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1. Introductory summary

There is much shared history between churches and educational institutions
including the people who work in them, those for whom they have a special
concern and their missions to serve the wider community and promote social
cohesion. Many Christian organizations, including the Methodist Church, have
indicated a wish to look further at women in leadership in the church and the
issue of under-represented groups in leadership (for example, Green, 2014;
Jones, 2015; Methodist Church, 2002, 2003, 2005), and the education sector
has been concerned with this matter with increasing interest over the past
couple of decades (Coleman, 2012; Ozga, 1993). Yet whilst reports from both
sectors contain exhortations to ‘make things better’, ways forward seem less
easy to implement and the same experiences and frustrations often re-

emerge in research across the decades (Coate et al., 2015).

This review of the literature mainly from education settings explores the
terrain of women in leadership and management in order to extract useful
insights. It asks what thwarts these good intentions and how a more inclusive

leadership might be achieved by exploring four major themes:

) The representation of women within the leadership structures,
i) Where women are represented within the structures,
iif) How leadership is exercised by women,

iv) The place of leadership development.



2. Methodology and methods

The methodological approach used insights from two major approaches that:

i) drew upon the insights of intersectionality which argue that the position of
women in society cannot be understood by reference to gender alone but
must instead take account of other factors such as ethnicity, ability, class, age
and sexuality (Arnold and Brooks, 2013 ; Martinez Dy, Martin and Marlow,
2014), and,

ii) sought to move beyond surface level experiences and to identify the
underlying events and mechanisms that generate these experiences within

specific contexts (Scott, 2010).

This review does not claim to be a systematic one but does draw upon a
number of the method’s characteristics (Nind, 2006; Nind et al., 2004). A
search using the Education Research Complete database was undertaken.
Over 222,000 works were identified through the key terms of leadership,
management and education which reduces to 81,053 when the search term
gender is added and 80,996 when ‘school’ is added. Of those works, the
majority were published in the last 10 years (46,358) indicating that
increasing interest in the topic (compared with 10,315 published between
2000-2005). Two articles were identified when the final term of ‘church’ was
added (Arnold and Brooks, 2013; Griffiths, 2009). Most publications come
from writers based in the UK, USA and Australia. Five studies were included in

the in-depth review'.

' A more detailed explanation of the methodology and the criteria for
inclusion of the literature is available in an expanded version of the
report.



3. Overview of studies

3.1 Introduction

After outlining some of the arguments to support greater equality, diversity
and inclusion in the workforce, a number of issues specific to educational
leadership are explored before considering normative views of leadership, the

place of intersectionality, and leadership development opportunities.

3.2 Arguments for equality, diversity and inclusion in the education
workforce

The ideas within the phrase ‘equality, diversity and inclusion’ go beyond the
promotion of equal opportunities. Oswick and Noon (2014) uncover the
‘cycles of popularity’ in the use of the terms diversity, equality and inclusion.
The factors involved include, for example, gender, ethnicity, age, disability,
religion, social class, and sexual orientation to name a few. Some forms of
discrimination are outlawed by disability discrimination legislation in the UK

(Equality and Human Rights Commission, 2015).

There are, at least, four arguments put forward to support equality, diversity
and inclusion in the workforce and wider society including:

a) The Democratic argument: that equality is an ‘aspiration in a democratic
society’ (Bush and Middlewood, 2005:92) linked to ideas of entitlement to fair
and equitable treatment for all.

b) The Economic argument: that everyone in society must be involved in
making the nation economically productive and should not act as an
unnecessary drain on resources through either economic inactivity or anti-
social behaviour (Wolf, 2002).

¢) The Intrinsic argument: that equality and inclusion is a human right and
does not need a further, extrinsic justification (DCA, 2006; United Nations,
1948). That humans are made equal by virtue of all being God’s children and
being one in Christ (Galatians 3:28) is another intrinsic argument which might
have a particular resonance within the church and church schools.

d) The Educational argument: that the education workforce should be a
visible embodiment of equality, diversity and inclusion which the students see

in the roles people hold and how they carry them out (Soler, 2011).

Debates circulate around whether there is one organizational model or
leadership style that promotes equality, diversity and inclusion particularly
well (Bush, 2010; Davies, 2009) and how these styles and models might
themselves intersect with gender (Gatrell and Swan, 2008). Whilst ‘school

management should be focusing on relationships in which all people are



valued, not systems’ (Bush and Middlewood, 2005: 97), this focus should not
assume ‘a universality of imperatives for motivation and satisfaction’ (Bush
and Middlewood, 2005: 85). There is no single way to do these things so
‘continuity and conflict must be embraced’ (Middlewood and Lumby,

1998:96) because difference will persist and commonality cannot be assumed.

3.3 Equality, diversity and inclusion in educational leadership

A number of points arise around barriers for women including experience of
sexism, discrimination, stereotyping (Billing, 2011), and the extent to which
women’s work-life balance might be more deeply affected (Barrett and
Barrett, 2011). Most teachers in UK schools are female but most heads of
secondary schools are male and the proportion of male heads in primary
schools is large in comparison with the overall number of women in primary
teaching (Coleman, 2005; Fuller, 2013). However, the proportion of female

headteachers and deputies is growingz.

Homosociality leads to the exclusion of women and those from minorities
from senior posts in education in a number of ways (Blackmore et al., 2006;
Devine et al., 2011; Grummell et al., 2009b; Lumby with Coleman, 2007).
Whilst stereotypical male styles are perceived to be preferred by governing
bodies and appointment panels, stereotypical female styles are increasingly
seen by researchers as preferable (Grogan and Shakeshaft, 2011). One view
within the general leadership literature identifies women as practising a
different, and better, form of leadership from men with a distinctive emphasis
on people management and collegiality (Binns and Kerfoot, 2011; Griffiths,
2009; Grogan and Shakeshaft, 2011; Helgsen, 1990; Rosenner, 1990).

Possible actions to address problems suggested by research and reports
include:
enacting legislation at national level,
1 devising and implementing institutional policy in schools, colleges and
universities which recognises difference and challenges inequality,
1 improving the practice of leadership and management and the institutional
culture,
1 developing leadership development programmes and opportunities
including mentoring and role models,
1 considering other disadvantaged groups and groupings.
(see Ali, 2008; Beddington, 2009, 2012; Bush et al., 2005; Coate et al., 2014;
Coleman, 2005; McKenley and Gordon, 2002; O’Dwyer and Thorpe, 2013;
Thorpe and Bennett-Powell, 2014).

2 Beddington (2009, 2012) makes many similar points for the UK
university context of leadership and diversity.



3.4 Normative views of leadership and the place of intersectionality
Many writers identify that a normative view of leadership as a male pursuit
inevitably impacts on women who seek, and those who access, leadership
positions. Half the English women head teachers surveyed in 2004 ‘were
aware of resentment and/or surprise from peers, colleagues and others in
finding a woman in the position of headteacher’ (Lumby with Coleman, 2007:
46). Furthermore, there is a stereotype of hegemonic masculinity that
consciously and unconsciously influences our expectations of what a leader
‘should be’. The “think leader, think male” perspective was uncovered by
organizational culture writers in past decades (see Schein, 1973) and recent
research suggests these stereotypes are still prevalent in the workplace
making it doubly difficult for women to indicate a wish for career

development whilst keeping within social norms for female behaviour.

As a result, women, and others who do not correspond to the normative
leader stereotype may feel, and be regarded by others, as outsidersin a

leadership role (Coleman, 2012; Lynch and Feeley, 2009; Reynolds, 2002).
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