 

challenges. Bev is of African ethnicity and has held the current post she is in for 10 

months at the time of the interview taking place. Bev has been working in HE for 

over 30 years and has also undertaken teaching. Bev also currently holds a PhD. 

Charles 

Charles is a male academic that came to the UK in 2014. Charles is of Middle 

Eastern descent. Charles is in his mid-30’s and is working in a post 1992 University. 

Charles identifies as BAME. Charles has had his education in the UK and 

subsequently proceeded to pursue a career in HE. Charles has also completed his 

PhD and has discussed having experienced challenges towards obtaining a career 

in HE. English is also not Charles’ first language. 

Edward 

Edward is a male academic of Asian ethnicity. Edward is employed by a Russell 

Group university in the North of England. Edward has been employed by his 

institution for a year at the time the interview took place. Edward has an Associate 

Professor role and is a director of another program. Edward is in his mid-30’s and 

has migrated to the UK. Edward has PhD, Masters degree as well as an 

undergraduate degree. 

Fred 

Fred is a Vice-chancellor whose university is in the Midlands of the UK. Fred is of 

Asian ethnicity. Fred has held other leadership prior to becoming Vice-Chancellor. 

Fred is employed by a Red Brick institution and at the time of the interview Fred had 

been employed by his institution for 9 months in his current role. Fred has migrated 
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to UK and although began his primary education abroad his post primary education 

has been in the UK. 

Jack 

Jack is employed in a Russell Group institution. Jack works on the professional 

services side of the university. Jack is in his early 30’s. Jack is of Asian ethnicity and 

has been employed at his current institution for 2.5 years at the time that the 

interview took place. Jack also has completed an undergraduate degree at the 

institution and transitioned into working for the institution. 

James 

James is a male academic of African descent. James is a programme director of a 

course in a Red Brick university. James is in his 40’s and has previous experience of 

living and working abroad. James has obtained his qualifications in North America 

but completed his doctorate in France. James whilst in North America worked in the 

private sector before transition to the UK to become an academic.   

Jane 

Jane is a senior lecturer at a university in the North of England. Jane is a female 

academic who is of middle eastern ethnicity. Jane has also migrated to the UK. Jane 

has been teaching for 8 years at the time this interview took place. Jane had also 

just recently started in her university at the time the interview took place. Jane has 

an undergraduate degree, post graduate degree as well as a PhD.  

John 

John is an academic of African ethnicity. John is employed by a post 1962 University 

and has been employed at his current institution for 6.5 years at the time of the 

interview. John has been in Higher Education for over years. John currently holds a 

lecturer role but also holds another role. John is currently employed in the Southeast 

of England. 

Kevin 

Kevin is a white male who is employed at a Russell Group institution as lecturer. 

Kevin is of Eastern European descent who migrated to the UK. Kevin at the time of 

the interview was employed by his institution for 3 years. Kevin does not recognise 

himself as being a minority although he is not a British national. Kevin has discussed 
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having an undergraduate degree but did not discuss having a postgraduate degree 

although Kevin does have a doctorate. 

Mary 

Mary is a woman who works in a professional capacity in a post 1992 university. 

Mary is of Asian ethnicity and has been employed by her institution for 7 years. Mary 

is in her 30’s and her role involves working with data to inform decisions that pertain 

to EDI and how these will inform policy. 

Susan 

Susan identifies as a white European woman. Although Susan is not native to the 

UK. Susan is employed by a Post 1992 university in the South of England. At the 

time of the interview Susan was fairly new to her role as a lecturer in the university. 

Susan holds a PhD, but also an undergraduate as well as a post graduate degree. 

Susan has been living in the UK for 9 years at the time the interview had taken 

place. 

Thomas 

Thomas is male lecturer in his 30’s. He is on African ethnicity. Thomas is employed 

by a Russell Group University and is also a director of a course. Thomas works in 

the North of England and has been employed by his institution for 5 years. Thomas 

was working in the private sector prior to coming to the UK. Thomas has also worked 

in the private sector in UK whilst undertaking his PhD. 

William 

William is a male academic who is of Asian descent. William is a lecturer who has 

been with his organisation for just over a year at the time of the interview taking 

place. William is employed at a post 1962 university. William has indicated that he is 

comfortable with the term BAME. William is currently working in the Southeast of 

England. 
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5.2. The links between Objectives and Classifications 
 

Figure 5: The Objectives and Data Classifications 
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5.2.1. The Context and Associated Themes 

 

Figure 6: The Context 
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5.2.2. The Individual and Associated Themes 
 

Figure 7: The Individual 
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5.2.3. The Team and Associated Themes 

 

Figure 8: The Team 
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5.3. Conclusion and Summary 
Figures 5 through 8 provide an overview of the of the themes that were derived from 

the analysis of the transcribed interviews. Smith, Flowers and Larkin (2009) suggest 

in order to give context. A summary of the themes should be presented before a 

more in-depth analysis is undertaken. As previously stated, it is the aim of myself, 

the researcher, to portray the social reality of the participants in relationship to their 

experiences of working in Higher Education. Further to; this I would like to present 

the themes in relationship to certain phenomena as illustrated above i.e. The 

Context, The Individual and The Team.  

In terms of The Context, there were two major super-ordinate themes that emerged 

from the data. It should also be mentioned for each of the two phenomena there 

were also sub-ordinate themes that influenced and fed into the super ordinate 

themes. The first section of the data analysis will discuss these super-ordinate and 

sub-ordinate themes, the participants, felt had implications with regards to their 

experiences within Higher Education. These themes were Tackling Discrimination 

and society’s perception towards discrimination. In this instance Race and Racism, 

Legislation and Institutional perceptions of diversity were the sub themes that 

informed and contributed to the super ordinate theme. However, for the other super 

ordinate theme of HE, there were far more sub themes such as the university itself, 

University Policy, Leadership and Management to name a few. The next section will 

take a similar approach in the sense that the discussion will give a brief over-arching 

discussion of the remaining super ordinate and sub themes before concluding this 

section and engaging in a more detailed discussion of each of the themes. 

In terms of the Individual and the factors that had an impact on the participants 

experiences of working in HE, the major theme that emerged was ambition but also 

participants’ perception of themselves contributed to the super-ordinate theme. 

Aspects such as Identity and Visible, Family Commitments and Opportunities for 

Progression were some of the sub themes that affected participants. On the other 

hand, frequently participants discussed having to change appearances with regards 

to applying for promotions and progressing up the career ladder. The Team element 

of the phenomena constituted the barriers that surrounded the relationships that 

participants have developed within their respective institutions. Informal 
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relationships, networking and abuse of power by individuals within the participants 

institutions constituted the sub themes that influenced the experiences of the 

participants working in their organisations. It must be mentioned that power is a 

thread that runs through all the themes that were derived from the data.  

In conclusion to this section, the 4 main super ordinate themes were identified and 

discussed. There was also a brief overview of some of the sub-ordinate themes that 

constituted the major themes. The next sections will therefore engage in an in-depth 

discussion of the super-ordinate themes and the experiences the participants had 

within their institutions. 
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Chapter 6: Theme 1: Tackling Diversity in HE 
This chapter discusses the findings with regards to the overall Context in which we 

locate BAME staff working in HE. Theme 1 will explore the interventions around 

creating a more inclusive environment and the phenomena that has emerged as 

being significant. In order to address the superordinate theme of Tackling 

Discrimination the chapter discusses several areas which participants have argued 

to be crucial with regards to creating more representation within the sector whereas 

the subsequent chapter will discuss this from the perspective of HE organisations 

and the complexities around getting individual institutions to address the challenges 

of managing diverse academic staff. 

The next section aims to discuss the interventions that have actors within society but 

also within the HE sector have taken with regards to tackling discrimination. This 

section discusses the ways in which the participants have felt the challenges around 

discrimination have been addressed but also the avenues by which tackling 

discrimination can be improved. There have been a number of interventions from the 

perspective of the participants that have contributed to tackling discrimination. 

Although the discussion is situated within the broad heading of The Context there 

are a number of different bodies that have contributed to tackling discrimination. The 

next section will begin with a discussion around how the different participants define 

diversity. 

6.1. Definition of Diversity 
Abigail believes there is not a complete understanding of what it means to be defined 

as BAME and this in itself is contributing to the challenging experiences being faced 

by staff not only working in Higher Education but in society in general. So much so 

that Abigail believes even the government does not have a complete understanding 

of what being diverse entails. 

“From where I stand and what I hear from government it does not sound to me there 

is a proper understanding of the levels of difficulties and differences that arise from 

being from a BAME background.”  
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Further to this, participants are calling for government and society to look into how 

the world perceives and addresses people from diverse backgrounds. The 

participants and in particular Andrew feels: 

“we need to come up with a better term because I think BAME is a very broad term” 

The participants do not feel the acronym BAME accurately reflects the diverse 

groups of people that not only work in Higher Education but in society as well. The 

participants have suggested the acronym is too broad and does not reflect the 

various groups of people that fall under the broad umbrella term of diversity.  

“the problem I have with that is that it doesn’t allow you to understand the full 

complexity of it, for example if you take Asian although it is a very broad term, within 

Asian there are Bangladeshi’s and Pakistani’s and Indian’s and Chinese are 

completely different types of challenges so I can understand its convenient for some 

characterisation but it is also misleading I am not entirely comfortable but I 

understand why it exists” (Andrew, definition of diversity). 

Further to this it is not only about the physical attributes that make up individuals but 

also about the: 

“diversity of thought, you get different people from a different way of thinking different 

world views, diversity of backgrounds, diversity of their physical characteristics, 

diversity in terms of socio-demographic backgrounds and diversity of geography” 

(Andrew, definition of diversity). 

For Edward this has meant that he is:  

“very aware of my race, if you read my name people won’t be able to guess where I 

am from. You can tell it’s obvious, if you get an email from me instead of Richard 

Blake (made up name) you learn there is certain baggage that is attached to it 

particularly in institutions where senior leadership are Caucasian and they have 

come to deal with BAME people in a certain way junior to them” 

Edwards feels universities have not done enough to create an inclusive environment 

to be perceived as an equal and that Edward is not perceived to have a: 

“certain level of articulation, or even intelligence” 
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This would imply these perceptions are deeply seated within the culture of these 

institutions but also in the mindsets of the people working within Higher Education. 

Therefore, Edward would suggest where HE is meant to be a space for inclusivity 

and representation, it has had the opposite effect, and diverse academics are more 

aware of the divides that exist and feel less like there is an inclusive environment.  

Conversely from an institutional perspective the approach towards diversity and the 

understanding of diversity would not appear to be any better. Abigail and Edward 

concur there would not be an in-depth approach towards the understanding of the 

state of diversity within the sector. It would appear HE institutions are attempting to 

integrate BAME staff into the organisation as a matter of legislation and neither is 

this being communicate effectively. Abigail suggests there is a lack of clarity with 

regards to if the policies that universities are implementing are having any impact: 

“I have heard that from some members of the diversity committee who are a part of 

the system and are trying to create that diversity. How successful and how the 

institution has accommodated ideas I don’t know but I am given the impression there 

are efforts being done in that direction, but I have given much attention to this.” 

Edward on the other hand would argue the policies that are being drawn up and 

implemented are more a tick box exercise because: 

“that’s the world we live in, having the kind of policy and banging on about it is more 

important than actually encouraging and actually having an open discussion about 

what the university needs” 

This would imply there is room for improvement in relationship to the policies that are 

in place, but participants feel much of the policies that have been put in place by 

universities are there to fill a legislative requirement more than having a genuine 

interest in creating an environment that promotes equality and inclusivity. 

6.2. Integration of BAME in HE 
Building on from the previous arguments integration then becomes a paper exercise 

and a number of participants have argued there is no human aspect with regards to 

creating inclusivity within the HE. Participants have discussed creating equality and 

diversity has become a transactional approach in that: 
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“Upon your employment you have to take mandatory courses, part of those 

mandatory courses are equality and diversity and apart from having the general 

information and personal attributes, you have to go through the courses and get the 

documentation”. 

Participants have had to go through mandatory training to ensure they are aware of 

equality, diversity and inclusion. On one hand participants feel this is good because 

this would ensure that everyone had the base level of knowledge. The challenge as 

James would argue is that it takes on a blanket approach to creating diversity 

instead the process of creating an inclusive environment: 

“is disseminated through mass communication so there is no one on diversity and 

inclusion type stuff that you interface let’s say as an individual it’s all on us in that 

respect” 

This approach takes away the human element of communication and this ties in with 

the aforementioned points with regards to creating an atmosphere for diversity and 

inclusion as people from different backgrounds are treated the same without taking 

into consideration what may be their different needs in terms of getting academics 

from different backgrounds to integrate more effectively into society. 

6.3. Navigating Discrimination 
Given the aforementioned discussions around how participants and institutions 

would define diversity and the challenges that entails. Participants have discussed 

the approaches they have taken in order to navigate these challenges. One of the 

key aspects that are discussed by participants is with regards to the extent that 

participants have to work in order to feel accepted and integrated within HE. Abigail 

discusses how: 

“if you are international, you come in with the thought of you’ve got to work extra 

hard, you have got to go above and beyond what everyone else is doing to get what 

you need” 

BAME academic staff need to demonstrate their capability by going further that what 

is required in order not be secluded or to be seen as incapable of undertaking the 

role successfully. However, other participants believe there are much wider issues 
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that are associated tackling discrimination which are more closely aligned to the 

policies and practices HEI’s have in place. Fred in particular would suggest 

universities need to take a more targeted approach towards navigating discrimination 

creating inclusivity. For instance, universities: 

 

“just as they should have the wider EDI policy, I believe strongly they should have 

policy and very strong action points around BAME groups” (Fred, navigating 

discrimination) 

This would imply HEI’s are not taking enough action with regards to creating more 

equal opportunities for staff. Fred argues whilst academia has generic EDI policies, 

there needs to be a more targeted approach with regards to how universities tackling 

discrimination in the sector. 

Fred, with that in mind, being a Vice Chancellor has recognised the need for more 

action in relationship to creating more inclusivity within academia and during the 

discussion, articulated the approaches that he has specifically with regards to 

creating more inclusion. Fred has discussed how he has created a standalone body 

with the intention of creating more representation at least within his own university. 

“I have been able to create what we call an Office for Institutional Equity. It will be the 

third in the country. The idea behind it is to give everybody a voice, help create an 

inclusive culture whoever they are to get to wherever they can get to if they are able 

to get there and to give them the space to do that and their voice is heard” (Fred, 

navigating discrimination). 

Whilst the aforementioned body is standalone, Fred has also suggested that the 

body: 

“is linked to the HR department but it is a standalone unit that uses a lens to look at 

every aspect of the University even the HR to make sure we have truly inclusive 

culture and it has been supported very well by the whole University” 

Thus, creating an opportunity for every group to contribute to areas that will have an 

impact on their experiences within HE. This body is also linked to the HR department 

with aim being to allow for ease of communication but to allow for dialogue between 
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HR and the various stakeholders. 

6.4. Skepticism of Attaining Promotion 
The situation takes on a different perspective when looked through the experiences 

of academics who are not in senior leadership positions. There is a scepticism 

around the benefit such interventions could have on creating more representation 

within HE. The participants draw on their previous experiences of the Unions and 

their approach towards diversity. Abigail would suggest: 

“I feel that depending on the numbers that make up the Union that would determine 

the areas of focus, it’s likely that many of their needs would go unrepresented 

because they don’t have sufficient numbers maybe to put pressures on areas they 

need. Realistically that should be the group pushing for these ideas. I don’t know 

how much they are doing really”. 

Further to the sentiments of Abigail, Edward would add: 

“I think that somebody needs to investigate this, I used to be a Union member, I 

ended my membership because I think the Unions are useless because they have a 

political agenda, the Unions don’t appreciate the academic reality because although 

they are specific to our profession the people shape the culture, mentality and 

therefore the decision come from  a certain era or group of academics who no longer 

appreciate the reality of people like you or I who are coming into the industry now or 

are the new breed of academics.” 

The challenge it would appear would be the representation of BAME academics that 

are present within these institutions. The lack of representation would entail diverse 

staff agendas would not be represented appropriately. Further to this, participants 

also question the impact these interventions are having with regards to creating 

more diversity.  Edward is much more critical of the approach taken by universities 

taking and argues: 

“I have mixed feelings about this, I am not sure that the policy actually achieves 

anything worth talking about”. 
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There is also a call by participants to engage in a discussion of these issues to 

initiate change. The sentiments put forward by Edward reflect the earlier discussions 

in which the participants question how genuine these interventions are. 

6.5. Race and Racism in HE 
Race and Racism also come into the discussion as participants feel they have to 

navigate challenges of race and racism. Participants such as Fred discuss facing 

racial slurs due to Fred coming from a BAME background: 

“There are some issues being a part of the BAME group, you do get issues around 

racial slurs, racism whether it is overt or covert and you have do have lots of 

stereotyping, I have had the opportunity in the last 6 months to talk about my career 

in many forums” 

The challenge academics from a BAME background are facing are related covert 

racism. There are also preconceived perceptions of BAME staff that are influencing 

in terms of their progression and also integrating. This makes the process of 

navigating discrimination difficult. There is also a strong belief that racism is still 

present and this also having a negative implication on the experiences of diverse 

academics in HE. Fred suggests that racism is covert and is still an aspect diverse 

academics have to contend with. 

“It's not to say racism has gone but it is not very much in your face now, but it is still 

covert and here.” 

To conclude this section there are a number of aspects that influence the approach 

BAME academics take with regards to working in HE. Although some in roads have 

been made there is still scepticism around if these interventions are having the 

intended impact. Representation of different bodies would appear contribute to the 

interventions put in place but also the lack of representation in key decisions is 

causing scepticism on the efficacy of the of these interventions. 

6.6. Concluding Thoughts 
This section has discussed how society perceives diversity and differences in 

general. Participants have also discussed the challenges they have come across. 

The significance of the definitions we assign to society and people can contribute to 

creating an environment that brings difference to the forefront and makes embracing 
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heterogeneity difficulty. The next section will take these discussions one step further 

and apply these phenomena to understand how HE in particular can adapt and 

change to embrace difference. 
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Chapter 7: Theme 2: Higher Education 
This next chapter will discuss theme 2, which are the factors directly within HE that 

need to be addressed with the objective of increasing representation. Whilst the 

previous chapter discussed diversity and discrimination from a societal perspective 

this next section focuses very specifically on, HE and takes the aforementioned 

concepts and further elaborates on what needs to be done within HE alongside HE 

in order to address discrimination. However, it will be significantly more challenging 

to address factors relating to discrimination within HE if inequality is still persistent 

within society as societal factors have a direct correlation to the interventions put in 

place by HEI’s. 

This next section will discuss HE as a whole and some if the aspects that have had 

an influence on BAME staff working in HE. This section aims to discuss HE 

holistically as an industry as participants have felt the sector in itself needs to be 

challenged with regards to inclusivity and representation. The participants felt as 

though: 

“you come in with the thought of you’ve got to work extra hard, you have got to go 

above and beyond what everyone else is doing to get what you need.” (Abigail, 

Experience). 

Which would indicate the lengths that minority staff have to go to in order to be on 

par with their counterparts. Further to this, there is the perception that the 

transactional policies and practices that exist within HE are not fulfilling the role 

which they are supposed to. Andrew in particular takes the position that: 

“the policies and the management practices are only tools they don’t drive change, 

what drives change is the people and the culture so is there is no buy in to the 

policies and management practices” 

But he also suggests that the policies and practices within HE are: 

“a tick box exercise, there is a tendency in many places say they are doing diversity 

and tick the box”. 

This; therefore, underscores the opinion that on the surface of HE it would appear 

that HE is implementing policies and practices to support and create diversity but 

given the aforementioned discussions this would appear not to translate to practice 

and participants either have or are losing confidence in the system. 
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Beverley takes a similar understanding of what constitutes diversity in HE and 

touches on the policies of HE as well. Beverley in her experiences argues: 

“I think over the years institutions have plodded along with you know Higher 

Education Institutions are not diverse by way of staff especially at senior levels and 

that becomes normalised and problematic because people hire in their likeness”. 

This would suggest there is not enough progress that is being made as the systems 

that are in place do not encourage inclusion and this is evident in the practices that 

HE institutions engage in but also considering the representation of senior staff 

within the organisation is homogenous but more importantly, Beverly would suggest, 

the perceptions of diversity need to be changed because Beverley discusses how it 

has become the norm to: 

“to have an all-white male senior or exec team so the diversity element would be to 

bring in a white woman, a number of white women and unfortunately if you have that 

then you have a number of leadership teams that will think they are very diverse 

despite the fact that they are all white” 

Thus, the understanding of what constitutes diversity needs to be taken into 

consideration. This is having an impact on the approach universities are taking with 

regards to creating and enabling more representation within organisations. 

Beverley has also suggested it has taken the Black Lives Matter movement and the 

killing of George Floyd as a catalyst to initiate change within the sector which seems 

to have created more opportunities for diversity and progression. 

“with the killing of George Floyd it was as if people woke up and realised that we are 

living in a racist world it was the first time in my life time that we thought there could 

be some real change here because we saw global protest and we saw individual 

people, senior people, leaders in Higher Education coming out and saying our 

institutions need to be less racist and coming out and supporting BLM and people 

looking around their institutions and thinking hang on a minute we have no black 

professors,” (Beverly, HE sector). 

What seems to be coming to light is the covert racism that is cropping up amongst 

the discussions with the participants. The suggestion is that although there are 
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policies in place these would appear to only be at the surface level and to fulfil 

legislative requirements but do not contribute to ultimately tackling discrimination. 

“Black academic staff are largely on fixed term contracts compared to all other 

groups. Then there are a whole load of other factors around career progression and 

promotion and all the rest of it. It’s almost like this weeding out at every single level 

and that is why we have so few professors. Ultimately it is not about being black it is 

about the racism within the institution.” (Beverley, HE sector). 

“I think culture can play a part because I think our HR department is 100% white and 

they are the ones that are recruiting on individual recruitment panels and they are 

the ones that are on teams but ultimately they are the people that are running that 

process.” (Mary, HE sector). 

7.1. Power Dynamics of Working in HE 
The next section discusses the issues of power that arise from being a BAME 

academic working in HE. In the case of this study power takes on different forms and 

much of these will be discussed in the subsequent section. There are a number of 

different layers when power is discussed in this context. The first being formal power 

structures such as government laws and legislation but on the other hand the 

relationships the academics have experienced in their respective institutions, the 

participants, have deemed as important with regards to equality and diversity. Power 

for participants was looked at from different perspectives. In the first instance we 

have power from the institutional sense with regards to the role government and 

society has to play. Participants have discussed the implications of government and 

how: 

“From where I stand and what I hear from government it does not sound to me there 

is a proper understanding of the levels of difficulties and differences that arise from 

being from a BAME background.” (Abigail, power). 

This alludes to the absence of interventions put in place by the government to 

address the issues that diverse academic staff face in terms of working in HE. 

Although this is a more general statement, this sentiment goes beyond HE, 
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highlighting the challenges diverse staff face and the opportunity which could be 

taken by the government to provide a supportive environment but has not done. 

The structures that are in place also affect the opportunities that BAME academics 

have. In this case, it is derived from immigration system that is currently in place 

within the UK which can also be seen to be a hindrance with regards the career 

opportunities for BAME staff. As a migrant once you have been granted leave to 

remain you cannot leave your institution for at least 12 months and even then you 

are restricted on the type of work you are allowed to do. Edward is of the perception 

that: 

“know colleagues who are on visa’s, whose visas are tied to the institution, if they 

leave the institution they lose the right to remain in the UK, so this is used as a 

weapon to bind them to the institution and follow whatever they want and this 

happens in a lot of places in varying degrees but it’s there, the Union has recognised 

that they should support this group of people more and I’m quite cynical about it” 

Diverse staff therefore have to deal with the challenges associate with power from a 

number of different perspectives and navigate these different constraints that are 

associated with working in HE. 

The aforementioned issues we would argue sit at the macro level. Participants then 

narrowed down the issues of power more specifically to focus on HE specifically. 

There would also appear to be a lack of confidence in the Unions and the ability for 

the Union to make a difference with regards to the challenges that BAME staff face. 

There would appear to be a general disdain for the Union, and this is exacerbated 

when the dimension of diversity is added to the discussion. Participants have 

suggested the Union is plagued by lack of representation and therefore participants 

in particular Abigail have suggested that the concerns that the Union engage with, 

and tackle are influenced by the composition of the Union and if there is a lack of 

representation of BAME staff, their issues may not be given the opportunity to be 

represented at the Union or university level. For instance, Abigail argues: 

“I feel that depending on the numbers that make up the Union that would determine 

the areas of focus, it’s likely that many of their needs would go unrepresented 
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because they don’t have sufficient numbers maybe to put pressures on areas they 

need. Realistically that should be the group pushing for these ideas. I don’t know 

how much they are doing really.” 

Thus, in order for change to be enacted there needs to be more representation not 

just at the University level but also at the institutions that enact change such as the 

Unions. However, as per the previous discussions Edward has suggested that power 

rests with: 

“the head of the department and these professors” 

and if power rests with these individuals and they recruit in their own likeness for 

example then these individuals will continue to perpetuate the current system which 

is in place and therefore BAME staff do not feel confident that the current system 

addresses their needs. Therefore, one approach to remedy this is to make use of the 

networks that staff have in the sector and in the institutions that they work in to 

circumvent these challenges. Personal networks become important because William 

would argue: 

“it comes with who you know and the BAME do they know a lot of people or have 

much influence.” 

However, if there are no role models or if there are no connections it can be very 

difficult to navigate the challenges that are attributed to working in the HE sector and 

the various other constraints. 

7.2. The Role of Line Management 
The discussions around line management have tended to be quite positive. The 

participants have discussed line managers in a positive light with regards to the roles 

and their careers. In most cases where the institution or the sector may appear to be 

hindering the participants, their line managers have been the driving factor that has 

been pushing for change. Anna discusses how she was: 

“considering applying for promotion this year, that was suggested by my line 

manager. I wasn’t actively thinking about it just because my priorities are different. 

My line manager suggested it, so I thought why not.” 



156 
 

In order to progress in their career, the support of the line managers for diverse 

academics is the catalyst that drives change and pushes diverse academics to make 

these advancements in their careers. The line managers also allow autonomy and 

have allowed the participants to choose which path they feel would be good to go 

down with regards to the career but further to this it would appear the confidence to 

progress in HE comes from the line managers. Charles suggested: 

“the support was in a different way. I have been given the choice to choose what 

pathway I would like to go down. I am teaching and there are different roles for 

example, I was given the choice of which role I would like to go for.” 

The level at which management takes place does not appear to affect the 

opportunities or the challenges that diverse academics tackle. The previous 

examples were of academics at lecturer level but even at the Vice Chancellor level 

the common denominator would be the support that is afforded to BAME academics 

that has allowed the participants to progress. For example, Fred discussed how: 

“you have to work with the board of governors as well as the leadership team to 

effect those kinds of strategies and as I have just been here we have approved our 5 

year strategy which EDI is at the heart of it” 

The same can be said about BAME staff working on the administrative side of the 

sector and the participants here to feel they can truly engage with their work and 

contribute effectively through the support of their manager. Jack who works on the 

administrative side of a Red Brick institution argues: 

“The University supports me by providing a great manager who is really supportive, I 

don’t feel the university is over my shoulder because I can and have said what I want 

to say regardless of who I am criticising because sometimes in this line of work it 

feels too sensitive but I haven’t had that, I feel can raise issues and there isn’t an 

immediate backlash.” 

In fact, Kevin has suggested that line management has actively engaged with him in 

order to work towards his promotion and they have had active conversations to 

ensure that this has taken place. Kevin discusses how: 
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“My line manager is the head of school there is a very flat structure in my university. 

It is great when you have flat structure you can speak directly to the top person 

rather than having layers and never getting to the top. My line manager is great 

probably the best I ever had, very supportive. It doesn’t influence my ability to 

progress.” 

The importance of line management can therefore be seen and also illustrates the 

importance of support structures particularly in the case of BAME staff and not just 

from the academic perspective but for administrative staff as with the right support 

mechanisms staff are able to progress and move along in their careers. 

7.3. University Diversity Policy 
Whilst the participants have suggested that line management is the most beneficial 

aspect with regards to working in HE in terms of providing opportunities for career 

progression, policy makes a substantial contribution to the opportunities for career 

progression for BAME staff. The participants do agree that having a policy in place is 

good and there needs to be policies in place to engender greater representation. 

There is, however, a scepticism with regard to the policies that HE has in place and 

the implications for BAME staff. Anna thinks: 

“diversity policy should exist, my issue is the huge gap between theory and practice. 

It does not mean because you have a policy, this policy is going to be implemented 

nor does it mean the existence of a policy is going to eradicate inequalities in the 

workplace, it is good to have a policy.” 

“I have mixed feelings about this, I am not sure that the policy actually achieves 

anything worth talking about” (Edward, policy). 

The suggestion is that although universities have these policies in place and this is 

good, this is not being translated to what is actually happening on the ground and 

diverse staff are aware of these diversity policies. The evidence of what change is 

happening is not being seen. Further to this Beverley alludes to the composition of 

certain departments within universities and, how the composition of these 

departments influences the types of policies that are created. Beverley goes on 

further to suggest these policies do not take into consideration intersectionality and 
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those staff that identify with multiple characteristics and therefore these policies may 

be inadequate. 

“universities are not very diverse and it becomes normalised to have all white people 

within a particular department, or on a committee or represented at senior level, I’m 

talking about racial diversity but it is much broader than that, there are a whole load 

of protected characteristics and there are also an intersectional approach.” 

(Beverley, policy). 

In fact, Edward would argue, these policies have the opposite effect of what they are 

supposed to achieve and the current policies that universities have in place are 

doing more harm than good with regards to the opportunities they intend to create for 

diverse staff. 

“I would flip the question, I would rank these university’s on how much they destroy 

your career and I’m someone who has grown in the last 10 years because I have 

moved institutions, within the institutions no, but I feel rather emotional about it, they 

have lots of these policies and systems, but they achieve everything but what they 

are supposed to.” (Edward, policy) 

Edward suggests that the challenge that universities are facing is that they are 

unaware of what is actually happening on the ground and that the HR departments 

need to take a more hands-on approach with regards to diversity in order to bring in 

policies that will actually make a difference. 

“The problem is university and HR departments have no clue.” (Edward, policy). 

Similar sentiments have been put forward by Kevin with regards to how these 

policies are implemented. Universities are auditing themselves to ensure that they 

are on track and engaging with diversity to ensure the policies are making a 

difference: 

“The universities have these policies that look nice on paper but in the end it’s about 

what ends up happening does that translate into anything. I don’t think this is the 

case. It’s great they are there but they need to be enforced in order to matter or 

make a difference.” 



159 
 

James is of a similar disposition and feels that although there is policy with regards 

to increasing representation in universities, the policies may just be a tick box 

exercise which do not translate to improving the current climate of diversity in HE. 

“I would say because we need them but if the diversity policy is going to make a 

significant tick box which is what I feel it is” (James, policy). 

Participants feel policy is good and it is beneficial to have some form of policy than 

no policy, however, the challenge then becomes how do universities and the sector 

alike measure if these policies have been a success and how do universities ensure 

this does not come across as a tick box exercise to staff. 

7.4. The Lecturer as a Role 
The roles that staff find themselves working in present challenges as well. All the 

participants expressed an interest in progressing in their careers. The sentiments 

were similar with BAME staff in both administrative roles and also the participants 

who were engaged in teaching. The difference came with regards to administrative 

staff when looking for progression opportunities were seeking to leave their current 

institutions and academia as a whole in order to pursue advancements in their 

career. Jack for instance has suggested: 

“I am happy in this role for now and the near future, what I’m good at is sorting out 

the real concerns and not the ones fed by lies and polarisation because I listen to the 

real concerns, and I explain why the other concerns aren’t valid. Long term there are 

other public sector organisations that deal with concerns not just higher education 

but Think Tanks and consultancy organisations so that is long term for me.” 

The underlying sentiment is that in order to progress, the avenue to progression 

particularly with regards to working on EDI policies and issues is to move out of HE 

and to progress in other organisations such as Think Tanks. The challenges 

academic staff face are different in the sense that they feel their workloads are 

biased either towards more teaching or conversely more research and therefore 

participants feel they do not have the right balance to allow them to progress within 

HE. Abigail has felt: 
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“If I focused on research this would have eaten into my lecturing time. That in itself is 

a barrier to progression, if you spend time teaching you lose out to somebody who 

has focused on research.” 

Therefore, it would appear academics are being given a disproportionate amount of 

either teaching or research and therefore cannot develop other skills that would 

enable them to progress in the organisations or staff feel they have to leave the 

sector altogether to find new opportunities. Staff are also feeling they have to take on 

specific roles so as not to be overwhelmed with work which has been cited by other 

academics. 

“The institutions didn’t have anyone who was qualified enough to do this and I took 

this on because I think I can do this reasonably well but if I don’t take this up the 

workload model is something you have to fill, the hours need to put somewhere 

because if you don’t you leave it to the person wielding the magic wand of the 

workload” (Edward, role). 

James in particular feels that academia is no place for diversity and issues of class 

have come to the forefront. Therefore, participants feel out of place and as a sector 

this is posing a challenge for progression as there are sentiments of not being 

welcome. 

“It’s a middle-class job for people who get PhD’s and who happen to want to become 

academics, it has never been, nor will it ever be seen as a place for diversity. There 

is no affirmative action policy for that, we don’t go out and recruit extensively within 

diverse communities, we don’t do what we are supposed, and it is not visible.” 

James feels that there could be more done to engage with applicants or staff from 

different backgrounds and not enough is being from this perspective in order to 

ensure that HE is more representative with regards to the composition of staff both 

academic and administrative. 

To conclude there are a number of different phenomena that participants have 

discussed being significant in terms of working in HE which have had an impact on 

their ability to progress within the sector. The one positive aspect that has emerged 

from the data is the positive relationship between line managers and the diverse staff 
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they support. The overall, sentiment here is that if it were not for line management 

who actively encouraged diverse staff to progress in their career then the state of 

diversity and progression may be different. 

7.5. Concluding Thoughts 
The previous two chapters have looked at how societies and government as well as 

senior managers and universities in themselves can adapt and increase 

representation in their organisations. However, the next chapter will look at the 

individual academics and their perceptions of diversity and how BAME staff have 

been oppressed and what the forces that act on these individuals in relationship to 

representation and areas for development and change. 
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Chapter 8: Theme 3: Ambition in HE 
The following section will discuss phenomena and themes that have emerged when 

looking at aspects that have affected individuals working within HE. In particular the 

super-ordinate theme of BAME staffs’ ambition and subsequent subordinate themes 

around career progression will be explore. The participants have identified 

phenomena they feel are personal to themselves with regards to the challenges they 

have faced and the implications these have had on their experiences of working in 

HE. The themes that have emerged from analysing the data which have been placed 

under The Individual which will be looked at in depth in the next section. 

This builds on the previous chapter which discusses the role HE as an institution has 

to play with regards to representation for BAME staff and the different facets with 

regards to a career for BAME staff in HE. Whilst the previous chapters we could 

argue sheds light on the macro environment; whereas this section will look at the 

individual and the challenges they face with regards to working in HE and in terms of 

their career progression. This section also has elements of the macro environment 

when taking into consideration the effects of glass cliff roles and gatekeepers for 

example. 

Ambition is key theme of the findings that is significant to participants. The 

participants (with the exception of Abigail) that took part in the study expressed an 

interest to progress within their careers and within HE. The interviewer framed the 

discussion to draw out what aspects the participants felt made it possible for the 

participants to progress but also the participants articulated the factors that hindered 

their ability to progress. 

8.1. Opportunities for Career Progression 
Most of the participants have taken a positive view of opportunities for career 

progression within HE. The influence of line managers here comes to the forefront 

again and how support structures have had a crucial part to play. However, at the 

most senior level i.e. Vice Chancellorship, Andrew has felt: 

“So clearly as I have ended up as a Vice Chancellor hasn’t been too bad to me but 

perhaps without being arrogant, I am an exception rather than the norm”. 
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Indicating the challenges, he has faced but also the lack of diversity in HE at senior 

levels. Andrew goes on to discuss his perceptions of people from diverse 

backgrounds making it to senior levels and takes the view that it is very difficult for 

diverse individuals to obtain such roles: 

“there aren’t many ethnic minority Vice Chancellors in the country so I think there are 

barriers for people from marginalised groups, ethnic minorities to get to the top 

because there aren’t enough of them and there different types of challenges we face 

in the sector” 

“I see people like me in positions of power even though there may not be as many as 

I would like to see, I still see them around and I see them here, I constantly have to 

ask where are all the black people you know are they in a basement somewhere 

locked away” (James, Opportunities for career progression). 

However, at the level of lecturer the context is different, and participants have 

acknowledged the work of their managers to facilitate progression and participants 

such as Charles have felt: 

“pushed forward rather than being stopped or slowed down” 

but also, that their diversity has been seen as an advantage as opposed to a 

hindrance and that has enabled them to progress within the university system. 

“To be fair sometimes, I have felt privileged because they see me as a person that 

has an international background. My background led me to be interviewed on the 

news because of my Middle Eastern background. So far it has been helpful more 

than a barrier.” 

Therefore, the challenges that diverse staff face with regards to career progression 

would appear to be exacerbated the further up the progression ladder whereas 

diversity would appear to be valued at the lower and middle levels. Conversely, 

academics who want to progress through the research route would appear to find the 

situation more challenging: 

“In post 1992’s this is less of an issue because people aren’t that bothered about 

research and their career progression doesn’t depend on research and you have 



164 
 

these pathways where you can become a teaching professor.” (Edward, 

Opportunities for career progression). 

The data would suggest it is much more difficult for diverse staff in research 

intensive organisations and it is easier to progress in Post 1992 institutions, this is 

mainly attributed to the skills that are associated with publishing in the required 

journals which UK institutions do not appear to be offering. 

“if you are not trained in one of the top American schools you will not get into my 

journal. You have got to learn how to manage this, this type of training as well as 

actual hands-on research training” (Edward, Opportunities for career progression). 

The data again would also point towards intersectionality in the sense that it is very 

difficult to get promoted in HE and in particular Russell Group and Red Brick 

institutions because: 

“this is a White Boy’s Club and I use the White Boys term as in male and female not 

just male.” 

“when I went to any MBA Directors conference, I noticed it is a white man’s club and 

the school gave me the confidence and I completely transformed the MBA program” 

(John, Opportunities for career progression). 

but this becomes more challenging for women as the challenges they face 

compound and John suggests: 

“you might have noticed in many universities being a research professor is in good 

number but the challenge is getting women into professorship and in particular 

women of colour is challenging” 

In conclusion the overarching discussion is around the complexity around career 

progression in HE. This becomes more challenging for individuals with multiple 

characteristics (intersectionality) but also participants have generally discussed 

having to move institutions in order to find opportunities for progression: 

“That is kind of not an easy thing to achieve, generally in academia the way you 

progress is stick with your current employer forever and at some point, you will be 
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lucky enough to progress or B you move to another job elsewhere.” (Kevin, 

opportunities for career progression). 

“It was easier to apply for another job than to fill in the paperwork for promotion.” 

(Kevin, opportunities for career progression). 

Further to this, the lack of role models is another aspect of diversity and progression 

that poses a challenge as participants felt they had no inspiration to look towards in 

order to achieve their goals and progress in HE. 

8.2. Glass Cliff Roles in HE 
Edward discussed his role the Red Brick University where he works. Edward 

describes the process behind his decision to lead on the MBA. Edward’s concern 

was around being inundated with work and therefore in order to allow himself to have 

the opportunity to work on projects within his role that would allow him to progress 

later on Edward took on this role to give himself that flexibility but also so that his line 

manager would not overburden him with work. 

“They hired specifically for that; I had two roles to choose from. That summer I was 

approached with the MBA job simply nobody else, there maybe was somebody to 

take this position but they didn’t have my profile and they just wouldn’t say yes to it 

because it would be career suicide whereas I felt pressured to take it and I even had 

arguments at home about this, my wife knows that would mean more tasks there is 

no kind of order to it.” (Edward, Glass cliff). 

Edward specifically discussed how detrimental it would have been to his career had 

he not taken on the role. Edward went so far as to describe the situation he found 

himself as career suicide. Further to this taking on the role had implications beyond 

his working life, and this was having an impact on his home life given previous 

experiences of working in such positions and the strain this brought on his life. 

The were more severe consequences that were associated with not taking on the 

role as the university Edward worked at was going through financial difficulties and 

therefore but not taking on the role would have meant that Edward may have lost his 

job. Therefore, the role became a means to justify his position within the entire 

organisation. 
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“I took it on because otherwise there was kind of a threat in the air that my workload 

and at that point the university was looking at getting rid of people for financial 

reasons.” (Edward, Glass cliff). 

The importance of these roles therefore becomes paramount not only from a career 

perspective but also in some cases for the livelihoods of the participants. This is 

consistent with other participants who have discussed they have felt they have to 

work significantly harder than their counterparts in order to progress but as in the 

case of Edward their jobs may even be on the line. 

8.3. The Impact of Gatekeepers 
Participants have also discussed the importance of networks and having access to 

the people that control the resources in the organisation. There is a consensus 

amongst the participants that is better to keep these people onboard and to build 

networks with these individuals first of all to get access to resources but also there 

are subtle negative connotations that are associated with not pursuing these 

relationships. Charles described how the pandemic has meant that he has not been 

able to develop these relationships and therefore this has had a negative impact on 

his ability to network and potentially get access to these resources: 

“In terms of progression because I’m fairly new to my University and because of the 

lockdown you don’t have the same time to get in touch with people and to get to 

know people” 

However, connotations of power do permeate the discussion here and Edward 

explicitly discusses how much power the heads of departments have and how they 

can use this power to influence diverse academics for their own gain: 

“this is crazy because if you’re the head of department you’ll be doing my personal 

development plan, you’ll be doing my HR review but still if you are co-authoring a 

paper or funding application with me there is a clear direct conflict of interest” 

(Edward, Gatekeeper) 

“I have experienced the problem there too, it’s the people who control the 

department budgets and who work out costs.” 
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In terms of the career trajectories of diverse academics this can be hugely significant 

considering if you are not giving these gatekeepers what they want, or you do not 

have a good relationship with them it can be slightly challenging to get access to 

resources or even progress. Further to this if you are not within the right social and 

work circles within the university it can be very difficult to progress from a career 

perspective. 

“Huge factor, it is a clique, there is no, and I am not saying from some bitter minority 

type disgruntled thing, it is that basically the system is geared towards a certain type 

of individual” (James, Gatekeeper). 

The importance of networks and gatekeepers cannot therefore be underestimated as 

this has far reaching effects not only in terms of their career progression but getting 

access to the resources staff will need in order to engage in activities that would 

allow for progression opportunities. 

8.4. Perceptions of Self 

8.4.1. Identity 

Participants in this case were asked their perceptions of the term BAME and 

although participants and in particular Abigail have expressed an understanding of 

the term Abigail felt indifferent about the term. 

“It’s been a long year of questioning and I live in a house where I have got activists. 

Generationally there is often a difference because I am a little older. I don’t know if I 

have questioned these things. I feel, maybe I understand it’s difficult to deal with 

people from different groups and you are trying to make a point, I haven’t given it too 

much thought, I don’t use it and I don’t see myself using it. It just means that it 

doesn’t hold as much meaning to me.” 

However, Abigail does allude to this being a generational issue as the younger 

generation may not take so kindly to using the term. In Abigail’s case for example 

she suggests the term BAME has no meaning to her and does not perceive this to 

affect her. However, Abigail does understand the significance of the term and its 

importance with regards to trying to manage people from different backgrounds 

displaying different characteristics. 
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8.4.2. Perception of Others 

The interviews took a different perspective when participants were asked to look at 

themselves in relationship to their counterparts and the interviews took a more 

critical tone towards the categorisation of individuals. For instance, Andrew who is a 

Vice Chancellor, discussed issues relating to stereotypes. Andrew discussed the 

lack of role models who were from a diverse background who are in similar positions 

and therefore he felt he had to model himself on what is perceived to be a Vice 

Chancellor within the UK. 

“I had a notion of what a Vice Chancellor would look like and do, those are the 

stereotypes of the white colleagues I have seen.” 

This also has connotations of the self and from the discussions is significant in terms 

of how BAME staff feel they have to model themselves on what society perceives to 

be the ideal within a sector. However, Andrew discusses his own stereotypes here 

but does not explicitly suggest this is the norm.  

Beverley and James in contrast to Abigail does find the term BAME challenging and 

express their disregard for the term. Beverley for instance feels the term BAME by its 

very nature is exclusionary firstly because: 

“Black Asian and Minority Ethnic, there is so much diversity within that group and the 

experiences of black people are different to the experiences of Asian people and 

even within the Asian those experiences are different and to lump us all in one 

homogeneous group doesn’t work.” 

This phrase is used as a catchall and too broad, within the different categorisations 

there is even more heterogeneity but also it also makes the assumption that the 

experiences and challenges faced by the different groups of people can be grouped 

together. James particularly hates the terms BAME and feels the term is: 

“I think it is disrespectful and it does not at all help the minority community.” 

The key message James and Beverley are aiming to put across is that the 

terminology positions people with diverse characteristics as outside of the norm and 

therefore diverse individuals are seen as different. However, some of the participants 

did take a more pragmatic approach towards the categorisation of diverse staff within 
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the UK. For instance, William has suggested; it would be otherwise be very difficult 

to categorise individuals from diverse backgrounds and therefore this is the norm 

and the reality of the composition of society. 

“I don’t see another word you can use to describe a particular group. That term is 

being attacked. I don’t have a problem with BAME because it is the reality.” 

On the other hand, Andrew feels that he prefers the term minority ethnic as Andrew 

feels this is a more inclusive that the terms BAME as this takes into consideration 

individuals who not only display visible differences but as well invisible differences.  

“I think I prefer minority ethnic rather than BAME because there is visible minority 

ethnic and non-visible minority ethnic” (Andrew, Perception of Others) 

There would appear to be some difference with regards to the participants 

perceptions of themselves in relationship to others. The overarching sentiment is that 

the terminology associate with diverse staff needs to be addressed and although 

some participants are comfortable with term. The discussions have suggested a 

more inclusive term would be beneficial that did not exclude or position individuals 

from different backgrounds outside of the norm. 

8.4.2. Concluding Thoughts 

Having discussed the phenomena that have an impact in BAME staff with regards to 

their employment withing HE and also some of the aspects that may influence their 

employment in HE and also their opportunities for career progression and 

development. The next chapter will discuss the barriers that have been identified as 

significant with regards to impeding progression within HE. The next chapter serves 

to illustrate in a concise manner the challenges and complexities that are prevalent 

within HE and the issues that institutions as well as society need to address in terms 

of creating more representation. 
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Chapter 9: Theme 4: The Barriers to Working in HE 
Participants also engaged in a discussion of what their perceptions of theme 4 which 

are the barriers they have encountered whilst working in HE. The sub-ordinate 

themes have been illustrated above and capture the challenges BAME staff have felt 

they have encountered whilst working in HE. The following section aims to discuss 

the major challenges BAME staff have faced and their perceptions of working in HE. 

This chapter builds on the previous chapters and culminates in a discussion to 

illustrate the challenges that BAME have felt personally affect them with regards to 

working in HE. This chapter also illustrates the multiplicity of factors that contribute to 

the experiences of BAME staff working in HE and how these different factors 

combine to define the experiences of BAME staff. 

9.1. Discrimination in HE 
Participants have illustrated how discrimination has had an impact on their 

experiences of working in HE. In some cases, the discrimination that is subtle and 

discreet: 

“Looking at the previous experiences, universities mirror the societies they are part 

of and if they mirror the societies, they are part of then the government owes the 

society if they want to make progress in those areas.” (Abigail, Discrimination). 

Abigail has felt discrimination with HE is not isolated and that universities are 

emulating what is happening in the wider society. Therefore, the lack of 

representation of BAME academics in HE is a result of what is happening in general 

in society. This feeds into different organisations and institutions which is reflected in 

the practices of the different institutions i.e. HE. 

On the other hand, Andrew has discussed how the discrimination he has 

experienced is more overt. To the extent that Andrew has felt his contributions have 

been overlooked and to the point where it has been difficult to engage with other 

academics. 

“at important meetings I have been treated different in academia, listening to my 

contributions they would think that my contributions were less important than some 
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of my white colleagues and even in meetings and networking sessions it would be 

hard to network” (Andrew, Discrimination). 

Further to this, different participants have also alluded to the fact that they have to 

alter or change their appearance in order to fit in or indeed be taken seriously within 

academia. Participants have discussed having had to change their appearance in 

some instances having to cut off their dreadlocks in order to fit in but also to change 

the way participants speak in order to be perceived in a certain way. Participants 

have seen this as a barrier in itself as participants have felt they cannot be authentic 

with regards to approaching their work. 

“the way you speak the way you handle yourself has to fit with a certain norm and 

that is a barrier as well” (Andrew, Discrimination). 

This therefore highlights the covert expectations that are placed on academics to 

conform and to meet the expectations of what society has deemed as acceptable 

with regards to teaching in HE. The practices of recruitment also with HE has come 

into question reflecting the covert discrimination according to Kevin as he is unsure 

the lack of representation of university particularly as these diverse applicants get 

shortlisted but then do not make it passed the interview stage. 

“You see recruitment for the role and many of them just went to white people. You 

think if they invited them for an interviewer surely, they are competent enough to get 

the job but in the end there is magic happening and someone else gets the job” 

(Kevin, Discrimination). 

This would therefore, correlate with the previous discussions with regards to policy 

and practice with the UK HE sector, i.e. the current practices being a tick box 

exercise. The participants still feel discrimination plays a significant role in terms of 

their progression and representation within HE. 

9.2. Society and Discrimination 
The following section discusses the theme that has emerged around how the 

participants have navigated society and how discrimination has had an impact with 

regards to BAME academics experiences around HE. The following section will start 
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with a discussion around stereotypes and the implications for BAME staff working 

within the HE sector. 

The participants have provided their perceptions with regards to the state of society 

within the UK and what this has meant for HE. Abigail for instance has suggested the 

“discussions” around which group of people or which is most superior is making its 

way in HE and Abigail specifically suggests: 

“All of the debates have been on superiority of one group over another, they have 

translated from society into HE as well”. 

This would appear to indicate the superiority of one group over another with regards 

to their position within HE and also Abigail is alluding to opportunities for career 

progression and advancement. There would also seem to be an admission by 

Abigail as to the lack of credibility as a result of being foreign but, there is a disregard 

for the different experiences BAME can offer. The discussion as presented highlights 

Abigails’ sentiments in that she does not feel as academics that come from diverse 

backgrounds are valued in terms of their opinions and what they can offer for 

example, Abigail would suggest: 

“When I think of society, there is still a long way to go in terms of understanding the 

fact that varying experiences need to be acknowledged, first of all to be 

acknowledged for what they are and then to be appreciated for the perspectives, the 

broadening of perspectives and understanding they can bring.” 

However, Andrew and Jack would concur the points put forward Abigail and suggest 

the terminology used to describe diverse individuals is a barrier in itself and does not 

take into account the heterogeneity of diverse in individuals in the UK. Andrew 

highlights how for example if: 

“for example if you take Asian although it is a very broad term, within Asian there are 

Bangladeshi’s and Pakistani’s and Indian’s and Chinese are completely different 

types of challenges so I can understand its convenient for some characterisation but 

it is also misleading I am not entirely comfortable but I understand why it exists.” 

This would suggest BAME as a descriptor in itself is a barrier as society does not 

recognise the various other groups are contained with these blanket terms. This 
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would lead to the suggestion groups of people from particular backgrounds are being 

overlooked and to some extent not recognised by society. This is happening to such 

an extent that the participants feel they have to relinquish their identity so that they 

may fit into society and fit the mould of what constitutes acceptable, so much so that 

if you do not fit into the norm, Andrew suggest “that is a barrier as well”. 

However, the participants do acknowledge there has been some steps that have 

been taken with regards to ensuring greater representation in society and in HE as 

well. Charles for instance is of the perception that Black Lives Matter (BLM) has 

played a significant role in working towards greater representation of minority staff in 

the sense that when there is: 

“a social movement and you get the politicians onboard; they have because they 

need voters on their side. Many of these things they come from the society itself. 

They push the decision makers and the politicians to become regulation and 

sometimes it’s the other way around.” (Charles, Society and Discrimination) 

There are undertones however, of change only being initiated when those that are in 

power stand to gain from this and that change that is brough about is only done by 

politicians who stand to gain from appeasing certain groups. This would, therefore, 

bring into question the intentions and meaning behind these actions by individuals in 

power. One would, therefore, have to question the implications for society in the 

absence of BLM. 

In addition to that James (Society and discrimination) would has described academia 

as: 

“It’s a middle-class job for people who get PhD’s and who happen to want to become 

academics, it has never been, nor will it ever be seen as a place for diversity. There 

is no affirmative action policy for that, we don’t go out and recruit extensively within 

diverse communities, we don’t do what we are supposed, and it is not visible.”  

This would bring into question as the intentions of HEI’s in relationship to BLM and 

improving diversity and the motives for engaging in practices to improve diversity. 

The role HEI’s in promoting discrimination is also drawn to the forefront. 
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9.3. Structural Inequality 
Structural inequality has been identified as a contributing factor to the challenges 

faced by BAME academics. Participants have cited that they have to change aspects 

about themselves in order to fit into academia and to be accepted. Andrew in 

particular has suggested: 

“They expect you to fulfil the way you speak, the way you handle yourself has to fit 

with a certain norm and that is a barrier as well.” 

The suggestion here is that diverse academics have to change their physical 

attributes in order to gain admission and if diverse academics do not make these 

adjustments, this can become a barrier as well. Compounding this is that some of 

the participants feel society has afforded white British middle class academics 

privileges which are difficult to overcome with regards breaking and subsequently 

working in HE. Anna takes the perspective that this is the case because: 

“inequality is embedded in the structures of organisations and society and you can 

try and work as hard as you can but it is still going to be harder for you to achieve 

certain things and access different spaces and have your voice heard compared to 

the occupational ideal of the middle class white male who has been privileged by the 

structure for many centuries.” 

There is almost a futility with regards to working in HE but also with regards to 

breaking into certain aspects of academia would appear to be unattainable due to 

the fact that these positions have predominantly been held by academics that would 

fit a certain mould and therefore making it challenging to enter these spaces. Further 

to this, Anna feels, that being a woman exacerbates these inequalities as these 

inequalities would appear to be engrained into society for instance: 

“in my department we occasionally particularly as women you get asked why you are 

not smiling whereas if you are a man you would not get the same question” 

It would appear that there is still a divide and a discrepancy between the treatment of 

men and women and not taking into consideration the previous statements put 

forward by Andrew in which BAME academics have to change their characteristics to 

fit in but also taking into consideration other intersectional factors like being a woman 
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and/ or being from a different racial background can have a connotations for working 

in HE and Fred still believes:  

“that there is still institutional and structural racism in HE and it manifests itself in 

many ways” 

This would appear to imply the challenges that BAME academics have manifested in 

different ways as were previously seen and although interventions such as Athenna 

Swann and the Equality Act 2010 have attempted to create a more inclusive 

environment, discrimination has taken on many forms and is still present. 

Participants have also suggested there are avenues, however, in which one can 

navigate discrimination and it would appear without having the appropriate networks 

in place it would be very difficult gain entry or progress within HE. Mary credits:  

“the networking and until I got this role I hadn’t had the opportunity to network with 

people at a certain and I don’t see how I would have had the opportunity to be where 

I am or where I’m going if I hadn’t had these opportunities” 

Mary would suggest; the informal networks mitigate some the barriers that these 

structures have put in place and would afford diverse academics the opportunity to 

progress and circumvent the challenges of being BAME in HE. 

9.4. The Influence of the Media 
This next section looks at the experiences of diverse academics in relationship to the 

media and social media and also highlights some of the opinions these academics 

have with regards to the media. The participants that took part in the study have had 

mixed experiences with the media and social media. However, the participants do 

agree that the media, and social media included have had an implication on diverse 

academics and their experiences of working in HE. The media came across as 

significant as this was seen by most participants as being a double-edged sword. 

Some participants such as Charles below see the media as instruments that purport 

and increase the divide in society by spreading ideologies and sentiments that are 

divisive. Whilst participants have certainly discussed this, the study does show that 

participants also see the media as something that is changing for the better and 
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highlights aspects such as the BLM movement to highlight inequalities and also 

opportunities for improvement. 

9.4.1. Social Media 

Charles for instance takes a negative perception of social media. Social media for 

Charles is counterproductive as social media does not allow people to broaden their 

perspectives. Social media in this case underscores people’s ideas or perceptions as 

they encounter people of a similar mindset. Charles suggests: 

“social media is becoming a force for evil rather than for good. You are surrounded 

by likeminded people, and you are bombarded by news either fake or real.” 

This would suggest that not only are people surrounded by other individuals that 

confirm their ideas or opinions, but it becomes difficult to differentiate the real news 

and what is fake which can reinforce disinformation. 

In more general terms BAME academics would refer to the media (and not just social 

media) with a hint of scepticism. There is the perception that the media in some 

instances uses certain stories to exacerbate the negative aspects of society. There is 

the perception that the media has: 

“it’s positives and negatives, a negative part of that, is some parts of the media add 

fuel to the fire” (Jack, social media) 

The underlying sentiment here is around with regards to the media not being 

objective in terms of what they portray to the public and do not reflect the true nature 

of events that are happening in society but only serve to grab those aspects that 

contribute to negative feelings or outlooks on society. 

However, that being said sentiment towards the media for some BAME academics is 

changing. The participants refer to events that have happened recently within society 

that shifted the way in which not only BAME people are treated within all sectors of 

the economy but also events like the Gender Pay Gap Reporting has forced 

organisations to re-evaluate representation. 

Jack feels the media has highlighted the different aspects that contributed the 

challenges that organisations face with regards to creating representation and that 
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universities in particular should: 

“know what the different areas are and the university is working on those issues so I 

think its improved a lot over the years and I think for universities in particular it’s in 

the media a lot” 

The participants would suggest the media has; therefore, picked up on those issues 

that needed to be focused on and the media has attempted to bring this to the 

attention of the public. Anna has a similar perception of the media as initially Anna 

had: 

“a lot of problems with certain sections of the media and the way they dominated for 

a long in terms they pushed a very middle-class white exclusionist agenda and I 

think that I have seen a shift in the media and how issues have been covered.” 

The media therefore only covered stories that were relevant to a certain group of 

people without highlighting aspects of society that were pertinent to different groups 

of people. However, Anna does believe this is changing and the media: 

“has shone a light on an area that needs to be investigated” 

reflecting similar outlook towards the media as Jack previously has. This highlights 

the perception although previously the media may have only portrayed stories to 

reflect a certain group of people, the media is also changing to become more 

objective.  

To conclude this section there are several different factors with regards to society 

and discrimination. There are some areas that are present challenges to BAME 

academics with regards to the definition of what an academic should be and what 

characteristics they should portray but also aspects such as the media play an 

important part with regards to society and making a change. 

9.4.2 Communication of Policy and Opportunities 

Another area that has come across as significant across the data is the 

communication of the policies and practices across HE. Participants have felt this is 

part of the reason as to why there may be a lack of representation within, HE but 

also with regards to diverse staff getting access to opportunities for promotion. This 
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also relates to diversity and inclusion training within the sector as participants have 

argued it is left to staff to find the information that is relevant to them. 

“Primarily, they are what I would call open policies, so when I say open policies in 

terms of, they are not directly communicated there is stuff that is basically the 

website” (James, Communication). 

“the manual that you get when you come into the organisation is part of the binder 

that you get on diversity and inclusion and the rest of it is disseminated through 

mass communication so there is no one on diversity and inclusion type stuff that you 

interface let’s say as an individual it’s all on us in that respect, so pretty much mass 

communication approach to it” (James, Communication). 

James has articulated how there is a mass approach towards the communication 

between staff and the universities. This reflects the previous discussions from 

participants who articulate the inadequacy of the categorisation of diverse 

academics, but this is reflected in the policies that are put in place as there is a one 

size fits all approach. This refers to the practice taken to manage diverse staff. Mary 

concurs and argues the approach taken by the sector to communicate with all 

members of staff needs to be addressed as different members of staff are not being 

taken into consideration. Therefore, the messages that are being put across are not 

reaching the staff or are being lost along the way. 

“Just more flexible communication, they use a platform to communicate with people, 

they say this is the training, this is what you need to do, I don’t think this captures 

everybody, I don’t think this captures the cross section of staff.” (Mary, 

Communication). 

The importance of line managers therefore comes to the forefront again as the data 

would suggest the messages from the university were distributed more effectively 

when done so through line managers as opposed to a university wide blanket 

approach. 

“I think that first all that this is something that is not very well communicated within 

the University so it’s not that when I started or had my meeting with my line manager 
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that she really pointed out to me what are the prospects, what I should be doing!” 

(Susan, Communication). 

Line management in the case of BAME staff would appear to be the first port of call 

for staff and for diverse staff the most practical approach towards getting the 

information across. The data would suggest communication on policies, 

opportunities for progression and promotion would need to come from line managers 

and an effective plan would be beneficial in that respect. 

“I feel they could have done more of this and also I never had a proper discussion 

with my line manager to put things down and let me know you are at this stage, I 

believe you tick these boxes for senior lecturer if you do xyz let us try and achieve 

that in the next 1 or 2 years, I didn’t have that and I believe that this is very important 

to have.” (Susan, Communication). 

The blanket approach towards communicating with staff would appear to be a focal 

point and one that staff are not comfortable with. Line management according to the 

participants would appear to be the most practical way to communicate information 

that needs to get across and in particular where diverse staff are no familiar with the 

opportunities that are available them this would be from the participants perspectives 

the most practical approach. 

9.5. Educating Society 
Participants have discussed the importance of education in terms of tackling issues 

around discrimination. The participants have made reference to this not only for 

themselves i.e. getting an education to navigate the challenges of working in HE and 

getting the opportunities for progression but also the wider public needs to be 

educated with regards to discrimination and the support they can give not only 

academics but also individuals who are facing discrimination. Charles is supportive 

education being the means to resolve the challenges that are associate with diverse 

individuals in society. 

“I think the best way is to educate the members and if things go wrong and 

supporting us if any conflict occurs from a racial or ethnographic background. I would 
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say mainly education and support if things do go wrong.” (Charles, Education of the 

public). 

Fred has also discussed his approach towards capitalising on the opportunities that 

he has come across and has also suggested that education has allowed him to 

make use of the opportunities and to take advantage of them. Fred has also subtly 

suggested that if it were not for his education, it is more than likely he would have 

been disadvantaged. 

“I have made use of those opportunities where it is in terms of educating myself in 

the UK” (Fred, Education of the public). 

Further to this Charles has also discussed the influence the government can have in 

creating more opportunities for underprivileged individuals. Charles has suggested 

that there needs to be much more support given to future generations so that they do 

not encounter the challenges as the generations before them. This again is based on 

the need to educate people from disadvantaged backgrounds to ensure they as well 

have the opportunity to progress within their careers. 

“Education and equal opportunities or somehow helping the underprivileged in terms 

of their payment or… and they have kids to go to University so if the government can 

step forward and if the government can help them in terms of their finances or 

education to remove the barriers, I believe that would be quite helpful.” (Charles, 

Education of the public). 

Participants have discussed an important aspect with regards to navigating the 

challenges of being a minority within the UK. In terms of the theme of barriers this 

section has discussed a number of issues that have made it more challenging for 

participants to progress within their careers. However, that being said, the 

participants have also discussed the approaches they feel would be beneficial in 

order to navigate these challenges but also from their experiences what they feel 

have been the most beneficial approaches towards tackling the challenges of 

working in HE. 

To conclude, this section has discussed, the role of society with regards to 

representation within HE. This section looked at a number of different phenomena 
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that participants felt were important in terms of representation within society and 

some of aspects that had a part to play in terms of integrating within HE but also 

subsequently the aspects would have implications on potential opportunities and 

also progression. Chapter 9 will explore the findings that have been deemed to be 

significant but will look at these in relationship to the current theory and literature. 
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Chapter 10: Discussion 

10.1. Introduction 
The previous chapter presented the findings with regards to participants that have 

identified themselves minorities within the UK HE system. The chapter has picked up 

on the major themes that have been derived from the analysis of the data. A number 

of key issues have emerged from the analysis, and these relate to the challenges 

that BAME staff face from working in HE to the positive aspects that would enable 

diverse academics to navigate those complexities more effectively. The findings 

produced 6 themes which either related to the challenges academics faced or the 

approaches the participants felt would enable them to address these issues if not 

completely solve these challenges.  

The findings were taken from a cross-section of participants that ranged from Post 

1992, Russell Group and Red Brick institutions in order to gain a better 

understanding of what it means to identify as a minority group working in HE. The 

findings also made use of participants who are at different points within their career 

in an attempt to gain understanding whether these challenges or potential remedies 

are specific to individuals at different points within their career. The findings did 

suggest there are numerous forces that are forces that are acting individuals ranging 

from general societal issues to aspects that are particularly relevant only to 

individuals. Extracts that were deemed as significant were used to highlight or 

illustrate the themes but also to illustrate for the reader areas which are deemed to 

be particularly significant (Smith et al., 2009).  

The aim of the research was to investigate the how Black Ethnic Minority Asian 

(BAME) staff experiences influence the actions and interventions designed by Higher 

Education Institutions (HEI’s) to address inequality. In the previous chapter, I 

introduced and presented the findings as a result of the discussions that I had with 

BAME staff working in HE. The previous chapter also provided the supporting 

evidence and made reference to the participants understanding of what constituted 

their social reality. The articulation and presentation of the findings and supporting 

evidence was portrayed in the format that is prescribed by Smith et al. (2009). Whilst 

I do acknowledge the authors write from the perspective of the Interpretive 

Phenomenological Analysis (IPA), the approach is beneficial for studies that have 
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taken a thematic analysis of the data which this study has done. In terms of this 

study, I have used the Braun and Clarke (2006) model. 

This chapter will then discuss these findings in relationship to the aim and objectives 

of the study but also with regards to contemporary discourse around BAME 

academics working in HE. It must also be acknowledged that the findings are derived 

from the context in which the data was collected but also the findings that were 

drawn at the end of the data analysis phase. These findings came about as a result 

of the philosophical and methodological position of the study. This chapter will 

discuss the themes that have emerged in the context of the literature and the 

implications this has on BAME staff and their careers in HE. 

10.2. Society and Discrimination 

10.2.1. Stereotypes and biases 

Ishak and Hussain (2022) describe the position of public sector institutions within the 

UK and the current context in which they find themselves in. Ishak and Hussain 

(2022) suggest the Equality Act (2010) was meant to create more representation 

within all organisations within the UK. However, the current situation may not have 

turned out as the Equality (2010) may have intended. According to Ishak and 

Hussain (2022), BAME academics are still experiencing discrimination with regards 

to their careers. The findings of the research have indicated that stereotypes still 

have a significant impact on the careers and progression of diverse staff within public 

sector organisations. This has meant that careers and career roles within HE are 

biased and structured towards the male perception of what success entails (Knights 

and Richards, 2003). The argument put forward by the authors suggest that women 

may not advance in HE as the career trajectory of female academics advocates for 

unbroken paths for example women who take maternity leave. Further to this, in 

order to progress women are expected to participate in research assessment 

exercises. This effects of this are compounded when participants have multiple 

diverse characteristics such as being black and being female. The literature would 

suggest there are multiple phenomena at play which are facilitating this 

discrimination within HE. Previous studies have made reference to CRT and how 

societies have leveraged the differences between people in order to perpetuate 

economic and social gain. Participants have discussed being subject to certain 
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stereotypes based on their appearance and even accent. Ishak and Hussain (2022) 

go further to suggest that social constructionism has a part to play in the inequalities 

that are experienced today. These phenomena are that such as stereotypes are 

systemic, and these disparities are imprinted in institutional practices and ideologies. 

These work hand in hand with individual biases to maintain historically imbedded 

practices and comprehension of social realities. Therefore, these stereotypes hinder 

the types of opportunities that diverse academics have as the literature concurs with 

the discussion that have been had with participants in the sense that due to the 

preconceived perceptions institutions have with regards to BAME academics ability 

to teach or to engage in research may hinder their progress. 

10.2.2. Structural Inequality 

In terms of structural inequality Bhopal and Henderson (2021) argue this is rooted in 

covert racism which still permeates UK HEI’s. The data has suggested that 

participants have experienced covert forms of racism and also micro-aggressions, 

which in part have contributed to BAME members not being present at meetings 

where decisions are made for example. However, Bhopal and Henderson (2021) do 

argue there are multiple forms of structural inequality, first of all there are significant 

differences, in the composition, of the senior leadership teams highlighting 

differences not only in pay of staff from different racial backgrounds but also between 

the genders. Further to this there are also disparities in the recruitment, promotion 

and pay of BAME staff and their counterparts. Not only this but numerous 

participants have discussed experiencing these micro-aggressions on a daily basis 

but out of the potential for further negative repercussions with regards to their 

opportunities for career progression, Bhopal and Henderson (2021) have argued 

diverse academics have tended to keep these concerns and experiences to 

themselves. 

Andrews (2019) concurs with the aforementioned arguments but goes on to further 

suggest that HEI’s are compliant in perpetuating structural inequality. Andrews 

(2019) would argue that during Theresa May’s tenure as Home Secretary there was 

an increasing drive to bring down the net migration numbers, HEI’s were complicit in 

reinforcing structural inequality to the extent that institutions were making use of the 

data they collected and how they collected that data to comply with national agenda. 
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This has also coincided with the privatisation of the UK HE sector. As previously 

stated by participants, academia is seen as a middle-class role, which is very difficult 

to get into. Therefore, Andrews (2019) would suggest particularly at research 

intensive universities, in order to protect their finding at the expense of their public 

status. Research intensive universities have alienated certain segments of the 

population i.e. diverse academics who would have come into these roles. 

However, that is not to say that HEI’s are not attempting to take positive steps in 

order to address these challenges. Bhopal and Pitkin (2020) have suggested that UK 

universities have engage in initiatives such as the Race Relations Act and Athena 

Swann in order to boost representation. However, if we bring back the discussions of 

CRT when implementing these policies. These are done from the perception that 

white is the norm and therefore the policies that are put in place are only to address 

the perceptions of racism and these policies do not address actual racism. In fact, 

the literature would suggest such policies may increase biases as they do not 

address the behaviours of the people engaged in such practices. 

This is supported by the research that was carried by Janssens and Zanoni (2014) 

who argue, the majority of practice around DM and even to some extent the research 

DM has centred the individuals’ cognition and conceptualisation of discrimination as 

opposed to addressing structural dimensions of privilege, power and disadvantage. 

This draws the discussion back to the points that were raised by Bev, when she 

discussed issues around discrimination are only exacerbated when BAME staff 

reach employment because issues of power and privilege need to be addressed 

from the grass roots level where minority students in primary and secondary 

education are not provided the same support structures as their majority 

counterparts. This was very clearly evident during the Covid-19 pandemic and even 

now, the attainment gap between BAME students is significantly lower than white 

students. This decreases the job opportunities of BAME staff and later in their 

opportunities for career progression. Inequality at work as a structural component 

attached to this because the majority will determine the value of particular 

competencies and skills, which feeds into wage setting and recruitment for example. 

This is normally decided by positions of power and downplaying the value of those 
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that are less privileged. Therefore, those that are deemed less privileged will at least 

be conceptualised as less competent. 

10.2.3. Social Media 

Whilst social media has been found to be significant in relationship to the study of 

BAME academics working in HE, as a result of the BLM movement and the killing of 

George Floyd. Participants have argued the media in general has, in some 

instances, had a negative impact on BAME staff as the media reinforces 

preconceived stereotypes and biases towards BAME staff. Sikka (2022) argues 

whilst media coverage of the social realities of BAME people in general has 

improved and has come a long way with regards to highlighting the correlation 

between structural inequality and the socio-economic challenges BAME persons 

face. The media is also under increased financial strain which has meant media 

outlets have tended to publish stories to attract attention. 

Sikka (2022) goes on further to suggest that the media has used race to explain 

inequality as opposed to other more complex structural inequalities that have had an 

impact on the lives of BAME people. This, therefore, has meant that the way in which 

resources have been allocated in society have in part been based on the notion that 

the challenges that diverse staff are facing are based on race and the other 

complexities that affect the lives of BAME staff are given little attention. The media 

therefore reinforces aspects which may not be completely true and by continuing to 

focus on aspects that draw attention to the phenomena of race, HEI’s do not resolve 

or attempt to tackle the underlying issues that contribute to structural inequality.  

10.2.4. Tackling Discrimination 

Heitner et al. (2013) put forward the arguments for how we would know the diversity 

initiatives have been a success in organisations. Heitner et al. (2013) suggest the 

challenge to ensuring greater diversity in organisations is one of the most pressing 

issues that organisations are facing. As we have seen from the previous chapter the 

challenge really begins when we are defining diversity and participants have argued 

they feel left out by the term BAME as participants do not feel this term encapsulates 

them as individuals. This takes us back to the discussion put forward by Heitner et 

al. (2013) in the sense that if there is ambiguity with regards to how we are defining 

individuals within these groups then it can become very difficult to measure the 
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success of these initiatives. There also needs to be some work done on what we 

deem as the appropriate measure of diversity practices. This takes us back to the 

arguments that were put forward in the literature review in the sense that do we 

measure diversity initiatives from a quantitative financial perspective, in that the 

organisations financial performance improves or do we measure diversity from the 

perspective of the response of employees and leaders to change, responsiveness to 

customer needs and the innovation challenge. The complexity however, with regards 

to placing individuals into the BAME categories is that is depends on how one 

experiences their own diversity i.e. what they identify as will mean there will be 

variations in the experiences and outcomes of the different groups, for example a 

black academic born in the UK will have different experiences versus a black 

academic who became a citizen.  

This therefore brings to the forefront the arguments around the inadequacy of the 

categorisation of diverse individuals within organisations and how this does not 

reflect the various differences that people encompass. This also as per the previous 

arguments and the discussions that were had with participants, has led to diverse 

academics being categorised in such ways that places staff outside of the norm. Qin 

et al. (2014) also argue it is very difficult to conceptualise diversity and this forms 

part of the challenge of implementing effective diversity initiatives. Qin et al. (2014) 

have noted there have different attempts to conceptualise diversity i.e. diversity can 

be linked with certain personal attributes or with the distribution of certain attributes 

at the group level. Secondly, diversity has also been conceptualised as the 

demographic distribution of characteristics at an organisational level, for instance the 

work unit. Lastly, and more recently diversity has been defined as the 

conceptualisation of any characteristics at the individual level that lead to the 

perception that another person is different from self. Therefore, according to 

participants and the literature characterising or defining diversity in order to be truly 

effective should be inclusive of the various differences but should also not position 

the next person(s) outside of the norm. 

10.2.5. Navigating the Challenges of Diversity   

Having discussed the how organisations may begin to conceptualise and understand 

the differences and similarities between individuals and groups in the organisation. It 
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has become ever more important to understand the mechanisms that shape 

inequality (Healy, 2019). The literature does go on to suggest that is important to 

recognise how inequality regimes either force or encourage actors to comply with 

inequality regimes or be opposed to it. Therefore, in order to ensure that 

organisations are adopting policies that effectively encourage participation, 

organisations such as HEI’s need to be aware of these mechanisms (Healy, 2019). 

This builds on the work that was further put forward by Andrews (2019) which 

encourages careful consideration with regards how HEI’s navigation national policy 

for example. Acker (2006) for example who has written on issues relating to 

inequality regimes, race and intersectionality suggests that much of the social and 

economic disparity in most modern industrialised economies have been created by 

organisations and. In order to tackle or indeed navigate these challenges 

organisations need be at the forefront of tackling the challenges that diverse 

academics are facing. 

Further to this, and drawing on the previous arguments, the oversimplification of 

difference can have serious consequences for creating more representation in HEI’s. 

Therefore, Acker (2006) would argue society, organisations and institutions tend to 

overlook the mutually reinforcing processes of inequality. That is, organisations tend 

to only focus, and in some case individuals, on one aspect of discrimination such as 

gender, race or class. Therefore, it is important to recognise that if we look at race 

and as Acker (2006) would suggest pair that with ethnicity we would get multiple 

different social realities and therefore, this would problematise equality initiatives 

which tend to focus on one aspect of inequality. Therefore, to tackle these 

challenges, we must recognise that individuals and people (groups) encapsulate 

multiple identities and multiple categories and in order to be more effective with 

regards to navigate diversity organisations need to recognise this. 

10.2.6. Race and racism 

Overt and covert forms of racism according to participants are challenges BAME still 

face in terms of working HE. Myers (2022) discusses how covert racism within HE is 

still a significant factor within UK HEI’s. Myers (2022) goes on further to suggest that 

this racism is also embedded within the structures of the institutions and therefore 

are also contributing to racism. The UCU (2021) would has suggested that the 
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number of staff on fixed term contracts has risen over the past 12 years to 12000 

and there are still more Black members of staff on zero-hour contracts than any 

other member of the BAME categorisation. This underscores the arguments around 

how racism still permeates HEI’s even today but in more subtle ways. Therefore, one 

aspect of navigating race and racism is to tackle the covert racism in a way that 

ensures equality and representation for all staff in the organisation. However, Myers 

(2022) does argue BAME have not previously associate institutional racism as a 

factor that would hinder their progress within organisations. This is contradictory to 

the data gathered with regards to this study as participants are aware of covert forms 

of racism albeit without naming explicitly what that racism is. 

The key finding from the previous section would suggest that it is important to go 

back to our conceptualisation of diversity in order to develop more inclusive 

terminology.  The current terminology used to categorise diverse staff positions 

these individuals outside of the norm and to some extent the evidence would 

suggest (UCU, 2021) this has had an impact on the opportunities and the type of 

opportunities that BAME staff have access to. This has implications on the structures 

that determine and influence control and inequality particularly within the HE sector. 

However, there are still the complexities surrounding national policy which would 

have an implication on HEI’s and the policy and practices these organisations put in 

place.  

The following section will discuss HE as a sector and some of the challenges that 

diverse academics have faced with regards to working in HE. There are also, 

positives that have been derived from the discussions that have been had with 

participants who have highlighted potential courses of action that may alleviate the 

challenges that have faced by BAME staff. 

10.3. Higher Education as a Sector 

10.3.1. Power 

Power with regards to public sector organisations according to Wang and Seifert 

(2018) can be influential in creating more equality for BAME employees.  In their 

study Wang and Seifert (2018) discuss this particularly in relationship to managers 

and the senior leadership team. Further in this chapter there is a section devoted to 
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line management and how this has been perceived in a positive with regards to 

creating more representation within organisations. The literature would argue 

managers can exercise their power in terms of creating more representation counter-

acting the structures of inequality by combating discrimination, racism and bullying. 

Wang and Seifert (2018) do suggest however, that this needs to be done through 

human resource management and policy. Managers are deemed to have the power 

to enact such interventions to alleviate pressures such as racism, bullying and 

discrimination. The authors do go on further to argue, when BAME employees 

perceive these interventions to be taking place and managers were seen to be taking 

a genuine interest, even though BAME employees might have been paid less, the 

BAME members of staff did not feel as though they were being discriminated 

against. 

Lee (2021) goes on further to argue how HEI’s continually perpetuate the current 

structural inequalities and aim to maintain the status quo. Lee (2021) argues that the 

corporatisation of the HE sector in the UK, approaches to power have become more 

corporate as well, and universities are unlikely to promote individuals who they deem 

to be “outsiders” to senior leadership positions. Lee (2021) would argue sexuality 

and gender for example are not phenomena that are seen as personal to individuals. 

These phenomena become intertwined with the political and social discourses of 

power which allow the universities to maintain the status quo. Therefore, difference 

is used by those in/ and hold power as a means to justify the current structures of 

control. HEI’s therefore seek out identities that conform to the norms and values of 

society such as heterosexuality and therefore individuals who do not fit within those 

confines of society are excluded and removed. 

Structures therefore become a tool by which those who have access to power can 

use to maintain the status quo amongst individual and the senior leaders who fit the 

mould of what society deems as acceptable. This is a metric that is used to ensure 

there is conformity in society and to enable those in power to maintain control. This 

correlates to the discussions that took place between myself and the participants. 

The participants suggested those in power within HEI’s exercised power and control 

to maintain their position within the organisation. For example, leaders who had 
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access to those resources would provide access on the condition the subordinate 

would provide something in return that would either further the career of the 

individual who holds the power or would enable the status quo to retain their current 

position. Lee (2021) suggest HEI’s as a result of becoming more corporate should 

not borrow the approaches of leadership which affects social structure from the 

corporate world but, should instead develop their own practices facilitated by a 

context-based approach which affords individuals the opportunity to navigate the 

structures of power, and who may not necessarily fit within the status quo. 

10.3.2. Line Managers Promoting Diversity and Inclusion 

Amongst the challenges that participants discussed with regards their career 

progression one of the key aspects that employees felt worked well in terms of the 

opportunities they felt were available to them was through line managers. In most 

cases participants felt supported by their line managers and in some cases were 

even pushed to progress further within the organisation. I believe this highlights a 

key aspect, around the importance of having the correct support structures in place 

to facilitate inclusion. Downey et al. (2015) posit diversity and inclusion programmes 

and practices should be undertaken at an individual level in order to be effective. The 

literature would argue trust is an important aspect with regards to creating more 

representation and through social exchange theory (Downey et al., 2015) can create 

a climate that will allow diversity practices to permeate the organisation. 

It is important therefore for organisations to have effective diversity policies in place 

that aim to improve representation, but it is equally important how those diversity 

policies, practices and opportunities are communicated to employees. Most 

participants felt the mass communication approach did not appeal to them as they 

felt lost as to which policies specifically related to them, but participants did also 

highlight the importance of line managers in signposting participants to opportunities 

and relevant policies. 

Sharma and Nissar (2016) do however urge discretion with regards to the type of 

practices that line managers use to engage with diverse staff and the approaches 

line managers use to disseminate information. For example, Sharma and Nissar 

(2016), argue the culture of an organisation and making use of performance 
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appraisals can discriminate against groups of staff within the organisation. Further to 

this, biases within the performance appraisal procedure can have an impact on 

performance. The authors go on to suggest in order to implement effective diversity 

management practices organisations need to audit the culture within the organisation 

to discern the appropriate means for engaging with diverse staff. Increasing 

representation should therefore be seen as an opportunity and a challenge and not a 

hurdle. 

Noone and Ogbonna (2021) do however take a different perspective and posit that 

lower-level management can be a challenge when aiming to increase diversity and 

representation within organisations. Whilst the authors argue senior leadership is 

more open to diversity management programmes highlighting the strategic 

advantages lower-level managers tend not to engage with diversity management 

initiatives. In terms of this study, this does not appear to be the case as the 

participants have highlighted the support, they have received from their line 

managers, and this is at all levels of the career ladder. The challenges that 

organisations may encounter is management buy-in. That is, how do organisations 

convince line managers that engaging in diversity management practices is 

worthwhile. One of the approaches is to focus on the business case for diversity. 

However, some the challenges that organisations still face with regards to the 

reluctance of line managers is related to technology i.e. not making appropriate use 

of technology to increase diversity but also not understanding the difference between 

diversity and equality. 

Therefore, in the UK HE sector according to the data the most practical way to 

improve diversity and inclusion is to engage in the process with line managers who 

have responsibility for diverse academics. Janes and Harvey (2022) and Noone and 

Ogbonna (2021) argue much of the challenge in allowing agency when implementing 

diversity and inclusion practices is that managers act outside of what the strategy of 

the organisation is looking for. There needs to be more education for line managers 

which would enable them to manage diverse staff more effectively. BAME 

academics appear to engage with these policies when they come through line 

management. The literature would argue this is due to the trust that is developed 
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between line managers and staff and organisations especially HEI’s can leverage 

this in order to implement inclusion policies. 

10.3.3. Policies 

The policies on diversity and inclusion also present a unique challenge for HEI’s. 

Universities according to Scott (2020) are in danger of masking and confronting the 

structures the create inequalities within HE. This sentiment is echoed by participants 

have demonstrated a lack of faith in the policies enacted by both HEI’s and national 

governments as they do not feel these policies realise diversity and inclusion. There 

is a call by the literature to adopt more tailored approaches which are specific to 

individual organisations. The goal here is to ensure that HEI’s do not adopt off the 

shelf policies which will sustain the status quo (Scott, 2020 and Acker, 2006). More 

recent discussions around diversity and inclusion argue for a more reflexive 

approach towards more inclusive policies. HEI’s need to recognise the factors that 

perpetuate inequalities are systemic and structural and as a result it would take the 

whole organisation to demonstrate organisations value all members equally but also 

to right historic inequalities. 

This coincides with the discussion by participants who suggest the current policies 

that are in place are having the opposite effect and are serving to perpetuate 

inequality regimes instead of relieving them. Therefore, a new approach as 

described previously is required to ensure truly representative practices are put into 

place to ensure diversity and inclusion. Innstrand and Grødal (2021) suggest that 

fairness is essential when creating an environment that is conducive to diversity and 

inclusion and therefore when drawing up new policy and practice there needs to be 

equity and fairness designed into the policy and the recognition and awareness of 

inequality regimes to enable organisations to develop appropriate policies and 

practices to ensure they are inclusive of all people. Participants have suggested that 

HEI’s including HR departments are removed from what is happening and therefore 

the policies that are enacted do not reflect the true essence of diversity and this why 

the reflexive approach is important. This would allow organisations to become aware 

of where and how they are perpetuating inequality regimes to be able to enact 

policies that do not alienate BAME staff or indeed other staff within the organisation. 

Policy is an important aspect just as much as line management as this can give line 
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management the tools that are needed to facilitate more inclusion and needs to be 

taken into consideration. 

The research from the thesis as well as the literature highlights the challenges that 

are still present as a result of the policies that are in place in light of BAME staff and 

their promotion opportunities. Kirton and Greene (2016) as well as the participants 

have put forward arguments for policies in organisations to redressed to create more 

inclusive environments. Participants have argued the current policies particularly 

from HE have served to create more inequality than provided mechanisms for its 

improvement. The findings from the thesis would put forward the argument that there 

needs to be an overhaul of policy in the HE sector that should be considered in the 

whole employment lifecycle. HEI’s need address policy from the stage of advertising, 

recruitment and selection, through to BAME staff leaving the organisation.  

However, this needs to be done in collaboration with various stakeholders from 

universities such as BAME staff who have experienced discrimination to trade unions 

who will be able to lobby for marginalised groups. However, this brings the argument 

back to one of the original points of the study in that, if there are no diverse groups 

who are able to influence these discussions, HEI’s will simply reinforce commonly 

held norms and the commonly held practices will continue. However, should national 

policy not reflect at least the willingness to change then it is questionable whether 

HEI’s themselves will ever be truly inclusive in their practice. 

To conclude this section HE as whole, according to participants, is challenging to 

work in for BAME staff. However, with regards to addressing the objectives of the 

research there have been a number of insights into how BAME staff can navigate the 

challenges associated with working in HE and these go beyond looking at the 

physical makeup of BAME employees in an organisation to focusing on the 

structures that perpetuate inequalities. In addition to this line managers can also be 

influential in creating more opportunities by guiding and communicating opportunities 

for progression to BAME staff but also the policies that are put into place by HR need 

to be addressed and targeted towards diverse employees in order to be effective. 
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10.4. Perception of Self 

10.4.1. Identity 

This next section will discuss participants perceptions of themselves in relationship 

to colleagues has also been seen as important by participants. There is a 

comparison between the participants and their colleagues and counterparts in an 

attempt to model themselves against other people. This is significant as participants 

have discussed as there are few or no role models to look up to BAME academics at 

all levels model themselves on what they feel is the ideal academic who they feel 

does not come from a BAME background. Further to this, a recurring theme is the 

dissatisfaction of the BAME terminology and how the participants do not identify with 

the terminology. 

In terms of identity Johnson (2017) argues identity is an aspect that is constantly 

changing, and that identity is created and is constantly changing against the socio-

political context of any given point in time. The authors and participants argue that 

diverse employees’ identities are constantly being negotiated given the climate of the 

time. Therefore, identity for BAME employees is based on the intersection between 

race, ethnicity and gender etc. The challenge with the categorisation of BAME 

employees, and based on the discussions, participants feel as though this implies 

there is an ingroup and an outgroup and also that it is us (BAME academics) versus 

them (the institution). This, therefore, has shifted the perceptions of what 

opportunities are available to BAME staff given this socially constructed “otherness”. 

In their 2022 paper Kele et al. discuss the pitfalls in relationship to being from a 

BAME background and working in customer front facing role. Whilst this may not 

have direct comparisons to HE there are lessons that can be drawn from the 

arguments Kele et al. (2022) put forward. HEI’s are becoming more corporate and 

Kele and colleagues (2022) also make reference to Ackers (2006) inequality 

regimes. In terms of career progression Kele et al. (2022) discuss what they refer to 

as “embodied capacities and attributes”. This is defined as those employees that fit 

within a certain aesthetic will have the opportunity for promotion or career 

progression. This borrows from social identity theory in which only individuals who 

conform to a specific appear will have opportunities in their chosen career paths. 

This is significant as participants at both vice chancellor level and early career 
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academics have discussed having to change their appearance to fit in or having to 

model themselves as what society perceives to be the appropriate “person” for the 

role. Participants have felt they would have either not been employed in the role or 

would not have had access to opportunities had they not conformed to acceptable 

identities. 

Boulton in his 2016 paper refers to an interesting phenomenon known as code 

switching which refers to BAME employees going much further than just altering their 

appearance to modifying the volume, rhythm, tone and vocabulary to better 

accommodate their listeners or to conform to the role and power hierarchies of 

different social interactions. In terms of my findings, I have found evidence of this 

phenomena in a number of different contexts. Firstly, participants have discussed 

having to change or modify their accents when teaching out of fear of negative 

feedback from students but secondly participants have discussed in order to 

disassociate themselves with negative stereotypes that of their ethnic identities and 

therefore participants have described having taken on a more Eurocentric look in 

order fit in and be accepted. Malleson (2018) would also argue the inadequacy of the 

laws within the UK. Malleson (2018) argues the laws do not reflect the changing 

political, social and contextual factors that have an implication on BAME 

opportunities both in employment and progression. This again correlates to Ackers 

(2006) arguments on addressing the structures that create and perpetuate 

inequalities. This therefore has implications on how participants identify, and 

particularly should they have intersectional characteristics participants may feel it is 

necessary for them to change or modify their appearance or character in order to 

disassociate themselves with the negative stereotypes that are associated with 

which characteristic they identify with. Malleson (2018) does not feel legislation is 

doing enough to recognise intersectional characteristics and this is also working 

through organisations and is being exacerbated by the structures of inequality. 

There would appear to be a divide between BAME staff and their counterparts. 

BAME academics have discussed having to alter or modify their appearance and 

communication in order to fit in with what is deemed as acceptable by colleagues. 

The arguments go back to the discussions of the classification and categorisation of 
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BAME academics and how this leads to the perceptions of the ingroup and outgroup. 

This has led participants to change their identities in order to fit in or be accepted 

and in some cases particularly as they work in HE which some of the participants 

perceive to be a middle class role. Participants have also felt the need to construct 

identities of themselves in relationship to their counterparts that work in HE as a 

means of becoming more employable but also to negate the negative stereotypes 

that are associated with being identified with a particular group of people. 

10.4.2. Ambition 

This next section will discuss the importance of ambition with regards to the 

participants. Ambition is still deemed an important phenomenon as participants have 

a keen interest in advancing their career. Despite the challenges faced by BAME 

staff to further their progression, the participants discussed having ambition to further 

their careers in from a research perspective or they themselves to progress further 

within their respective institutions (to become line managers). This section will also 

aim to challenge the literature in relationship to progression and the discussions that 

I have had with participants. 

Arday (2021) discusses the challenges with HE in UK and argues professorship is 

increasingly challenging for BAME staff within the UK. Whilst Arday (2021) looks at 

this in relationship to black women whom he argued at the time of writing there were 

only 27 at professorial level this highlights the challenges that BAME staff can face 

when aiming to move up the career ladder. The literature would further suggest it 

can be more challenging for BAME staff to progress up the career ladder because 

BAME staff are employed on fixed term or hourly paid contracts in comparison to 

their white counterparts. This can have implications for on their ambition as these 

employees may not have access to the same benefits which may therefore limit their 

opportunities for progression. However, Arday (2021) posits there are however 

remedies to ensure a more equitable environment for BAME staff. These constitute 

targeted interventions such as peer-mentoring to guide staff through their career, but 

this needs to take place in conjunction with more comprehensive and funded 

approaches, but these need to be done in collaboration with BAME staff to ensure 

they are appropriate and also to allow for the appropriate agency of BAME staff. 
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A recurring topic that has emerged from the data which appears when participants 

are discussing working in HE and also in terms of these participants moving up on 

the career ladder is that even when looking for opportunities for progression, that this 

is an “old boys club”. Mahoney and Weiner (2019) argue the aforementioned 

phenomena relates to institutional racism which are still being perpetuated within the 

organisations. This culture of exclusion is perpetuated by cultural or social customs 

which is now endemic within organisations. This has the effect of ultimately defines 

who counts as “we” and this then determines who gets seen by those in “power” and 

those who are in a position to distribute material advantage. Participants have felt 

this particularly true on course such as MBA’s where the directors or leaders of these 

programs are from a particular demographic background and BAME lecturers have 

felt excluded. Contributing to these factors are, discussions of intersectionality come 

into effect highlighting this group of individuals into the in-group and out group is not 

just done from one aspect such as racism for example. The literature often refers to 

a death by 1000 cuts as it is little microaggressions with regards to the intersecting 

differences BAME staff carry that contribute to these participants having little access 

to career progression opportunities or feeling they are unable to do the role due to 

being questioned about their competencies (Mahoney and Weiner, 2019). 

10.4.3. Glass Cliff Roles 

Another important aspect to take into consideration is the glass cliff role effect. Whilst 

the literature discusses this from the perspective of women’s experiences of 

becoming a manager in HE, male participants have also used this analogy to 

describe some of the opportunities they have taken and why they have taken them 

(Petersen, 2014). Participants have discussed how HE has become more 

competitive in recent years and some of the challenges this has brought along with 

it. Previous literature has attributed this the HE sector adopting a more free market 

economy approach and become more corporate. Participants have therefore 

discussed how they have to justify their roles and one participant went so far as to 

discuss how he took on the MBA leadership out of fear of the negative 

consequences on his career. Petersen (2014) argues glass cliff roles when 

discussed in relationship to HE and other sectors entails women who are given 

management roles which are deemed to fail and who will essentially acquire the 
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blame for the failure should this happen. However, with regards to this study, 

participants took on roles because they felt their employment was under pressure 

and also if they did not take these roles, they would not have time to focus on 

research. Where the literature and data concur is that even after taking these roles 

there is very little time to focus on either teaching or research which would be 

needed to progress onto the next level of their career. 

In terms of a critique on the literature on glass cliff roles, majority of the research on 

glass cliffs roles focuses on women such as Smith (2015), Redmond et al. (2017) 

and Morgenroth (2020) and whilst the research has focused on women who take on 

these precarious roles but from the research BAME academics who are men also 

face these challenges. That is not to say there were no instances of the glass cliff 

effect from the perspective of women but from my study these phenomena also 

applied to men. The reason, as also discussed in the literature review, to why 

women are given these roles is due to the traits that women exhibit such as care and 

therefore are deemed to be essential when leading an organisation in turmoil. 

Morgenroth (2020) posits it is unlikely that these reasons would transfer over to other 

minority groups with regards to them taking up these leadership roles. However, the 

data that has been gathered for the purposes of this study has suggested otherwise 

and BAME staff who are also men are given these “glass cliff roles” out of fear but 

the evidence would suggest as a result of the sector changing. These challenges are 

also compounded further the dynamics of power but also the practices that permeate 

the HE society.  

It becomes highly relevant that HEI’s take into consideration their conceptualisations 

of power but also what this entails of BAME staff who are employed in HE. There is 

also evidence to suggest BAME staff take on these roles to justify these roles, but 

this may have other negative consequences as BAME staff do not have the agency 

to engage in other activities that would afford them the opportunity to progress within 

HE. The next section will look at the importance of gatekeepers and the role they 

play in the ambition of BAME staff. 
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10.4.4. Gatekeepers 

The literature around business and management would argue for the importance of 

having networks and to develop those networks in order to have a successful career. 

van den Brink and Benschop (2014) posit the advantages of having effective 

networks include access to resources, information and could even lead to increased 

performance. However, van den Brink and Benschop (2014) go on further to suggest 

there are differences in the way in which men and women make use of their 

networks. For example, the literature would argue men, make use of their networks 

for internal visibility and personal gain whereas due to family commitments women 

use networks for social support.  

The data has suggested that gatekeepers play a significant role in the ambition and 

progression of BAME staff in HE. Participants have frequently discussed how in 

certain instances they feel access to opportunities is maintained for certain group of 

people. The literature may offer an explanation of this in the form of homophily. van 

den Brink and Benschop (2014) suggest there is another role which academics are 

engaged in and that is the recruitment and of candidates through formal and informal 

channels and therefore will recruit and even offer opportunities for progression based 

on the candidates they feel are similar to themselves based on a number of reasons, 

one of which being, it is easier to share information to similar people. It is 

acknowledged that this is an oversimplification of the phenomenon based on gender 

and similar characteristics, but it does serve to illustrate how gatekeepers can 

perpetuate the structures of inequality (Acker, 2006). 

Vinkenberg et al. (2017) argue this is due to the bias that is prevalent within the 

promotion selection activities that gatekeepers are engaging with. Bias the literature 

would suggest is subjective and is very rarely optimal. However, the data from this 

research contradicts the literature in the sense that participants have found that 

gatekeepers have ulterior motives and distribute resources within the organisation 

based on the perceived opportunities for personal gain. However, Vinkenberg et al. 

(2017) argue that bias can also be in the form of the perceived competencies of 

minority versus the majority groups. There are similar arguments for engaging with 

gatekeepers in relationship to the importance of diversity management and the 

implications for organisations. Much like the arguments for line managers there are 
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greater calls for the development of gatekeepers and to design interventions that 

concentrate on meritocracy with the aim of minimising bias. 

Muzanenhamo and Chowdhury (2022) also argue gatekeepers also have an effect 

on the type of knowledge that is created within these organisations. Muzanenhamo 

and Chowdhury (2022) suggest this is done by excluding knowledge creation by 

BAME scholars which therefore have an impact on their opportunity to progress as a 

result of these academics contributing to knowledge creation. Further to this, 

gatekeepers and elite academics then make use of the racialised experiences of 

BAME academics to publish in elite journals and thereby leveraging their own 

personal growth and status within the university. This affords the gatekeepers a 

double advantage as the literature would term the phenomenon thereby 

marginalising staff.  

This is not dissimilar to the discussions that took place between myself and the 

participants, who highlighted gatekeepers having access to funding and only 

providing access to resources on the condition that these gatekeepers can leverage 

their personal careers.  

Networks and ultimately gatekeepers are an essential aspect with regards to 

furthering structural inequalities. Gatekeepers can also play a significant role in the 

recruitment and progression of BAME staff in HE. As previously discussed, 

academics who are involved the recruitment process have significant influence and 

dispel structural inequalities. It is also clear the significance of intersectionality and 

whilst this study does refer to some examples. The complexities around progression 

in relationship intersectional characteristics are significant and permeate all aspects 

of HE. However, gatekeepers in this aspect should be seen as an opportunity to 

create more representation. 

10.4.5. Concluding Remarks 

The next section will take a look at the factors surrounding diverse staff in HE that 

have an implication on their careers and progression. These aspects have been 

specifically coded as barriers as the participants have felt these phenomena 

specifically have had negative implications on their opportunities for progression and 

their experiences of working in HE.  
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10.5. Discrimination in HE 
The previous sections have tended to focus on HE as a section and in some cases 

touched on the impact of wider society on the challenges that BAME staff with 

regards to their experiences of working in HE. Ogbemudia (2021) does specifically 

that we need to take into consideration implications of society. Ogbemudia (2021) 

posits, HE needs to understand the significance between three intersecting aspects. 

HEI’s need to take into consideration between the internal culture of the 

organisation, the social differences between the different employees (that is for both 

BAME academics and those in positions of authority) and also the wider structural 

and ideological processes of the UK. The data has suggested that HEI’s, and there 

are correlations between different sections of the study, mirror or imitate the 

societies in which they operate in. This would suggest should the ideological 

structures of the country have in place structural barriers this can an impact on the 

opportunities for BAME staff. This also highlights the challenges that may arise from 

organisations that choose to take an equal opportunities approach towards 

improving diversity. If HEI’s adopt policies that only aim to comply with legislation this 

could be more challenging for diverse staff as the legislation in itself could be 

restrictive and promote barriers.  

Bhopal (2020) takes an interesting perspective the interventions that are designed by 

HEI’s to encourage representation. Bhopal (2020) through the lens of CRT has 

argued the policies and practices that HEI’s have put into place serve to further the 

divide because what is deemed as the “traditional” academic will only tolerate or 

accept advances in equality for BAME academics as long as they benefit more from 

those advances than people of colour. Bhopal (2020) goes further to argue that white 

women have benefitted more from interventions such as Athena Swann than women 

of colour. Therefore, the literature and the data both would suggest discrimination is 

prevalent and the interventions societies and HEI’s are introducing may be serving to 

perpetuate inequalities rather than addressing the challenges being faced. This in 

part is due to a lack of representation of BAME academics on the committees that 

enable these policies and again could benefit from more representation. The 

literature does as a sector we would need to question who has developed these 

policies because ultimately these policies are reproducing what is considered 
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appropriate and therefore these will not challenge the dominant ideological 

structures that are in place. 

10.5.1. Communication of Policies and Practices 

Participants have felt that communication of policies, practices and opportunities for 

career progression could be improved on in HE. The data has shown staff have felt 

they are or may have missed out on potential areas for progression as a result of 

these opportunities not being communicated more effectively. As discussed 

previously, line managers have filled in this gap and mitigated some of the 

challenges associated with the means by which HEI’s are communicating with staff. 

The literature would argue in order for communication to be effective in promoting 

opportunities for diverse academics there needs to be buy in from senior leaders 

within the organisation. There, first of all, needs to be a willingness to recruit diverse 

employees but also to disseminate these opportunities through the appropriate 

channels. Wilson (2018) argues the most pragmatic approach for disseminating or 

communicating matters that may have an impact on diverse staff is through staff 

meetings. This further reiterates the point of the importance of line managers 

providing the necessary environment to disseminate information. Further to this, 

Wilson (2018) would also argue for more collaboration between colleagues as this 

allows knowledge sharing but could also provide an opportunity for BAME staff to 

interact with individuals with different perspectives but also allow diverse academics 

the opportunity to create those networks and have access to gatekeepers. 

One important aspect from the literature in relationship to better communication 

particularly around issues pertaining to diversity is constant training. Lee et al. (2021) 

have suggested this is more associated with the managers in the organisation 

because the training would hopefully allow managers to understand the value of 

diversity and the fair distribution of resources. There also needs to be a 

responsiveness by managers with regards to listening and valuing the contributions 

of staff in the organisation. This behaviour should encourage employees to believe 

that the information that the organisation is communicating is transparent and fair. 

This is because line managers in particular may not view or see the benefits that are 

associated with DM. The literature posits that line managers still view DM 
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management as an activity that is peripheral to their role and in the case of a 

devolved organisation, the responsibility should fall on the human resources 

department. This would bring in challenges in relationship to line managers not 

communicating policy effectively or at not managing diverse staff to their full 

potential. The literature as well as the data from this study suggest a possible means 

to overcome this is to obtain buy-in from line managers for example. Line managers 

need to be convinced of the business case for diversity in order to appreciate the 

value that BAME staff can have on organisations. However, this may need to be an 

approach that is adopted by the organisation in order to get line managers to value 

the importance of diversity. This is of quite significant importance because line 

managers operationally have a significant role in the implementation of diversity 

management but even more so in most cases as per the findings of the study line 

managers are the predominantly where BAME staff in HE have heard about 

promotion opportunities outside of their own social networks. 

At the institutional level Lee et al. (2021) suggest HEI’s need to engage in specific 

communication efforts to ensure an inclusive environment where all the employees 

have access to the necessary information. HEI’s should therefore be accountable for 

the information they share; this information should be transparent and also there 

should be participation from different organisation representatives on matters in the 

organisation. 

Raza and Awang (2021) do however, acknowledge there are some challenges that 

are associated with knowledge sharing in HEI’s and these are predominantly 

associated with employees with holding knowledge or information for personal gain 

such as promotion and employees’ different cultural norms may impede the 

knowledge sharing process. Further to this Raza and Awang (2021) also suggests 

employees may be less will willing to share knowledge and communicate outside of 

their homogenous groups. Whilst there is little evidence from the data to suggest 

BAME staff felt other academics were withholding information, there is evidence that 

diverse employees tended to seek homogeneous groups when acquiring 

information. 
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The importance of effective communication can therefore not be underestimated. 

The data and literature would argue this has to be a collective effort undertaken by 

the institution, senior leaders, and managers in order to ensure that information is 

shared appropriately and effectively in the organisation. Trust is an important aspect 

and employers, and managers need to engage in practices that encourage trust 

which will ultimately allow stakeholders to share knowledge more effectively and 

even more so for diverse members of staff. 

10.5.2. Educating Society 

Participants have also acknowledged the importance of educating society on the 

matters that relate to diversity and creating an environment that appreciates and 

values diversity. The data would suggest that this is not just an institutional or a 

sector problem but there needs to be wider discussion and wider engagement with 

people from all walks of life to encourage greater representation. 

Shmitz et al. (2001) suggest in order to be in a position where society can participate 

in informed practice there needs to be an approach where learning and knowledge 

creation takes into consideration the various cultures and histories that exist within a 

society. Shmitz et al. (2021) suggest three stages of learning to ensure society is 

aware and has an appreciation of diversity. The first level entails learning 

simultaneously about the many histories and cultures of a given society to ensure 

individuals understand the implications of oppression and what this entails for the 

different people within society. The second level encourages learners to engage in a 

dialogue that helps people learn and discuss across the boundaries of difference. 

Finally, the last stage entails people learning in a multicultural environment to 

encourage promote an appreciation of knowledge from multicultural environments. 

Banks (2011) would now question the way in which people are education. Banks 

(2011) would argue, due to many people in societies coming from different 

backgrounds and different cultural backgrounds the current approach towards 

educating people needs to be readdressed. Banks (2011) would argue there is a 

need to reform the integration of diverse individuals from as early as their formative 

schooling years. The literature goes on to further argue that should diverse 

individuals be othered in schools they tend to emphasize their ethnic identity, and 
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this can have further implications as further down the road could have implications 

on the formation of ingroups and outgroups.  

The literature also argues in order to combat structural inequalities schools and 

classrooms need become microcosms and exemplars of democracy to allow diverse 

individuals to assimilate into the civic society. The data has also brought similar 

sentiments arguing there is a grassroots problem with regards to diversity and 

inclusion and this needs to be addressed from the early schooling days as 

participants have seen this continue into diverse students’ academic and 

professional careers, which is evidenced in the attainment gaps. 

Therefore, critical message revolves around a radical reform of how education 

occurs for all people within a society and not just in terms of inclusion and 

integration. Although this is also an important aspect but education of people on the 

different cultures and histories is important to ensure the different histories and 

cultures are appreciated and the impact this has on all people. 

10.5.3. Implications for Practice 

The findings provide a number of different implications for employees and HEI’s. 

There are a number of key lessons that may contribute to alleviating the challenges 

that BAME staff face with regards to working in HE. This is not to say that these 

interventions will resolve the challenges that BAME staff face but these may go 

some way with regards to greater representation and participation of BAME staff in 

HE. Although this study did not aim to look at the financial benefits that have been 

associated with employing diverse staff into roles. The human resource literature 

does argue that performance in organisations does tend to improve when 

organisations employ diverse staff. This is more pertinent as this study has argued 

that HEI’s are becoming more corporate and more competitive and therefore in order 

to remain more competitive HR must take different approaches with regards to 

maintaining their competitive advantage. 

10.5.4. Education 

As I will argue in the next section in order to challenged structures of power. These 

interventions need to have a social movement or social support behind them. As the 

previous sections have argued, it becomes increasingly important for society to 
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address how we discuss, interact and educate people with regards to the histories of 

different contexts.  

Shmitz et al. (2001) amongst others have argued that societies need to learn about 

different cultures and histories simultaneously so as to create an environment of 

inclusivity. This has to begin at the schooling level so as to not create this “othering” 

of diverse people within society. The literature would also suggest that the creation 

of ingroups and outgroups continues to perpetuate inequality regimes and there 

needs to be a different approach that is taken with regards to dispelling these 

regimes. As Healy et al. (2011) would argue society and organisations need to 

address the processes that produce inequality. Therefore, the means by which 

people in society are educated around the cultural histories needs to be addressed 

so as not to create and facilitate discrimination. 

10.5.5. Structures of Power 

In terms of the first recommendation to be made and according to Acker (2006) 

HEI’s first of all need to address the structures that facilitate and perpetuate 

inequalities. Acker (2006) would suggest although organisations may have put in 

place effective interventions so long as those structures that underpin those 

interventions perpetuate inequality equity and representation will not be truly 

effective. Acker (2006) does however, acknowledge that changing regimes of 

inequality can be challenging because those who have access to power may not 

want to change, and their interests outweigh those who are diverse. This is the case 

even when the economic interests of those who have access to power is not 

threatened.  

Acker (2006) does conversely suggest it needs to be an incremental process that 

makes little changes at a time as opposed to complete radical change. Further to 

this, successful efforts have a number of different factors in common. First of all, 

these interventions have a social movement but also there is legislative support at 

the foundation of the interventions. In the case of HEI’s this may entail removing 

barriers to gender and racial imbalances in job categories between female and male 

jobs of equal value, but the class inequality will still need to be addressed. This leads 

on to the next possible intervention which constitutes pay equity. 
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Therefore Healy et al. (2011) concurs with the points put forward by Acker in 2006 

and argues that every institution is different and in order to address inequality HEI’s 

need to have an awareness of the processes that produce inequality such as the 

promotion practices and organise these practices in a fashion that addresses those 

inequality regimes for example by challenging the notion that women need to fit into 

white masculine practices in order to be promoted. 

10.5.6. The importance of Line Managers 

The data has highlighted the importance of line managers in challenging structures 

and regimes of inequality but also the literature has suggested that this is one of the 

most effective approaches for improving diversity within HE. The data has suggested 

that opportunities for progression and the communication of these opportunities has 

been most successful when coming from the diverse member of staffs’ line manager. 

The literature would argue that there is a number of reasons for this; and trust has 

been identified as an important factor (Downey et al., 2015). The relationship 

between the BAME employee and their line manager would appear to be one of 

those interventions that challenges structures of oppression and inequality. The data 

would also suggest this is true for BAME employees at all stages in their career but 

also for Vice Chancellors it is also having the support to implement policies and 

practices for that create more equity and in the organisation.  

The literature would also suggest creating more targeted policies and practices is the 

most effective approach of creating more representation within HEI’s (Sharma and 

Nissar, 2016) but also allows the practices and policies to be developed taking into 

consideration previous inequality regimes that may have influenced those policies 

and practices. Noone and Ogbonna (2021) suggest agency is good when 

implementing policies and practices that are targeted towards BAME employees as 

this means that line managers are somewhat not restrained by institutional structures 

but HEI’s must also take care to ensure line managers act outside the strategy of the 

institutions. 

However, that being said and building on the importance of the communication 

between line managers and BAME academics, the policies and practices that are put 

into place need first of all to be developed in consultation with staff and employees 
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from different backgrounds to ensure that there is equity and fairness (Bhopal and 

Pikin, 2020). This would contribute to attaining equity within HE in terms of the 

policies and practices that are being put into place so that when these are 

communicated to BAME employees they have been developed in the knowledge of 

the challenges diverse staff are facing. Support structures therefore are an important 

aspect when ensuring that the opportunities to BAME staff are appropriate and 

would allow staff the opportunity to progress. 

Education, participation and line managers therefore become a crucial part of 

creating more representation in practice. The data has highlighted a variety of 

challenges in terms of progression but line management from the perspective of 

practical steps towards BAME progression would appear to stand out. The literature 

would also support this approach, and this would contribute to Ackers 2006 

argument on making small incremental changes. That is not to diminish the 

importance of the other two factors but in terms of the approach diverse academics 

feel comfortable with the support of line managers would appear to be crucial. 

10.6. Conclusion 
This chapter has critiqued the literature in relationship to the data that was acquired 

around the experiences of BAME staff working in HE. This chapter has discussed 

the phenomena that has emerged from the data in an attempt the address the aim of 

the study but also the objectives. The data and subsequent discussion have 

identified challenges that participants feel are relevant with regards to challenges of 

working in HE. The discussion has narrowed down these challenges and 

complexities to three overarching areas, namely The Context, The Individual and 

The Team. These areas looked at the challenges from a wider society perspective, 

the challenges that participants felt were specific to themselves as individuals and 

also within their work units in which they find themselves in (respectively). 

A recurring theme that emerged from the discussion which subtly permeated the 

data was the issue of structures of inequality (Acker, 2006) that are present it would 

appear in most if not the majority of policies, practices and procedures of HEI’s. 

The analysis has put forward arguments for the addressing these structures of 

inequality in order to truly address the challenges of creating representation in HEI’s. 
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However, an important aspect is that small incremental changes to creating more 

opportunities for diversity and representation have been seen to be the most 

effective. The data would also suggest there are three main areas that need to be 

addressed when challenging structures of inequality. The first entails educating the 

public on different cultures and histories simultaneously which the literature would 

suggest create more feelings of inclusivity. The also needs to be a social movement 

behind any interventions that need to be enacted. These also should have the 

support of government to ensure there is sufficient traction. Lastly, line management 

forms an integral part of creating equality as line managers have been seen by 

BAME academics as the first port of call when seeking opportunities for progression. 

Overall, there are a number of interventions that have been discussed that the 

literature and data would argue would contribute to creating more diversity.  
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 Chapter 11: Conclusion 

11.1. Introduction 
This chapter will serve to conclude the thesis. This chapter will also discuss my 

personal reflections and the process of conducting the research at a time when there 

were discussions around the state of diversity and inclusion in society which were 

sparked by a number of pivotal points. I will also touch on the challenges that I have 

faced whilst conducting this research.  

I will include and discussion and a summary of the main findings of the research 

based on the aim and objectives of the research and what I have found to be 

significant in terms of investigating diversity from a HE perspective. In terms of a 

contribution to new knowledge, the research has highlighted a number of challenges 

such as covert racism, communication of opportunities and structures of power and 

how the individuals that have access to these resources and the implications on 

BAME staff career opportunities. I will also critique the limitations of the research 

design and the strategy that I have undertaken but also, I will also discuss the 

limitations of my research. Lastly, this chapter will also conclude by providing 

recommendations for future research and opportunities for further investigation of the 

phenomena discussed in this thesis. 

The aim of the study is to understand the actions and interventions that are put in 

place by HEI’s in order address inequality and in order to fulfil the aim the study the 

research had a number of objectives in aid of this. These objectives sought to 

understand first of all; the challenges that are faced by BAME staff with regards to 

their career progression. The study also sought to explore the interventions that have 

been put in place in order to address these challenges. The study also aimed to 

investigate the impact of the broader aspects of diversity with regards to BAME 

career advancement and lastly the study also aimed to explore these challenges with 

regards to staff who are employed in post 1992, Russell Group and early 1960’s 

universities. 

I have evaluated a number of approaches with regards to meeting the aim of the 

study and also in terms of fulfilling the objectives of the study. However, as I wanted 

to understand the complexities of working in HE as a BAME member of staff and 
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because career ambitions amongst staff may be different I settled on taking a 

qualitative interpretive approach to gain an understanding of the lived experiences of 

BAME staff working in HEI’s (Gill and Johnson, 2010; Hume, 2009). I opted to collect 

qualitative interviews in order to meet the objectives of the study as stated previously 

but further to this I also aimed develop an understanding of participants 

conceptualisation of diversity and also to gain insight into participants understanding 

of working in HE as a BAME member of staff (Saunders et al., 2019) and from the 

perspective of participants how they feel HEI’s have attempted to address these 

challenges. Given the ontological (objective) and epistemological (subjective) 

position of the study took a hermeneutic approach in order to develop themes from 

the research. 

Therefore, as a result of the analysis, my contribution to new knowledge can be 

distilled down into four key areas; the first of which being society which participants 

have felt has contributed to creating inequalities through structures that are put in 

place but also how society through the BLM movement and Gender Pay 

discrimination have contributed to bringing to light the inequalities that exist within 

the world. Secondly, HE as a sector still has a long way to go with those that hold 

power and act as gatekeepers can serve to propagate inequalities but, in some 

instances, further oppression. The third contribution to knowledge is how BAME staff 

perceive themselves but more importantly BAME staff have identified the lack of 

peers who they can identify with and look up for guidance. Finally, one of the most 

significant findings relates to how discrimination with regards to career progression 

can be tackled and one of the most important aspects that has been identified as a 

common thread amongst participants is the importance of line managers as 

participants have felt having the appropriate support structures in place and having 

managers who are open have been proven to be influential in terms of facilitating 

and encouraging BAME staff to progress. 
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11.2. Contribution to new Knowledge 
The state of representation in todays’ HE sector still needs a significant amount work 

in order to become truly inclusive and diverse as well. Statistics from the UCU (2021) 

and Advance HE (2020) have both highlighted the disparity between BAME staff in 

terms of type of employment and casualisation, with BAME staff in both academic 

jobs but also administrative staff also face similar challenges when compare to their 

white counterparts. This data alongside the data that was collected as part of this 

research has highlighted the extent of the challenges that exist with regards to 

representation within HE, in particular for BAME staff. Whilst prominent voices have 

argued the UK is not racist there is no arguing the disparities that exist in educational 

attainment, incarceration and equity of opportunities. The UK has reinforced in 

groups and out groups and these phenomena is also evident from the findings of the 

study (Miller, 2020). The findings from this research have highlighted the causes 

behind the difficulties that BAME staff face with regards to their career ambitions and 

the obstacles BAME staff face. Structural and covert racism is a significant 

contributing factor towards better representation, and this is supported by the UCU 

(2021) which illustrates the extent BAME staff for example are employed on fixed 

term contracts (40% for Black men and 30% for white men). This supports the 

findings in relationship to the theme of Society and Discrimination in that structural 

inequality still exists. 

The findings from the research have illustrated a number of different approaches to 

address or to alleviate the challenges that are prevalent within HE and the findings 

refer to making use of better channels and forms of communication, addressing how 

resources such as funding are distributed within HEI’s to promote more equity. HEI’s 

also need to leverage line managers more effectively in order to address the 

inequalities that exist within institutions. Representation and effective diversity 

management remains a policy challenge and this particularly true in the case of 

women. Effective diversity management is driven by the market to enhance 

corporate images and does not offer a solution of meritocratic individualism. The 

research offers a solution to tackle inequality but if managers subscribe to the 

meritocratic approach this will not be effective for DM (Gill and Greene, 2010).  
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There is also strong evidence to suggest that there is a business case for having 

diverse staff within an organisation. Having diverse staff allows HEI’s to access new 

markets which previously it may not have been able to do (Bradley, 2011). Further to 

this, having diverse staff can contribute to HPWS with regards to giving 

organisations valuable and rare skills which contribute to the organisations 

competitive advantage. This competitive advantage can be manifested in the form of 

better problem solving and also better retention of staff. This is significant as both 

Advance HE (2020) and The UCU (2021) have highlighted the difficulties HEI’s are 

facing in relationship to staff retention, which would contribute towards alleviating 

these challenges but also allowing HEI’s to retain the talent they already have. There 

is still a significant amount of work that needs to be done in relationship to improving 

the state of diversity within organisations, but this research has shone a light on the 

approaches that can at least have an impact on addressing those challenges.  

Authors such as Kirton and Greene (2016) argue the current context of diversity and 

diversity management has changed and public as well as private sector 

organisations are more receptive towards staff from minority backgrounds, the 

findings of this study would suggest otherwise. Kirton and Greene (2016) go on 

further to suggest that public sector organisations have generally been better at 

managing diverse staff, this thesis has highlighted the dichotomy that is still 

prevalent with HEI’s with regards to diverse and their opportunities for career 

progression. The research has highlighted that there are ways in which the 

opportunities for diverse staff to progress can be improved if HEI’s address a few key 

issues that would support and underpin BAME staff in progressing in their respective 

organisations. In particular, the role key actors and individuals as discussed before 

can afford a practical means for HEI’s to redress inequality issues in the 

organisation. The value of line managers and their influence in organisations cannot 

be over emphasised. However, organisations can also invest in other roles that 

would support and encourage diversity management practices. Although not 

specifically mentioned in the data, roles such as diversity specialists and diversity 

champions who support line managers in the implementation of diversity policy and 

the support of line managers is essential. This would also allow organisations to 

“champion” diversity initiatives to ensure engagement with the process and policy. 
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The study also contributes to new knowledge with regards to the findings around the 

impact of society and structural inequality. The UK and due in part being a member 

of the European Union (at the time of writing) enacted changes to the legislation that 

contributed to policy that has led to greater representation in the public and private 

sector. However, taking the Equality Act into consideration, there is still a significant 

amount of work that needs to be done in order to address for example, the legislation 

needs to take into consideration intersectional characteristics of diverse employees, 

and this has ramifications for HEI’s with regards to how these organisations develop 

and enact policy to address inequality issues and challenges. This is where the 

Trade Unions for example can play a significant role in contributing to effective policy 

that supports diverse academics. This provides an opportunity for the development 

of groups who can input and contribute to policy that aims to address inequality 

issues (Stringfellow, 2012). However, more importantly one aspect that has drawn 

attention around the development of policy to address inequality issues are the 

people that would develop these policies. The literature and the research that was 

undertaken has suggested that individuals who have experienced some form of 

discrimination would have more credibility amongst peers and therefore would be 

better suited to developing policy as these individuals would be better placed to 

guide and also drive diversity management policies.  

These individuals working in collaboration with the Trade Unions for example would 

be better able to then monitor the policies that are put in place and to then address 

any challenges that may arise from the implementation of policy but further would 

then be able to develop the policy further. A critique of the current approach towards 

diversity management and policy do centre around the individuals and groups that 

are involved. If organisations are not able to get the support from all facets of the 

organisation it is unlikely that organisations will be able to effectively manage 

diversity (Holck et al., 2016). One of the challenges is that organisations are 

unwilling or at the very least reluctant to give diversity champions for example paid 

time off to engage in training and development around diversity issues which can 

then be used to support HEI’s. There is a number of reasons for this, firstly 

governments not engaging with diversity issues but in the worst-case scenario even 
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though discrimination cases at tribunal are on the rise in organisations legislation can 

do little but to make organisations pay compensation.  

This study also contributes to new knowledge in the sense that more needs to be 

done to support line managers with regards to dealing with equality and diversity 

challenges. It is clear from the research that issues around diversity management 

and inclusion are seen as by line managers as peripheral activity and is also seen as 

an addition to line manager workloads (Kirton and Green, 2016). However, what this 

study does find is that where line managers have engaged with diversity 

management, BAME academics have been able to progress in their careers and in 

some cases have been the means by which BAME staff are able to access 

advancement opportunities and, in some cases, hear about opportunities. This 

therefore provides a unique opportunity as per the previous discussion for the 

implementation of diversity champions who would be better able to communicate to 

staff and could also reduce the workload of line managers. 

One of key points as well which has been highlighted by the DM management 

literature and has also been found to be significant from the literature is the nature of 

the role of being a lecturer for BAME staff. The literature around diversity 

management posits, organisations need to address in some cases most aspects 

around the employment lifecycle. Participants have found it very difficult to progress 

in their career due to having increased workloads which does not allow BAME staff 

to concentrate on activities such as research. This would afford lecturers the 

opportunity to progress within their careers. Therefore, HEI’s need to address all 

aspects of the employment process from the recruitment of BAME staff to the terms 

and conditions of the employment contract. This would afford BAME staff the 

opportunity to engage with activities that would enable BAME staff to progress within 

their career. These activities can include opportunities to engage in research which 

participants have argued, they do not have the opportunity to do under the current 

terms of their employment contracts. This is therefore an opportunity for the Unions 

for example to get involved with policy makers to steer HEI’s in the direction that 

would best support BAME staff and marginalised individuals to be able develop in a 

way as to be able to gain promotion within their career. 
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This study has also taken into consideration the lived experience of participants 

through the use of CRT with the aim of giving participants a voice against what is 

commonly held knowledge. The study aimed to provide a counter narrative to what 

would be constituted as taken for granted knowledge in relationship to BAME staff 

working in HE and the complexities surrounding their experiences. 

This study took the methodological position of using the first person for a number of 

different reasons. First of all, to acknowledge the subjectivity of myself as the 

researcher and that I will be bring my own pre-understanding and experience of 

working in HE and being from a minoritised background (Alvesson and Sandberg, 

2022). More specifically, to ensure the voices of the participants are reflected 

accurately and appropriately to meet the aim and objectives of the study. Further to 

this, as the thesis took a subjective approach, making use of the first person has 

meant that the objective voice of the researcher does not overpower the participants 

and the narratives, and the voice of the participants comes to the forefront. The data 

collection for the study was done during the start of the Covid-19 pandemic and 

therefore all the data collection was doing online through the relatively new online 

platform Zoom.  

However, this gave myself as the researcher, the opportunity to record the interviews 

which would later be transcribed. This became important as Chandler et al., (2015) 

suggest simply transcribing the discussions with participants could mean that some 

meaning is lost from the data but having the recordings as means that the voice of 

the participants can come through effectively without having the meaning lost. 

Further to this, Gallagher (2020) argues that the voices of the participants are more 

than just conveyors of meaning but instead are a means to illustrate affective and 

socio-historic experiences and therefore it becomes essential when looking through 

the lens of CRT of as the lived experience of the participants needs to illustrated 

effectively and given the appropriate significance and to highlight the complexities of 

working in HE from a minoritised background. 

In order to portray the experiences of the participants with the perspective of 

developing counter narratives and illuminating what the study made use of the life 

history approach which meant the participants could discuss the socio-historic 
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context and how the participants felt they came to this point in terms of their lived 

experience and the factors that contributed to where the participants find themselves 

(Sadam et al., 2019). This approach is also supplemented by the life story approach 

which meant once participants could articulate the complexities they face currently 

and what this constitutes with regards to the participants’ employment within HE 

(Ishaq and Hussain, 2022). This was further supported by the hermeneutic approach 

and also the Braun and Clarke (2006) model which provides steps from moving from 

a point of preunderstanding to understanding whilst at the same time ensuring that 

the voice of the participants comes to the forefront and is not lost but instead the 

“truth” and reality of the participants is effectively portrayed. 

11.3. Recommendations for Future Research 
This thesis has looked at the experiences of BAME staff working in HE. The study 

investigated the challenges and complexities that employees face and the 

interventions that HEI’s have put in place to address these issues. I believe there are 

aspects of the research that warrant further research. 

The sample size could be expanded to a longitudinal study, but also future studies 

could use a larger sample of BAME participants with the aim of understanding where 

key issues present themselves and also to ensure there is generalisability of the 

findings and the results. In the case of this study, given the restraints of conducting 

this research the study could be expanded to include more participants. The study 

could also include participants who are in more senior leadership positions. Whilst it 

is acknowledged that there are very few BAME staff who occupy senior leadership in 

HE (UCU, 2021 and Miller, 2016). This study was reasonably balanced with regards 

the distribution participants who are at different points in their career such as early 

career researchers or lectures for examples, it could be beneficial to gain the 

perspective of the challenges that BAME staff had to face in order to get to senior 

positions within their respective institutions. 

There could also be the opportunity to investigate different characterisations or 

variables. This study took into consideration BAME categorisations and added to that 

intersectionality. In this case do organisations and society genuinely understand 

factors relating to intersectionality and whether the legislation and HEI’s take this into 
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consideration when considering discrimination. However, there is scope to take into 

consideration the protected characteristics for example (Equality Act, 2010) to gain 

an understanding the implications of the protected characteristics on the 

opportunities for career progression for staff who identify with those characteristics. 

For instance, participants discussed issues of class with regards to gaining entry to 

HE and also with regards to career progression and whilst this was not a focal point 

of the study this could be a further avenue to pursue. 

The study gained an in-depth understanding of the experiences of BAME staff from a 

qualitative perspective however, it may also be useful to engage in a quantitative 

analysis of the experiences of BAME staff to ascertain causal relationships between 

the different variables and the implications for BAME staff working in HE. This could 

also be useful to understand the correlations between employee characteristics and 

the opportunities for career progression. 

Further research into implementation of the findings of this research can be 

beneficial to understand if the recommendations contribute to improving the 

opportunities for career progression for BAME staff. This implementation of the 

findings could be implemented in post 1992, Russel Group and Red Brick institutions 

as per the objectives of the study to understand the significance of the findings in 

these institutions. 

Further research into the experiences of administrative staff and the opportunities for 

progression is an area that needs be expanded upon. Whilst the study takes into 

consideration the experiences of administrative staff, more participants can shed 

more light on the experiences of BAME administrative staff working in HE and if they 

are experiencing the similar challenges as those faced by BAME academic staff. 

Also, these staff came from a Red Brick institution and further research into other 

HEI’s could expand the scope of the study and provide greater opportunities the 

results to be generalisable to BAME administrative staff. 

11.4. Limitations of the Research 
This next will present the limitations in relationship to this study. Some of the 

limitations of the research have been touched on already with regards to the data 
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collection process and the collection of online data which was done online which has 

meant the non-verbal ques may have been lost. 

However, Saunders et al. (2016) do present some limitations with regards to 

qualitative inductive research. Saunders and colleagues (2016) question who the 

theoretical conclusions will be applied. I also acknowledge that the findings from the 

study will not be generalisable to the population of academics that are working in HE 

but the findings will be significant to participants from a BAME background and those 

participants that have multiple intersecting characteristics. The research will have a 

significant impact for both BAME staff and HEI’s in the sense that BAME staff 

working in HE will have an understanding of the challenges and complexities that 

prohibit BAME academics from progressing further in their career. In order to further 

expand the scope of the study wider to participants who do not fit into the BAME 

categorisation. This would allow the research to be more generalisable and apply to 

a wider population. 

As per the previous discussion universities need to address access and the 

allocation of resources and who has the power provide that access. Participants from 

this study have expressed concerns around who provides funding for research 

projects but also what these individuals intentions behind providing access to these 

resources. HEI’s need to re-evaluate the approach for providing support, if in the 

case the intentions from gatekeepers are to further their own careers and BAME staff 

cannot demonstrate they can do this, then participants have felt it is unlikely they will 

have access to these resources, which therefore would limit their opportunities for 

progression as they would not be able to demonstrate they are research active for 

example. 

In terms of the broader aspects, participants have felt as there is a lack of BAME 

staff in senior leadership positions, participants feel they have no role models whom 

they can seek advice from, nor do they feel they could follow along the same 

trajectory. Although this is a challenge that is general to HE, HEI’s need to address 

this gap in terms of more representation as BAME staff do not feel they can identify 

with any senior academics and therefore feel they would not be able to achieve the 

same success. 
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Race and racism have been found to be a contributing factor to the challenges that 

are faced by BAME staff. Covert racism has played a part in limiting the opportunities 

that BAME staff are able to take advantage of. For instance, there is still a 

significantly higher proportion of BAME still employed on zero-hour contracts when 

compared to their white counterparts. This also extends to all roles within HE as 

evidenced by the number of BAME staff in full time employment, but these figures 

are lower the higher up in the institution you go. The research points towards the 

terminology again as the current approach towards the categorisation of BAME staff 

places diverse individuals outside of the norm and therefore limits the opportunities 

BAME staff have access to. There needs to be a new approach towards categorising 

diverse staff so as to ensure minority staff have access to opportunities such as their 

counterparts. 

In terms of what this means in practice, diverse staff who are on fixed term contracts 

may not be afforded the opportunity to apply for promotions such as professorship. 

However, there are approaches that can be taken in order to be more inclusive with 

regards to representation. Once the structural challenges, as per the previous 

discussion have been addressed, organisations can put into place targeted 

interventions such as peer mentoring. In order to have a significant impact, 

interventions such as peer mentoring and also the categorisation or 

reconceptualisation of the terminology needs to be done in collaboration with diverse 

groups to ensure that the interventions are having the appropriate impact. 

Given the findings from the research, HEI’s need to address their communication 

channels in the sense that the channels that HEI’s use to advertise promotion 

opportunities is not benefitting BAME staff. Therefore, HEI’s for example need to 

change their approach to focus or target BAME staff specifically in terms of how they 

how HEI’s advertise these opportunities. Previous studies have demonstrated the 

positive outcomes that are associated with affirmative action (AA) and this an 

approach HEI’s could take into consideration however being mindful of positive 

discrimination. 

For instance, from the findings of the research HEI’s need to reconsider what their 

perception of what success means particularly for BAME staff. An example of this is 
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that a woman’s trajectory may differ from a male counterpart should she take 

maternity leave. The ideologies of HEI’s also needs to be addressed and this in part 

is informed by society. BAME participants have discussed having change their 

appearance in order to fit in and this has an implication on BAME staff opportunity for 

progression. 

National policy also has an implication on the opportunities for BAME staff. In 

relationship to structural inequality when national government put in policy to reduce 

net migration HEI’s collected and made use of data which supported and 

perpetuated national policy. 

Universities and society also need to address how institutions categorise groups and 

individuals. Participants have felt the BAME categorisation does not capture people 

that have different backgrounds but neither does this capture individuals who have 

multiple intersecting characteristics. Institutions that are able to categorise 

individuals more effectively will be able to understand the challenges that are facing 

BAME staff with regards to progression and therefore put in place interventions to 

ensure greater representation. 

As a consequence of HEI’s adopting a free-market approach BAME staff have felt 

this has had a negative impact on their job prospects and even employment in 

general. Diverse staff have felt they have had to justify their roles so much so that 

participants have had to take roles out of fear of losing their jobs. The consequence 

has meant that BAME staff did not have the time to focus on the activities which 

would give them the experience which would allow BAME staff to seek promotions. 

Therefore, HEI’s need to address agency in terms of what work BAME staff can and 

want to engage in with regards to furthering their career. The previous discussion 

around power has a part to play and contributes to what activities BAME staff 

engage with and what resources are provided to staff that would afford diverse 

individuals the opportunity to apply for promotions. 

Power within HEI’s is also a significant issue that has emerged to influence BAME 

career progression and the interventions that are put in place by HEI’s. Participants 

have discussed how senior leaders who have access to resources use these 

resources to exercise their power for example BAME will not get access to resources 
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unless the individuals in senior positions will also gain. Participants have discussed 

being refused funding for research unless individuals in senior positions stood to be 

included. Participants then discussed the implications of this on their careers as 

without access to these resources participants would not be able meet the criteria 

required for progression such as being able to publish or being involved in major 

projects. This research contributes to knowledge and to HE in sense that HEI’s need 

to have more transparency with regards to the allocation of resources as BAME are 

unlikely to secure the resources that would enable BAME staff to progress. However, 

BAME staff and participants have discussed agreeing to the conditions put forward 

by senior members out of fear of not being able to progress. 

One of the most important, if not the most significant, contribution of the research 

which the participants have also highlighted is the importance of line managers. The 

trust that is built up between line managers and diverse staff has been shown to be 

the difference between staff not being included in activities that engage BAME staff 

but also activities that can provide a positive contribution to staff being able to 

evidence these activities when seeking promotions. Communication of opportunities 

for progression are better received from BAME staff. Another aspect which is 

important for more inclusion relates to the policies and practices that are put in place. 

When HEI’s are developing these interventions with regards to inclusion. These 

should be done in consultation with line managers and also BAME staff. This would 

ensure that the policies that are developed are done so with the target audience in 

mind. That would also enable managers to be able disseminate the policies and this 

shown to be effective when communication opportunities for progression. 

Another aspect that is significant in terms of BAME career progression is 

communication. This is in relationship to the policies and practices that are put in 

place in HEI’s but also opportunities that are available for BAME staff. The literature 

and the data that was collected highlights the importance of the appropriate channels 

of communication with regards to the opportunities that are available for BAME staff. 

It has been found that the most significant approach towards disseminating 

information about opportunities that are available is through line managers. Another 

aspect that needs to be addressed in relationship to addressing the career 
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opportunities for BAME staff HEI’s need to understand the structures that create 

inequality such as national government policy and how this contributes to a 

challenging environment for BAME staff. Although every institution is different once 

these institutions have understood the factors that contribute to discrimination HEI’s 

can put interventions in place to address these challenges. 

I feel one of the most important contributions to knowledge from the research which 

also serves to reinforce the importance of line managers is the trust that is 

developed between the line managers and the BAME staff that they manage. This is 

because the interventions that have been put in place with regards to BAME staff 

career progression are shown to have greater impact when coming from line 

managers that BAME staff trust. Leveraging line managers in terms of providing 

career progression opportunities needs to be done with targeted policies and 

practice to promote BAME career progression. However, line managers should still 

have the agency to tailor or concentrate these policies and interventions in such a 

way that will benefit individuals are their situations will be different.  

I recognise the findings may only be of benefit to particular groups with the HE 

community. These limitations have also been addressed in the method chapter of 

the thesis. 

As I collected and analysed 16 interviews, this could be regard as a challenge in 

relationship to the research being reliable and valid. Authors such as Bell et al. 

(2019) and Saunders et al. (2016) have argued in order to publish the research, at 

least 30 interviews would be acceptable with regards to ensuring there is reliability 

and validity in the research to be publishable, but the authors also argue the 

research can be deemed as acceptable when no new insights or contributions can 

be drawn from the data. As previously mentioned after the 12th interview, I felt there 

was no new insights that were emerging from the data, but I continued to collect data 

to confirm this. To increase the reliability of the study I could expand the quantity of 

responses collected from each of the institutions but further to this, the research 

could expand the research to include more participants who work in administration to 

gather their perspectives on their opportunities for progression. 
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This study was also conducted from the interpretivist perspective which drew from 

the Morgan and Smircich (1980) continuum which places my ontology in the 

objectivist camp and my epistemology in subjective camp. There are arguments to 

suggest that whilst this does allow an in-depth analysis of the phenomena, the 

literature would suggest studies of this nature would need to take into consideration 

contextual histories and socio-cultural considerations and therefore the research 

might be confined to a specific time period but I would argue with regards to the 

theory underpinning the study such as CRT it would be difficult to investigate the 

phenomena without taking into consideration the socio-cultural events that have led 

up to this point and shaped HE and society as we know it. 

The study has identified themes that participants have deemed to be significant 

however a quantitative study making use of statistical analysis can be used to 

identify specifically which of the themes that have been identified have the most 

significance and the correlations between the phenomena and the relationships 

between the phenomena and to what degree the phenomena affect opportunities for 

BAME staff (Bryman et al., 2019).   

CRT offered a different perspective in relationship to the factors within HEI’s that 

have an implication progression opportunities for BAME staff. CRT enabled me to 

highlight hidden structures of inequalities that are prevalent within HEI’s and CRT 

has highlighted the binaries that exist within HE in terms of who has access to 

opportunities (Ladson-Billings, 2005). CRT has argued and shaped the findings from 

this research in the sense that the literature on CRT has underscored the sentiments 

that have been put forward by participants in that those participants have argued that 

racism still exists albeit in a different form (Cabrera, 2018). This can be economic 

and this is highlighted by the aforementioned data by the UCU around economic 

activity of BAME staff but if power structures play a significant role and for example 

BAME cannot get access to resources to enable them publish this can have 

consequences on their promotion opportunities but Cabrera goes on to further 

suggest that even within the literature and even the papers that write around 

marginalisation tend not to cite literature from diverse scholars. 
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CRT has highlighted the challenges in relationship to the practices that HEI’s put in 

place. Participants have questioned the effectiveness of policies that are put in place 

in order tri address inequality, for example the lack of diversity the higher up HEI’s 

you go, but instead argues society and institutions are coercively creating inequality 

through tokenism in an attempt to demonstrate an inclusive society. 

Bias from the point of view of myself the researcher must also be taken into 

consideration. I identify as being from a BAME perspective himself and this could 

introduce bias into the study. However, I do believe having similar experiences 

myself has used this to shape his research and the approach to the study but also, I 

was able to build a rapport with the participants. As a qualitative study I acknowledge 

that when collecting and analysing the data, I may influence the data and as 

opposed the scientific method the objectivity may be lost but I would counter this 

point by arguing this may lead to a richer picture being painted with regards to the 

study but also this may lead to a new way of understanding the world and the 

complexities that are associated with managing a diverse academic staff. 

The choice of population and sample could also be considered, and the recruitment 

of participants could, also be seen as a limitation. Random sampling can be seen as 

an approach that would ensure generalisability and reliability of the data but also 

objectivity. However, in order to fulfil the objectives of the study and specifically to 

gain an understanding of the experiences of BAME staff the purposive sampling 

approach provided the study with the best opportunity to address the research 

question but also to meet the goals of the goals of the study and to address a gap in 

the literature which was discussed as part of the literature review. 

This study made use of NVivo to code and analyse the data with a few benefits in 

terms of the study. The first was with regards to the time I saved through using 

NVivo. Although, there are some arguments to suggest greater immersion in the 

data could have been achieved through manual coding an analysis, but Richards 

(1999) would advocate for NVivo providing greater scope for analysis as there are a 

variety of ways in which the data could be analysed and therefore this would give 

myself as the researcher the choice to analyse the data. I decided on the best 

strategy for the research which would specifically allow the study to meet the 
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research objectives. The choice of using NVivo allowed me to develop codes which 

could connected with other ideas which aided in developing what would eventually 

become the themes of the study. This allowed me to develop new insights into the 

data and subsequently the findings. 

11.5. Personal Reflection 
My reflection will make use of Kolb’s’ Experiential Learning Model to illustrate the 

process of embarking on the PhD and the approach I have taken from the embarking 

on this journey to its conclusion. The opportunity to embark on doctoral studies has 

been a goal from the beginning of my academic career. The PhD has been a 

personal goal but also one that has come about out of necessity. Having grown up in 

Zimbabwe the economic situation has always been on a steady decline but there 

have been periods in the economy that have taken steep declines exacerbating the 

economic uncertainty of the country. There was, therefore, no opportunities to have 

a career in Zimbabwe and therefore the impetus to continue onto further education 

was always present. I must admit however, embarking on a PhD was always 

something I anticipated I would do in later life. 

Upon arriving in UK, I had decided to undertake some part time work in order cover 

some of the costs of studying in the UK and being under a Tier 4 visa meant I was 

charged international fees. The search for employed uncovered some of the 

complexities and challenges that I would come to experience more and more often. 

The first experience I had with, what I now know as, the structures of inequality was 

upon trying to find employment and being told I could not be offered employment 

because of my immigration status or being only able to do 20 hours per week based 

on my immigration status. Reflecting on this experience now, I did question at the 

time what I felt were forces or obstacles in place that were in place that were making 

it more challenging to be financially stable as much as possible whilst studying. 

Looking back at this now this had a significant influence on the research because 

this served as the foundation to some of the questions I had around the challenges 

that people had when seeking employment. 

The first aspect of the learning is its emphasis on the here and now (concrete 

experience) which calls for the validation of abstract concepts which were derived 
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from my immediate personal experience (Kolb, 1984). The catalyst which allowed 

me to refine my research further was when I was entering HE. I had somewhat if an 

idea of the personal challenges that I would face with regards to finding employment 

as an academic within the sector, but I did not know the extent of the complexities 

that surrounded gaining employment within the sector. I had anticipated again my 

immigration status would play a crucial role in my employment, but it was only upon 

conducting this research did I truly understand the extent to which there were other 

forces at play. I identify as mixed race and although race is an ever-present reality in 

Zimbabwe my initial perception was that race would not be a significant factor in the 

UK. It was only upon conducting research as part of PhD that I came to understand 

the different forces that act BAME individuals working in the sector. Kolb goes on to 

further suggest that individual and organisation ineffectiveness can arguably be 

traced to inadequate feedback practices (Kolb, 1984). This is one of the reasons I 

embarked on this journey observe and collect data around the challenges around 

BAME progression so as to learn and provide recommendations around how the 

current context in relationship to BAME staff can be improved. Listening to the 

experiences of the participants highlighted different phenomena that they perceive to 

be significant with regards to their career progression and participants experiences 

of working in HE. Having now worked in the sector for 4 years the findings of the 

research do resonate with myself as I have been through the experiences the 

participants have discussed but also I have uncovered other experiences which I 

have found to be shocking and although I have not personally gone through these 

experiences, they have served to highlight the different challenges BAME staff faces 

who identify with different characteristics. 

In terms of the actual research process, there have been a number of challenges 

that have had an impact on myself and my thesis. The most significant factor was 

the outbreak of the COVID-19 pandemic. In hindsight there were some benefits as 

well that I can attribute the pandemic. The most obvious advantage was the cost 

aspect as I did not have to travel to meet with participants which saved both time and 

financial resources, however, the literature on qualitative research and conducting 

interviews argues for face-to-face interaction to pick up on the non-verbal ques from 

the interviews I was not able to do so. All of my interviews were conducted online 
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either on Zoom or Microsoft teams which I believe limited the rapport and 

relationships that could have been developed from the research. 

Another aspect of the research that I found challenging was getting access to 

participants. At the point of collecting data for my study, I had not been working in 

the HE very long and had not made or developed an extensive network of 

colleagues. However, I have been very fortunate in the sense that my supervisors 

were able to leverage their networks and alongside personal contacts I was able to 

get access to the first participants for interview. I believe this was the turning point for 

the study as I was able to snowball (Saunders et al., 2019) and take a purposive 

sampling approach which meant I was able continue to collect interviews for the 

study. This was a very challenging period as I was still self-funded and had to 

balance work commitments with engaging with the University targets for the PhD as 

part of the UKVI policy. The data collection phase did also take longer than 

anticipated but I was able to reach theoretical saturation. 

Collecting the data, I felt was quite a daunting prospect (Bryman et al., 2019). As per 

the previous discussion I aimed to follow the literature as a guide for how to collect 

interview data. In my research design, I had discussed taking a semi-structured 

approach and my concern was that my approach would be too rigid, and I would not 

collect sufficient data. The reason for this being a daunting challenge is due in part to 

how the data collection process will impact on the findings of the research. Also, as 

the data was collected remotely, there were concerns over the richness of the data, 

but this was quite the opposite as participants engaged very positively with the data 

collection process. Whilst conducting the first few interviews, I was nervous but as I 

got more comfortable with the process and more comfortable with collecting data 

online, the process became more organic, in the sense that the conversations 

became deeper, fluid and I was able to get participants to discuss their experiences 

that were not initially planned in the interview schedule. I was also concerned that I 

would not reach saturation but after the 12th interview, I began to see similarities in 

the data. In order to confirm that I had actually achieved saturation I continued 

collect 4 more interviews which did confirm that I had reached theoretical saturation. 
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Overall, the process of engaging with the thesis brought to light a number of different 

experiences, revelations as well as personal questions that needed answering for 

myself as the researcher. Having worked in both the private sector and HE has 

highlighted new as well as reinforced previously assumptions about the nature of 

coming from a minoritised group with the aim of having a career within the UK. The 

most striking revelation for the researcher relates to the societal challenges that are 

prevalent within the UK today. Consecutive governments in their aim to reduce net 

migration introduce policy which has the effect of creating a more challenging 

environment for minoritised groups. Societal norms around minoritised groups who 

are native to the UK are not much different with structural inequality and racism still 

quite prevalent and persistent in today’s world. However, institutions such as HEI’s 

can do more tackle these challenges but the fundamental issue comes back to the 

business case. It is clear to the researcher, unless diversity and diversity 

management contributes organisational performance organisations are still reluctant 

to engage with the process. Substantial work needs to be undertaken to address 

these issue and challenges and in particular from a HE perspective, there is more 

work that can be done to become more inclusive. 
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Appendices 

Appendix 1 
 

Interview Questions 
 

Thank you very much for agreeing to take part in this interview. The utmost 

confidentiality will be maintained at all times. I will keep all names anonymous and 

where there are instances that call for the use of names; pseudonyms will be 

provided instead. I will desensitise information so as it may not be directly linked 

back to any particular individual or circumstance. [Check any concerns and give 

reassurances] 

The interview will take an informal approach and I was hoping we could just chat 

around the issues surrounding diversity within the academia. The length of the 

interview is likely to be around 1 hour and I may prompt or ask you for more 

information regarding certain aspects. I will also be recording the interview on a 

dictaphone are you happy with this? Offer to show them the transcription to ensure 

accuracy. 

 

Questions to HR Directors and Trade Union Members 
 

1. What is your role? 

 

2. How long have you been employed by your institution? 

 

3. Do you feel the University has the appropriate policies and procedures in 

place to manage a diverse staff? 

 

4. What Training and Development policies have been put in place by the 

University? 

 

5. Have their been any disputes in relationship to BAME staff? 

[Probe: Can you give examples and what were the outcomes?) 

6. How aware are staff of University policies and practice? 

7. How does the University adhere to the PSED? 

8. (Probe: How does the University audit its EDI policy and practice ie 

recruitment, progression etc to ensure that BAME staff are not 

disadvantaged?) 

 

What is the University’s stance on attracting BAME staff? 
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What policies have been put in place to attract BAME staff? 

9. Tell me about the union equality and diversity strategy and support for 

BAME members 

10. How does this work at branch level? 

11. (Probe: Role of the branch equality officer) 

12. How aware are union representatives of union policy on equality and 

diversity? 

13. (Probe: training for reps, item on branch meeting agenda) 

14. Have you negotiated with the University on BAME issues? 

15. (If so on what aspects? What were the outcomes?) 

Questions to Academics 

Biodata  
1. What is your role? 

2. (Subjects taught? Module leader? Programme leader? Other pedagogic or 

non-pedagogic roles?)  

 

How long have you been employed by your institution? 

 

What prospects are there for career progression? 

 

What work did you do previously? 

3. (Probe: For how long? What was your role? How satisfying was it? Why?) 

 

What are your aspirations? 

4. What sort of qualifications do you have? 

Experiences in HE 
1. To what degree are you aware of diversity policies? 

 

2. How comfortable are you with the term BAME? 

 

3. Do you feel the University should have diversity policies in place? 

 

4. How supported do you feel by the University? If at all? 

[Probe] 

 

5. What is your view on the role of the unions in promoting equality in HE? 

Specifically, at this University? 
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6. What are your experiences of accessing training and development? 

 

7. What do you enjoy about teaching? 

 

8. What do you least enjoy about teaching? 

 

9. How do you view your relationship with your students? 

10. How is your relationship with colleagues? 

 

11. What opportunities do you feel you have had? 

 

 

12. How do you see the categorisation of BAME? 

 

13. What barriers do you feel you have faced in HE? 

[Probe] 

 

14. Do you feel you are treated different? 

 

15. What drew you to a career in HE? 

 

16. How could that career be advanced? 

 

17. What are your research interests? 

 

 

18. (Probe: To what degree have you been supported in doing research?) 

Equality Diversity and inclusion 
 

1. What does the term diversity mean to you?   

 

2. To what degree do you think that societal norms (i.e. attitudes, influence of 

the media) have an impact on the experience of BAME staff at 

universities? (Probe: In what way) 

 

 

3. How could government better address the negatives aspects of being 

BAME in the UK today?   
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4. What is your perception of discrimination in Higher Education and how 

have you felt your University has navigated those challenges? 

 

 

5. What has been the impact of structural inequality (Discuss this term first) 

in relationship to your career progression? If there has been any impact? 

 

6. [Probe] Specific examples from your experiences? Other colleagues’ 

experiences? 

7. How do you feel the policies, procedures and interventions designed by 

the University have contributed to creating equal opportunities? 

 

8. In your perception, how have you felt the University has supported you 

with regards to career progression? 

 

 

9. To what extent do you feel stereotypes have had an impact on your 

prospects for career advancement? 

 

10. How would you perceive your career trajectory? 

 

 

11. To what extent do you feel diversity management practices realise equality 

and diversity? 

 

12. How do you feel achieving the positive outcomes of having a diverse 

workforce should be addressed in Higher Education Institutions? At the 

individual or group level? 

 

 

13. In your perception, do you feel the diversity management programs 

implemented by the University have eliminated bias and other obstacles to 

the inclusion and advancement of BAME staff? (Probe: some examples?) 

 

14. How do you feel Universities should address diversity and inclusion? 

 

 

15. How do you feel a singular approach towards diversity management would 

impact on representation within Higher Education Institutions?  

 

16. In your opinion what are the barriers that exist in relationship to BAME 

career advancement? 
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Draw interview to a close 
1. Would you recommend HE as a career? 

 

2. Is there anything else you want to tell us about? 

 


