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Strategic Executive Development for Diverse Leaders in Higher Education




Background Briefing 
Introduction

Stellar HE is a strategic executive development programme for Diverse Leaders (Black and Minority Ethnic – BME) in Higher Education. It has been designed specifically to develop and implement leadership strategies that reflect the unique challenges and experiences of black and minority ethnic academic and professional staff across the HE sector. Modelled on the successful Imperial College BME Leadership Programme, Stellar HE is supported and funded by the HEFCE LGM fund, and involves collaboration across the Leadership Foundation for Higher Education, the Equality Challenge Unit, and nine Higher Education Institutions – Greenwich, Imperial College, Leeds Metropolitan, Loughborough, Oxford, Salford, Bradford, Cardiff and Glasgow.
Stellar HE is a unique leadership development programme that builds on 21st century leadership models and thinking to further leverage the effectiveness of Diverse Leaders in middle to senior management positions across Higher Education. It aims to address issues of institutional race discrimination, level the playing field, and provide equal access to promotion, professional development, and increased retention of talented staff. This programme places diversity as a distinctive strength at the core of leadership development using Factor 8, the cutting edge leadership framework for “Diverse Leaders”. It will demonstrate to all staff that their contribution, knowledge and experience in the workplace are highly valued. Additionally, it will enable managers of BME staff participating in this programme to take action to make their HEI a better place to work, and ensure its strategic objectives are fully met.

Why a programme targeted at Diverse Leaders? 
Diversity within the leadership of Higher Education is of increasing strategic priority for a number of reasons including:

1. Changing demographics of the student population. Retention, progression and attainment of the increasing numbers of BME students are a growing cause for concern. A higher number, one in six students, participating in higher education are from British ethnic minority backgrounds. In addition the UK has a long history of welcoming international students to study in its universities and colleges with over 99,000 international students currently studying here. It is evident that the trend towards increasing student diversity is set to continue. Yet recent studies point to differentials in the retention, progression and attainment rates of students, with BME students faring less well in the attainment of “good” degrees, i.e. higher degree classes and in reporting lower levels of satisfaction than their white counterparts. 
2. Academic and professional staff from a BME background experience lower rates of recruitment, development, and progression. BME staff make up 6.1% (UK nationals) of all academic staff, experience differential rates of progression with just 4.8% at head of department or professor levels. Glynis Breakwell’s report states that “virtually all VCs appointed since 1997 are White” (p.18, Breakwell 2003).
 Whilst few in number, various studies have reported the experiences of BME staff to include – isolation, marginalisation and racial discrimination, and fewer opportunities to develop their research capacity.  Their leadership ability is called into questioned and is under more scrutiny than that of their white counterparts. Findings from an HE BME staff focus group suggest these are common experiences.  Moreover, all participants stated they would value the opportunity to learn or hone skills and experience necessary to manage their careers and overcome barriers.
Amongst the benefits of a more diverse leadership brought about by a programme targeted at BME staff is
:

· Enhanced competitiveness through attracting and retaining competent employees who understand their clients’ needs and respect their differences;

· Improved performance and outcomes by creating a working environment where each employee is encouraged to reach his or her full potential;

· An increased share of the market by attracting a more diverse range of customers and improving international links;

· Enhanced and improved practices in people management;

· Improved organisational standards, values and principles.

Other major factors include the need for social justice as set out in human rights and race equality legislation, the increasing internationalisation of the UK student body, and globalising trends in economic, political and social relations. The importance of leadership on all these fronts is clear.  Brown (2004)
, for example, states that ‘… with the inevitability of a more diverse population and workforce, the institutions of higher education do not only have a responsibility but must assume leadership positions on this crucial issue of preparing citizens for the world they now face’ (p. 21, Brown 2004). 

Aims and Objectives of Stellar HE 
Stellar HE is not a typical leadership development programme, but is research-based and custom designed to address the distinct and often subtle challenges and variations to the unwritten rules and models for success that BME leaders face and must master as visible minorities operating in a majority HE context. Fast-paced and interactive the course is packed with alternative ways of looking at and activating their leadership style and approach, critical to career success within the HE sector and is full of practical strategies and innovative tools that can be implemented immediately. 
The objectives are:
· To provide Diverse Leaders in middle to senior management with opportunities to gain a greater understanding of effective leadership and management practices;

· To identify what is needed for their next career move, and develop strategies for progression;

· To assess capabilities and strengths in preparation for promotion opportunities;

· To explore potential barriers to success and how to overcome them;

· To develop strategies to manage careers, including managing key relationships at work, image, and positive communications;

· To explore the impact of being a visible minority in a majority culture and develop strategies for succeeding in this environment.   
Expected outcomes
This project could have a far-reaching impact on the HE sector.  It will be the first of its kind to deliver a cross-institutional development programme for potential BME leaders.  Its design, involving inter-institutional collaboration, will provide opportunities for sharing good practice, identifying common experiences and developing benchmarks against which individual institutions can measure progress.  Specifically, deliverables will include:

· Development of the leadership and management skills of a group of BME staff to a very high level so they are in a position to take up leadership and senior management roles in the sector and succeed in these positions.
· Increased levels of job satisfaction and retention among participants.
· The running and refining of a cross-institutional leadership programme that through practical application could potentially be delivered at national level.

· Providing a highly visible means for HEIs to demonstrate in a practical way their commitment to bringing about fair and equal treatment for BME staff.  

· Provide an opportunity to build on existing expertise in the HE Sector. It is recognised that many equal opportunities initiatives tend to be short-term and finite and this project has the potential to capitalise on the momentum gained so far. 

· By including managers of participating BME staff, the programme can have a wider positive impact on attitudes and organisational cultures. Furthermore, linkages within and between institutions will encourage information flow in a supportive environment and facilitate debate as to whether the needs of ethnic minorities are being addressed and accommodated effectively. Improved communication is likely to act as a ‘reality check’ to a situation whereby senior managers may feel they have done more to promote equality than their staff actually feel. 

After the programme progress will be measured against these outcomes.   
Who should attend? 
This programme is suitable for academics, researchers, and professional support staff who manage or supervise the work of others.  Delegates will be selected on the following criteria:   

· Management: Being a manager/supervisor of others or in middle to senior level grade, and can provide evidence of managing others, delegating and developing staff, and or leading change or innovation.  

· Aspirations: Can provide evidence of having proactively thought about career progression and future aspirations.  For example, have sought feedback and reflected on strengths and weaknesses, have experienced the use of various development methods, and have investigated career options.  
· Self Development: Can show they have displayed initiative in progressing their career through proactive personal/professional development e.g. workshops, volunteered for projects, etc.

· Commitment: Can articulate a realistic understanding of this training programme and its objectives, is able to commit to all parts of the programme and has the opportunity to apply their learning.  
· Service: A willingness and commitment to actively share their learning and experience with other aspiring colleagues and staff, e.g. be prepared to mentor, coach, encourage greater networking. 

The Process/Next Steps
All interested participants need to discuss their participation with their managers and complete an application form.

Each participating HEI will conduct its own recruitment process. The application forms and selection criteria are however standardised across all institutions. 
Successful applicants will be notified, and alternative development options will be discussed with those who are not successful in obtaining a place. 
During March 2010 there will be a one day introductory workshop for participants, followed by a half day briefing workshop for their managers.   The programme format includes:

· April 2010 
Module 1 – Factor 8 Leadership – Leveraging your difference as a leadership strength  (two day residential)
· May 2010
Module 2 – Leading Self – The Audacity of the Authentic Leader 
· June 2010
Module 3 – Leading others I – 360 degree Different Leader
· July 2010
Module 4 – Leading others II – Executing your Leadership 
· Sept 2010
Module 5 – Activate your Leadership Signature
In addition to the interactive workshop sessions, the course will involve:

· Leadership diagnostics – including “Factor8 360 degree Different Leaders Assessment Tool feedback
· Case Studies and simulations
· Individual Business Critical Project
· Action Learning
· Executive Coaching
· Mentoring

The five modules, including the one day introductory workshop, will take seven days, spread over seven months, i.e. March – September 2010.  The modules will be held in London and central England.  Total commitment for line managers includes attending in-house briefings, a half day introductory workshop (to be held in London), and one-on-one time given to participants in support of the local (strategic) project work the participants will share/present during the final module in September.     
The programme will be delivered by a multi-ethnic, multi-disciplinary team of experienced leadership development and executive coaching professionals with both private and public sector experience.
Christine Yates
Equalities & Diversity Consultant 
Imperial College London

Rm 312, Level 3 Sherfield Building 
South Kensington campus
London SW7 2AZ
 

Phone:  020 7594 5558 
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