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Project outline: Academic Careers and Gender
The aim of the research project is to investigate how the introduction of New Public Management systems in universities and research institutions changes the interplay of gender and career development in the academic field: How does the application of quantitative indicators such as mobility requirements and entrepreneurial milestones shape the constitution and evolution of gender differences in academia? How do scientists adopt to these management tools and integrate them in their academic practice? What is the impact on the career development of male and female scientists at the postdoc-stage and beyond? 

Three levels of analysis will shed light on these questions: On the macro level, national policy making, the investigation will focus on documents, laws and directives of the education ministry and national higher education related associations. On the meso level, the unit of universities, the analysis will be based on university data and documents, as well as interviews and observations. On the micro level, individual biographies, networks, everyday experiences and career development will be the centre of the analysis. Both in the context of universities and individual biographies, the question of mobility requirements and its gendered implications will be of interest. 

This research is embedded in a wider project
 and connected to research projects in France, Switzerland and Germany. The core of this collaboration is an analysis of gender dynamics in the changing reality of academia from three perspectives: labour, organisation, knowledge. The Austrian research focuses on the perspective of academic labour, analysing the working situation and career development of scientists, while other projects approach the analysis of the changes in academia from the perspective of organisational behavior, or with a view to the production and transfer of knowledge. 

Gender Relations in Austrian, German and French Academia

We have chosen France, Austria and Germany to contrast the interconnection of scientific carriers and gender arrangements in the Entrepreneurial University, because they are characterized by both similarities and differences in the implementation of New Public Management and in the situation of gender relations in the academic field. The following overview will give a better understanding of the respective contexts:

In Austria the ratio of female academics is rising only slowly and unsteadily, and is still far from representing the gender distribution of students, although the number of female university students has steadily increased over the past century, particularly since the 1970s. Even though 58% of students, 55% of graduates and 42% of doctorates are female, women only represent 19% of lecturers and associate professors (Außerordentliche ProfessorInnen and AssistenzprofessorInnen) and 15% of full professors. Additionally, only 15% of university departments are headed by women (Flicker et al., 2010). This situation prevails against the backdrop of equal opportunities legislation in public service which was introduced in 1979 and subsequently broadened to include affirmative action (1990s) and a quota regulation since 2009, requiring at least 40 % women on all levels of academic institutions. 

Comparing gender relations in academia in France and Germany has to take into consideration the different structures of the research and university systems in both countries. Up until the recent restructuring of the French research system in the wave of new public management reforms, research activities were mostly concentrated outside of universities in institutions like the Centre National de la Recherche Scientifique (= CNRS). Here, after a period of probation, a career of a researcher with tenure and promotion was an attractive prospect. According to international rankings of universities, many universities performed too little research. The reforms implemented a well equipped national research funding agency to strengthen time-limited research projects at universities in particular. At the same time long term research career positions at research institutions outside of universities were reduced. In light of these changes, the French academic system will become more similar to the German one, and it is to question if gender relations will assimilate as well. 
On average the French academic system shows a more symmetric gender equality distribution than the German one. In 2007 17.9 % of all professors of French universities were women, while in Germany the percentage is 16.2 % for all universities and colleges (Costas, 2010). Only 10 % of the highest category of professors were women. The female rate of non-professorial employees in teaching and research, mostly consisting of temporary posts and including part time personnel, is 37.1 % in Germany. At French universities, 40.4 % of non-professorial staff in teaching and research, the maîtres de conférences, employed in permanent positions, are women. Professors and maîtres de conférences amount to 64 % (2007) of the teaching staff at French universities.

Within German state funded research institutions outside the university system, the percentage of female researchers lies at 26.4 % (2006), which represents the lowest number in Europe. This figure includes postgraduates and doctoral candidates, thus in comparison to the French data the female rates would be even lower. Only between 1 % and 6 % of the highest leading positions in these research institutions are held by women. In the research institutions of the French CNRS the rate of female researchers amounts to 30 % since many years, the overall percentage of female directors of research in the public sector lies at 22 % (2003). 

New Public Management and the Entrepreneurial University

Since over a decade, a wave of reforms is changing the higher education landscape across Europe. These reforms are integrated in and advanced by European umbrella processes, most prominently the Bologna Process (since 1999) and the EU Education and Training 2010 work programme (since 2001), now Education and Training 2020 strategic framework. The aim is to enhance performance, increase accountability, and thereby improve the contribution of higher education to a knowledge economy and society, which can exceed in the international competition with other regions of the world by producing exploitable research results and graduates.

In the process, New Public Management methods are introduced in higher education. The guiding principles are: an increase in market-based regulation mechanisms and a reduction of direct regulation through public institutions, strong management structures and processes including the introduction of indicators and benchmarks, and intensified competition between and within universities for resources, prestige and students. The allocation of financial and other resources to universities, faculties and departments is increasingly made dependent on output indicators, such as the amount of external funding acquired, the number of publications in scientific magazines, the number of graduates or the number of young academics, and, increasingly, academic mobility. The resources are distributed on a competitive basis between the institutions; aiming at increasing excellence and making them find their market gap, their unique selling proposition.

These reforms assign a radically new purpose to universities. Burton R. Clark (1998) coined the term Entrepreneurial University: It expresses the introduction of non-academic criteria in the management of universities, and the economical shift that forms the core of the described reforms. Three core elements characterise this new role of the university. Firstly, the relationship between the state and the university is taking a new shape, from detail management to context management through setting qualitative and quantitative targets and through increased autonomy of the institutions. Secondly, the process of knowledge transfer is shaped by evaluation criteria and students are regarded as customers of the service provider university. Thirdly, market mechanisms and rationalisation become guiding principles in academic work, changing the understanding of academic skills and products, the relationships between students and teachers, and between researchers and their projects, and impacting the organisation of curricula towards the potential of economic exploitation of the skills transferred through education. 

New Public Management and Gender Relations in Higher Education

Within this changing reality in higher education, the core question of the research project is the effect of the introduction of New Public Management on the dynamics of gender differentiation in academia. Research on the connection of New Public Management and gender is scarce in continental Europe, but some interesting findings can be drawn from analyses in Anglo-Saxon and Scandinavian countries.

At a first glance, the introduction of New Public Management systems seems to offer chances to female academics: “Gender studies has provided evidence that performance assessments of scientists are given on a particularistic gendered basis mainly when merit and position are negotiated through informal procedures. In this way, the scientific shift towards increasingly bureaucratic organisational standards could lead to a lessened impact of ‘the background effects of the gender frame on behavior’.” (Ridgeway, 2009, cit. in: Mathies and Matthäus, 2010: 87) When formalised quantitative and qualitative indicators and evaluation systems are introduced, taking the place of homogenous academic networks - Old or Young Boys Networks - in creating the framework for career opportunities, the role of gender is expected to decrease (McTavish and Thomson, 2007). Furthermore, one could argue that the potential negative impacts on scientific personnel, such as increased performance pressure, permanent control and evaluation, as well as increased competition, have the same effects on men and women. Contrary to these expectations, the empirical findings do not show this effect. 

Barry et al. (2006) undertook a research in England and Sweden to analyse how the process of construction of identity in higher education in the context of New Public Management is geared to gender stereotypes, and whether it confirms or changes these stereotypes. Similar studies were undertaken by Deem (2003) and Thomas and Davies (2002). In all cases, caution was raised towards regarding gender as a constituting element of organisations (Acker, 1990), and underestimating the agency of individuals. Rather, the specific positions, context and opportunities for decision making must be taken into account (Barry et al., 2006: 278-282). 

In a case study of three British universities, Thomas and Davies (2002) highlighted that academics are not passive recipients of New Public Management but constitute their identity in a continuum of adaption and resistance. In the process of trying to fulfil the seemingly gender neutral output criteria, academics are nevertheless confronted with gender differentiating conditions: Intensified demand and longer working hours (Hofbauer, 2004, 2008). On the level of individual behaviour, the framework of New Public Management rewards self centred ruthlessness, competitiveness and the avoidance of tasks which are not within the scope of evaluation, or receive little appraisal – all characteristics which are generally attributed to competitive masculinity. These analyses lead to the presumption that the introduction of New Public Management systems in universities actually intensifies gender differences. 

The concept of a re-gendering of the Entrepreneurial University is further supported by a research by Gildemeister and Robert (1999), who conclude that the demands of reproductive labour by female academics are blanked out in the restructuring arrangements of universities. The highest performance values are received by individuals who focus solely on scientific success in the definition of New Public Management. Women who try to live alternative concepts recount negative experiences and a reinforcement of gender stereotypes through their lack of performance according to New Public Management criteria. 

Fletcher et al. (2007) conducted a case study at a British university to analyse the impact of output indicators on research, using Bourdieu’s theoretical concepts of the habitus, cultural practises and the forms of capital, as wells as an analysis of the process of research. The aim was to find out how individuals conceptualise themselves and their identity within the new research economy. They found that research increasingly turns into a competitive activity focused on success, and that this process gains importance even within a university unit, when the assignment of research and teaching time is used as a mechanism of sanction and reward. The gender dimension does not only concern the tendency of homogenous personnel policy in recruitment and promotion, or gender stereotypical assignments of skills and the lack of inclusion of women in relevant networks. Moreover, the system of the research economy is gendered as such, because intensified competition for scarce research time and resources demands investment of time additionally to the normal working hours and leads to a long hours culture. Women find themselves in a weaker position in this competition, since they still carry the bulk of the responsibility for reproductive labour, and feel alienated and excluded. 

Mobility as form of objectified capital

Continuing on in the analysis of the gendered effects of output indicators and taking up on the conference stream’s focus, the paper will take a compact view on mobility as a specific performance requirement in the academic field. We are basing ourselves on Bourdieu (1988) in regarding academia as a social field that is structured by social dynamics and status conflicts, keeping scientific practices in motion. What is valid and relevant knowledge is a matter of negotiation, taking place in specific contexts and power relations shaped by economic, social and cultural capital. Bourdieu makes a distinction between three forms of cultural capital: institutionalised capital being academic certificates or titles, objectified capital encompassing scientific papers and performance indicators, and embodied cultural capital, meaning cognitive qualities and performative representation of knowledge. 

Objectified capital plays a crucial role for inclusion and exclusion in the academic field. In this context, mobility as an essential requirement has gained more and more significance in the past decades. In the 1990s, international mobility has become an important precondition for and a quality feature of a scientific carrier (Ackers, 2010; Bauschke-Urban, 2008), becoming a paradigm in academic development (Lanzendorf and Teichler, 2003: 20). As an “established ideology” (Flamm and Kaufmann, 2006: 267), mobility is developing into a “formative element of existence” (ibid). In Europe the trend is further advanced by mobility programmes such as Sokrates and Erasmus, starting on the level of students (Bauschke-Urban, 2008). The evolution of the European Research Area (ERA) and the European Higher Education Area (EHEA) has increased the emphasis on academic mobility. Today, mobility is deeply intertwined with the concepts of quality, excellence and progression and has become a more or less obligatory part of objectified capital in academic practice. 

Nevertheless recently some of the most powerful key promoters of this performance indicator question the legitimacy of the generalised objective of (international) mobility, and criticise the discourse which portrays mobility as a universal precondition for quality and scientific productivity (Wissenschaftsrat, 2009). And the President of the Deutsche Forschungsgemeinschaft (Kleiner, 2012) deplores “the permanent, often unproductive restlessness” (ibid) of excessive competitiveness. 

Academic mobility and equality

While academic mobility is part of the category of “highly skilled” mobility, it can be distinguished from other forms of skilled migration by factos such as the demand for a high level mobility for career progression, the prevalence of temporary or fixed-term contracts, and in many instances a lack of corporate social support for partners or children (Ackers 2004: 139). This can create difficult situations for scientists trying to combine mobility requirements with the precarious working conditions related to academic mobility. 
Similarly to other performance indicators in academia, mobility is regarded as an objective and independent indicator. This view ignores that access to mobility is dependent on resources that are not distributed equally. Universities have always been hierarchic institutions (Kreckel, 2005), and strategic positions and resources for status struggles around career chances, including opportunities for academic mobility, are all gendered. Ackers (2010) takes a closer look at the potential tension between mobility requirements and the increasing number of female scientists, pointing out that key barriers to mobility such as personal relationships, childcare and other caring responsibilities are distributed differently between men and women, therefore implying gendered effects. The European Commission addresses these concerns as well: “Attention is also drawn to the pressure on researchers to demonstrate mobility as a factor in the underrepresentation of women scientists.” (EC, 2008: 41). In this context, mobility can be regarded as an informal barrier structured by different inequality dimensions such as gender, age or disability. Strategic resources of competition such as time or mobility lead to a systemic disadvantage of certain groups, including women. (Hofbauer et al., 2012: 6) 

For the French case mobility has a further gendered significance concerning long term positions and careers in research institutes (Charle, 2006). In the mobility discourse, this career structure and the subjects living it are blamed as prototypes of non-performers disturbing the efficiency of competitiveness. In our project we will explore these researchers’ careers in their different dimensions, conditions, achievements and motivations in a comparative, gendered perspective. 

In the context of subject-constitution of researchers, output indicators such as mobility lead to a Controlling- and Auditing-System (Power, 1999), including the continuous evaluation of individual performance. Mobility is regarded as an indicator for the individual’s willingness to perform and make herself/himself available, and it is a constituting factor for what is conceived as an academic personality (Beaufaÿs, 2003). The permanent visibility and control of performance is crucial for the specific constitution of the subject. This can lead to a dynamic of showing mobility as an end in itself. Rather than using travel for research as a targeted tool to raise the quality of science through widening discourse and review, individuals develop a cult of mobility, aiming at presenting research outcomes at a maximum amount of conferences and improving the numbers in the personal academic portfolio. Analogue to the concept of competitive presenteeism (Simpson, 1998), the idea of competitive mobilitism could be pursued in the framework of our research. The way in which these processes are gendered will be of great interest for our project.

Conclusion

The research findings outlined in this paper provide a good basis for the formulation of a hypothesis concerning the role of mobility for gender relations in academia. The introduction of performance indicators such as mobility requirements, as part of a broad reform of university management structures, does carry the potential to decrease the impact of gender stereotypes and to open up new opportunities for women in academia. But the conventional conceptions of mobility require resources and freedoms that are unequally distributed between women and men. Rather than creating an equal playing field for the career opportunities of male and female academics, the introduction of mobility, like other performance indicators promoted by New Public Management, may actually re-gender the academic field and create new obstacles for the career development of women in academia. 

Furthermore it should be kept in mind that the value of mobility is rarely questioned among the scientific community. Little research has focused on the relationship between mobility and excellence (Ackers, 2010), as well as the quality of short-term mobility, which could make it easier for women to meet mobility requirements. Based on an analysis of the experiences of academics in the context of the introduction of New Public Management in universities, and their opportunities for fulfilling performance indicators and requirements imposed on them, further investigations can look at alternative conceptions of mobility which, rather than reinforcing gender differentiations and contributing to the structural exclusion of women, take into account the different realities of women and men in academia. 

The presentation of the paper at the conference will be based on first findings from our own research on mobility discourses in France, Germany and Austria. 
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