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INTRODUCTION

For over 30 years Saxton Bampfylde has advised on leadership roles for 
every type of university in the UK and internationally. We have always 
had a keen eye on the evolution of the sector, and particularly how 
change affects leadership, and vice versa. In 2016, we produced a piece of 
research titled Evolve or Die – a view from the Chair on the changing face of 
the university council. This was warmly received as a topic and generated a 
good deal of interest from Chairs and executive leaders across the sector. 
The pivotal relationship between the Chair of the governing body and the 
Vice Chancellor emerged as a prominent theme throughout this research 
and it therefore followed naturally that the executive leadership function 
is an area we have chosen to examine more closely in our next research 
piece.

“THIS IS ONE OF THE MOST IMPORTANT SECTORS 
IN THE UK – CENTRAL TO HEALTH AND WEALTH.”

As one of the great exports of the UK, higher education is woven into 
the fabric of society. The sector overall contributes £95 billion to the UK 
economy and supports more than 940,000 jobs[1]. With an ever-greater 
international presence and an increasingly competitive market place, the 
UK’s higher education leaders are being projected into a more public role, 
both locally and globally. It is on this increasingly public platform that 
university leadership has come under greater scrutiny. This unprecedented 
level of examination is compounded by the ever-shifting financial, political 
and social pressures faced by the sector’s leaders, who are working in 
more agile ways than ever to help the sector evolve to fit the new world 
into which it is moving.

“HIGHER EDUCATION IS ONE OF UK’S SUCCESS 
STORIES. WE ARE AT REAL RISK OF DAMAGING 
IT IN LONG RUN FOR A SHORT-TERM GOAL OF 
ECONOMICS.”
Whether evolution is inevitable, borne of necessity, or a combination 
thereof, there are challenges that need to be surmounted in higher 
education, both in the UK and globally, to guarantee the continued success 
of the sector. Leaders appointed, the teams they build, and the way in 
which they tackle the challenges they come up against, are all part of this 
process. 
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“VISION STATEMENT AND STRATEGY AREN’T 
HARD. THE PROBLEM IS THE IMPLEMENTATION.” 

Our aim with this report was to gather the opinions of the current leaders 
who are addressing these challenges, to deliver change and build a modern 
higher education system for the future. We asked them to consider from 
where the sector’s future leaders will come, the skills and attributes 
required, which models of leadership will become more commonplace, and 
what challenges and opportunities are on the horizon.  

“THE SECTOR CONTINUES TO MAKE A DIFFERENCE 
IN THE WORLD. VICE CHANCELLORS ARE GETTING 
ON WITH EVOLVING IT.”

We are passionate about partnering with higher education institutions to 
find the sector’s next generation of leaders and are always looking to the 
future to ensure the right people are in place to guide the sector forward.

We hope that you will find this insight piece thought-provoking and would 
warmly welcome any feedback on the themes and areas explored. 

 
 

Hamish Laing 
Partner, Head of Global Higher Education Practice 
Saxton Bampfylde 
 hamish.laing@saxbam.com
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To produce this report, we spoke 
with senior figures across higher 
education in the UK. We talked to 
Vice Chancellors, Deputy and Pro Vice 
Chancellors, Provosts, Chairs and 
Chief Executives across 30 institutions 
and organisations. The total of 36 
contributors represent a variety of 
institutions, from the most ancient to the 
most modern, large metropolitan and 
international bases to smaller campus 
universities. They come from institutions 
in England, Scotland and Wales 
with varying disciplines and subject 
focus areas and have a broad mix of 
backgrounds, including government 
and non-institutional perspectives. 

We asked a series of questions focused 
on leadership models in the sector, 
looking at how and why they are 
evolving. Set against the backdrop of 
a rapidly changing ‘market’ as it was 
increasingly referred to, the executive 
team, particularly the role of the Vice 
Chancellor, was at the core of the 
discussions. We also explored specific 
areas directly relating to leadership 
in higher education, including 
governance and remuneration. 

Looking at the wider industry context, 
the impact of external influences 
such as technology and the media 

were repeatedly discussed, featuring 
as both opportunities and risks 
for the sector and its leaders. 

Whilst we did not explicitly set out 
to explore the political environment, 
this was a subtext within many 
areas of conversation, including the 
potential impact of Brexit, international 
immigration and the varying approaches 
of devolved administrations. We 
looked at the challenges leaders in 
the sector are facing and discussed 
how best to equip new generations 
of leaders to address these. We also 
explored the extent to which training 
or succession planning exists across 
the sector and the importance that 
this could have in the future.  

“WE NEED TO BE 
MUCH MORE ACUTELY 
AWARE OF WHAT IS 
ON THE HORIZON.” 
To allow our leaders to speak openly, 
we assured anonymity. This ensured 
that we were gathering their honest 
thoughts, observations and predictions 
for the future. We have incorporated 
anonymous quotes throughout this 
piece, to reflect our conversations 

OVERVIEW

THE BIG PICTURE

Overview
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and to give an indication of 
thought and response.  

Our questioning was open-
ended to give participants the 
opportunity to express their 
opinions and to provide their 
particular view of the world of 
higher education. Each interview 
lasted between 30 and 55 minutes. 

Participants all demonstrated a 
clear desire to explore these issues 
and, above anything else, they 
expressed a common pride in a 
sector that is one of the oldest 
and most successful in the UK. 
This pride is not blind to the issues 
faced by the sector or the changes 
that lie ahead, but it is with a mood 
of determination, considerable 
hard work and a global perspective 
that the current and future leaders 
of this sector can help it to thrive. 

This pride is manifest, the desire 
for preservation is robust, and a 
sense of ambition for the future 
present. The complexity of the 
sector and the demands this 
places on its leaders and governing 
bodies is evident, but the desire 
to embrace change and develop is 
abundant. 

Overview
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0 10 20 30 40 50 60

Populism / anti-intellectualism

Stricter regulatory environment 

Technological threats

International competition

Staff drain / retention

Falling applications / affordability

Brexit

Political uncertainty / change

Public opinion / perception

Financial uncertainty and funding

Top 10 risks or challenges 
to the future of the HE sector 
(Based on total number of those who gave a response to this answer):

Overview
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CHAPTER 1

MODERNISATION 
OF HIGHER 
EDUCATION

13Saxton Bampfylde



CHAPTER 1: INSIGHTS

• In the face of rising fees and greater expectations from students, 
the UK’s higher education institutions are having to work ever 
harder to market themselves as successful businesses. As a 
result, having access to accurate data is more important for 
institutions to be able to demonstrate success. 

• The scope of the Vice Chancellor’s role continues to grow to 
reflect the sector’s increasing need to find alternative funding 
sources. 

• Many suggest that the autonomy of higher education institutions 
is threatened by rising political involvement as well as public and 
media scrutiny.

• Technology is now part of the everyday workings for higher 
education institutions, a fact that has in many cases presented a 
steep learning curve.

• Educational institutions are putting a greater focus on the place-
making agenda to ensure market resilience against the backdrop 
of a more financially focused strategic direction.

For centuries, the world of higher education was based on an assumption 
of historic respect for its purpose and endeavours. However, in today’s 
market-driven society where the term ‘always on’ has become the de facto 
way of living rather than a lifestyle choice, the higher education sector faces 
threats, opportunities and a need for adaptation.

Market forces, technological advances, political challenges and public 
speculation have gathered around the sector. This has created a challenging 
environment for leaders. However those who can navigate a smooth 
enough course have the opportunity to emerge into the new and modern 
order.

Throughout our conversations, the evolution and modernisation of the 
sector was marked by four key areas, which were considered central not 
only as the cause of change, but also as the tools with which to instigate 
and direct that change. These four areas are marketisation, politicisation, 
digitalisation and regionalisation. In order to look more closely at each area, 
they will be explored individually.

CHAPTER 1  MODERNISATION OF HIGHER EDUCATION
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

THE BUSINESS OF ACADEMIA 

“MARKETISATION OF HIGHER EDUCATION 
HAS CHANGED THE VICE CHANCELLOR ROLE 
FOREVER.”

For those leaders with whom we spoke, there is no denying the absolute 
shift that took place across the sector in 2012 with the introduction of 
fees up to £9,000 in England, and then in 2015 when caps were removed 
completely from student numbers in England and Wales, creating a new 
marketplace in which 162 institutions across the UK had to compete[2]  
(According to Universities UK, there were 162 higher education institutions 
in the UK in 2016-17. Of these, 136 were Universities UK members.

 “PEOPLE ASSOCIATE IT WITH THE ERADICATION 
OF FEES, BUT IT WAS THE NUMBERS CAP BEING 
LIFTED THAT TRANSFORMED THE SECTOR AND 
CHANGED IT INTO A MARKET.”

The introduction of a clear and evident marketplace required a new way 
of thinking and operating, as well as a much greater focus on external 
forces capable of impacting the market either positively or adversely. This 
is particularly apparent for leaders and their senior teams and, according 
to those with whom we talked, has contributed to a huge diversification of 
skills required from Vice Chancellors.  

“ANYTHING THAT CHANGES THE MARKET AND 
PLAYERS WITHIN IT WILL AFFECT THE LEADERS.”

This open marketplace has changed the relationship between students 
and institutions considerably. Students now have ‘skin in the game’, as 
highlighted by one interviewee, due to the substantial investments they are 
making by entering higher education. The student experience has taken 
on a whole new meaning in the past decade, with an emphasis on value 
for money. This term is open to interpretation, either through creating 
value added ways of enhancing education or, more detrimentally, by 
cutting costs. For many, the heightened degree of investment that students 
now have is changing the way institutions sell themselves by providing 
greater statistical evidence and partnership opportunities to demonstrate 
high levels of graduate employability and income in the hope that it will 
generate higher application levels. 
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

“ECONOMICS IN HE ARE SIMPLE. THE CORE 
OF INCOME COMES FROM STUDENTS AND 
RESEARCH – THE ACADEMIC ENTERPRISE 
– AND WE WILL NEVER BE A COMMERCIAL 
ORGANISATION.”

“FEAR OF STUDENTS BEING 
SUCKED IN AND SUCKED 
OUT. MANY ARE STARTING 
TO THINK ABOUT PRIVATE 
PROVIDERS.”
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

“WE ARE NOT SURE WHAT TO CALL STUDENTS.”
There was still some disagreement about the terms of reference when 
talking about students. For some of those to whom we talked, it was clear 
that this relationship had moved to a much more transactional one in 
which students were more regularly being referred to as ‘customers or 
clients’, internally at least. However, many were not as comfortable to move 
this far in a commercial context, pointing out - ‘they are students; you can’t 
buy a degree’. It was not just the introduction of fees either that seemed 
to create this change in attitude towards students. It was noted by one 
interviewee that ‘even in Scotland where home students don’t pay fees’ this 
was very much part of the day-to-day language. 

“IN THE PAST 18 MONTHS IT HAS CHANGED 
DRAMATICALLY, SALES IS A HUGE PART OF OUR 
LANGUAGE NOW.”
To ‘sell’ the benefits of one’s institution is vitally important for its senior 
leaders. This is an undertaking that needs to be carried out at home and 
internationally. It is fundamental to continued growth, and even more 
to sustaining the highest quality workforce. With the introduction of the 
Teaching Excellence Framework, the quality of academic offerings is more 
overtly visible and looks set to become even more so as a greater focus is 
placed on individual departments and schools. One respondent highlighted 
this, stating that ‘key to the market is academic quality, and Vice Chancellors 
need to understand this’.

It was widely acknowledged amongst our respondents that being 
able to demonstrate quality will be key to attracting students who are 
considerably more invested financially in the outcomes of their degrees. 
Attracting students is an imperative for each institution, all of whom face 
reduced public contribution, and in many cases, greater competition. The 
stark reality around attracting student numbers was highlighted in one 
conversation: ‘if we don’t recruit the right number of students, jobs will be in 
peril’. 

An important part of understanding a market in which an organisation is 
operating is having access to accurate analytical data. This is also vital to 
prove that a strategy and approach is working, particularly when financial 
viability relies upon it. 

“WE HAVE MUCH BETTER QUALITY OF DATA, AS 
KPIs NOW MEAN SO MUCH MORE.”

With a greater focus on getting results that can be proven and measured, 
it was widely acknowledged that efficiencies were required in order to 
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

‘reshape disciplines and make them more effective’. There was no denying 
that this brought significant challenges for some institutions, not least due 
to the size and complexity of the organisations in terms of staff, students, 
geography and buildings, but the need was clearly acknowledged. For 
some organisations it was considered potentially less challenging than 
others, with one contributor observing that ‘post ‘92s are more nimble 
and agile’ and therefore more able to adapt to the demands faced by a 
modernising and market-driven HE sector. 

For some of those to whom we spoke, the implication that higher 
education is becoming more commercialised was an anathema, and 
not one that would stand up in the long term. In simple terms, for those 
individuals, the key drivers for success were to ensure that student 
applications were competitive and that research funding was secure. 

At its core, this view is reflective of the current model. Nevertheless, the 
sentiment coming from certain areas was that this was not the complete 
picture for a modern higher education sector. Some argued that this focus 
on research funding will have to change in the future. One interviewee 
commented that ‘enlightened leaders looked beyond REF’ in order to 
consider other commercial and income generating streams to guarantee 
institutional, if not sectoral, sustainability. The recognition that REF funds 
really have less to do with overall funding minimises the impact of a two-
tier system developing as the newer universities enter the market and are 
unable to compete with their more established competitors. 

The core business of higher education is of course commonly 
acknowledged as academia. However, the need for additional investment 
streams and revenue sits higher on the agenda than ever before, 
particularly for those institutions where large endowments or investment 
portfolios have not been a feature. This is a new area for many Vice 
Chancellors and their leadership teams, with one participant commenting: 
‘we are really looking hard at investment. My role as a deal-maker is now much 
more complicated’.

Market forces and the impact of a much more commercial environment 
are broadly accepted, but there are other areas that are being explored, 
such as an increased focus on alumni relations and the encouragement 
of philanthropic giving. These activities are more traditionally aligned with 
US ways of working. This is an area of importance for Vice Chancellors 
to add to their list of priorities with many agreeing that the focus ‘was 
increasing dramatically’. Despite scepticism from some that this is unlikely 
to yield a real income stream in the short to medium term, the reality is 
that students will have a far greater sense of investment in their higher 
education and this creates a new style of relationship, possibly more akin 
to that of a commercial relationship, but certainly encouraging students 
and their parents to move away from viewing universities as a public 
service to that of a private provider. 

“MANY STUDENTS ARE STARTING TO THINK 
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

ABOUT PRIVATE PROVIDERS.”

The anticipated increase of certified private providers coming into the 
market brings other considerations. The recognition that universities 
need to be more accountable for their teaching and research capabilities 
is broadly accepted, but increased moves to create a very specific 
marketplace does, according to some contributors, put ‘the definition of a 
university at risk’, with a stronger emphasis on commercial or business style 
approach.

“ANTI-INTELLECTUALISM IS A REAL GAME 
CHANGER.”

As marketisation of the sector continues, the need to demonstrate value is 
key. There is also a need to demonstrate real-world impact too. Graduate 
employability metrics are already a very important area, and will continue 
to be so, but the growing interest in apprenticeships from politicians 
and industry has also been noted as a key area of development and 
diversification. It is important for universities to make a much stronger 
case about their intrinsic link to economic advancement and productivity to 
make the case for higher education very clear.

POLITICAL SPOTLIGHT SHINES BRIGHTLY  
Higher education, and indeed education more generally, is a perennial 
focus of government and the media. For many this gaze has intensified 
somewhat and there is a sense that greater intervention, or even 
interference, is underway as compared to the past.[3] 

The sector’s political position is being keenly felt, particularly within 
leadership, as greater interest brings with it wider public and media 
scrutiny. According to a number of those to whom we spoke, this brings 
with it a sense that a ‘much more intrusive’ approach makes the sector 
feel somewhat of a political chess piece. One contributor likened it to the 
‘government playing tennis with the HE sector’.

“HE HAS A MUCH HIGHER LEVEL OF 
INDEPENDENCE FROM GOVERNMENT CONTROL, 
REGULATION AND PUBLIC SCRUTINY (INCLUDING 
STUDENTS) THAN ANY OTHER SECTOR I CAN 
THINK OF IN THE UK.”
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

There are those to whom we spoke who, while accepting there is continued 
interest at a political level, argued that the sector is still afforded a less 
stringent regulatory environment compared to other sectors. This was 
an area of interest for leaders, particularly because of the inevitability of 
increased regulation and more controlled governance. 

This is already taking shape in Scotland, where the government pays fees 
for ‘home’ students. One interviewee said ‘our student numbers are capped 
and we don’t receive enough public funding. Relying as much as we do on 
international students is going to impact the viability of our top five institutions 
to compete at a global scale’. 

With the introduction of elections for university Chairs through the Higher 
Education Governance (Scotland) Act 2016, it was felt that the Scottish 
Government appeared to be ‘politicising HE’ much more so than in the past. 

“I WOULDN’T HAVE ANTICIPATED THE PACE OF 
POLITICAL CHANGE – IT IS UTTERLY RELENTLESS – 
THERE IS A NEW INITIATIVE EVERY WEEK.”

In England, discussions about the impact of the Office for Students (OfS)
were varied and whilst many welcomed its core founding principles, 
the idea that it will have the power to increase the number and breadth 
of universities was met with some scepticism and concern. For some 
institutions its establishment is regarded as further politicisation of higher 
education and an affront to their own founding structures and values. 
Nevertheless, there are many who believe the OfS could have a positive 
impact and who welcome the new opportunities the system will bring. 
Interestingly, the response across most quarters to the TEF was optimistic, 
despite some warnings that it has ‘the potential to become too bureaucratic 
in the long term’.
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CHAPTER 1  MODERNISATION OF HIGHER EDUCATION

DIGITAL DILEMMA

“WE ARE LATE TO THE PARTY.”

Technology is part of the everyday operations and ambitions for 
modernisation across most sectors, closely integrated into various 
functions including monitoring, communicating, analysing and researching. 
However, it has moved apace in certain areas, and particularly in the way 
it is used by specific demographics. This has created a divide, which has 
potential consequences if not addressed and embraced as a key part of 
any strategy for a higher education institution. 

“WE ARE NOT PREPARED FOR IT IN ANY WAY. 
THERE IS A LACK OF AGILITY. WE REALLY NEED TO 
DEVELOP THIS.”

With the development of online, distance, and collaborative learning, 
certain leaders are clear that much more needs to be done in this area. 
For current cohorts of students, it was highlighted that ‘the way they learn 
is very different’, with everything from note-taking to communication with 
academic staff and the way in which library facilities need to be set up, 
led by digital technology. As a demographic emerges that interacts and 
communicates with technology more readily than previous generations 
emerges, digital infrastructure needs to be incorporated at the core of the 
higher education infrastructure. However this is also a learning curve for 
generations of those who have followed more ‘traditional’ learning and 
communications methods. 

An overall sense that technology’s ‘hugely disruptive impact is not been felt 
yet’ reflects the general opinion of those with whom we spoke. Only a small 
minority of our interviewees felt that their own institutions, and the sector 
more broadly, had got to grips with the digital agenda.  

The need to embrace digital technology as a communications tool was 
widely recognised, as ‘it is what students use to talk to each other and the 
outside world’. This is coupled with the understanding that digital forms of 
interaction can only be successful when employed in tandem with greater 
’openness and the ability to talk with [students] personally’.

“THIS REALLY DOES IMPACT ON VICE 
CHANCELLORS – THEY NEED TO BE MUCH MORE 
AVAILABLE AND RESILIENT.”
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Integrating technology as part of individual institutions’ strategy 
development applies right across the board, from students, to staff, to 
the executive team and the council. This needs to be prioritised by senior 
leaders, who must be willing to coordinate their approaches. This will 
no doubt bring both challenges and opportunities. It was observed that 
this sector is ‘as vulnerable as other sectors to technological change’, but 
the impetus to get on with it and accept and modernise in this area, and 
quickly, is now very real.  

HEART OF THE COMMUNITY 
Universities have a key role to play in their communities, be it a sprawling 
metropolis or a smaller regional campus. They are place makers, 
employers and economic drivers. For some institutions and their 
surrounding communities, this relationship has been given a greater status 
than it has held previously, with many leaders in the sector reporting a 
noticeable shift in how they actively engage and communicate with their 
local community.

“MUCH MORE CIVIC RESPONSIBILITY – WE ARE 
TAKING ON REAL AREAS OF PUBLIC SERVICE.”

Place making is far more important than it has been within the majority 
of institutions, and engagement and collaboration is becoming a key part 
of the sector’s wider strategic approach. Having ‘greater ties with Local 
Enterprise Partnerships’ in city and metropolitan areas was one example 
that was highlighted as being much higher up the list of priorities.

As the sector faces increased scrutiny from public, media and political 
stakeholders, many leaders have acknowledged the strength in ‘going back 
to local roots’ and working hard to maintain a greater sense of civic pride 
and purchase in their ‘local’ university.  Executive team functions including 
regional engagement, advancement and partnerships are increasingly 
recognised as fundamental to running a successful higher education 
institution. 

The evolution of the higher education sector is being driven forward at a 
faster rate than ever before, spurred on by external factors. Marketisation, 
politicisation, digitalisation and regionalisation have combined to form 
a catalyst for change to the sector, and it is vital that leaders are able to 
recognise the individual challenges and opportunities these elements 
present in order to ensure the continued success of the sector. 

CHAPTER 1  MODERNISATION OF HIGHER EDUCATION
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CHAPTER 2

HERO TO ZERO
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“IF WE DO NOTHING WE RISK DAMAGING ONE 
OF THE UK’S MOST SUCCESSFUL AND OLDEST 
SECTORS – IT HAS BEEN AROUND FOR HUNDREDS 
OF YEARS, AND WE WANT IT TO BE AROUND FOR 
HUNDREDS MORE.”

In a world hungry for news, the media and political spotlight is relentless. 
For higher education, seen as a trusted provider, this has come as a 
shock. The media ‘frenzy’ in the past year, largely aimed at leadership, has 
created anxiety within the sector, with some participants observing that the 
effectiveness and cohesion of the sector’s response has been mixed. 

“HERO TO ZERO IN SIX MONTHS.”

Over the past 18 months a sustained media campaign has focused on 
higher education, with a small number of institutions bearing the brunt of 
the attack. It is an almost daily topic across national and regional titles and 
is very much in the minds of sector leaders. 

CHAPTER 2  HERO TO ZERO

CHAPTER 2: INSIGHTS

• Higher education has dominated media headlines, with its 
leaders facing increased scrutiny, a fact that many argue has 
proved a driving force behind conversations about the relevance 
and role of university institutions in our country.

• The sector is having to engage more deliberately with the wider 
population to highlight its own importance, and this requires a 
change in modes of communication.  

• Remuneration of the sector’s leaders is one area that has faced 
particular criticism, with a huge level of media interest. Many of 
our interviewees argued that the changed nature of leadership in 
the sector is not acknowledged in these conversations, however.  
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“OPINION BECOMES FACT AND THIS 
PROMULGATES FALSEHOODS.”

The purpose of universities and academic thinking is to encourage 
independent research, empirical evidence and the demonstration of 
fact over conjecture. Now more than ever, universities have the data to 
demonstrate success, identify areas for improvement and see where there 
is under-performance. The prevalence of data indicating productivity, 
employability statistics, graduate salaries and benefits to wider 
communities, including business and public sector partnerships, has never 
been greater. For those in higher education the availability of this data is 
clear proof of the positive impact the sector and individual institutions have 
on the economy and wider society. It is therefore even more disappointing 
to be subject to negative media attention.

Whether it be anti-intellectualism, a populist political agenda or a general 
reflection of the ‘wider grumpy UK mood’ as one contributor suggested, this 
media attention has provided a catalyst for renewed thinking about the 
relevance and role of universities.

“UNIVERSITIES HAVE BEEN WEAK AT MAKING 
THEIR OWN CASE. NEED TO MAKE THEM 
RELEVANT.”

A challenge for the sector and individual institutions is to ‘get under the skin 
of people’ to really bring the importance of higher education to the wider 
population. There was a recognition coming through from a strong number 
of those to whom we spoke that the way universities engage must change. 

From the methods used, including a far greater prevalence of digital media, 
to the language being spoken: ‘a much more narrative communication’ – 
rather than always ‘stats and facts’. The acknowledgment that society is in a 
place where ‘hearts rather than heads’ appear to be driving forward political 
and media agendas, universities need to think about how they tackle this. It 
is a fundamental issue for leaders, as well as the teams they work with and 
is something we explore further in Chapter 7.

“MERITOCRACY IN THE MOST POSITIVE SENSE OF 
THE WORD.”

The pay of senior leaders in higher education has been under particular 
scrutiny.  It is a topic that evoked mixed reactions from our contributors, 
but one specific remark that the ‘hounding of individual Vice Chancellors is 
not helpful’ reflected a general consensus.

CHAPTER 2  HERO TO ZERO
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Within the wider mix of comments about the topic, a sense of people 
feeling ‘twitchy about pay’ was highlighted and a significant number of our 
interviewees reflected that the ‘changed nature of the role’ is not taken into 
account when discussed by the media. Some felt that it would be more 
commensurate to compare a higher education institution ‘to a private firm 
with a large bank balance’. 

“HUGE RISK TO THE SECTOR IF NO ONE IS 
PREPARED TO STAND UP AND BE COUNTED.” 

Despite the difference of opinion about pay, there was an overriding 
sense that leaders need to come together with a common voice and be 
supportive of one other, their Chairs and governing bodies. Creating a 
more transparent, performance-related approach to pay is on the agenda 
for modern university leadership. It is vital that institutions are open 
and realistic about what the role involves, both now and in the future, to 
ensure that remuneration is less of a focus point than academic quality or 
graduate employability.

“HIGHER EDUCATION FEELS LESS LIKE A 
NATIONAL TREASURE THAN MAYBE IT ONCE DID.”

Looking at the wider impact of these seemingly negative clouds of scrutiny 
hanging over the UK higher education sector, our interviewees expressed 
conflicting opinions on the impact that it would have on future leadership. 
Some felt it was ‘transient’ and would therefore not have a long-lasting 
effect. Others noted that it would impact international recruitment, 
creating the ‘risk of losing people (leaders and students) coming from [the] 
international market’.  However, the majority view was that ‘this scrutiny does 
not make the role less appealing’.  

There was recognition that rather than making being a Vice Chancellor 
less appealing, increased scrutiny requires institutions to take a different 
approach. They must increasingly look ahead to the future to ensure that 
the significant role of the sector in the prosperity and evolution of the 
country is maintained and made relevant to the entire public. 

CHAPTER 2  HERO TO ZERO
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CHAPTER 3: INSIGHTS

• The role of the Vice Chancellor in the UK’s higher education sector 
is expanding and changing in unexpected ways. It needs to be 
reviewed in light of this. 

• Some of those interviewed suggested that the US model of 
outward-facing President working in tandem with an academic 
leadership role in a Provost could be one solution. However it was 
clearly highlighted that a ‘one size fits all’ model was not a viable 
option in the UK.  

• Some suggested that the introduction of a President could be an 
opportunity for the sector to introduce more individuals without 
a background in academia.

• There is a keen sense across the industry that collaborative 
working across Europe should be a priority in a post-Brexit world. 

• An emerging model for UK leadership is that of a Vice Chancellor/
Chief Operating Officer relationship. 

The increased complexity of the higher education sector is not specific to 
the UK, and neither are the changing demands on its leaders. In the UK the 
history of higher education is rich and complex but this does not mean that 
we cannot learn from others. However, it does mean that we have heritage 
and experience that allows us to predict – to an extent – sector behaviours 
and responses to challenging circumstances.

PRESIDENT AND PROVOST – IS IT LIKELY?

“A CURRENT UK VICE CHANCELLOR COULD 
NEITHER BE A PRESIDENT NOR A PROVOST.”

No one denied that the Vice Chancellor role is becoming so complex that 
it needs to be reviewed. ‘One person cannot do it all’ was a comment that 
echoed many of the sentiments expressed, with some concluding that it 
was only natural that a variance of the President/Provost model would 
‘become more prevalent in the UK’. 
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“EVOLUTION RATHER THAN REVOLUTION.”

There is ‘no one size fits all’ approach in the UK at the moment, with 
each institution adopting its own approach to the more traditional Vice 
Chancellor and executive model. The majority of those with whom we 
spoke recognise that new models are evolving, with ‘different models or 
variations well established already’, and that in the next twenty years an 
‘incredibly diverse’ range of leadership structures might emerge.

In the UK, we already have examples of the President/Provost model and 
these appear to be working; indeed one contributor argued ‘our success 
is built on it’. However, for a number of our interviewees, the idea that it 
might become a significant model of choice seemed unlikely: ‘why hasn’t it 
happened already if it is going to happen?’.

“THE AUTONOMY OF ITS LEADERSHIP MAKES THE 
UNIVERSITY A WONDERFUL SUCCESS.”

When considering the current environment one observer concluded that 
the President/Provost model couldn’t ‘withstand stress the way the UK system 
does’ and this led to further observations about the long-term viability 
of the US model: ‘[it is] not an exact model for us. I am not even sure it will 
continue to work’.

Some conceded that it may happen in ‘20-30 years’ time’, but that quite a 
dramatic shift in thinking would be needed to introduce a President role 
that had less accountability for academic activities. 

For those adopting the model and experiencing considerable success with 
it, the opportunity to look outside the UK and also outside academia for a 
President was welcomed. Thinking differently and making a bolder move to 
step away, ‘tear up the whole thing and start afresh’ was positioned as very 
important to success with this model.

As the role of the VC becomes considerably broader and potentially 
unsustainable due to its time demands, the function of the Provost can 
provide significant benefits. With a strong knowledge of the academic, 
research, and funding environments they can focus on the core ‘business’ 
of the university. One contributor suggested that ‘universities which are 
going to be a success need to look at this model.’  The idea that the Provost 
might be less distracted by the international market was also considered a 
positive function of the model.
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“THE PRESIDENT/PROVOST MODEL MIGHT WORK. 
THE VICE CHANCELLOR ROLE IS BECOMING TOO 
BIG. NOT LIKE THE US MODEL THOUGH, OUR 
OWN VERSION.”

The Provost is not there to replace a COO or CFO. There was recognition 
throughout our conversations that any Provost needs ‘to be very clear about 
purpose, and contributions we make.’ They understand what is required 
of those functions and they would work closely together, whilst the need 
for operational and financial expertise in the executive team was seen as 
greater than ever. 

The strength of the President/Provost model relies on trust, mutual 
respect, continuous communication and the recognition of each other’s 
roles and positions within an institution. ‘Personal chemistry cannot be 
underestimated’ according to one contributor. This allows for each to 
operate to their strengths, but always know that they have the backing and 
encouragement of the other.

“PRESIDENT AND PROVOST NEED TO THINK 
IDENTICALLY. THIS HAS TO BE THE CASE OR 
PEOPLE WOULD EXPLOIT IT.”

Whether it be the President/Provost model or another form of leadership, 
there was increasing recognition that a distributed leadership model 
would become more normal, with clearer distinction between internal and 
external functions. This would ensure that areas of specialism and specific 
focus could be maximised and that the fundraising and engagement could 
be undertaken without impacting or detracting from the academic function 
as the core business. 

Some University leaders have adopted a President and Vice Chancellor 
title, pointing out that it was easier to have that title when travelling in 
the US and Asia, rather than reflecting a new approach to the leadership 
model. One contributor said that the President title was ‘more fashion or 
fad, rather than a response to need’.

CHAPTER 3  DOING IT OUR WAY: THE EVOLUTION OF THE UK’S HE LEADERSHIP MODEL

34 IS IT NOT ALL ACADEMIC?: Finding leaders of the UK university of the future



“IT IS A REAL OPPORTUNITY TO BRING IN 
INTERNATIONAL LEADERS. THE PRESIDENT 
DOESN’T NEED TO BE FROM THE UK OR 
IN ACADEMIA, AS LONG AS THEIR SECOND 
IN COMMAND IS AND UNDERSTANDS THE 
SYSTEM.”

“PRESIDENT AND PROVOST 
SHOULD BE ‘JOINED AT 
THE HIP.”

“UNLESS PHILANTHROPIC FUNDRAISING 
STEPS UP MASSIVELY IN THE UK I CAN’T 
SEE THE PRESIDENT/PROVOST MODEL 
BECOMING MORE COMMON.”
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Key areas of focus for the President in the US version of the President/ 
Provost model are those of relationship building and philanthropic 
fundraising. For most UK institutions the focus given to the international 
agenda is considerably larger than it was a decade ago. Vice Chancellors 
spend more time travelling and having a Pro Vice Chancellor International 
on their team to travel and represent the institution is more common.  
However, the fundraising part of the role is still embryonic relative to that 
of the President role in the US.

“UNLESS PHILANTHROPIC FUNDRAISING STEPS 
UP MASSIVELY IN THE UK I CAN’T SEE THE 
PRESIDENT/PROVOST MODEL BECOMING MORE 
COMMON.”

We are not a nation that has a culture of philanthropy in the same way 
as the US, and increasingly, Australia. Relationships and connections with 
alumni have not been cultivated in the same way in the UK, nor is there an 
expectation for students to give back to a university in recognition of the 
life-long benefit of being one of its graduates.

“UNIVERSITIES HAVEN’T BEEN FORCED INTO A 
REAL COMPETITIVE ENVIRONMENT. THEY ARE 
NOT FACED WITH ENOUGH OF AN EXISTENTIAL 
CRISIS FOR THERE TO BE A SEISMIC SHIFT.”

For the UK, with the emphasis on fundraising being on research, there is 
a consensus that having a very strong knowledge of what is going on in 
the institution is key to fundraising. The idea that a President-style model 
could lead the most senior leader to become ‘very disconnected’ from staff 
and the institution was mooted to highlight why it felt less appropriate in 
the UK system. There were also suggestions that this model is a potentially 
more expensive system than currently exists in the UK – ‘the preserve of 
Russell Group institutions’ – was seen by some as a deterrent and others as 
irrelevant to its implementation. 
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EURO-STYLING – YES OR NO?

With Brexit high on the agenda in our discussions about complexity and 
risk, it was clear that the relationship with Europe, from a higher education 
perspective, remains strong. The desire from UK leaders in this sector 
was to continue collaboration with Europe and they are working hard to 
establish how this can be done.  

“AS WE MOVE AWAY FROM EUROPE IT COULD 
BECOME LESS RELEVANT, BUT I REALLY DON’T 
THINK SO.”

In terms of the European model of leadership in higher education as an 
example for the future of UK universities, there was a mixed view. The 
collaborative nature of certain European models was well regarded with 
sources observing that ‘we have moved beyond a single leader’. The ‘proximity 
and professionalism make it work’ in some European institutions it was 
noted, which was suggested as a positive approach for the UK to observe.

However, for others the perceived lack of autonomy of leadership more 
broadly across European institutions brought some to question whether it 
might work in the UK as a model.

“IN MY MIND IT IS BACKWARD LOOKING – AN OLD 
FASHIONED ACADEMIC GOVERNANCE ROUTE, 
BASED ON POPULARITY. I CAN’T CONCEIVE OF IT 
WORKING IN THE UK.”
Examples of excellence in Germany and the Netherlands are emerging and 
these are models that are being considered by UK leaders. The systems of 
funding institutions and higher education more broadly in these countries 
do however present challenges to the adoption of these models in the UK.
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THE RISE OF THE COO: WILL THIS CONTINUE? 
For a large number of those with whom we spoke, another emerging model 
of leadership in the UK was that of a Vice Chancellor/Chief Operating Officer 
model.

The Chief Operating Officer title sounds more at home in a commercial or 
corporate environment. That it is becoming more prevalent across a range 
of universities in the UK could be a strong indicator for the way that the 
sector is moving. 

It is a structure that met with a mixed response. The comment that the ‘COO 
role will become more prevalent’ was reflected through many conversations, 
with one suggesting that ‘now is the time to experiment’ with this function. By 
‘experimenting’ or indeed moving in this direction, it was acknowledged that 
there was indeed a need to alter the role of Registrar.

The COO has complete oversight of the non-academic activities of 
their institution, reporting directly to the Vice Chancellor. This enables 
organisations to bring in non-HE experience and skills. In a commercial 
organisation, there is often a natural path from COO to CEO, but within the 
higher education sector for many we talked to this progression seemed less 
likely: ‘the COO will probably never get the Vice Chancellor job as they are not an 
academic’. 

However, there were some who believed that this is a very feasible and most 
likely route for introducing non-academic leaders into the sector, suggesting 
that the role of ‘COO could be a stepping stone to the Vice Chancellor role’. 

“WE DID HAVE A COO, CHANGED THAT ROLE BACK 
TO A DEPUTY VICE CHANCELLOR.”

There were those who saw an overly corporate structure as being a poor fit 
for their institutions, believing that the ‘model has to be Vice Chancellor and 
very active Deputy Vice Chancellor’. This more traditional approach certainly 
continues to work for many, highlighting that while many are considering 
alternative models, really ‘it is down to the nature of the institution and the 
nature of the individual’. 
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CHAPTER 4: INSIGHTS

• The role of Vice Chancellor has changed dramatically from its 
academic roots, demanding a greater involvement in financial 
matters and a keen awareness of policy and the political 
landscape. 

• Leaders must increasingly surround themselves with a strong 
team with a more diverse balance of skills and show an increasing 
reliance on sharing the load of leadership.  

• The Vice Chancellor role is now one with an ambassadorial 
function: they must drive international student intake and 
therefore be able to communicate across cultures, communities 
and geographies.

• Traditionally Vice Chancellors would have an academic 
background, however there is a recognition that as the role 
becomes more commercially focused, individuals from outside 
the sector may also be suitable for the challenge. 

In the previous chapter we looked more closely at what a modern HE 
sector is starting to look like and touched on the impacts that this brings to 
individual and collective leadership. A modernising sector needs to take a 
fresh look at leadership and understand what is required both at executive 
and governance level. It also needs to consider where this talent is coming 
from, the skills it needs to possess and the support it requires.

“MORE RIGOROUS IN THINKING ABOUT ACADEMIC 
LEADERSHIP, GREATER UNDERSTANDING OF 
FUNDING STREAMS AND FINANCIAL ACUMEN.”

Emphasis has shifted markedly from a focus on academic leadership to a 
much broader scope of elements that need to be brought together. One 
analogy that struck a chord is that the role of the Vice Chancellor has shifted 
from the ‘primus inter pares’ to being ‘like the conductor of an orchestra, rather 
than a soloist’. This highlights not only the immense skill needed to keep 
everyone in time and in tune, but also the hierarchical shift which means a 
change in mentality and attitude towards the role and the institution.

“VICE CHANCELLORS WHO BUILD TEAMS ARE 
THOSE WHO SUCCEED.”
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A core theme of our conversations was the importance of leaders 
surrounding themselves with a strong team with a more diverse balance 
of skills and sharing the load of leadership.  When running an organisation 
of any type, the management of staff and teams brings challenges. 
Management requires strong leadership. However, it does also require 
a willingness, respect and reciprocity of understanding from those being 
managed to make the dynamics work.  

“MANAGERIAL MINDSET DOESN’T ALWAYS COME 
EASILY TO A BRILLIANT HISTORIAN.”

As leaders are being forced to pay closer attention to the makeup of their 
teams and the individual success of their respective institutions, it was 
noted by a few of our interviewees that the relationship between leaders 
in the wider sector had become ‘increasingly less collegiate’. As a market 
develops, competition follows naturally and collaboration is often one of 
the first casualties. 

“THE MOST IMPORTANT SKILL IS THE ABILITY TO 
ASSEMBLE AND LEAD A MULTI-DISCIPLINARY 
EXECUTIVE TEAM.”

While this market competition does create opportunities, and in many 
cases encourages a focus on generating value and proven outcomes for 
students, there are also considerable risks for leaders heading up higher 
education institutions. In a sector that is increasingly under public scrutiny, 
the lack of a common voice amongst its leadership can do more harm than 
good.

“IT IS A PUBLIC AND PUBLICLY ACCOUNTABLE 
ROLE.”

As discussed in the previous chapter, most contributors acknowledged that 
the role of VC is much more politicised now and sits far more in the media 
spotlight than ever before. For many Vice Chancellors this is unfamiliar 
territory and therefore greater collaboration across the sector could be 
hugely beneficial. 

“MULTIPLICATION OF THINGS WE NEED TO 
COMPLY WITH.”
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“BEING SILVER TONGUED ISN’T 
ENOUGH ANYMORE. INCREASED 
NECESSITY FOR NUMERACY.”

“HAVE TO RUN IT LIKE A 
BUSINESS, BUT DOING 
SOMETHING ENTIRELY 
UNLIKE A BUSINESS.”

“THE MOST IMPORTANT SKILL IS 
THE ABILITY TO ASSEMBLE AND 
LEAD A MULTI-DISCIPLINARY 
EXECUTIVE TEAM.”

“RUNNING A UNIVERSITY 
IS MORE COMPLEX THAN 
RUNNING A FTSE 100 
COMPANY.”
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The impact of compliance on day to day operations as a consequence of 
the OfS, as well as a greater focus on the student experience, combined 
with the need to demonstrate more tangible and realistic outcomes will 
all become amplified. This will impact long-term planning and reporting, 
thereby creating an additional layer of complexity for the Vice Chancellor 
and their team.

SILVER TONGUED, MONEY MINDED

“WE NEED TO PROFESS LESS AND WORK A  
ROOM MORE.”

Being an ambassador at home, nationally and internationally is a major 
part of the Vice Chancellor’s role. There is a need, now more than ever, 
to build up international student intake, as well as international offerings 
through satellite campuses. 

This requires time, energy, empathy and a clear ability to communicate 
across cultures, communities and geographies; as well as finding increased 
capacity outside of the academic calendar, it also requires the development 
of skills that were not always the preserve of a more traditional academic 
leader.

As well as taking on ambassadorial and fundraising responsibility there 
is a huge demand on Vice Chancellors to develop, hone and recruit 
considerable commercial acumen. One interviewee highlighted the 
overwhelming importance of keeping an eye on the numbers saying that: 
‘there are three things I check every day: cash; admissions; external income 
generation’.

The ability to understand investment, generate acceptable returns and 
make business cases, as well as building partnerships is so much higher 
up the agenda for a modern Vice Chancellor. Commercial savvy is key. One 
contributor noted that if a Vice Chancellor is ‘not able to assess professional 
legal and financial advice then they are in a weak place’.

“WE NEED A VICE CHANCELLOR COMFORTABLE 
DELIVERING VALUES AND VOLUMES.”

Entrepreneurialism was highlighted as an area of growing importance for 
Vice Chancellors. It is ever more crucial that the sector’s leaders have a 
desire to take risks and deliver results in an increasingly short time-frame. 

CHAPTER 4  FIRST AMONG THE PEOPLE: THE MODERN VICE CHANCELLOR

45Saxton Bampfylde



“WE HAVE TO RUN IT LIKE A BUSINESS, WHILST 
DOING SOMETHING ENTIRELY UNLIKE A 
BUSINESS.”

IT’S ALL ACADEMIC, IS IT NOT?

“THE PERCEIVED WISDOM IS THAT ACADEMICS 
CAN ONLY BE MANAGED BY ACADEMICS – I DON’T 
KNOW WHERE THAT COMES FROM.”

For many of those to whom we spoke, it felt right and appropriate that Vice 
Chancellors come from an academic background. This was natural for a 
sector in which the business is academia. However, it was also considered 
hugely important because of those whom they were managing. ‘Academics 
are not that biddable. By their very nature they question’, was one comment 
that reflects the thoughts of many of our interviewees: academic credibility 
from the person in the most senior leadership position in an institution is 
often considered to be of vital importance.

However, it would seem that this attitude is shifting to some extent. One of 
our interviewees suggested that it could take ‘20 to 30 years’, but that there 
is a sense that as the sector modernises, those from commercial or political 
backgrounds may seem less out of place as modern Vice Chancellors. The 
recognition that ‘no modern Vice Chancellor can maintain any real academic 
activity’ is perhaps the first indication that the requirements of the role are 
so vast and complex that it far exceeds all previous expectations and goes 
well beyond academic leadership expertise.

“IT IS A REALLY HUGE ROLE, ACADEMICS ARE 
GETTING THIS NOW.”

Despite the complexity of the role and a rapidly shifting landscape, there 
was still a sense of realism, self-deprecation and even humour when 
discussing how the role has evolved with Vice Chancellors, with one 
interviewee asking: ‘what did we used to do?’.
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CHAPTER 4  FIRST AMONG THE PEOPLE: THE MODERN VICE CHANCELLOR

“ULTIMATELY THE CHARACTER AND 
COMPETENCIES IN THIS CADRE OF PEOPLE WILL 
NEED TO EVOLVE.”

In an increasingly commercialised sector, the role of Vice Chancellor 
is having to adapt to fit a new leadership style. Running a successful 
institution is, in many cases, ever more similar to running a successful 
business. This means that having a commercially savvy leadership team 
is of growing importance and the modern Vice Chancellor needs to be 
equipped with the skills to navigate the uncharted waters facing the  
sector.  
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CHAPTER 5: INSIGHTS

• In the face of greater public interest in the sector, there is a 
growing emphasis on the role and skills of the Chair and Board. 

• With a greater commitment required than ever before, many 
suggested that there is a rising need to provide remuneration of 
some sort to Chairs. 

• A more rigorous and structured process needs to be undertaken 
for the recruitment of Chairs, with search encompassing a variety 
of sectors.

• The relationship between Vice Chancellor, Chair and Board 
remains of vital importance: the need for empathy between the 
two functions was a key theme of the conversations.

• Accountability is the watch word for future generations of Chairs, 
much in the same way it is in a corporate model particularly when 
identifying and appointing the right leadership candidates.

One of the fundamental considerations when exploring leadership across 
the higher education sector is governance, and particularly the roles of the 
Chair and the non-executive body. 

“THERE IS ALWAYS THAT LINE BETWEEN 
GOVERNANCE AND LEADERSHIP. BIG CHANGE 
HAS MEANT THAT ORGANISATIONS COULD FAIL.”

In our previous report, Evolve or Die, published in early 2016, we explored 
the changing nature of the university Council or Board and much of 
this still resonates today. One area particularly worth emphasising in 
relation to finding the UK’s higher education leaders of the future is that 
of remuneration. Looking back at the conversations we had with leaders 
through Evolve or Die, only a third of those Chairs we interviewed felt that 
remuneration should be considered or was needed. Fast forward two 
years, and while we were talking to a slightly different group of individuals, 
there was a greater propensity towards remuneration of some sort.
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“UNIVERSITY IS A HUNGRY BEAST IN TERMS OF 
TIME AND ENERGY. FRANKLY MOST PEOPLE CAN’T 
COMMIT THE TIME WITHOUT THE PAY.”

This shift in the Chair role looks inevitable according to those with 
whom we spoke. It cannot be viewed as a ‘voluntary activity’ anymore, 
and according to some, remuneration is ‘an inevitable evolution’, albeit 
remunerating the role of Chair could bring further scrutiny of the 
remuneration of Vice Chancellors.

“YOU WILL HAVE TO PAY THE CHAIR AND LAY 
MEMBERS. IT IS THE ONLY WAY TO RECRUIT 
DIVERSITY OF TALENT AND COMPETE WITH 
OTHER INSTITUTIONS AND SECTORS.”

The quality of board members still varies. Whilst many institutions 
have made significant strides towards reducing the number of people 
on Boards, as well as promoting a much broader range of skills, it was 
acknowledged that there is still some way to go. It was also highlighted that 
a more rigorous and structured process needs to be undertaken for the 
recruitment of Chairs, encompassing a variety of sectors. 

“EFFECTIVE GOVERNANCE IS A FINELY BALANCED 
THING.”

In Scotland, the outcome of its policy change is still to be determined. 
However the observation that a ‘greater politicisation of higher education’ will 
bring real impacts to the Vice Chancellor and executive leadership role is 
one that is very much front of mind.

The relationship between the Vice Chancellor, Chair and Board is still 
absolutely critical, perhaps more so than ever. The need to work towards a 
common goal with the same strategic intent was highlighted as being vital, 
whilst maintaining the critical friend dynamic.

Many of the Vice Chancellors with whom we spoke highlighted that their 
‘most important relationship is with the Chair of the Board’. Indeed one VC 
commented that a meeting with the governing body ‘is the one I am most 
on my toes for’. The need for empathy between the two functions was a key 
theme of our conversations.
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“MONEY WILL BE TIGHT AND THEY WILL BE 
MORE ON TOP OF THE VICE CHANCELLOR; 
RELATIONSHIPS COULD GET EDGIER – SOME 
TAKING A MORE RIGOROUS APPROACH.”

“WE NEED TO BE BOLDER, BRAVER.”

Accountability is the watch word for future generations of Chairs. Many 
of our conversations emphasised that it is crucial for the Chair to fully 
understand the role of the Vice Chancellor, as well as the skills and 
experience required. It was suggested that as competition grows there will 
be a ‘much higher penalty for appointing people who meet board requirements 
yet can’t run a university’. The success of an institution will be measured on 
the leader and this will naturally reflect on the Chair, be that positively or 
negatively.

“CHAIRS NEED TO BE MORE TRANSPARENT AND 
REALLY THINK ABOUT HOW TO STAND UP AND 
SUPPORT FURTHER PAY AND BENEFITS FOR VICE 
CHANCELLORS.”

There were some suggestions that it would be easier for ‘governing bodies 
to retain incumbents’ which would mean fewer opportunities for future 
Vice Chancellors. Our interviewees also expressed a clear view that Chairs 
were starting to think differently about where they want to find candidates, 
often looking for more commercially-minded individuals. This raised some 
thoughts that those from a business background may ‘start picking Vice 
Chancellors in their own likeness’.  
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CHAPTER 6: INSIGHTS

• The need for greater business, financial, and sales and marketing 
acumen is becoming the norm for Vice Chancellors. Experience 
outside traditional academia, sometimes in the form of short-
term secondments or even academic-style roles in other sectors, 
could provide additional insight and skill development.

• Change management and succession planning are crucial for 
maintaining the leadership talent pool, with internal succession 
planning highlighted by many as an area requiring improvement. 

• Training needs to begin earlier and encompass cross-
sectoral perspectives to help develop different approaches to 
management, skills development and knowledge sharing.

• As the higher education sector evolves and senior roles grow in 
complexity and demand a wider skills base, the turnover rate 
has been seen to rise due to increased competition for a smaller 
number of candidates.

 
Often, it is the academic career path that is viewed as the sticking point 
preventing the development of leadership skills and the ability to deliver the 
role at its full capacity. The nature of academia means that the ‘young faculty 
aren’t well prepared; they are told to publish, publish, publish’. 

“THE ONES WE IDENTIFY ARE MORE INCLINED 
TOWARDS A MIXED ECONOMY.”

A new approach to staff development and training, particularly when 
considering succession planning, was a key topic of conversation. Some 
institutions are further along in their thinking in this area than others, but 
there was an acknowledgement that senior roles, institutions and the wider 
sector are changing and therefore leaders today and those of the future 
need to be both ready and readily available. 

“MORE NEEDS TO BE DONE. PEOPLE ARE COMING 
FORWARD WHO REALLY DON’T UNDERSTAND THE 
ROLE.”
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Length of tenure is becoming an area of concern with regards to Vice 
Chancellors. Noting ‘shorter and shorter cycles of institutions restructuring’, 
contributors believed that this is creating a ‘real element of short-termism 
amongst Vice Chancellors’. It was felt that the advantage of a longer tenure 
is the ability to achieve significant focus over a longer period of time. 
However it was also suggested that this has to be counterbalanced with the 
potential for a personality to become too dominant and potentially eclipse 
the role, or even the institution itself.

“WE MAY SEE VICE CHANCELLORS COMING FROM 
A SALES/MARKETING BACKGROUND. ACADEMICS 
DON’T WANT TO USE THIS LANGUAGE.”

Experience outside of traditional academia, sometimes in the form 
of government secondments or even a role in another sector such as 
technology or health, provides interesting insights and the development 
of new skills. With working lives becoming longer, the idea that a strong 
leader with a ‘career in different sectors could work in HE’ was a concept to 
which interviewees responded positively.

The need for greater business, financial, and sales and marketing acumen 
is becoming the norm for Vice Chancellors. This can be supplemented 
by strong senior staff members, but there is absolutely no question that 
for the existing and emerging models within this sector, a wider base of 
management experience and expertise is expected from leaders.

 
SUCCESSION PLANNING – A REALITY OR 
REALLY NOT THERE YET

“THIS REALLY IS ONE OF THE BIGGEST ISSUES 
IN OUR INSTITUTION AND WE DON’T HAVE A 
FORMALISED SYSTEM.”

Many institutions still search externally for the most senior leaders, but it 
was observed by some that with ‘stronger staff development now, there are 
more good internal candidates’.

The approach taken towards succession planning varies depending on the 
individual institution. Comments ranged from ‘we take it extremely seriously’ 
to ‘we are fairly rubbish at it’, but when asked about its importance there 
was agreement that it is crucial for maintaining the leadership talent pool. 
Internal succession planning was highlighted as vital: ‘I really do believe you 
should grow your own’. For others, internal development initiatives were 
viewed as less likely to succeed because of the size of the institution, or 
because they ‘can’t see anyone yet who could step up to that role’. 
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However, in an increasingly demanding environment where KPIs and 
performance play a huge role and the skills requirement is more diverse 
than ever before, succession planning and improved training programmes 
were highlighted as areas that deserve greater consideration.

“TO DRIVE CULTURE CHANGE AND LEADERSHIP 
PLANNING, SUCCESSION PLANNING IS KEY.”

In terms of wider staff development, the idea that training and skills 
improvement need to be targeted at middle management was broadly 
championed. The general feeling was that this will encourage both a 
greater understanding of the needs of senior leadership roles, but also give 
opportunities to more diverse candidates and encourage the concept of 
looking externally for influence and experience. Approaching individuals 
earlier, understanding their needs and making them aware of what senior 
roles involve was welcomed as an approach by our interviewees. 

“THERE ARE RELATIVELY FEW LEADERS WHO 
HAVE THE LEADERSHIP SKILLS. WE NEED TO BE 
IDENTIFYING THAT MUCH EARLIER ON.”
External programmes were highlighted as being of increasing importance 
when developing leaders for higher education. The ability to focus on 
different levels of staff, or those programmes helping more women into 
senior leadership roles were considered positive. Reference was also 
made to courses such as those run by Advance HE. There was, however 
a recognition that training needs to begin earlier and encompass 
cross-sectoral perspectives to help develop different approaches to 
management, skills development and knowledge sharing. 

“THIS IS REALLY VERY IMPORTANT IN OUR 
ORGANISATION. WE HAVE BEEN INVESTING IN 
THIS NOW FOR THE PAST THREE YEARS.”

Many of our interviewees took a pragmatic approach to senior staff 
development, recognising the significant benefit of having a high 
performing top team but understanding the competitive environment in 
which they operate: ‘We like to make sure CVs are up to date. We expect four 
years out of very top executive team’. There was a recognition that as the 
sector evolves and senior roles grow in complexity and demand a wider 
skills base, the turnover rate increases due to increased competition for a 
smaller number of candidates. A more deliberate and committed approach 
to succession planning can address this, and encourage longer terms. 
Without these types of programmes, it was considered more likely that 
short-term high output cycles might be more realistic.  

CHAPTER 6  NAVIGATING A COURSE FOR LEADERSHIP SUCCESS
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“VICE CHANCELLORS 
SHOULD SPEND SOME 
TIME RUNNING SOME 
SORT OF ORGANISATION 
OUTSIDE OF ACADEMIA.”

“IF YOU RECRUIT ACADEMIC 
VICE CHANCELLORS THEY 
HAVE TO KEEP THE ACADEMIC 
PART OPEN. YOU END UP 
WITH A PART TIME CEO.”
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THE A TEAM
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CHAPTER 7: INSIGHTS

• There is a universal acknowledgement that a mix of skills is 
required for an institution’s senior team, with an increased focus 
on installing elements of commercial, industrial or international 
experience. 

• Areas such as communication, international engagement, 
employment outcomes, diversity and data and educational 
analytics are just some of those in which senior roles have 
commonly been created in recent years to address the challenges 
faced by the UK’s higher education sector. 

• Competition over senior leadership talent is fierce both 
domestically and internationally, and remuneration remains a hot 
topic for media debate. 

“VICE CHANCELLORS ALWAYS RESTRUCTURE. 
MUCH MORE LIKE BUSINESS LEADERS, WANTING 
THEIR OWN TEAM.”

The importance of building a strong team with a range of skills, breadth of 
experience and depth of knowledge cannot be underestimated for a modern 
Vice Chancellor. Not only is this vital for maintaining the highest standards 
and meeting student needs, but it is also crucial for success in the future.  
In this chapter we will consider which roles remain fundamental, which 
are gaining increased importance, and the emerging roles that different 
institutions are introducing to create their ‘A team’.

The size of senior teams varies greatly between institutions. Some leaders 
to whom we spoke reported that they have reduced senior teams from 
15 to four, while others retain an executive group of ten. In many ways 
this reflects much of the thinking that came from the Chairs we spoke to 
previously about the ideal size of a university Council or Board: there really is 
no one size fits all, although ‘if you make it too big it invalidates the group’.

 
“THE MORE PEOPLE WHO UNDERSTAND HOW 
THINGS WORK MEANS LESS MISUNDERSTANDING.”

CHAPTER 7  THE A TEAM

62 IS IT NOT ALL ACADEMIC?: Finding leaders of the UK university of the future



CHAPTER 7  THE A TEAM

Regardless of team size, there was a growing recognition that a different 
mix of skills is required on a university executive team, with an increased 
focus on commercial and international experience. In essence, these teams 
are becoming ‘far more professional’ and evolving to reflect the marketplace 
in which they are operating. 

STAR ATTRACTION
To attract the right senior staff, there needs to be a much greater focus on 
people and communication, both at a senior level, but also more broadly 
across the institution. It is therefore unsurprising that roles in areas such as 
human resources (HR) are increasingly high on the agenda as a core part of 
the senior team.

“THE HR ROLE MUCH MORE ELEVATED - PEOPLE 
ARE SO IMPORTANT.”

Communications and marketing functions are also gaining significant 
profile at executive level, as the importance of brand, marketing and 
engagement increases exponentially. While experience in other sectors is 
often seen as important and indeed highly beneficial in these post holders, 
it can also prove more demanding from a salary and retention perspective, 
as well as culturally.

RISING STARS
Many institutions have introduced Pro or Deputy Vice Chancellor 
International roles, highlighting the importance of building relationships 
abroad and attracting students. At a time when regional and local 
engagement is considered as important as international relationship 
building, there is a question of how these important but distinct areas are 
split amongst the senior team, including the Vice Chancellor. 

Closer to home, a greater focus on civic and local engagement is gaining 
importance for Vice Chancellors. As was explored earlier, universities need 
to work much harder to make themselves relevant and to communicate in 
a way that resonates both with future and current students, but also with 
local economies.  
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Pro Vice Chancellor roles that focus on employment outcomes, knowledge 
transfer and engagement, advancement, partnerships and community 
relations have been introduced by some institutions. Our interviewees 
also discussed interaction with alumni as an element of this engagement, 
but the majority felt that corporate and community communications were 
more important in the UK: ‘alumni don’t think about giving back the way they 
do in US’.

Some of those we spoke to raised diversity as an issue. For many 
institutions, student and staff populations are growing in diversity, whilst 
roles such as Pro Vice Chancellor of Equality, Diversity and Inclusion are 
emerging. It was reported that some institutions, often the older and more 
traditionally-minded ones, continue to struggle on this front. The creation 
of roles at a senior level to address this is a step in the right direction, but 
whether enough is really being done is still to be seen. A greater emphasis 
on diversity and inclusion is a priority for the sector and something we 
hope to explore further in a follow-up piece of work.  

New roles such as Chief of Educational Technology, encompassing data 
and educational analytics, as well as Pro Vice Chancellor, Entrepreneurial 
Activity, are also being considered by institutions. 

 

ATTRACTING (AND KEEPING) THE TALENT

“ANY SECTOR WHICH RELIES ON PEOPLE HAS TO 
BE ABLE TO RECRUIT THE BEST PEOPLE.”

Talent is not always easy to find, and even more so in today’s world where 
competition is fierce both domestically and internationally. The higher 
education sector was perceived as one in which remuneration levels and 
career progression were generally considered stable, fair and predictable. 
However the increased scrutiny of universities through the measurement 
of teaching and research quality, and the student experience, means 
the quality of talent at all levels of the organisation including the senior 
executive and Vice Chancellor level is being tested more often than ever 
and in new ways. 

“WE NEED TO MAKE SURE WE HAVE WORKFORCE 
OF THE FUTURE – PENSIONS, PAY, REWARD, 
WHERE WE RECRUIT THEM FROM.”

64 IS IT NOT ALL ACADEMIC?: Finding leaders of the UK university of the future



CHAPTER 7  THE A TEAM

“UNIVERSITIES NEED TO PROVE 
THEIR ECONOMIC FORCE AND HOW 
THEY IMPACT, WITH EMPLOYMENT 
AND FUTURE SKILLS.”

“WE NEED TO THINK REALLY HARD 
ABOUT ENGAGEMENT, ESPECIALLY 
IN THE CIVIC ENVIRONMENT. HOW 
WE MAKE LOCAL AND GLOBAL GO 
TOGETHER.”
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“WE NEED TO BE ABLE TO PAY FOR THE SKILLS 
AND LEADERSHIP THAT WE NEED, BUT AT THE 
MOMENT PAY IS JUST A DISTRACTION.”

With the US or Australia in mind, where remuneration packages are higher, 
it was suggested these higher scales take into account the complexity and 
size of a medium to large higher education institution. 

“AUSTRALIA IS PROBABLY TEN YEARS AHEAD IN 
TERMS OF THE STRUCTURE OF PAY – ACADEMICS 
AND EXECUTIVE MANAGEMENT.”

Our conversations raised some concerns over top Vice Chancellors 
currently working in the UK potentially being attracted to more 
remunerative roles overseas. However, this was not an opinion shared by 
all. One contributor dismissed this roundly, saying ‘there is no sign of a drain 
of candidates going to be Vice Chancellors internationally’. 

TOUGH AT THE TOP – REMUNERATING VICE 
CHANCELLORS
As the Vice Chancellor role has evolved into something more akin to that 
of a CEO, the nuances of remuneration have increased. At the time of 
writing, it remains the preserve of each institution to set its own levels. 
Significantly, when looking at the pay of senior executives in other sectors 
it was noted that ‘Vice Chancellor salaries are about right’. 

One contributor observed that ‘2018 will be when people wake up and start 
trying to appoint vice chancellors with lower salaries’; however to do so would 
require a clear explication of the role responsibilities and accountabilities 
in terms of how remuneration is determined.  The appointment of a new 
Vice Chancellor at the University of Bath was announced in September 
2018.  The announcement included a link to the university’s website, 
which set out all elements of the remuneration package in the context of 
the terms and conditions of employment to which all employees of the 
university are subject.
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Concerns were also raised about pensions. As pension regulations change, 
it was noted that the ‘younger generation of Vice Chancellors are not able to 
remain with pension schemes’ and that it ‘presents a big problem’. In order 
to continue to attract a well-qualified and appropriate pool of talent in the 
future there is a sense that ‘packages that include medium term financial 
incentives for delivering change management’ need to be considered very 
seriously.  

“IT IS GOING TO BE VITAL TO REWARD TOP 
PERFORMANCE.”

The idea of performance-related bonuses has support, particularly with 
the increasing availability of data about institutional growth and success 
in mind. One comment was that with the ‘evidence-based approach of 
universities it seems unusual they don’t use this to reward success of Vice 
Chancellors’.

However, there was some debate about the metrics that might be used to 
measure individual performance. Unlike a commercial organisation where 
metrics such as share price can be measured, university leadership cannot 
be assessed in the same way. With uncapped numbers, but caps on fee 
charges it was suggested that this will make finding an appropriate metric 
continuously tricky.

It will be vital for remuneration committees to ensure the expectations 
of stakeholders such as an institution’s students are weighed against a 
fair consideration of the Vice Chancellor roles’ complexity. Fundamental 
will be salary reviews linked to performance which ensure fairness and 
transparency with accountability at their core. 
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SCANNING THE 
HORIZON: FURTHER 
CHALLENGES AND 
RISKS AHEAD
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• Brexit has the potential to be a real game-changer for the UK’s 
higher education sector, however its true impact is yet to be fully 
understood. 

• Common challenges facing the sector also include talent 
identification, perception and reputation, pay and pensions, 
ongoing government policy and funding models, including the 
introduction of the Office for Students. 

• There is a growing recognition that the need to prove value to the 
tax-payer needs to be reconciled with the long-term viability of 
the sector and its institutions.

• The importance of the international market must continue to be 
recognised, particularly in light of the ongoing rhetoric around 
immigration.

 
As we look to the future, we asked participants to highlight what they 
consider to be the key challenges or risks for higher education. Brexit is 
an area that was almost universally referred to as ‘a real game changer’ for 
the sector. The ‘lack of access to European research funding, and the drip feed 
loss of staff’ were concerns. However, in this sector, as in so many others, 
the true impact is unknown.  One comment summed up the sentiment on 
Brexit: ‘we need to gear up for the worst, and work hard to achieve the best’.

Other challenges highlighted included talent identification, pay, pensions 
and unpredictable government policy. These appear to be challenges 
common for most institutions, no matter the age, specialism, geography 
or leadership model. Vice Chancellors, Chairs and senior team members 
all acknowledged this but taking action is challenging because of the 
uncertainty which prevails over the sector. 

 ”UNIVERSITIES CAN’T SET STRATEGIC PLAN ON 
SHIFTING SANDS.”
For many, funding also continues to be an area of challenge, with the 
potential to change depending on the government of the day more than 
in the past. Contributors considered that changes in funding policy could 
have a very significant impact on middle or low tariff universities which 
could ‘potentially threaten their existence’. For many, ‘now is the time to grasp 
the nettle around funding’. There is a growing recognition that the need to 
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prove value ‘and be fair to the tax payer’ does need to be taken into account, 
but not whilst ignoring its impact on the long-term sustainability of the 
sector.

The uncertainty around funding is coupled with a perceived inability to 
address risks due to the increased level of political involvement and policy 
reviews. ‘With a large chunk of risk in the hands of government’ in England, 
Scotland, Wales and Northern Ireland, this is having a knock-on impact on 
long-term decision making and has led to a reduced level of autonomy for 
institutions.

“UNIVERSITIES HAVE LOST THE MYSTIQUE, MUCH 
GREATER CRITIQUE.”

One contributor stated that ‘autonomy is so important to universities and this 
is really under pressure. Every transgression is fair game’. This is a theme that 
has been touched on throughout this piece, so it is not a surprise that it 
was highlighted as a key challenge.  The impact on autonomy is being felt 
far and wide as a consequence of increased scrutiny on pay, practices and 
quality.

Perhaps of greater concern is the ability to recruit some of the best global 
talent for teaching and management staff. Maintaining and encouraging 
a welcoming and accessible community is going to be paramount for the 
sector. It was noted that increased competition from the US, Australia, 
Canada and Europe has already started to introduce pressure in this way, 
therefore the importance particularly of the international student market 
should not be underestimated.

It was also noted that in specialist areas such as creative industries there 
were challenges in terms of delivering student numbers. It was suggested 
that this requires greater collaborative input from the sector, but also 
support from other sectors too, and that areas such as creative specialisms 
shouldn’t be cast aside just to ensure a greater flow for international or 
STEM markets. 

As important as the pipeline of international students is, it was noted that 
in specialist areas such as creative industries there were challenges in 
terms of delivering student numbers. It was suggested that this requires 
greater collaborative input from the sector, but also support from other 
sectors too, and that areas such as creative specialisms shouldn’t be cast 
aside just to ensure a greater flow for international or STEM markets. 
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THESE LAURELS 
ARE NOT MADE FOR 
RESTING
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Higher education in the UK has demonstrated a longevity, an ability to 
weather adversity and a desire to evolve.  What it must avoid, however, is 
complacency.

The UK comprised 162 higher education institutions and 2.32 million 
students in 2016-17[4]. UK universities are deserving of the plaudits they 
enjoy from across the world; however, it is a sector that more recently has 
faced increased scrutiny and challenge.

“WE NEED TO LOOK AT WHAT SOCIETY WANTS 
FROM THE SECTOR.”

Universities continue to strive to better understand what society wants, but 
to also demonstrate that they offer clear and lasting value to society and 
the world, locally and beyond.  The impact that UK universities have socially 
and culturally is without doubt, but this is difficult to quantify in metrics to 
which politicians and the media are sympathetic and about which they are 
objective. The impact that universities have economically can be measured 
to a point but throughout our conversations it was in the areas of social 
and cultural impact that higher education leaders most strongly felt the 
need to reinforce the importance of universities.

“INSTITUTIONS WILL BECOME MORE SPECIALIST. 
THAT WILL BE THE EVENTUAL OUTCOME OF TEF.”
Whether institutions do this by becoming more specialist in their focus and 
making their relevance easier to qualify and demonstrate, or whether it is 
about the ways and means through which they communicate, the process 
is underway. As might be expected, some are doing this more swiftly than 
others. However, what cannot be underestimated is the greater need 
for transparency and openness, not just because the sector has a new 
regulator, or because of political needs and media interest, but because 
students require and expect clarity. They want to see and know more: they 
want to feel that university is worth it.

A sector that touches the lives of so many requires leaders who are multi-
skilled, numerate, culturally adroit, and capable of seeing the big strategic 
picture while also engaging at a local level. The leadership role in a 
university requires empathy and enthusiasm, but it also needs to recognise 
where challenges lie. Be it a Vice Chancellor, President, Principal or Chief 
Executive, the role has grown and demands more time from the individuals 
who take it on.  For our respondents, working seven days a week including 
evenings and travel on behalf of university during term holidays was the 
norm. 

CONCLUSION
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“IT IS VERY DIFFERENT THAN IN THE 
PAST, BUT DESPITE EVERYTHING THE 
UNIVERSITY SECTOR IS BIGGER AND 
IN A BETTER PLACE GENERALLY.”

“MOST STUDENTS SPENDING CLOSE 
TO THE BIGGEST INVESTMENT OF 
THEIR LIVES AT UNI. THEY MUST GET 
VALUE, CARE AND ATTENTION.”

77Saxton Bampfylde



 “THERE IS AN INCREASING FOCUS ON HOW WE 
SURVIVE LONG TERM.”
This necessitates a far greater emphasis on trust, both in and from leaders. 
Leaders need to be trusted by those appointing them and also by their 
staff and students to faithfully represent the institution, tell a full and 
engaging narrative and make this relevant and resonant. Trust is also 
paramount in the teams that leaders are appointing and alongside which 
they are working closely. The best leaders will be thinking continuously 
about collaboration internally and externally, and playing to individual and 
institutional strengths to deliver the best outcomes for students, staff, the 
institution and the sector overall.

The responsibility of leading a university has become particularly complex, 
and it is a role that will continue to evolve as the sector adapts to internal 
and external changes. More diversity in all senses is essential at senior 
executive and non-executive level, not only because the leadership of 
universities should mirror more closely the student demographic, but also 
because the mix of leadership and management skills required is more 
nuanced than ever. Senior leadership roles are still heavily influenced by 
academic stakeholders but there is some sense that this may begin to 
change as market needs and commercial influences become stronger.

Higher education is experiencing change and challenge. Strength, stability 
and resilience from university leaders and their teams is required. Building 
for the future needs leaders to respond positively to the new environment 
and to create new opportunities from disruption, inspiring collaboration, 
innovation and entrepreneurship, which we believe exist in abundance in 
higher education. Embracing leadership practices from other sectors will 
present further opportunities, whilst at all times placing a central focus on 
student experience and the need for quality across all academic provision. 

There is a huge amount of pride and passion shared by higher education 
leaders, which must not only be used for the good of academia but also 
for broader society. With their eyes firmly on institutional success, national 
and international relevance, and a drive for continuous innovation, they 
will not merely steady the ship, but continue to power it forwards. 

CONCLUSIONCONCLUSION
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Higher education institutions 
(2016–17)

In 2016–17, there were 162 higher 
education institutions in the UK in 
receipt of public funding via one of 
the UK funding councils that returned 
data to the Higher Education Statistics 
Agency.136 of these are Universities 
UK members.

Student numbers in UK higher 
education (2016–17)

In 2016–17, there were 2.32 million 
students studying at UK higher 
education institutions.
• Undergraduate: 1.76 million
• Postgraduate: 551,585
• Full time: 1.80 million
• Part time: 518,930
• Students from the UK: 1.87 million
• Students from the EU: 134,835

• Students from non-EU countries: 
307,540

Graduate employment 

Figures from 2015–16 show that more 
than 90% of graduates were in work 
or further study within six months 
of leaving university. Working age 
graduates earned on average £9,500 
more than non-graduates. 

Staff in higher education 
institutions (2016–17)

• Academic staff employed at UK 
universities: 206,870

• Non-academic staff employed at UK 
universities: 212,840 

Income and expenditure (2015–16)

Figures for 2015–16 show that the 
total income for the sector was £34.7 
billion. Fees at £15.9 billion made up 
the largest part of that income. 

The economic impact of 
universities (2014–15)

In 2014–15, universities across the UK 
generated £95 billion in gross output 
for the economy, contributing £21.5 
billion to GDP and supported more 
than 940,000 jobs in the UK.

Working with business and 
industry

In 2015–16, 3,890 new graduate start-
ups were created. 150 new university-
owned or part-owned spin-off 
companies were created in 2015–16, 
up from 133 in 2014–15.

Student satisfaction

The latest National Student Survey, 
published in 2017, found that 84% 
of students were satisfied with their 
course.

Widening participation

In 2017, 20.4% of 18-year-old English-
domiciled young people from low 
participation neighbourhoods 
(POLAR3 quintile 1) entered higher 
education, compared to 11.2% in 
2006.

HEI NUMBERS FROM 
UNIVERSITIES UK
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[1] Report commissioned by Universities UK and undertaken by Oxford 
Economics: The economic impact of universities in 2014–15  
www.universitiesuk.ac.uk/economic-impact

[2] Universities UK facts 2016-2017 
www.universitiesuk.ac.uk/facts-and-stats/Pages/higher-education-data.aspx

[3] Herald Scotland article: ‘Scottish universities increasingly reliant on 
income from tuition fees’, 9 May 2016

[4] Universities UK facts 2016-2017 
www.universitiesuk.ac.uk/facts-and-stats/Pages/higher-education-data.aspx 
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