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Executive Summary 
 

Why canvass the opinions/experiences of access and participation practitioners? 
 
This report shares the experiences and perceptions of access and participation practitioners 
(hereafter, AP practitioners) who are working to achieve fair access to, and participation in, 
tertiary education in Scotland. 
 
 

What was involved? 
 
An online survey was administered in the Spring of 2026.  
 
 

Is the study representative of the sector? 
 
There is no census or national register of access and participation practitioners. Therefore, the 
extent to which this report conveys insight that is representative of the sector should not be 
asserted without caution or qualification. On the other hand, research provides a strong evidence 
base. Over 300 AP practitioners in Scotland responded, with contributions from every Higher 
Educational Institution, almost all Further Educational Institutions, each Scottish Funding Council 
funded widening access project, and each of third sector organisations that are prominent in 
access and participation in Scotland.  A wide range of AP practitioners, including management, 
administrators and field staff shared their opinions and experiences. 
 
 

Key findings 
 

• Unmet demand. Most AP practitioners perceive that there is unmet demand that could be met 
if more resource was made available. 

• Work that is valued. The vast majority of AP practitioners perceive that their own work makes 
a positive difference to access and participation, and that access and participation work is 
valued by senior leaders and academic/lecturing staff. 

• Necessary work. Almost all AP practitioners agree that there is a need for access and 
participation work. 

• Job security. Although, most AP practitioners perceive that their position is secure over the 
next twelve months, the finding that insecurity features for one-in-five AP practitioners should 
be a cause for concern for stakeholders. Similarly, although most AP practitioners are not 
considering a career change, concern may be raised over the one-in-five that are considering 
leaving the sector. 

• Career prospects. Opinion is divided among AP practitioners, with better opportunities 
perceived in the sector, compared to their own institution. Few consider that they have a clear 
career pathway. 

• Means to develop. Opinion is divided among AP practitioners over whether they have 
sufficient time and resources to pursue career goals, although most have support to do so. 

• Workload. Although one-half of AP practitioners perceive that their workload is manageable, 
and some others have mixed opinion, the finding that one-in-three AP practitioners do not 
have manageable workloads should be a cause for concern for stakeholders. 

• Inadequately resourced. Most AP practitioners disagree that access and participation work is 
adequately resourced. 
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Issues to explore 
 
• Profile. Although the background of AP practitioners (gender, ethnicity, etc) was not strongly 

associated with career outlook and perceptions of the sector, there is an understanding that 
being able to “see yourself” is important for those from disadvantaged backgrounds. Some 
thought might be given to the imbalances in population profile among AP practitioners. 

• Precarity and perceptions. There are several instances of those with less secure work status 
(current and previous) reported less favourable experiences and outlook. A related point is that 
those with more senior status were often found to view access and participation differently to 
less senior colleagues. 

• Career development.  Those neither new to post, nor established in post (in post for between 
3-9 years) were more likely to seek new opportunities – either within their own organisation, 
within other organisations, or beyond the access and participation sector. Career development 
work should pay particular attention to this cohort of AP practitioners. 

• Not a universal tertiary perspective. Although the broad experiences and outlook were 
shared, there were some differences between those operating in further and higher education 
institutions, with more negative outlooks reported by those in higher education. 

 

Challenges 
 
AP practitioners were afforded several opportunities to raise points to amplify survey findings, or 
to raise issues not directly addressed in the survey. Notably, many challenges were identified: 
 

• Time. Time pressures were reported that were impacting on staff and their ability to deliver 
the same quality of work as before. 

• Managing, but no time for innovation / quality interventions. Lack of time was identified 
as the key barrier to innovation to enhance fair access. 

• Insecurity. Insecure work and insecure funding for the sector were widely held to be 
problems, which for some were also curtailing personal development and innovation. 

• Declining resource. Funding constraints and pressures was the problem that was most 
widely experienced. 

• Increasing cost. Exacerbating the challenges created by financial settlements, were rising 
transport and staffing costs. 

• Over-focus on recruitment. Concern was expressed that access work is perceived as 
recruitment activity or that, where the distinction is understood, there has been more 
focus on recruitment to the detriment of access work. 

• Sector operations, preferences and priorities. Several ways in which the sector operated 
were viewed to be challenging. 

• Others’ workload. Access work is delivered in partnership and the constraints experienced 
by partners was also impacting on the ability to deliver access and participation work. 

• Candidates. Concern was expressed over the lack of student engagement, although it was 
acknowledged that many candidates experienced wider challenges that impacted on their 
ability to engage and that not all students have equitable access to opportunities. 

• Lack of understanding. Although fair access work is well established, concern was 
expressed over a lack of understanding of access and participation work. 
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Positive developments 
 
Open reflection also drew attention to many ways in which access and participation work was 
being strengthened: 
 

• Delivery. AP practitioners identified a range of ways in which they were continuing to 
deliver what was required. 

• Development. Beyond delivery, there were many ways in which existing work was 
improved and developed. 

• Innovations. Beyond enhancement, there were many ways in which new approaches were 
being tested and adopted. 

• Partnerships. Partnerships were being extended and developed. 

• Opportunity through adversity. Adversity was not always a barrier to effective practice 
and, in some particular ways, was presented as a catalyst for change. 

• Professionalisation. Examples were given of many ways through which the professional 
standing and competence of AP practitioners was being enhanced. 
 

What happens now? 
 
This report will be shared widely among stakeholders with an interest in access and participation in 
Scotland. Initial findings were shared in advance of publication at the SCAPP/Carnegie Education 
event at Abertay University on June 18th, 2026 and discussed at the meeting of the Access Delivery 
Group convened by the Minister for Tertiary Education on August 18th, 2026. SCAPP intends to 
replicate the survey, and publish a second iteration of the report in 2027. 
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Introduction 
 

Access and participation (to higher education) work in Scotland 
 

Scotland has committed to widening access to higher education for many years. In 2014, the then 
First Minister challenged the nation to strengthen this commitment to achieve equity in access 
within a generation for those from disadvantaged backgrounds. This led to the publication of A 
Blueprint for Fairness in 2016, which was the final report of the Commission on Widening Access.  
Among its 34 recommendations was the establishment of a target that 20% of full-time, first-
degree, Scottish domiciled entrants to higher education should be from Scotland’s 20% most 
deprived areas by 2030. 
 

SCAPP and access and participation practitioners 
 

Scotland’s Community of Access and Participation Practitioners (SCAPP) is a national membership 
network that was formed in response to one of the recommendations in A Blueprint for Fairness. It 
supports the development of those involved in access and participation work, achieving this 
through regular communication, the sharing of resources, and organisation of events, training and 
networking opportunities. 
 

Canvassing the opinions/experiences of access and participation practitioners 
 

SCAPP committed in 2025 to canvass Scotland’s access and participation practitioners to (i) build 
understanding of their experiences and perceptions of their work and the sector of which they are 
part; and (ii) to provide SCAPP with feedback on their professional learning and development 
work. Technical details of this survey are presented in the Annex.  
 

The structure of this report 
 

This report addresses the first of SCAPP’s objectives and comprises seven sections. At the outset, 
the population of access and participation practitioners in Scotland is profiled. Next are three 
sections that share findings from the fixed response questions, examining in turn career intentions, 
broader personal career reflections and thoughts on the wider access and participation sector. The 
analysis concludes with three thematic analyses of responses to the open-ended questions, 
summarising challenges, positive developments and career considerations. 
 

Presentation of evidence from fixed response questions 
 

Each section comprises a headline summary of key findings, a description of the question that was 
asked in the survey to generate the insight, a chart to summarise the findings for the whole survey 
population, a bullet point summary of the differences among access and participation practitioners 
that were substantially and statistically significant, and a list of implications and issues to consider. 
 

Report conventions 
 

Throughout the report, “AP practitioners” is used as an abbreviation of access and participation 
practitioners in Scotland.  Where differences among AP practitioners are reported, these are 
statistically and substantively significant, using the standard of the 95% threshold for statistical 
significance (although, given the sample size, a lower threshold of 90% is used for three-way 
crosstabulations). An asterisk (*) is used to indicate those crosstabulations that meet the 
threshold, but do not meet the strict conditions for validating confidence levels, i.e. too many cells 
in a crosstabulation with an expected frequency of less than five. 
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On the collection of profile data 
 
Survey respondents were invited to describe key aspects of their career history and to describe 
their educational background and demographic character. 
 

On the presentation of profile data 
 
In the pages that follow, the intersections between APP characteristics are described to better 
understand the profile of the population (beyond single issue descriptions). Sixteen ‘single-issue’ 
charts are then presented to provide a summary profile of the APP population. 
  

Headlines 
 

• Secure tenure. Most AP practitioners are working full-time on permanent/open-ended 
contracts. 

• Secure contract history. Most AP practitioners had had at least one open/permanent 
contract, and had never had a fixed-term contract when working in access and 
participation. 

• Work beyond access and participation work. Most of those involved in access and 
participation work report that this does not account for all their work. 

• Experienced, but also new to post. Almost two-thirds of AP practitioners had been working 
in the sector for more than five years, although the same proportion had been in their 
current position for no more than five years. 

• Age profile. Only a small proportion of AP practitioners were aged under thirty. 

• Gendered workforce. Two-thirds of AP practitioners were women. 

• Ethnic profile. There was very little ethnic diversity among the APP workforce. 

• Health. Most AP practitioners do not report an enduring health condition, with only one-in-
ten reporting that they have a ‘limiting’ condition. 

• SIMD status. Fewer than one-in-ten AP practitioners live in one of Scotland’s 20% Most 
Deprived Areas. 

• Family educational history. Two-thirds of AP practitioners report that neither of their 
parents/carers attended university. 

• Experiencing widening access work. Less than one-in-five AP practitioners were 
themselves beneficiaries of widening access work when they were at school. 
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Intersections 
 

• Seniority/work role. 
o Age. As would be expected, senior managers/directors are more likely to be older 

and officers are more likely to be younger. For example, 81% of those aged under 30 
are officers and none aged under 30 were senior managers/directors. In contrast, 
7% of those in their 30s, 22% of those in their 40s and 33% of those aged 50 and 
over were senior managers/directors.1 

o *Gender. Senior manager/directors are more likely to be men. For example, 31% of 
men are senior managers/directors, compared to 16% of women. 2 

o *Highest level of education. Those with higher levels of education were more likely 
to be in more senior positions. 92% of officers were educated to below-degree level, 
compared to 44% of those educated to degree level, and 27% of those educated to 
postgraduate level. 3 

o Experience of widening access work at school. Senior managers/directors had not 
experienced widening access work at school, whereas most officers had such 
experience (58%).4 

o Focus in work on access and participation. As would be expected, senior 
managers/directors are less likely to completely focus on access and participation in 
their work, i.e., 9%, compared to 32% of managers/senior officers and 53% of 
officers.5 

o Length of time in current role. As would be expected, senior managers/directors 
are less likely to have been in post for a shorter period, e.g., 16% of senior 
managers/directors were in post for less than two years, compared to 22% of 
managers/senior officers and 56% of officers.6 

o Length of time in sector. As would be expected, senior managers/directors are less 
likely to have been in the sector for a shorter period, i.e., 11% for less than five 
years, compared to 18% of managers/senior officers and 64% of officers.7 
 

• Amount of work focused on access and participation. 
o Ever had open/permanent contract when working in access and participation. 

Those who had a permanent/open contract at some point in their career were less 
likely to devote all of their work to access and participation, i.e., 34%, compared to 
63% of those who had never had such a contract. 8 

o Ever had zero hours contract when working in access and participation. Those who 
had had experience of a zero hours contract were more likely to devote all their 
work to access and participation, i.e., 53%, compared to 34% of those who had 
never had such a contract. 9 
 

• Length of time in current role.  
o Age. As would be expected, younger AP practitioners were more likely to have been 

in their current role for a shorter period. For example, 64% of those aged under 30 
had been in post for less than three years, compared to 42% of those in their 30s, 
37% of those in their 40s, and 18% of those aged 50 and over. 10 

o *Highest level of education. Those with higher levels of education were more likely 
to have been in post for a longer time. For example, none of those educated to 
below-degree level had been in post for six or more years, compared to 34% of 
these educated to degree level, and 40% of those educated to postgraduate level. 11 
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• Length of time in sector 

o Age. As would be expected, older AP practitioners were more likely to have worked 
in the sector for a longer period. For example, 63% of those aged 50 and over had 
worked in the sector for at least ten years, compared to 52% of those in their 40s, 
26% of those in their 30s, and none of those aged under 30. 12 

o Gender. Men were more likely to have worked in the sector for a longer period, i.e., 
53% had worked in the sector for at least ten years, compared to 39% of women. 13 

o Highest level of education. Those with higher levels of education were more likely 
to have worked in the sector for a longer time. For example, 46% of those educated 
to below-degree level had worked in the sector for up to two years, compared to 
16% of these educated to degree level, and 8% of those educated to postgraduate 
level. 14 
 

• Current work status (full-time versus part-time) 
o Gender. Men were more likely to be working full-time, i.e., 94%, compared to 82% 

of women. 15 
o Parents educated to degree level. There is an unexpected association, with those 

whose parents were degree educated being more likely to be working part-time, 
i.e., 20%, compared to 11% of those whose parents were not degree educated. 16 

o Seniority/work role. Senior managers/directors were more likely to be working full-
time, i.e., 97%, compared to 86% of managers/senior officers, 84% of officers, and 
69% of researchers.17 

o Length of time working in sector. Those who had worked in the sector for a shorter 
time were more likely to work full-time, i.e., 95% of those who had worked for up to 
2 years, 81% of those who had worked between 3 and 9 years, and 81% of those 
who had worked for ten or more years. 18 
 

• Current contract status (fixed versus open ended). 
o Age. Younger AP practitioners were more likely to be on fixed-term contracts, i.e., 

26% of those aged under 30, and 34% of those in their 30s, compared to 12% of 
those in their 40s and 8% of those aged 50 and over. 19 

o *SIMD status. There is an unexpected association, with none from the 20% Most 
Deprived Areas on a fixed-term contracts, compared to 20% of those living outside 
these areas. 20 

o Length of time in current role. Those who had worked in post for a longer time 
were more likely to have had an open or permanent contract, i.e., 96% of those who 
had worked for up to 2 years, 90% of those who had worked between 3 and 9 years, 
and 80% of those who had worked for ten or more years. 21 

o Length of time working in sector. Those who had worked in the sector for a longer 
time were more likely to have had an open or permanent contract, i.e., 74% of 
those who had worked for up to 2 years, 88% of those who had worked between 3 
and 9 years, and 94% of those who had worked for ten or more years. 22 
 

• Ever worked without a contract in access and participation. No intersections. 
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• Ever had a zero hours contract in access and participation.  
o Age. Younger AP practitioners were more likely to have ever had a zero hours 

contract, i.e., 36% of those aged under 30, compared 10% of those in their 30s, 18% 
of those in their 40s and 9% of those in their 50s. 23 
 

• Length of time working in sector. Those who had worked in the sector for a longer time 
were more likely to have had a zero hours contract, i.e., 19% of those who had worked in 
the sector for six or more years, compared to 10% of those who had worked in the sector 
for fewer than five years. 24 
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Seniority/Work status How much focus on access & participation 

  
 
How long in current job 

 
How long in access and participation sector 

  
 
Full- Part time status (current) 

 
Contract status (current) 
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manager / 

Manager / 
Senior 

Officer
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half
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A little
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21%

31%

16%
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7%
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4%

7%
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0% 10% 20% 30%
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Full-time
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Part-time
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permanent, 89%

Not, 11%
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Ever worked without contract? Ever had zero hours contract? 

  
 

Age 
 

Sex 

  
 

Ethnic background 
 

Physical/Mental health conditions 

 ￼  
 

SIMD residential status 
 

Highest level of education 

  
 

 
 

 

 
 

No
93%

Yes
7%

No
83%

Yes
17%

20-29
11%

30-39
28%

40-49
31%

50s and 
over
30%

Man
24%

Woman
76%

White, 
Scottish/

British
91%

White, 
Other

6%

Other 
Minority 
Ethnic
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No
79%

Yes, not 
limiting

10%

Yes, 
limiting

11%

7%

18%

23%

26%

27%
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Parents educated to Degree level Experience widening access work at school 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Career Intentions 
  

No
68%

Yes
32%

Yes
17%

No, not 
eligible

17%

No, not 
available

64%

No, 
opted out

2%
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Career Intentions Over the Next Year - Overview 
 

Headlines 
 

• Two-thirds of AP practitioners sought to remain in their current role. 

• Very few AP practitioners were actively seeking to leave the field of access and participation 
work. 

• Very few AP practitioners were looking to change their hours worked. 

• A range of aspirations were reported for those who sought to remain in the field. 
 

 
What was asked 
Those currently 
working in the field 
of access and 
participation were 
presented with a 
list of ten 
statements related 
to career intentions 
and invited to 
indicate all that 
applied to them. A 
twelve-month 
frame of reference 
was set. 
Respondents were 
also afforded the 
opportunity to 
indicate that they 
were “unsure” or 
would “rather not 
say”. 

 
Notes 
284 responded to this question, with 23 indicating that they were 
“unsure” and 11 that they would “rather not say”. This resulted in an 
effective survey population of 250 respondents. 

 
 

Significant Variations 
 
In the pages that follow, variations among AP practitioners are explored for each issue. 

  

1%

2%

2%

5%

6%

9%

12%

17%

24%

65%

0% 10% 20% 30% 40% 50% 60% 70%

Take a career break

Reduce working hours

Increase working hours

Leave the field of access and participation work

Pursue further education or training

Move to a different role within my organisation

Look for a similar role in a different organisation

Look for a promoted role in a different organisation

Seek a promotion within my organisation

Remain  in my current role
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Planning to Remain in Current Role  
 
 

Overview 
 

• Two-thirds of access and participation practitioners indicated that they intended to remain 
in their current role over the next twelve months (65%). 

 

Significant Variations 
 

• Age. Older staff were more likely to indicate that they intended to remain in their current 
role over the next twelve months (73% of those aged 50 and over, compared to 65% in 
their 40s, 61% in their 30s, and 40% of those aged under 30).25 However, as noted below, 
there are also variations within age groups, e.g., when length of time in sector is 
considered. 
 

• Sector. Access and participation practitioners working in further education were more likely 
than those working in higher education to indicate that they intended to remain in their 
current role over the next twelve months (80%, compared to 60%, respectively).26 

o Further analysis was undertaken to examine whether the age of respondent 
accounted for variations by sector (whether variations by sector in could be 
explained by an underlying difference in the age profile of AP practitioners across 
sectors).  

▪ *Interaction of age and sector. Sector patterning was more marked among 
AP practitioners in their 30s, but also evident (although not statistically 
significant) among those aged 50 and over. *Among those in their 30s, those 
working in further education were more likely than those working in higher 
education to indicate that they intended to remain in their current role over 
the next twelve months (82%, compared to 53%, respectively).27  

▪ There were too few cases to compare across sector for those in their 20s and 
there was no significant difference by sector for those in their 40s, with a 
slightly higher proportion of those in higher education intending to remain in 
their current role. 

 
  



 

 16 

• Length of time in sector. Those who had worked in the access and participation sector for 
either the shortest or the longest time were most likely to indicate that they intended to 
remain in their current role over the next twelve months (83% who had worked in the 
sector for up to two years, and 71% of those who had worked for at least ten years, 
compared to 54% of those who had worked in the sector for between 3-9 years).28 

o Further analysis was undertaken to examine whether practitioner age accounted for 
variations observed for the length of time engaged in the sector (as older AP 
practitioners were anticipated to have worked in the sector for longer).  

▪ Interaction of age and length of time worked in sector. A complex 
patterning was found for length of time worked in the sector when 
controlling for age. The patterning for those in their 40s and 50s replicated 
that for the population as a whole (those in the sector for the shortest and 
longest times were more likely to want to remain in post).  For example, 
among those in their 40s, 89% (8 of 9) who had worked in the sector for up 
to two years, and 74% of those who had worked for at least ten years, 
compared to 42% of those who had worked in the sector for between 3-9 
years.29 

▪ However, for those in their 30s, the association (although not statistically 
significant) was linear, i.e., those in the sector the longest were least likely to 
intend to remain in their current role.  

▪ There were too few cases for further analysis with those in their 20s. 
o Further analysis was undertaken to examine whether the sector in which a 

practitioner worked accounted for variations by the length of time engaged in the 
sector (whether variations by length of time worked in access and participation 
could be explained by an underlying difference across sectors in the length of time 
AP practitioners had been engaged).  

▪ Interaction of sector and length of time worked in sector. Patterning by 
length of time worked in the sector replicated that for the population as a 
whole for both further education and higher education, although the 
differences were not found to be statistically significant for further 
education. The proportion of respondents from higher education intending 
to remain in role was 48% for those who had worked in the sector for 
between 3-9 years, compared to 77% who had worked in the sector for up to 
two years, and 68% of those who had worked for at least ten years).30 
 

• Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were less likely than those who did not to indicate 
that they intended to remain in their current role over the next twelve months (43% and 
67%, respectively).31 

o Further analysis was undertaken to examine whether age accounted for variations 
by participation in widening access work as a school pupil (given the expectation 
that older AP practitioners were less likely to have experienced widening access as 
pupils).  However, too few respondents were found in the cells of the 3-way 
contingency table to facilitate comparison. 
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Reflections, Implications and Issues to Consider 
 

• Most AP practitioners intend to remain in post over the next twelve months. It would be 
interesting to know how this compares to other professions, to access and participation 
work in Scotland at other times, and to access and participation work in other places at the 
current time. 
 

• It should also be acknowledged that most of those aged under 30 do not aim to remain in 
post over the next twelve months. This may be a cause for concern for the sector if it 
indicates a potentially significant loss of generational talent. 
 

• Those who are more established in post and those new to post are most inclined to remain 
in post in the short-term. Career development might focus on those key stages when 
interest in opportunities for advancement and progression are prevalent (3-9 years in post). 
 

• It would be interesting to explore whether HE/FE differences (particularly for younger AP 
practitioners) reflect differences in satisfaction with current position and/or in 
opportunities for career development. 
 

• The association of participation in widening access work as a pupil and career intentions is 
likely to be a generational issue, i.e., it reflects that widening access work was less likely to 
have been available to many older AP practitioners. This association is not considered to be 
a matter of substance. 
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Seeking Promotion Within Own Organisation  
 

Overview 
 

• One-in-four access and participation practitioners indicated that they were seeking 
promotion within their own organisation (24%). 

 

Significant Variations 
 

• *Seniority/work role. Senior managers/directors were least likely to seek promotion within 
their organisation over the next twelve months: 9%, compared to 30% of managers/senior 
officers, 29% of officers, and 26% of lecturers/researchers.32 
 

• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest and longest time were least likely to indicate that they were intending to seek 
promotion within their organisation over the next twelve months (20% of those who had 
worked up to 2 years, and 18% of those who had worked at least ten years, compared to 
31% of those who had worked in the sector for between 3-9 years).33 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time working in the sector (given that those in more 
senior positions are also more likely to have worked in the sector for longer).  

▪ When controlling for seniority/work status, and although not statistically 
significant, the same patterning was found for managers/senior officers, as 
had been found for the AP practitioner population as a whole (those who 
had been in the sector for between 3-9 years (i.e., not established, and not 
newly recruited) were more likely than those who had been in the sector for 
more than ten years to seek promotion within their organisation over the 
next twelve months.  

▪ There were no differences for officers and there were insufficient cases to 
explore whether there was variation for senior managers/Directors and 
lecturers/researchers. 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to indicate that they intended to seek promotion 
in their own organisation over the next twelve months (31%, compared to 9%).34 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by sector (whether variations by the sector in which a practitioner 
worked could be explained by different seniority/work profiles across sectors).  

▪ *Interaction of seniority/work status and sector. Differences by sector were 
found for managers/senior officers and officers. 43% of *officers in HE 
indicated that they sought promotion within their own organisation, unlike 
any of the officers in FE (0 of 17).35 Similarly, 33% of *managers/senior 
officers in HE indicated that they sought promotion within their own 
organisation, compared to 7% of the managers/senior officers in FE (0/17). 36 

▪ In contrast, no statistically significant differences were found for senior 
managers/Directors (seeking promotion within their own organisation was 
reported by more senior managers/Directors in FE compared to HE). There 
were too few cases to explore variations by sectors for lecturers/researchers. 
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• Age. Older staff were least likely to indicate that they were intending to seek promotion 
within their organisation over the next twelve months (9% of those aged 50 and over, 
compared to 25% in their 40s, 41% in their 30s, and 44% of those aged under 30).37 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by age (given that those in more senior positions are also more likely 
to be older).  

▪ *Interaction of age and seniority/work role. Differences by age were found 
for managers/senior officers and officers. For *managers/senior officers, 
52% of those in their 30s indicated that they sought promotion within their 
own organisation, compared to 36% of those in their 40s and 10% of those 
aged 50 and over. .38 Similarly, for *officers, 47% of those in their 20s 
indicated that they sought promotion within their own organisation, 
compared to 36% of those in their 30s, 17% of those in their 40s and none of 
those aged 50 and over (0 of 12). 39 

▪ The same patterning was found senior managers/Directors and 
lecturers/researchers, although in these cases there were too few cases to 
draw conclusions with confidence. 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations by age (given that those who had worked in the sector for 
longer were more likely to be older).  

▪ *Interaction of age and length of time in sector. Differences by age were 
found for those who had worked in the sector for more than two years. For 
those who had worked in the sector for between 3 and 9 years, 53% of those 
aged under 30 indicated that they sought promotion within their own 
organisation, compared to 38% of those in their 30s, 33% of those in their 
40s and 10% of those aged 50 and over. .40 Similarly, for those who had 
worked in the sector for ten years or more, 44% of those in their 30s 
indicated that they sought promotion within their own organisation, 
compared to 26% of those in their 40s and 10% of those aged 50 and over. .41 

▪ The patterning was less clear for those recruited to the sector more recently. 
 

• Hours worked. Full-time staff were more likely than part-time staff to indicate that they 
were intending to seek promotion within their organisation over the next twelve months: 
27%, compared to 10% of part-time staff.42 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by work status (as whether a practitioner’s status was as a part- or 
full- time worker was expect to vary across seniority/work profiles).  

▪ *Interaction of seniority/work status and hours worked. Differences by 
hours worked were found for managers/senior officers and officers. 35% of 
*officers working full-time indicated that they sought promotion within their 
own organisation, compared to 7% officers working part-time (1 of 15). 43 
Similarly, 34% of *managers/senior officers working full-time indicated that 
they sought promotion within their own organisation, compared to 8% of 
the managers/senior officers working part-time (1 of 13).44 

▪ In contrast, there was more similarity than difference for both senior 
managers/Directors (although with few cases), and lecturers/researchers. 
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• Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were more likely than those who did not to indicate 
that they were intending to seek promotion within their organisation over the next twelve 
months (46% and 22%, respectively).45 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by whether the AP practitioner had participated in widening access 
work as a pupil (on the expectation that those in more senior positions were less 
likely to have participated as pupils).  

▪ Interaction of seniority/work status and participation in widening access as 
a school pupil. For both managers/senior officers and officers, those who 
had participated in widening access work at school were more likely than 
those who had not to indicate that they intended to seek promotion within 
their own organisation in the next twelve months, although this was only 
statistically significant for officers, i.e., 45% of officers who had participated 
as a pupil in widening access in school intended to seek promotion, 
compared to 19% of those who had not. 46 

▪ There were insufficient cases to examine variations for senior 
managers/Directors and lecturers/researchers. 
 

• Experience of zero hours contract. Those who had had experienced a zero hours contract 
while working in access and participation were more likely than those who had not to 
indicate that they were intending to seek promotion within their organisation over the next 
twelve months (37%, compared to 22% of those who had never had a zero-hours 
contract).47 

o Further analysis was undertaken to examine whether participation in widening 
access as a school pupil accounted for variations by having experience of a zero 
hours contract (on the expectation that those who had experience of widening 
access as a school pupil were more likely to have subsequently been engaged with a 
zero hours contract).  

▪ Interaction of past experience of widening access in school and experience 
of being engaged with a zero hours contract in access and participation 
work. Among AP practitioners without experience as a school pupil of 
widening access work, 40% of those who also had experience of access and 
participation work on a zero hours contract were seeking promotion within 
their own organisation over the next twelve months: this compared to 20% 
of AP practitioners who had not worked in access and participation with a 
zero hours contract. 48 

▪ No differences according to zero hours contract experience were found 
among those who had experience as a pupil of widening access work. 
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Reflections, Implications and Issues to Consider 
 

• Much of the patterning of response reflects the same drivers that shaped variations for 
‘remain in post’. Consequently, many of the issues to explore are similar: 

o Particular consideration might be given to those key career stages when interest in 
opportunities for advancement and progression are more prevalent (3-9 years in 
post). 

o It would be interesting to explore whether differences between those in HE and FE 
reflect variations in satisfaction with current position and/or differences in 
opportunity for career development (particularly for managers/senior officers, and 
officers). 

o It would be interesting to explore whether the age and seniority gradients in 
inclination to seek promotion within their own organisation (inverse relationship) 
reflects a lack of opportunities for those more established in their careers, or 
satisfaction in their career status. 
 

• It would be interesting to consider the extent to which availability of opportunities 
accounts for the higher levels of promotion seeking within their own organisation for full-
time staff, compared to part-time staff (particularly for managers/senior officers, and 
officers). 
 

• Somewhat in contrast to variations by full- and part- time status, those who had 
experienced zero hours contracts in the sector were more motivated to present for 
promotion.  It would be useful to understand whether this reflects current status, or longer-
term consequences of having experienced a zero hours contract. 
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Looking for a Promoted Role Within Another Organisation  
 
 

Overview 
 

• One-in-six access and participation practitioners indicated that they were seeking a 
promoted role within another organisation (17%). 

 

Significant Variations 
 

• Seniority/work role. Officers and managers/senior officers were more likely to look for a 
promoted role in a different organisation over the next twelve months: 20% and 26% 
respectively, compared to 5% of senior managers/directors, and 4% of 
lecturers/researchers.49 
 

• Age. Older staff were least likely to indicate that they intended to seek a promoted role in 
another organisation over the next twelve months (10% of those aged 50 and 10% of those 
in their 40s, compared to 34% in their 30s, and 28% of those aged under 30).50 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by age (given that those in more senior positions were also more likely 
to be older).  

▪ *Interaction of age and seniority/work status. For *managers/senior 
officers, 48% of those in their 30s indicated that they sought promotion 
within another organisation, compared to 21% of those in their 40s and 15% 
of those aged 50 and over.51  Similarly, for *officers, 24% of those in their 20s 
and 34% of those in their 30s indicated that they sought promotion within 
another organisation, compared to none of those in their 40s and none of 
those aged 50 and over (0 of 12). 52 

▪ For senior managers/Directors and lecturers/researchers, there were too 
few cases to draw conclusions with confidence, although there appeared 
more similarity than difference. 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to indicate that they intended to seek a promoted 
role in another organisation over the next twelve months (23%, compared to 4%, 
respectively).53 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by sector (whether variations by the sector in which a practitioner 
worked could be explained by different seniority/work profiles across sectors).  

▪ *Interaction of seniority/work status and sector. Differences by sector were 
found for managers/senior officers and officers. 31% of *officers in higher 
education indicated that they sought promotion within another 
organisation, unlike any of the officers in further education (0 of 17) 54 
Similarly, 28% of *managers/senior officers in higher education indicated 
that they sought promotion within another organisation, compared to 7% of 
the managers/senior officers in further education (1 of 15). 55 

▪ In contrast, no differences were found for senior managers/Directors and 
lecturers/researchers. 
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• Length of tenure. Those who had been in post for between 3-5 years were more likely to 
indicate that they intended to seek a promoted role in another organisation over the next 
twelve months (26% of those who had been in post for 3-5 years, compared to 14% of 
those in post for less than 3 years and 13% of those in post for six or more years).56 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of tenure (given that those in more senior positions are also 
more likely to have been in post for longer).  

▪ No consistent differences in the likelihood of seeking promotion within a 
different organisation were found for length of tenure when controlling for 
seniority/work status. 
 

• Engagement with SCAPP. Those who had engaged with SCAPP were more likely to indicate 
that they intended to look for a promoted role in a different organisation over the next 
twelve months (22% of those who had engaged with SCAPP for up to 2 years and 21% of 
those who had engaged for three or more years, compared to 3% of those who had not).57 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by engagement with SCAPP (given that engagement with SCAPP may 
be associated with seniority of position).  

▪ No consistent differences in the likelihood of seeking promotion within a 
different organisation were found for engagement with SCAPP when 
controlling for seniority/work status. 
 

• Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were more likely than those who had not to indicate 
that they intended to look for a promoted role in a different organisation over the next 
twelve months (36% and 15%, respectively).58 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by whether the AP practitioner had participated in widening access 
work as a pupil (on the expectation that those in more senior positions were less 
likely to have experienced widening access work as pupils).  

▪ For both managers/senior officers and officers, those who had participated 
in widening access work at school were more likely than those who has not 
to indicate that they intended to seek promotion within another 
organisation in the next twelve months, although these were not statistically 
significant. Furthermore, there were insufficient cases to examine variations 
for senior managers/Directors and lecturers/researchers. 

o Further analysis was undertaken to examine whether engagement with SCAPP 
accounted for variations by whether they had participated in widening access as a 
school pupil (given that those who had engaged in widening access as pupils may 
have been more likely than those who had not to be a SCAPP member).  

▪ *Interaction of SCAPP membership and experience of widening access 
work as a pupil. Among those who had *engaged with SCAPP for up to two 
years, 33% of those who had experience of widening access work as a school 
pupil indicated that they sought promotion within another organisation, 
compared to 15% who had not.59  Similarly, among those who had *engaged 
with SCAPP for three years or more, 41% of those who had experience of 
widening access work as a school pupil indicated that they sought promotion 
within another organisation, compared to 19% who had not. 60 

▪ Too few cases to explore variations among those who had never engaged. 
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Reflections, Implications and Issues to Consider 
 

• Although it was a minority that sought a promoted role in another organisation, there were 
some significant differences among AP practitioners. 
 

• Some of the patterning of response for seeking a promoted post within another 
organisation’ reflects the same drivers that shaped variations for ‘remain in post’ and 
‘seeking a promoted post within own organisation’. 

o Particular consideration might be given to those key career stages when interest in 
opportunities for advancement and progression are more prevalent (3-9 years in 
post). 

o It would be interesting to explore whether differences between those in HE and FE 
reflect variations in dissatisfaction with current position and/or differences in 
opportunity for career development (particularly for managers/senior officers, and 
officers). 

o It would be interesting to explore whether the age and seniority gradients in 
inclination to seek promotion within their other organisations (inverse relationship) 
reflects a lack of opportunities for those more established in their careers. 
 

• Although shaped by seniority/work status, it would be interesting to consider whether 
engagement with SCAPP was a cause (SCAPP raising awareness of opportunities) or a 
consequence (those inclined toward career advancement being more inclined to join 
SCAPP) of AP practitioners seeking a promoted role in another organisation. 
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Looking for a Similar Role in a Different Organisation  
 

Overview 
 

• One-in-eight access and participation practitioners indicated that they were looking for a 
similar role in a different organisation (12%). 

 

Significant Variations 
 

• Seniority/work role. Officers were more likely to look for a similar role in a different 
organisation over the next twelve months: 19%, compared to 5% of senior 
managers/directors, 10% of managers/senior officers, and 4% of lecturers/researchers.61 
 

• Age. Older staff were least likely to indicate that they intended to look for a similar role in a 
different organisation over the next twelve months (6% of those aged 50 and over, 
compared to 7% in their 40s, 18% in their 30s, and 24% of those aged under 30).62 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by age (given that those in more senior positions are also more likely 
to be older).  

▪ When controlling for seniority/work status, no significant differences were 
found for age, although there were also too few cases to draw firm 
conclusions with confidence. 
 

• Length of time in sector. Those who had worked in the access and participation sector for 
the longest time were least likely to indicate that they intended to look for a similar role in 
a different organisation over the next twelve months (5% of those who had worked ten or 
more years, compared to 18% of those who had worked in the sector for between 3-9 
years, and 14% of those who had worked up to two years).63 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time working in the sector (given that those in more 
senior positions are also more likely to have worked in the sector for longer).  

▪ A different complexion on the results was found when controlling for 
seniority/work status. Although not statistically significant, the differences 
that were found tended to indicate that those who had been in the sector 
for between 3-9 years (i.e. not established, and not newly recruited) were 
more likely to be seeking a similar role in a different organisation. 
 

• *Experience of working without a contract. Those who had experienced working without a 
contract in access and participation were more likely than those who had not to indicate 
that they intended to look for a similar role in a different organisation over the next twelve 
months (26%, compared to 11% of those who had never worked in the sector without a 
contract).64 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by experience of working without a contract (given the expectation 
that those in more senior positions did not have prior experience of working 
without a contract).  However, there were too few cases to facilitate comparisons. 
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• Engagement with SCAPP. Those who engaged with SCAPP were more likely to indicate that 
they intended to look for a similar role in a different organisation over the next twelve 
months (17% of those who had engaged for up to 2 years and 11% of those who had 
engaged for three or more years, compared to none of those who had not engaged).65 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by engagement with SCAPP (given that engagement with SCAPP may 
be associated with seniority of position).  

▪ No consistent differences in the likelihood of seeking promotion within a 
different organisation were found for engagement with SCAPP when 
controlling for seniority/work status, although there was a patterning for 
officers (those who had engaged with SCAPP for longer were slightly more 
likely to seek a similar role in a different organisation). 
 

• *Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were more likely than those who did not to indicate 
that they intended to look for a similar role in a different organisation over the next twelve 
months (27% and 8%, respectively).66 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by whether the AP practitioner had participated in widening access 
work as a pupil (on the expectation that those in more senior positions were less 
likely to have participated as pupils).  

▪ *Interaction of seniority/work status and participation in widening access 
as a school pupil. For both managers/senior officers and officers, those who 
had participated in widening access work at school were more likely than 
those who has not to indicate that they intended to seek a similar role in a 
different organisation in the next twelve months, i.e., 35% of officers who 
had participated as a pupil in widening access in school intended to seek 
such a role, compared to 13% of those who had not. 67. Similarly, 21% of 
managers/senior officers who had participated as a pupil in widening access 
in school intended to seek such a role, compared to 7% of those who had 
not. 68 

▪ There were insufficient cases to examine variations for senior 
managers/Directors and lecturers/researchers. 

o Further analysis was undertaken to examine whether engagement with SCAPP 
accounted for variations observed for whether they had participated in widening 
access as a school pupil (given that those who had engaged as pupils may have been 
more likely than those who had not to be a SCAPP member).  

▪ * Interaction with SCAPP engagement and past experience of widening 
access work as a pupil. Among those who had engaged with SCAPP for three 
years or more, 30% of those who had experience of widening access work as 
a school pupil indicated that they sought a similar role within another 
organisation, compared to 7% who did not have experience of widening 
access as a school pupil. 69 A similar pattern was found for those who had 
engaged with SCAPP for up to two years, although this difference was not 
statistically significant.   

▪ None of those who had never engaged with SCAPP indicated that they were 
intending to look for a similar role in a different organisation. 
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Reflections, Implications and Issues to Consider 
 

• A very small minority of AP practitioners sought a similar role in a different organisation. 
 

• Once more, some of the patterning of response reflects the same drivers that shaped 
variations for ‘remain in post’ and seeking promoted posts. 

o Particular consideration might be given to those key career stages when interest in 
opportunities for advancement and progression are more prevalent (3-9 years in 
post). 

o It would be interesting to explore whether differences between those in HE and FE 
reflect variations in dissatisfaction with current position and/or differences in 
opportunity for career development (particularly for managers/senior officers, and 
officers). 

o It would be interesting to explore whether the age and seniority gradients in 
inclination to seek promotion within their other organisations (inverse relationship) 
reflects a lack of opportunities for those more established in their careers. 

 

• Once more, although shaped by seniority/work status, it would be interesting to consider 
whether engagement with SCAPP was a cause (SCAPP raising awareness of opportunities) 
or a consequence (those inclined toward career advancement being more inclined to join 
SCAPP) of AP practitioners being more inclined to seek out new career opportunities. 

  



 

 28 

Seeking to Move to a Different Role Within Own 
Organisation  
 
 

Overview 
 

• One-in-ten access and participation practitioners indicated that they were seeking to move 
to a different role within their own organisation (9%). 

 

Significant Variations 
 

• Length of tenure. Those who had been in post for a shorter time were more likely to 
indicate that they intended to move to a different role in their own organisation over the 
next twelve months (15% of those who had been in post for two years, compared to 10% of 
those in post for between 3-5 years and 3% of those in post for six or more years).70 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to indicate that they intended to move to a 
different role in their own organisation over the next twelve months (12%, compared to 
3%, respectively).71 

o Further analysis was undertaken to examine whether the length of time in tenure 
accounted for sector variations (whether sector variation reflected an underlying 
difference in the length of time AP practitioners had been in post across sectors).  

▪ *Interaction of sector and length of tenure. Among those who had been in 
post for up to two years, 19% of those in higher education were seeking a 
different role within their own organisation, compared to 4% in further 
education. 72 

▪ Although not statistically significant for those in post for more than two 
years, this patterning across sectors was consistent regardless of length of 
tenure. 
 

• *Contract conditions. Those on fixed-term contracts were more likely than those on open-
ended contracts to indicate that they intended to move to a different role in their own 
organisation over the next twelve months (22%, compared to 7%, respectively).73 

o Further analysis was undertaken to examine whether the length of time in tenure 
accounted for variations according to contract conditions (on the expectation that 
those who had been longer in post were more likely to have open/permanent 
contracts).  

▪ *Interaction of contract conditions and length of tenure. This patterning 
was consistent among those whose length of tenure was less than six years, 
and was statistically significant for those in post between three and five 
years, i.e., among this group, 33% of those who were not on an 
open/permanent contract (3 of 9) indicated an intention to move to a 
different role within their own organisation, compared to 8% of those on an 
open/permanent contract. 74 

▪ Almost all AP practitioners were on an open-ended contact if in post for six 
or more years. 
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• *SIMD20 status. Access and participation practitioners who lived in one of Scotland’s 20% 
Most Deprived Areas were more likely than those who did not to indicate that they 
intended to move to a different role in their own organisation over the next twelve months 
(23%, compared to 8%, respectively).75  

o There were too few AP practitioners living in one of Scotland’s 20% Most Deprived 
Areas to explore interactions with other factors associated with seeking to move to 
a different role within their own organisation. 

 

Reflections, Implications and Issues to Consider 
 

• Although there were some significant variations among AP practitioners, the key finding is 
that the vast majority are not seeking to move to a different role within their organisation. 
 

• The more substantial proportion of AP practitioners who are on fixed-term contracts and 
seeking to move to a different role within their organisation is suggestive of the desire for 
greater security of those who do not have permanent/open contracts. 

 

• Once again, it would be interesting to explore whether differences between those in HE 
and FE reflect variations in dissatisfaction with current position and/or differences in 
opportunity for career development (particularly for those new to post). 
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Pursue Further Education or Training  
 
 

Overview 
 

• Only a small minority of access and participation practitioners indicated that they were 
seeking to pursue further education or training over the next twelve months (6%). 

 

Significant Variations 
 

• Highest level of education. Those without postgraduate qualifications were most likely to 
indicate that they planned to pursue education or training over the next 12 months, i.e., 
15% of those without a degree-level qualification, 14% of those with a degree-level 
qualification, and 3% of those educated to postgraduate level. 76 
 

• *Age. Older staff were least likely to indicate that they intended to undertake further 
education or training over the next twelve months (2% of those aged 50 and over, 
compared to 6% of those in their 40s, 10% in their 30s, and 16% of those aged under 30).77 

o Further analysis was undertaken to examine whether existing level of qualification 
accounted for variations by age (given the expectation that older AP practitioners 
were more likely to be highly qualified).  

▪ When controlling for level of education, it was found there were no age-
based differences among those qualified to postgraduate level, and too few 
respondents educated at below-degree level to compare.   

▪ Patterning by age was evident among those educated to degree level, 
although these differences were not statistically significant – younger AP 
practitioners being more likely to indicate that they intended to pursue 
education or training, i.e., of those educated to degree level, 21% of those 
aged under 30, 14% of those in their 30s, 13% of those in the 40s, and 8% of 
those aged 50 and over. 

 

Reflections, Implications and Issues to Consider 
 

• Career intention was the context within which this question was explored. The low 
proportion indicating a desire to pursue education and training does not suggest that AP 
practitioners are disinclined to develop professionally. Indeed, strong commitments to 
training and development were reported in those parts of the survey (not covered in this 
report) that pertained to SCAPP’s programme of training and networking activity. 
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Leave the Field of Access and Participation Work  
 

Overview 
 

• Only a small minority of access and participation practitioners indicated that they were 
seeking to leave the field of access and participation work over the next twelve months 
(5%). 

 

Significant Variations 
 

• *Sector. No access and participation practitioners working in further education indicated 
that they intended to leave the field over the next twelve months, compared to one-in-ten 
working in higher education (0%, compared to 10%, respectively).78 
 

• *Length of tenure. Those working in higher education who had been in post for between 3-
5 years were more likely to indicate that they intended to leave the field over the next 
twelve months (13% of those who had been in post for 3-5 years, compared to 2% of those 
in post for less than 3 years and 7% of those in post for six or more years).79 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time working in post (given that those in more senior 
positions may have been more likely to have been in post for longer).  

▪ The differences that were found related to officers, among whom those who 
had been in the sector for between 3-9 years (i.e., not established, and not 
newly recruited) were more likely to indicate that they intended to leave the 
field of access and participation work. 

▪ No lecturers/researchers indicated that they wanted to leave the field of 
access and participation work. There were too few cases for both senior 
managers/directors and officers to compare variations by length of tenure. 

 

• *Participate in widening access work in school as a pupil. Those working in higher 
education who had participated in widening access work as a school pupil were more likely 
than those who did not to indicate that they intended to leave the field over the next 
twelve months (22% and 6%, respectively).80 

o Further analysis was undertaken to examine whether length of tenure accounted for 
variations whether experienced widening access work in school (given that they 
may have been less likely to have experienced widening access work at school).  

▪ *Interaction of length of tenure and experience of widening access work as 
a pupil. Although cases are low, this patterning is consistent for those who 
have been in post for more than two years. For example, among those who 
have been in post for six or more years, those who had participated in 
widening access work as a school pupil were more likely than those who did 
not to indicate that they intended to leave the field over the next twelve 
months (two of ten cases and 1%, respectively).81 

▪  Too few of those who have been in post for less than two years indicated 
that they intended to leave the field of access and participation work, which 
meant there was no value in appraising whether or not they engaged in 
widening access work as a pupil was no associated with the likelihood of 
leaving the field for this group. 
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Reflections, Implications and Issues to Consider 
 

• Most AP practitioners are committed to continuing work in the field of access and 
participation. 
 

• As for earlier issues (e.g., planning to remain in current role), it would be interesting to 
explore whether differences between those in HE and FE reflect variations in satisfaction 
with current position and/or differences in opportunity for career development within 
access and participation work. 
 

• It would be interesting to explore whether the greater likelihood of moving on of officers 
who are neither newly established nor long-standing (3-9 years in post), has longer-term 
consequences for the sector as a whole. 
 

• It would be interesting to investigate the role of access and participation work in the longer-
term career trajectory of those who themselves experienced access and participation 
initiatives prior to entering higher education as a student. 
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Broader reflections on 
own career 
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Job Security 
 

Headlines 
 

• Among those able to express an opinion, the vast majority of AP practitioners perceived 
that their position is secure in the next twelve months. 

 
What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “my position is 
secure for the next year”. For each, 
they were asked to indicate the 
extent to which they agreed on a 
five-point Likert scale, ranging from 
“strongly agree” through to “strongly 
disagree” (with a neutral midpoint). 
Respondents were also afforded the 
opportunity to indicate that they 
were “unsure” or would “rather not 
say”. 

 
Notes 
263 responded to this question, with 11 indicating that 
they were “unsure” and 3 that they would “rather not 
say”. This resulted in an effective survey population of 
249 respondents. 

 

Significant Variations 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to disagree that their position was secure over the 
next twelve months (17%, compared to 3%, respectively).82 
 

• *Length of time in sector. Those who had worked in the access and participation sector for 
the shortest and longest times were most likely to agree that their position was secure for 
the next year (88% of those who had worked for up to two years and 87% of those who had 
worked in the sector for ten or more years, compared to 68% of those who had worked in 
the sector for between 3-9 years).83 

o Further analysis was undertaken to examine whether sector accounted for 
variations by length of time in sector (given that the length of time in the sector 
may vary across sectors).  

▪ Although the same patterning of response was found for both higher 
education and further education (lower perception of job security among 
those in post for 3-9 years), these were not statistically significant. 
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• Length of tenure. Those who had been in post for a shorter time were more likely to 
disagree that their position was secure for the next year (22% of those who had been in 
post for two years, compared to 15% of those in post for between 3-5 years and 7% of 
those in post for six or more years).84 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations by length of tenure (given that these were likely to be 
positively associated).  

▪ *Interaction of length of time in sector and length of time in tenure. 
Although cases are low, among those who has been in the sector for ten 
year or more, those in post for the shortest time were more likely to 
disagree that their post was secure for the next year, i.e., 25% of those in 
post for less than 2 years (4 of 16), compared to 4% of those in post for 3-5 
years and 5% of those in post for more than five years. 85 

▪ The same patterning was found for those who had worked in the sector for 
between 3-9 years, although this difference was not statistically significant. 
There was no difference observed for those recruited to the sector within 
the last two years. 
 

• *Experience of working without a contract. Those who had experienced working without a 
contract in the sector were less likely than those who had not to agree that their position 
was secure for the next year (50%, compared to 81% of those who had never worked 
without a contract).86 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations by experience of working without a contract (given the 
expectation that those in the sector for longer had less experience of working 
without a contract).  

▪ Although the patterning is consistent across all groups (defined by length of 
time in sector), there are too few cases of those who have worked without a 
contract to draw confident conclusions. 
 

• Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were more likely than those who had not to 
disagree that their position was secure for the next year (27% and 13%, respectively).87 

o Further analysis was undertaken to examine whether sector accounted for 
variations by whether participated in widening access work as a school pupil (with 
the expectation of past experience may vary across sectors in which AP practitioners 
currently work).  

▪ Although, of those working in higher education, twice as many who 
participated in widening access at school disagreed that they had job 
security (compared to those in higher education who had not), this was not 
a statistically significant difference. Furthermore, there were no differences 
by participation in widening access as a pupil status for those currently 
working in further education. 
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Reflections, Implications and Issues to Consider 
 

• It would be interesting to consider the low levels of insecurity currently experienced by AP 
practitioners reflect the truncated timescale that framed the question. It would also be 
interesting to explore medium-term prospects. 
 

• It would be interesting to consider the higher levels of insecurity in higher education 
(relative to further education) reflects the current insecurities being encountered in the 
wider sector as a whole, or whether these are particular to the field of access and 
participation. 
 

• The reasons behind the higher levels of insecurity among those who have worked in the 
sector for neither the shortest, nor longest times are worthy of further consideration. This 
may also account for the greater likelihood of being open to career changes, reported in 
the previous section of the report. 
 

• A history of having worked without a contract in the past was associated with higher levels 
of insecurity. It would be interesting to explore whether past experience carries a 
heightened sensitivity to insecurity, or whether it has led to greater vulnerability in the 
current labour market. 
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Opportunities for Career Progression – Own Organisation 
 

Headlines 
 

• Opinion is divided over whether there are opportunities for career progression in their own 
organisation, with slightly more AP practitioners considering that there are not. 

 
What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “there are 
opportunities in my organisation for 
my career progression”. For each, 
they were asked to indicate the 
extent to which they agreed on a 
five-point Likert scale, ranging from 
“strongly agree” through to “strongly 
disagree” (with a neutral midpoint). 
Respondents were also afforded the 
opportunity to indicate that they 
were “unsure” or would “rather not 
say”. 

 
Notes 
262 responded to this question, with 1 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 
259 respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were more likely to agree that there 
was opportunity for their career progression in their own organisation (62%, compared to 
25% of managers/senior officers, 31% of officers, and 48% of lecturers/researchers).88 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to disagree that there were opportunities for their 
career progression in their own organisation over the next twelve months (46%, compared 
to 24%, respectively).89 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by sector (whether variations by the sector in which a practitioner 
worked could be explained by different seniority/work profiles across sectors).  

▪ *Interaction of seniority/work status and sector. Although there were few 
cases, differences by sector were found for senior managers/Directors: 29% 
of those in higher education disagreed that there were opportunities within 
their own organisation (4 of 14), unlike any of those in further education.90  

▪ There were too few cases to draw firm conclusions for lecturers/researchers, 
and there was more similarity than difference among managers/senior 
officers and officers. 
 
 
 
 

17%

27%

19%

28%

10%

0% 5% 10% 15% 20% 25% 30%

Strongly disagree

Disagree

Neither agree nor disagree

Agree

Strongly agree



 

 38 

• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest time were most likely to agree that there was opportunity for career 
progression in their own organisation (62% of those who had worked for up to two years, 
compared to 33% of those who had worked in the sector for ten or more years, and 35% of 
those who had worked in the sector for between 3-9 years).91 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time working in the sector (given that those in more 
senior positions are also more likely to be have worked for longer in the sector).  

▪ * Interaction of seniority/work status and length of time in sector. When 
controlling for seniority/work status, statistically significant differences were 
found for officers, i.e., those who had been in post for the shortest time 
were more likely to agree that there were opportunities for career 
progression in their own organisation (52% of those in post for up to two 
years, 25% of those in post for 3-9 years, and 17% (2 of 12) of those in post 
for ten or more years). 92 

▪ Although the patterning was consistent for senior managers/Directors, and 
lecturers/researchers, there were too few cases to draw firm conclusions on 
variations by length of time in sector. There was also more similarity than 
difference among managers/senior officers. 
 

• Focus on access and participation. Those who indicated that their work was entirely 
focused on access and participation were least likely to indicate that there was opportunity 
for their career progression in their own organisation (25%, agreed compared to 54% who 
described access and participation as “most of their work”, 44% of those who described it 
as “around half of their work” and 35% of those who described it as only “a little of their 
work”).93 

o Further analysis was undertaken to examine whether the sector in which they 
worked accounted for variations in how much of their work was concerned with 
widening access (on the expectation that the extent to which work was focused on 
access and participation may vary across sectors).  

▪ * Interaction of seniority/work status and focus on access and 
participation. When controlling for seniority/work status, statistically 
significant differences were found for managers/senior officers, i.e., those 
for whom more of their work focused on access and participation were more 
likely to disagree that there were opportunities for career progression in 
their own organisation (79% of those whose work was entirely focused on 
access and participation, compared to 39% of those who described it as 
“most of it, around half of work” and 49% of those who described it as 
“most of it”. 94 

▪ There were insufficient cases to explore variations among 
lecturers/researchers and senior managers/Directors, and the differences 
were inconsistent among officers. 
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• Engagement with SCAPP. Those who had never engaged with SCAPP were more likely than 
those who had to agree that there was opportunity for their career progression in their 
own organisation (55%, compared to 38% of those who had engaged with SCAPP for up to 
2 years and 31% of those who had engaged for three or more years).95 

o Further analysis was undertaken to examine whether the sector in which they 
worked accounted for variations by engagement with SCAPP (on the expectation 
that engagement with SCAPP varied across sectors).  

▪ Although not statistically significant, for both senior managers/Directors, and 
managers/senior officers, there was a tendency for those in post for longer 
to disagree that there were opportunities for career progression in their own 
organisation. There were insufficient cases to explore variations among 
lecturers/researchers and there was more similarity than difference among 
officers. 

 

Reflections, Implications and Issues to Consider 
 

• The more positive outlook of senior managers/directors working in further education 
(relative to higher education) is interesting given the uncertainties in the higher education 
sector at the current time. It would be interesting to consider whether this uncertainty is 
perceived to create less opportunity for AP practitioners, or whether it reflects a more 
general lack of opportunity in the higher education sector. 
 

• The reasons for the relatively lower levels of perceived opportunity for less senior AP 
practitioners is worthy of further consideration. It is important to consider whether this 
indicates a disenchantment with the sector among its next generation talent. 
 

• It would be interesting to consider whether those who are involved with SCAPP are more 
inclined toward career progression (and hence are more critical of the lack of opportunity 
in their own organisation), or whether SCAPP has had a role in alerting AP practitioners to 
opportunities to progress in the sector that may not appear to be available in their own 
organisation. 
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Opportunities for Career Progression - Sector 
 

Headlines 
 

• Opinion is divided over whether there are opportunities for career progression in the wider 
sector, although more AP practitioners consider that there are such opportunities. 

 
What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “there are 
opportunities in the sector for my 
career progression”. For each, they 
were asked to indicate the extent to 
which they agreed on a five-point 
Likert scale, ranging from “strongly 
agree” through to “strongly 
disagree” (with a neutral midpoint). 
Respondents were also afforded the 
opportunity to indicate that they 
were “unsure” or would “rather not 
say”. 

 
Notes 
260 responded to this question, with 4 indicating that 
they were “unsure” and 1 that they would “rather not 
say”. This resulted in an effective survey population of 
255 respondents. 

 

Significant Variations 
 

• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest time were most likely to agree that there was opportunity for their career 
progression in the sector (68% of those who had worked for up to two years, compared to 
47% of those who had worked in the sector for ten or more years, and 46% of those who 
had worked in the sector for between 3-9 years).96 
 

• Length of tenure. Those who had been in post for a shorter time were more likely to agree 
that there were opportunities for career progression in the sector (58% of those who had 
been in post for two years, compared to 47% of those in post for between 3-5 years and 
42% of those in post for six or more years).97 

o Further analysis was undertaken to examine whether that length of time in sector 
accounted for variations by length of time in post (given expectation that those in 
the sector for longer had worked in their post for longer).  

▪ Among those who have worked in the sector for more than ten years, 65% 
of those who had been in post for two years agreed there were 
opportunities in the sector for career progression, compared to 50% of those 
in post for between 3-5 years and 40% of those in post for six or more years, 
although these differences were not statistically significant. 

▪ No differences for f time in post among those in the sector for 3-9 years. 
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• Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were more likely than those who did not to disagree 
that there was opportunity for their career progression in the sector (42% and 20%, 
respectively).98 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations according to whether AP practitioners experienced 
widening access work in school (given that those in the sector for longer may have 
been less likely to have experienced widening access work at school).  

▪ Interaction between participation in widening access work as a pupil and 
length of time in sector. Disagreement that there were opportunities for 
career progression was stronger for those with experience of widening 
access as a pupil at school among those who had worked in the sector for 
between 3 and 9 years (neither new, nor long-established) (57% of those 
with experience, compared to 22% without). 99 

▪ However, this patterning was not apparent for those who had recently 
joined the sector and was also less evident for those who had been in the 
sector for some time.  
 

• Engagement with SCAPP. Those who had engaged with SCAPP for longest were most likely 
to disagree that there was opportunity for their career progression in the sector (34%, 
compared to 18% of those who had engaged for up to 2 years and 13% of those who had 
never engaged with SCAPP).100 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations according to whether AP practitioners had engaged with 
SCAPP (given the expectation that those in the sector for longer may have been 
more likely to have engaged with SCAPP).  

▪ Interaction between engagement with SCAPP and length of time in sector. 
Among those who had worked in the sector for ten years or more, the 
proportion who disagreed that there were opportunities in the sector for 
career progression were 11% of those who had not engaged with SCAPP, 
13% of those who had engaged for up to two years and 36% of those who 
had engaged with SCAPP for three or more years. 101 

▪ No differences were available for SCAPP engagement among those who had 
worked in the sector for between 3 and 9 years. There were too few cases to 
appraise variation among those who had worked in the sector for less than 
two years.  
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Reflections, Implications and Issues to Consider 
 

• It would be interesting to consider whether those who are involved with SCAPP are more 
inclined toward career progression, or whether SCAPP has had a role in encouraging AP 
practitioners to become more alert to opportunities to progress their career in the wider 
sector 
 

• Although the more positive outlook of new recruits to post and sector should be viewed 
positively, it would be worth exploring whether the greater proportion of those working 
longer-term reflects disenchantment or contentment with their work.  
 

• There would appear to be an inconsistency between the more positive outlook of those 
who are more recent additions to post/sector and the finding that those who participated 
in widening access work as pupils (who tended to be younger) have a less positive outlook. 
It would be important to consider whether those who are entering the sector with personal 
experience perceive that there are limits to how far their career can progress. 
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Career Pathway 
 

Headlines 
 

• A minority of AP practitioners consider that they have a clear career pathway. 
 

What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “I have a clear 
career pathway in access and 
participation”. For each, they were 
asked to indicate the extent to which 
they agreed on a five-point Likert 
scale, ranging from “strongly agree” 
through to “strongly disagree” (with 
a neutral midpoint). Respondents 
were also afforded the opportunity 
to indicate that they were “unsure” 
or would “rather not say”. 

 
Notes 
260 responded to this question, with 7 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 
251 respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were more likely to agree that they had 
a clear career pathway (33%, compared to 13% of managers/senior officers, 17% of officers, 
and 19% of lecturers/researchers).102 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to disagree that they had a clear career pathway 
(54%, compared to 30%, respectively).103 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by sector (whether variations by the sector in which a practitioner 
worked could be explained by different seniority/work profiles across sectors).  

▪ Interaction between sector and seniority/work role. Among 
managers/senior officers, more in higher education, compared to further 
education disagreed that they had a clear carer pathway (60%, compared to 
14%).104 

▪ There are no differences in perceiving a clear career pathway between 
officers in further and higher education, and between lecturers/researchers 
in further and higher education. Although not statistically significant, 
perception of a clear carer pathway was higher for senior managers in 
further education, compared to higher education 

▪ In contrast, although not statistically significant, there perception of a clear 
carer pathway is higher for senior managers, managers and lecturers in 
further education, compared to higher education.  
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• Focus on access and participation. Those who indicated that their work was entirely 
focused on access and participation were not so likely to indicate that they had a clear 
career pathway (18% agreed, compared to 29% who described access and participation as 
“most of their work”, 17% of those who described it as “around half of their work” and 9% 
of those who described it as only “a little of their work”).105 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations according to how much of their work focused on access and 
participation (on the expectation that more senior posts may involve less of an 
exclusive focus on access and participation).  

▪ When controlling for seniority/position, it is found that differences for focus 
on access and participation work in perceiving a clear career pathway are 
weak (not statistically significant) and inconsistent across work status.  
 

• Engagement with SCAPP. Those who had engaged with SCAPP for longest were most likely 
to disagree that they had a clear career pathway (58% of those who had engaged for three 
or more years, compared to 47% of those who had engaged for up to 2 years and 30% of 
those who had never engaged with SCAPP).106 

o Further analysis was undertaken to examine whether focus on access and 
participation accounted for variations according to engagement with SCAPP (on the 
expectation that those whose work had more engagement with access and 
participation were more likely to have engaged with SCAPP).  

▪ Interaction between engagement with SCAPP and focus on access and 
participation in current role. Controlling for how much work is focused on 
access and participation, did not change the patterning that those engaged 
with SCAPP for the longest tended to be more likely to disagree that they 
had a clear career pathway, although statistically significant differences were 
only evident for those who reported that ‘most’ of their work involved 
access and participation: among this group, 50% of those who *engaged 
with SCAPP for more than three years disagreed that they had a clear career 
pathway, compared to 26% of those who had engaged with SCAPP for less 
than two years, and 18% of those who had never engaged with SCAPP (2 of 
11). 107 

 

Reflections, Implications and Issues to Consider 
 

• There is a clear need to consider the prospects and possibilities of articulating a clear 
career pathway for AP practitioners. 
 

• Once more, there were differences according to SCAPP engagement history. It would be 
interesting to consider whether SCAPP is cause (raising awareness of the lack of wider 
opportunities that are not immediately available to them) or consequence (those who are 
aware of opportunities –being more likely to engage with SCAPP) of AP practitioners being 
less likely to envisage that they have a clear career pathway. 
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Considering Career Change 
 

Headlines 
 

• Most AP practitioners are not considering a career change. 
 

What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “I am actively 
considering a change in career”. For 
each, they were asked to indicate 
the extent to which they agreed on 
a five-point Likert scale, ranging 
from “strongly agree” through to 
“strongly disagree” (with a neutral 
midpoint). Respondents were also 
afforded the opportunity to indicate 
that they were “unsure” or would 
“rather not say”. 

 
Notes 
260 responded to this question, with 7 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 251 
respondents. 

 

Significant Variations 
 

• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest and longest times were least likely to indicate that they were actively 
considering a career change (9% of those who had worked for up to two years, and 13% of 
those who had worked in the sector for ten or more years, compared to 36% of those who 
had worked in the sector for between 3-9 years).108 
 

• Age. Older staff were least likely to indicate that they were actively considering a career 
change (13% of those aged 50 and over, compared to 19% of those in their 40s, 37% in 
their 30s, and 25% of those aged under 30).109 

o Further analysis was undertaken to examine whether length of time in the sector 
accounted for age-based variations (on the expectation that those whose who have 
worked in the sector for longer are more likely to be older).  

▪ *Interaction between age and length of time in sector. Among those who 
had *worked in the sector for ten or more years, older AP practitioners were 
more likely to disagree that they were actively considering a career change, 
i.e., 56% of those in their 30s, 61% of those in their 40s and 83% of those 
aged 50 and over. 110 

▪ On the other hand, there were no age-based differences for those who had 
worked in the sector for between 3-9 years, and there were too few cases to 
draw age-based comparisons for those who had been in the sector for up to 
two years. 
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• Experience of zero hours contract in the sector. Those who had experienced a zero hours 
contract were more likely than those who had not to indicate that they were actively 
considering a career change (37%, compared to 19% of those who had never had a zero 
hours contract).111 

o Further analysis was undertaken to examine whether length of time in the sector 
accounted for variations according to whether ever had experience of a zero hours 
contract (on the expectation that those whose who have worked in the sector for 
longer are less likely to have experienced a zero hours contract).  

▪ Although the patterning is consistent regardless of time in the sector, the 
only statistically significant differences were found for those neither fairly 
new nor established in the sector. For those who has been in the sector for 
between 3 and 9 years, 51% of those who had experience of working with a 
zero hours contract were actively considering a career change, compared to 
33% (5 of 15) who had not.112 
 

• *Experience of working without a contract in the sector. Those who had experienced 
working without a contract were more likely than those who had not to indicate that they 
were actively considering a career change (50%, compared to 20% of those who had never 
worked without a contract).113 

o Further analysis was intended to examine whether length of time in the sector 
accounted for variations according to whether ever had experience of a working 
without a contract (on the expectation that those whose who have worked in the 
sector for longer are less likely to have experienced working without a contract).  
However, there were too few cases of working without a contract to facilitate 
comparative analysis. 

 
 

Reflections, Implications and Issues to Consider  
 

• It would be interesting to compare AP practitioners to other professionals to understand 
whether what appears to be a high commitment to the sector is or is not unique to the 
sector/profession. 
 

• The inclination to consider a career change when in mid-career (neither new recruits nor 
established in post) is interesting, and worthy of further consideration. 
 

• Those with a history of less security in contract were more inclined to consider a career 
change – whether this is a reflection of precarity in current employment, or a legacy of past 
insecurity is worthy of consideration. 
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Time to Pursue Career Goals 
 

Headlines 
 

• Opinion is divided over whether AP practitioners have sufficient time to pursue career 
goals. 

 
What was asked 
Those currently working in the field of 
access and participation were 
presented with a list of ten statements 
related to their work, one of which was 
“I have the time needed to pursue my 
career goals”. For each, they were 
asked to indicate the extent to which 
they agreed on a five-point Likert scale, 
ranging from “strongly agree” through 
to “strongly disagree” (with a neutral 
midpoint). Respondents were also 
afforded the opportunity to indicate 
that they were “unsure” or would 
“rather not say”. 

 
Notes 
260 responded to this question, with 2 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 
256 respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were most likely to agree that they had 
time to pursue their career goals (55%, compared to 27% of managers/senior officers, 44% 
of officers, and 39% of lecturers/researchers).114 

 

• Gender. Women were less likely to agree that they had time to pursue their career goals 
(36%, compared to 55% of men).115 

o Further analysis was undertaken to examine whether seniority/work status 
accounted for variations by gender (on the expectation that those in more senior 
positions are also more likely men).  

▪ *Interaction between gender and seniority/work role. Among senior 
managers/Directors, men were more likely than women to agree that they 
have sufficient time to pursue their career goals (81% of men, compared to 
48% of women). 116 

▪ Although not statistically significant, and in contrast, among senior 
officers/managers, men were more likely than women to disagree that they 
had sufficient time to pursue their career goals. 

▪ On the other hand, there were more similarities than differences among 
men and women for officers, and insufficient cases to explore gender 
differences for lecturers/researchers. 
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• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest time were most likely to agree that they had time to pursue their career goals 
(58% of those who had worked for up to two years, compared to 36% of those who had 
worked in the sector for ten or more years, and 40% of those who had worked in the sector 
for between 3-9 years).117 

o Further analysis was undertaken to examine whether seniority/work status 
accounted for variations by length of time working in the sector (given that those in 
more senior positions are also more likely to be older).  

▪ *Interaction between length of time in sector and seniority/work role. 
Statistically significant, but sharply contrasting findings were found for senior 
managers/Directors and officers. For *senior managers/Directors, those who 
has been in the sector for longer were more likely to agree that they had 
sufficient time to pursue career goals (65% of those in the sector for ten or 
more years, compared to 33% (5 of 15) for those in the sector for between 
3-9 years. 118 In contrast, for *officers, those who has been in the sector for 
longer were less likely to agree that they had sufficient time to pursue career 
goals (17% of those in the sector for ten or more years (2 of 12), compared 
to 45% for those in the sector for between 3-9 years and 54% of those who 
had been in the sector for ten or more years. 119 

▪ On the other hand, differences were less marked for managers/senior 
officers, and there were too few cases to draw comparisons for 
lecturers/researchers. 

 

Reflections, Implications and Issues to Consider 
 

• Consideration should be given to how the sector could operate in ways that could 
overcome or ameliorate any time-pressures encountered by women which hamper their 
ability to pursue career goals. 
 

• Although it is positive that new recruits to the sector were likely to consider that they had 
time to pursue career goals, consideration should be given to why those who are more 
established in the sector are less likely to perceive that they have sufficient time. 
 

• The exceptionally low level of satisfaction expressed by managers/senior officers is worthy 
of further examination. 
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Resources to Pursue Career Goals 
 

Headlines 
 

• Opinion is divided over whether AP practitioners have sufficient resources to pursue career 
goals, although more AP practitioners consider have sufficient resource. 

 
What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “I have the 
resources needed to pursue my 
career goals”. For each, they were 
asked to indicate the extent to 
which they agreed on a five-point 
Likert scale, ranging from “strongly 
agree” through to “strongly 
disagree” (with a neutral midpoint). 
Respondents were also afforded the 
opportunity to indicate that they 
were “unsure” or would “rather not 
say”. 

 
Notes 
261 responded to this question, with 2 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 
257 respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were most likely to agree that they had 
the resources needed to pursue their career goals (71%, compared to 35% of 
managers/senior officers, 46% of officers, and 33% of lecturers/researchers).120 

 

Reflections, Implications and Issues to Consider 
 

• The relatively lower proportions of less senior staff who consider that they have sufficient 
resources to pursue career goals is a regressive finding and is worthy of further 
examination. 
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Support to Pursue Career Goals 
 

Headlines 
 

• Most AP practitioners consider they have the support necessary to pursue career goals. 
 

What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “I have the 
support needed to pursue my 
career goals”. For each, they were 
asked to indicate the extent to 
which they agreed on a five-point 
Likert scale, ranging from “strongly 
agree” through to “strongly 
disagree” (with a neutral 
midpoint). Respondents were also 
afforded the opportunity to 
indicate that they were “unsure” or 
would “rather not say”. 

 
Notes 
261 responded to this question, with 1 indicating that they 
were “unsure” and 2 that they would “rather not say”. This 
resulted in an effective survey population of 258 
respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were most likely to agree that they had 
the support needed to pursue their career goals (84%, compared to 51% of 
managers/senior officers, 54% of officers, and 41% of lecturers/researchers).121 
 

• Sector. Access and participation practitioners working in higher education were more likely 
than those working in further education to disagree that they had the support necessary to 
pursue their career goals (21%, compared to 5%, respectively).122 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by sector (whether variations by the sector in which a practitioner 
worked could be explained by different seniority/work profiles across sectors).  

▪ * Interaction between sector and seniority/work role. *More officers in 
Higher Education disagreed, compared to officers in Further Education (18% 
and none, respectively), 123 and while the patterning was consistent for 
senior officers/managers, these differences were not statistically significant 
(of this cohort, 71% in further education agreed support was available 
compared to 43% in higher education)  

▪ This patterning did not hold consistently hold for all levels of seniority in 
post. There were no differences in perception of support between senior 
managers in Higher education and Further education, and insufficient 
numbers to compare across for lecturers/researchers. 
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• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest time were most likely to agree that they had the support necessary to pursue 
their career goals (77% of those who had worked for up to two years, compared to 55% of 
those who had worked in the sector for ten or more years, and 55% of those who had 
worked in the sector for between 3-9 years).124 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time worked in the sector (given that expectation that 
those is more senior positions had worked in the sector for longer).  

▪ *Interaction between seniority/work role and length of time in sector. 
When controlling for seniority, it is found that *length of time in the sector is 
a significant factor for officers (the proportion among officers who agree 
that their support was available was 68% of those who had worked for up to 
two years, compared to 51% of those who had worked in the sector for 
between 3-9 years and 42% of those who had worked in the sector for ten or 
more years).125 
This patterning did not hold for senior managers/Directors (for whom those 
in post longer were more likely to agree), and the association (while evident) 
was weaker and not statistically significant weaker for managers/senior 
officers and weaker for lecturers/researchers. 

• *SIMD20 Status. Access and participation practitioners who lived in one of Scotland’s 20% 
Most Deprived Areas were less likely than those who did not to agree that they had the 
support necessary to pursue their career goals (39%, compared to 58%, respectively).126 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by SIMD20 status (given the expectation that those is more senior 
positions were less likely to live in one of Scotland’s Most Deprived Areas).  
However, too few respondents were found across work status/seniority groups to 
facilitate comparison. 

 

Reflections, Implications and Issues to Consider 
 

• It is notable that more AP practitioners consider that they have support (rather than time 
or resources) to pursue career goals. 
 

• That AP practitioners from Scotland’s Most Deprived Areas are less likely to perceive that 
they have support to pursue career goals raises issues about equity within the access and 
participation sector. 
 

• Once more, less senior staff and AP practitioners who have more recently joined the sector 
are more likely to consider that they are better positioned to pursue career goals – with 
more perceiving that they have sufficient support.  The reasons for this are worth exploring 
alongside outlook on time and resources. 
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Workload 
 

Headlines 
 

• One-half of AP practitioners agree that their workload is manageable. 
 

What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, one 
of which was “My volume of work is 
manageable”. For each, they were 
asked to indicate the extent to which 
they agreed on a five-point Likert 
scale, ranging from “strongly agree” 
through to “strongly disagree” (with a 
neutral midpoint). Respondents were 
also afforded the opportunity to 
indicate that they were “unsure” or 
would “rather not say”. 

 
Notes 
259 responded to this question, with 1 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 
256 respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors and officers were more likely to agree 
that their workload is manageable (63% each, compared to 36% of managers/senior 
officers, and 30% of lecturers/researchers).127 
 

• Length of time in sector. Those who had worked in the sector for the shortest time were 
most likely to agree that their workload was manageable (88% of those who had worked 
for up to two years, compared to 47% of those who had worked in the sector for ten or 
more years, and 44% of those who had worked in the sector for 3-9 years).128 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time worked in the sector (given that expectation that 
those is more senior positions had worked in the sector for longer).  

▪ *Interaction between seniority/work role and length of time in sector. 
When controlling for seniority, it is found that *length of tenure is only a 
significant factor for officers (the proportion among officers who agree that 
their workload was manageable was 84% of those who had worked for up to 
two years, compared to 57% of those who had worked in the sector for 3-9 
years and 46% of those who had worked in the sector for ten or more 
years).129 

▪ There were few differences among senior officers/managers, and although 
not statistically significant, if anything senior managers/Directors who had 
been in post for longer were more likely to agree. There were too few cases 
for lecturers/academics to facilitate comparison. 
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• Length of tenure. Those who had been in post for a shorter time were more likely to agree 
that their workload was manageable (65% of those who had been in post for two years, 
compared to 44% of those in post for between 3-5 years and 43% of those in post for six or 
more years).130 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations by length of time worked in current role (given the 
expectation that those who had worked in the sector for longer may also have 
worked in their current role for longer).  

▪ Interaction between length of time in sector and length of tenure. When 
controlling for length of time in the sector, it is found that length of tenure is 
only a significant factor for those neither newly in post nor in post for an 
extended period (the proportion among those who had worked in the sector 
for between 3-9 years who agree that their workload was manageable was 
58% of those who had been in post for two years, compared to 43% of those 
in post for 3-5 years and 24% of those in post for six or more years).131 

▪ Although not statistically significant, among those who have been in the 
sector for ten or more years, those who have been in post for longer are 
more likely to agree that their workload was manageable. 
 

• Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were more likely than those who did not to agree 
that their workload was manageable (71% and 45%, respectively).132 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations according to whether they participated in widening access 
work while at school (given the expectation that those who had worked in the 
sector for longer may have been less likely to have participated in widening access 
work when at school).  

▪ *Interaction between participation in widening access work as a school 
pupil and length of time in sector. When controlling for length of time in the 
sector, it is found that participation in *widening access work in school as a 
pupil is only a significant factor for those neither newly in post nor in post 
for an extended period (the proportion among those who had worked in the 
sector for between 3-9 years who agree that their workload was 
manageable was 71% among those who participated as a pupil, 41% among 
those who did not and were not eligible, and 28% among those for whom it 
was not available).133 

 

Reflections, Implications and Issues to Consider 
 

• It would be interesting to explore whether increasing demands / declining units of resource 
through time account for officers who have worked in the sector for longer being less likely 
to perceive that their workload is manageable. 
 

• Somewhat in contrast to the findings of time in post/sector, it is worth exploring why more 
senior AP practitioners are more likely to perceive that their workload is manageable. 
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Impact 
 

Headlines 
 

• The vast majority of AP practitioners perceive that their work makes a positive difference to 
access and participation. 

 
What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of ten 
statements related to their work, 
one of which was “My work makes a 
positive difference to access and 
participation”. For each, they were 
asked to indicate the extent to which 
they agreed on a five-point Likert 
scale, ranging from “strongly agree” 
through to “strongly disagree” (with 
a neutral midpoint). Respondents 
were also afforded the opportunity 
to indicate that they were “unsure” 
or would “rather not say”. 

 
Notes 
261 responded to this question, with 1 indicating that 
they were “unsure” and 1 that they would “rather not 
say”. This resulted in an effective survey population of 
259 respondents. 

 

Significant Variations 
 

• *Participate in widening access work in school as a pupil. Those who had participated in 
widening access work as a school pupil were less likely than those who did not to agree 
that their work made a positive difference to access and participation (82% and 96%, 
respectively).134 

 

Reflections, Implications and Issues to Consider 
 

• The very high levels of AP practitioners acknowledging that their work is impactful is 
worthy of recognition. 
 

• However, the reasons why those with experience of widening access work as a pupil are 
more likely to be among the minority who do not perceive that their work is making a 
positive difference is worthy of reflection and examination. 
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Reflections on access 
and participation sector 
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Valued by Senior Leaders in my Organisation 
 

Headlines 
 

• Most AP practitioners perceive that access and participation work is valued by leaders in 
their organisation. 

 
What was asked 
Those currently working in the 
field of access and participation 
were presented with a list of five 
statements related to broader field 
of access and participation work, 
one of which was “Access and 
participation work is valued by the 
most senior leaders in my 
organisation”. For each, they were 
asked to indicate the extent to 
which they agreed on a five-point 
Likert scale, ranging from “strongly 
agree” through to “strongly 
disagree” (with a neutral 
midpoint). Respondents were also 
afforded the opportunity to 
indicate that they were “unsure” 
or would “rather not say”. 

 
Notes 
260 responded to this question, with 7 indicating that they 
were “unsure” and 3 that they would “rather not say”. This 
resulted in an effective survey population of 250 
respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were most likely to agree access and 
participation work was valued by most senior leaders in their own organisation (87%, 
compared to 58% of managers/senior officers, 73% of officers, and 59% of 
lecturers/researchers).135 

 

• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest time were most likely to agree access and participation work was valued by the 
most senior leaders in their own organisation (88% of those who had worked for up to two 
years, compared to 71% of those who had worked in the sector for ten or more years, and 
61% of those who had worked in the sector for between 3-9 years).136 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by length of time worked in the sector (given that expectation that 
those is more senior positions had worked in the sector for longer).  

▪ Although not statistically significant, the patterning is consistent for senior 
managers/Directors, managers/senior officers and officers, i.e., agreement is 
higher among those who have worked in the sector for longer, e.g., 39% of 
officers who had worked in the sector for 3-9 years, compared to 66% of 
officers who had worked in the sector for 10 or more years.   

▪ Analysis is hampered by low cases for lecturers/researchers 

6%

11%

15%

42%

27%

0% 10% 20% 30% 40% 50%

Strongly disagree

Disagree

Neither agree nor disagree

Agree

Strongly agree



 

 57 

 

• Sector. Access and participation practitioners working in further education were more likely 
than those working in higher education to agree that access and participation work is 
valued by the most senior leaders in their organisation (79%, compared to 60%, 
respectively).137 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by sector (whether variations by the sector in which a practitioner 
worked could be explained by different seniority/work profiles across sectors).  

▪ Although not statistically significant, the patterning is consistent for senior 
managers/Directors, managers/senior officers and officers, i.e., agreement is 
higher among those in further education, compared to higher education, 
e.g., 71% of officers in further education agree that access and participation 
work was valued by most senior leaders in their own organisation, compared 
to 58% of officers in higher education.   

▪ In contrast, although analysis is hampered by low cases, the patterning is 
reversed for lecturers/researchers, where those in higher education were 
more likely to agree than those in further education that senior leaders 
valued access and participation work. Once more, this is not statistically 
significant. 
 

• *Experience of working without a contract in access and participation. Those who had 
experienced working without a contract were less likely than those who had not to agree 
access and participation work was valued by most senior leaders in their own organisation 
(38%, compared to 71% of those who had never worked without a contract).138 

Further analysis was intended to examine whether seniority/work role accounted 
for variations by experience of working without a contract in the sector (given that 
those in less senior positions might be expected to have been more likely to have 
experienced working without a contract).  However, comparisons were hampered 
by few examples for each level of seniority in the number who had experience of 
having worked without a contract. 

o  
Reflections, Implications and Issues to Consider 
 

• It would be interesting to understand the reasons why such a high proportion of AP 
practitioners perceive that senior leaders in their organisation value access and 
participation work – in particular, those working in further education. 
 

• It would be interesting to explore why managers/senior officers are less likely to perceive 
that senior leaders value their work compared to, respectively, senior leaders/directors and 
officers. 
 

• It would be interesting to understand if the outlook and commitment of senior leaders has 
changed through time, given that fewer AP practitioners who had worked in the sector for a 
longer time perceived that their senior leaders valued their work. 
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Valued by Academics and Lecturing Staff 
 

Headlines 
 

• Most AP practitioners perceive that access and participation work is valued by 
academics/lecturing staff. 

 

What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of five 
statements related to broader field of 
access and participation work, one of 
which was “Access and participation 
work is valued by academics and 
lecturing staff”. For each, they were 
asked to indicate the extent to which 
they agreed on a five-point Likert 
scale, ranging from “strongly agree” 
through to “strongly disagree” (with 
a neutral midpoint). Respondents 
were also afforded the opportunity 
to indicate that they were “unsure” 
or would “rather not say”. 

 
Notes 
260 responded to this question, with 10 indicating that 
they were “unsure” and 2 that they would “rather not 
say”. This resulted in an effective survey population of 
248 respondents. 

 

Significant Variations 
 

• Seniority/work role. Senior management/directors were most likely to agree that access 
and participation work was valued by academics and lecturing staff in their own 
organisation (77%, compared to 47% of managers/senior officers, 53% of officers, and 69% 
of lecturers/researchers).139 
 

• Age. Older staff were most likely to agree that access and participation work was valued by 
academics and lecturing staff in their own organisation (69% of those aged 50 and over, 
compared to 46% of those in their 40s, 58% in their 30s, and 38% of those aged under 
30).140 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by age (whether variations by age could be explained by older staff 
being more likely to be in senior positions).  

▪ Interaction by age and seniority/work role. When controlling for 
seniority/work status, the only statistically significant differences by age 
were registered for officers, and even here the differences were inconsistent, 
i.e., 76% of those in their 30s agreed, as did 73% of those aged 50 and over, 
(8 of 11), compared to 25% of those in their 40s, and 31% in aged under 30. 

▪ There were too few cases to compare age variations among 
lectures/academic staff and there was more similarity than difference 
among senior managers/Directors. Although not statistically significant older 
managers/senior officers tended to be more likely to agree. 

4%

10%

30%

44%

12%

0% 10% 20% 30% 40% 50%

Strongly disagree

Disagree

Neither agree nor disagree

Agree

Strongly agree



 

 59 

• Sector. Access and participation practitioners working in further education were more likely 
than those working in higher education to agree that access and participation work is 
valued by academics and lecturing staff (70%, compared to 54%, respectively).141 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by the sector in which a practitioner worked (whether variations by 
sector in which a practitioner worked could be explained by different seniority/work 
profiles across sectors).  

▪ When controlling for seniority/work status, no statistically significant 
differences are found for across sectors. On the other hand, although not 
statistically significant, the patterning of response is consistent for each level 
of seniority/work status, i.e., across the differences by sector, those working 
in further education were more likely than those working in higher 
education to agree. The differences were most apparent for senior managers 
– 85% of senior managers/directors in further education agreeing that 
access and participation work is valued by their academics and lecturing 
staff, compared to 71% of senior managers/directors in higher education. 
 

• Gender. Women were less likely to agree that access and participation work was valued by 
academics and lecturing staff in their own organisation (50%, compared to 73% of men).142 

o Further analysis was undertaken to examine whether seniority/work role accounted 
for variations by gender (whether variations by gender could be explained by men 
being more likely to be in more senior positions).  

▪ Interaction of gender and seniority/work role. When controlling for 
seniority/work status, the only statistically significant differences by gender 
were registered for managers/senior officers, i.e., 71% of men (10 of 14) 
agreed access and participation work was valued by academics and lecturing 
staff in their own organisation, compared to 39% of women. 143 

▪ Although not statistically significant, among senior managers/Directors, men 
were more likely than women to agree (93%, compared to 64%).  There were 
no gender differences among officers, and too few cases to compare for 
lecturers/academic staff. 

 

Reflections, Implications and Issues to Consider 
 

• Although most respondents perceived that academics and lecturing staff valued access and 
participation work, one-half of both officers and senior officers/managers did not agree. 
 

• Although the fair access agenda in Scotland focuses on access to higher education in 
universities, it is significant that AP practitioners in further education are more likely than 
those in higher education to perceive that their work is valued among academics and 
lecturing staff. 
 

• As for senior leadership, it would be interesting to understand the reasons why most AP 
practitioners perceive that academics and lecturing staff in their organisation value access 
and participation work. 
 

• The reasons for gender differences – with women less likely to perceive that their access 
and participation work was valued (particularly among managers/senior officers) – is 
worthy of further analysis. 
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Adequately Resourced 
 

Headlines 
 

• Most AP practitioners disagree that access and participation work is adequately resourced. 
 

What was asked 
Those currently working in the 
field of access and participation 
were presented with a list of five 
statements related to broader field 
of access and participation work, 
one of which was “Access and 
participation work is adequately 
resourced”. For each, they were 
asked to indicate the extent to 
which they agreed on a five-point 
Likert scale, ranging from “strongly 
agree” through to “strongly 
disagree” (with a neutral 
midpoint). Respondents were also 
afforded the opportunity to 
indicate that they were “unsure” 
or would “rather not say”. 

 
Notes 
258 responded to this question, with 4 indicating that they 
were “unsure” and 2 that they would “rather not say”. This 
resulted in an effective survey population of 252 
respondents. 

 

Significant Variations 
 

• Length of time in sector. Those who had worked in the access and participation sector for 
the shortest time were most likely to agree access and participation work was adequately 
resourced (47% of those who had worked for up to two years, compared to 12% of those 
who had worked in the sector for ten or more years, and 16% of those who had worked in 
the sector for between 3-9 years).144 

 

• *Highest Level of education. Those not educated to degree level were most likely to agree 
that access and participation work was adequately resourced (46%, compared to 14% of 
those educated to degree or postgraduate level).145 

o Further analysis was undertaken to examine whether length of time in sector 
accounted for variations by highest level of education (on the expectation that 
those who had attained a higher level of education may have been in the sector for 
a longer time).  Although the patterning was consistent across different lengths of 
tenure, there were insufficient cases to draw firm conclusions. 
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• *SIMD20 status. Access and participation practitioners who lived in one of Scotland’s 20% 
Most Deprived Areas were less likely than those who did not to agree that access and 
participation work was adequately resourced (8%, compared to 17%, respectively).146 

o Further analysis was undertaken to examine whether the highest level of an AP 
practitioner’s education accounted for variations by SIMD20 status (on the 
expectation that those who had attained a higher level of education were less likely 
to live in an SIMD20 area).  

▪ Although low numbers of cases hampered comparison, the patterning by 
SIMD20 status was inconsistent for both those educated to degree and 
postgraduate level (too few respondents were educated below-degree level 
to enable comparison). 
 

• Engagement with SCAPP. Those who had never engaged with SCAPP were most likely to 
agree that access and participation work was adequately resourced (30%, compared to 21% 
of those who had engaged for up to 2 years and 9% of those who had engaged for three or 
more years).147 

o Further analysis was undertaken to examine whether length of time in which an AP 
practitioner worked in the sector accounted for variations by SCAPP engagement 
(on the expectation that those who had worked in the sector for longer were more 
likely to have engaged with SCAPP).  

▪ There were too few cases for further analysis with those who had worked in 
the sector for up to two years and had never engaged with SCAPP. 

▪ No statistically significant differences were found for the cohorts who were 
more established in the sector (three or more years). Notwithstanding, but 
acknowledging also that there were few cases, those who had never 
engaged with SCAPP were more likely to agree that access and participation 
work was adequately resourced. 

 

• Contract status. Those who did not have an open-ended/permanent contract were most 
likely to agree that access and participation work was adequately resourced (36%, 
compared to 16% of those who a fixed-term contract).148 

o Further analysis was undertaken to examine whether length of time in which a 
practitioner worked in the sector accounted for variations by contract status 
(whether variations by contract status could be explained by contract status being 
shaped by the length of time AP practitioners had worked in the sector).  

▪ *Interaction of length of time in sector and contract status. A complex 
patterning for contract status emerged when controlling for the effect of 
length of time worked in the sector. Among those who were *new to the 
sector (within the last two years), those who had an open-ended/permanent 
contract were most likely to consider that access and participation work was 
adequately resourced (52%, compared to 33% (3 of 9) of those who a fixed-
term contract).149.  In contrast, among those who had *worked in the sector 
for between 3-9 years (fairly well established), those who had an open-
ended/permanent contract were least likely to consider that access and 
participation work was adequately resourced (11%, compared to 54% (7 of 
8) of those who a fixed-term contract).150   

▪ There were too few cases for further analysis of those who had worked in 
the sector for ten or more years and did not have an open-
ended/permanent contract. 
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Reflections, Implications and Issues to Consider 
 

• It would be useful to explore the implications that follow from the under-resourcing of 
access and participation work that is observed by many AP practitioners. 
 

• It would be interesting to understand how resourcing has changed through time, given that 
higher levels of dissatisfaction with resourcing were expressed by those who have worked 
in the sector for a longer time. 
 

• It is notable that higher rates of dissatisfaction with resourcing were characteristic of AP 
practitioners who were relatively more disadvantaged (live in a deprived area; lower level 
of education; less secure contract status). 
 

• It would be helpful to understand whether engagement with peers – and therefore 
awareness of their local situation – leads those who have engaged with SCAPP to be more 
inclined to identify a lack of resources to support their access and participation work. 
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Work that is Needed 
 

Headlines 
 

• Almost all AP practitioners agree that there is a need for access and participation work. 
 

What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of five 
statements related to broader field 
of access and participation work, 
one of which was “There is a need 
for access and participation work”. 
For each, they were asked to 
indicate the extent to which they 
agreed on a five-point Likert scale, 
ranging from “strongly agree” 
through to “strongly disagree” (with 
a neutral midpoint). Respondents 
were also afforded the opportunity 
to indicate that they were “unsure” 
or would “rather not say”. 

 
Notes 
260 responded to this question, with 2 indicating that 
they were “unsure” and 1 that they would “rather not 
say”. This resulted in an effective survey population of 
257 respondents. 

 

Significant Variations 
 

• *Contract Status. Those who had an open-ended/permanent contract were most likely to 
agree that access and participation work was needed (97%, compared to 90% of those who 
had had such a contract).151 

 

Reflections, Implications and Issues to Consider 
 

• The firm belief of AP practitioners in the necessity of access and participation work is a 
strong finding to emerge from the research. 
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Unmet Demand 
 

Headlines 
 

• Most AP practitioners perceive that there is unmet demand that could be met if more 
resource was made available. 

 
What was asked 
Those currently working in the field 
of access and participation were 
presented with a list of five 
statements related to broader field 
of access and participation work, one 
of which was “There is unmet 
demand that could be met if more 
resource was made available for 
access and participation work”. For 
each, they were asked to indicate 
the extent to which they agreed on a 
five-point Likert scale, ranging from 
“strongly agree” through to “strongly 
disagree” (with a neutral midpoint). 
Respondents were also afforded the 
opportunity to indicate that they 
were “unsure” or would “rather not 
say”. 

 
Notes 
260 responded to this question, with 3 indicating that 
they were “unsure” and 1 that they would “rather not 
say”. This resulted in an effective survey population of 
256 respondents. 

 

Significant Variations 
 

• *Contract Status. Those who had an open-ended/permanent contract were most likely to 
agree that there was unmet demand for access and participation work (89%, compared to 
70% of those who had had such a contract).152 

 

• *Experience of working without a contract in the sector. Those who had experienced 
working without a contract were less likely than those who had always had a contract not 
to agree that there was unmet demand for access and participation work that could be met 
if more resource was made available (72%, compared to 88% of those who had never 
worked without a contract).153 

o Further analysis was undertaken to examine whether current contract status 
accounted for variations according to whether they had experience of working 
without a contract (whether variations by experience of working without a contract 
could be explained by associations between current and earlier contract status).  

▪ When controlling for contract status, experience of working without a 
contract is not as strongly associated with outlook on unmet demand, e.g., 
among those with an open-ended/permanent contract at present, 90% of 
those who had previously worked without a contract agreed, compared to 
83% of those who had not – this was not a statistically significant difference. 

▪ Too few cases for further analysis of working with an open-ended contract. 
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Reflections, Implications and Issues to Consider 
 

• It is significant that a clear majority of those closest to the issue – AP practitioners – 
perceive that there is demand that is not being met. It is particularly important that this 
insight is shared to counteract and challenge those who contend that many entrants would 
be better served by not pursuing higher education. 
 

• It would be interesting to better understand the nature of the demand (which groups, 
which areas, etc.) that most AP practitioners perceive to be unmet at the current time. 
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Challenges 
 

About these data 
Respondents were invited to share their thoughts in response to an open-ended question that 
asked, “What have been the challenges – if any – that you have encountered in access and 
participation work this year”?  Three-fifths responded (184 individuals), collectively providing over 
9,000 words of reflections, with ten key themes emerging. 

 

Headlines 
 

• Time. Time pressures were reported that were impacting on staff and their ability to deliver 
the same quality of work as before. 

• Managing, but no time for innovation / quality interventions. Lack of time was identified 
as the key barrier to innovation to enhance fair access. 

• Insecurity. Insecure work and insecure funding for the sector were widely held to be 
problems, which for some were also curtailing personal development and innovation. 

• Declining resource. Funding constraints and pressures was the problem that was most 
widely experienced. 

• Increasing cost. Exacerbating the challenges created by financial settlements, were rising 
transport and staffing costs. 

• Over-focus on recruitment. Concern was expressed that access work is perceived as 
recruitment activity or that, where the distinction is understood, there has been more 
focus on recruitment to the detriment of access work. 

• Sector operations, preferences and priorities. Several ways in which the sector operated 
were viewed to be challenging. 

• Others’ workload. Access work is delivered in partnership and the constraints experienced 
by partners was also impacting on the ability to deliver access and participation work. 

• Candidates. Concern was expressed over the lack of student engagement, although it was 
acknowledged that many candidates experienced wider challenges that impacted on their 
ability to engage and that not all students have equitable access to opportunities. 

• Lack of understanding. Although fair access work is well established in Scottish education, 
concern was expressed over a lack of understanding by several groups, resulting in a range 
of adverse consequences. 

• Other specific challenges. Beyond the ten key themes that emerged in response to a 
prompt to consider challenges, were a series of specific concerns. 

 

Time 
 
One of the key challenges that was oft-cited was a lack of time to deliver on access and 
participation work (1-24).  This was judged to have adverse consequences for staff, who were 
striving to maintain quality with inadequate time/staff resource (1-4), although some considered 
that they were managing, but that it was inevitable that time pressures would impact on the 
quality of what AP practitioners were able to deliver (5-8). Time pressure was also the experience 
of some whose responsibilities extended beyond widening access (12-17). The particular demands 
of being part of the National Schools Programme review was creating unique time-pressures (18), 
while the irregular contributions across the year created challenges for others (19).  These time 
pressures were, for some, exacerbated by budget constraints, implying that workloads per capita 
were increasing as resource was reduced (20-24). 
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1. Workload, staffing and time. Our programme isn't properly staffed for its size because of funding 

limitations. This has a direct impact on workload, stress and the time that coordinators can 
commit to personal and programme development. It also limits the impact of our intervention 
and the learners we can work with.  

2. Colleagues who work in access are so passionate, yet so exhausted as under resourced. This 
means initiative cannot be delivered to the standard that they would like these to, due to no fault 
of their own. Access is SUCH a broad remit that it's extremely challenging to give adequate 
attention to all areas. 

3. Staff trying to do more with less, burnout 
4. Rising staff pressure and burnout, which further impacts the consistency and quality of support 

available 
5. Having time and space to create meaningful relationships with hundreds of WAP students with 

only a small team. Trying to free up capacity and make things more efficient is, in my eyes, 
reducing how much direct contact time we have to building relationships with students. This then 
leads to lower engagement in initiatives and I feel that's a shame when so much of WAP work is 
the power of positive relationships and building these with students before they come to us 
when experiencing crisis and needing support. Retention isn't really a challenge for our cohort 
thankfully but I know it is across the sector and I worry we could go the way of this. 

6. We would maybe like to do more but have limited time capacity. 
7. Staff time to deliver aspirational activities 
8. Getting time to engage in research into my area of access and widening participation (articulating 

students). 
9. A stretched team 
10. Time factor 
11. Work load 
12. Time to dedicate to the role 
13. Lack of dedicated time spent on WP. 
14. Lack of time to carry out both admissions role and carry out any meaningful research that shares 

the experiences of WP students in our institution 
15. My role is divided and remit every wide meaning focus on WA/WP is impacted 
16. The main challenges this cycle have been the workload from other aspects of my role 
17. There are no resources dedicated to access and participation, the small amount of work related 

to it is done on top of my designated tasks. 
18. Being part of the NSP is great, but at this time that means delivering an ambitious programme of 

Widening Access activity, evaluating and reporting on it and responding to / implementing NSP 
review recommendations simultaneously which can be challenging in terms of time and stretches 
resources. We are keen to ensure that any changes do not impact negatively on current or future 
participants (e.g., a reduction in contact teaching hours or access to fewer materials) 

19. Fluctuating workload and low income. During term time, I work nearly full-time hours and take as 
few days off as possible so as to not lose income. During summer and winter holidays and into 
mid-October because of admin lag, my workload drops to 1-2 days a week. I'm either stressed 
because I'm overworked, or stressed because of the significant income drop. 

20. Lack of funding and associated workload allocation 
21. Resources and time limiting the level of active support provided 
22. Time and resources to do what you wish to do 
23. Time and budget constraints and level of competition 
24. Time. Funding. 
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Managing, but no time for innovation / quality interventions 
 
Although there was recognition of wider institutional barriers to innovation (25-26), lack of time 
was identified as the key barrier to innovation to enhance fair access (27-37). Although workloads 
were being managed (27), there was limited opportunity to develop new initiatives (28-30) and to 
provide enhanced support to students, current and prospective (31-33). 
 

25. A lack of clear direction to take forward work and a reluctance to develop new ideas. 
26. Encouraging institution to move beyond project funding and towards other target groups   
27. Budget cuts, leading to fewer job opportunities and staff not being replaced. This has meant 

increase work load which, whilst largely manageable, leads to limited opportunity to extend the 
work that we do. It also impacts the partners and external bodies we work with when resources 
are more limited 

28. Lack of staff resources to implement new WP initiatives 
29. There really is no money to do any kind of new project, even if there is belief or evidence that it 

will be successful. 
30. We are also under-resourced for creating asynchronous online content, though we are attempting 

it. If we had more people on it could be a significantly more useful resource for pupils. 
31. No time or resources to work with students that require additional help. No time or funding for 

CPD that would enrich the student experience. 
32. Identifying areas that would make a significant impact to access students and there being no 

resources/capacity available to support these areas. 
33. Budget constraints for visiting local schools and building ongoing programmes of engagement 

with pupils through their educational journey 
34. Time and focus on specific aspects to enhance 
35. Time and staffing to expand programmes 
36. Time to create, engage with others and drive improvements 
37. Less time available to dedicated to coming up with new ways of engaging students 

 

Insecurity 
 
Insecure work (e.g., 38-45), and insecure funding (e.g., 46-48) for the sector were widely held to be 
problems, which for some were also creating hidden pressures for those managing teams (46-49), 
with high staff turnover being endemic, with all the knowledge loss that this entails (49-55).  
Insecurity has been exacerbated as staff await the outcomes as institutions respond to budgetary 
pressures (56-60), with some adverse outcomes already being experienced (60-62). There were 
also some concerns that recent developments in the field of fair access were creating new 
uncertainties (64-68). 
 

38. As someone paid hourly it is difficult to really feel part of anything on a strategic level  
39. Not having a permanent contract   
40. My own fixed term contract not being extended or made open ended. 
41. Financial uncertainty 
42. Lack of job security 
43. Lack of security 
44. Not personally - however speaking with colleagues in the sector the frustrations around short 

term contracts 
45. Lack of long term or permanent contracts 
46. Insecure funding means I have to manage a lot of uncertainty within the team and consider 

changes to who we employ and how. This has been very challenging. 
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47. Our funding being year on year - impossible to plan longer term and I don't know how we keep 
the talented staff we have who are all on fixed term contracts. I get that money is an issue but no 
longer-term commitment really makes everything feel precarious when we know that our schools 
value the consistency of our work 

48. The precarious nature of staff. Whilst my role is permanent, I have lost a staff member whose 
post wasn't backfilled and the remaining member of my team is on a fixed term contract and 
each year or even six months at times we have the uncertainty of the role continuing. This has 
been resolved at the 11th hour in all cases and puts undue pressure on the individual, the team 
and makes planning challenging 

49. My main challenge has been fixed term contracts and a lack of funding. The precarious nature of 
work within the sector makes it very difficult for practitioners to grow within their roles and to an 
extent work their way up. This leads to talent, skills, experience and passion being lost from the 
sector as practitioners look for job security 

50. Changes in staffing and personnel 
51. Staff turnover - this year we have lost some great people due to the lack of career progression in 

their roles 
52. Known WP supporters have also left posts through this scheme with a short notice period, 

meaning that contacts and relationships within faculties and services may not have been handed 
over, and general staff capacity for supporting WP activity has reduced 

53. Turnover leads to knowledge loss 
54. Staff retention (along with expertise and knowledge), 
55. I am moving roles soon and there were no WP roles so I am leaving WP.  
56. Uncertainty around contract and team restructure 
57. Uncertainty around funding for the sector and for the department; increased levels of need 
58. Uncertainty of Fair Access departmental funding, making it difficult to feel secure in my job and 

difficult to plan for next year. 
59. Unclear structural design causing difficulties in decisions being taken and actioned in a timely and 

effective manner … concern over university money resulting in fear of restructure and not being 
able to cover maternity leave posts etc. 

60. Waiting to hear if we have our funding secured to continue our work. There is also a strong voice 
coming from those advocating for rural that is pointing in our direction in terms of competing for 
funding and resources. 

61. Redundancies 
62. Contractual insecurity- I have been on a series of fixed term contracts for 3 and a half years 

despite my role being centrally funded by the university (who receive significant WARF funding). 
Due to cuts in the institution, I am now being offered a three-month extension as a review of the 
department takes place. Despite the importance of Widening Participation at government level, I 
increasingly feel the work is undervalued by university management. 

63. We have experienced a round of voluntary severance at my institution - we have been reassured 
that our posts are safe, especially given that we are a combined Student Recruitment/WP team, 
but the impact of this has left some uncertainty and discontent across the institution 

64. Clear commitment to ongoing funding to support initiatives in WA as await Scottish Government 
elections. 

65. The lack of clarity from the funders surrounding the outcomes of the NSP review period 
66. I also find the NSP review challenging. Largely because I feel the NSP staff are not involved 

enough in it and if feels like it is being done to us and not with us. This is a worry given how vital 
this will be to future roles. 

67. Managing change and uncertainty across the access and participation landscape, particularly as 
organisations respond to review recommendations, shifting priorities, and capacity pressures. 

68. Managing change in a fast-paced, every changing environment 
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Declining resource 
 
Funding constraints and pressures was the problem that was most widely experienced (69-136). 
Some observed that funding was strained for the sector as a whole (69-82), although others 
specified funding constraint for fair access work (83-88). Beyond those indicating that budgets 
were, in general, inadequate were those who referred to a declining unit of resource as a result of 
budgets not increasing in line with inflation (89), or ‘flat-cash’ (effectively a reduction in what 
funding can cover) (90-99). Staff were reported to be ameliorating the adverse impact of these cuts 
(90-93), although many reported reductions or inadequacies in staffing levels (94-111). A general 
‘lack of resource’ was also reported (112-117). Notwithstanding acknowledgement that staff 
continue to be effective, concerns were raised that these resource constraints were impacting on 
quality of access and participation work (118-127), making planning problematic (128-130) and 
demands increasing (131-134). Criticisms were levelled at senior management (135-136). 
 

69. As I'm sure many agree - lack of funding is an issue sector wide. 
70. Lack of external funding due to being an HEI. 
71. Challenges as HEI and FEIs have financial challenges 
72. Funding challenges for the College sector in general, with decreasing number of HNDs particularly 

an issue  
73. Challenges in terms of restricted funding and changing priorities. 
74. Diminishing resources across the sector 
75. Cuts in funding and lack of resource 
76. Funding 
77. The overall funding situation for education in Scotland, at all levels  
78. Funding levels 
79. Lack of funding 
80. Lack of funding 
81. Lack of funding for anything 
82. Lack of resource 
83. Sufficient funding to fully engage with, and support, our target communities 
84. Mostly around funding and the fact that whereas WP was at the front of the agenda of the sector, 

now it has moved to the secondary priority given that the institutions are looking to address the 
financial insecurity. 

85. Budget - having appropriate funds allocated by my institution to run access and participation 
events and activities. 

86. Funding for WA interventions 
87. Lack of funds for the programmes we run 
88. Resources to make our student meeting space more comfortable. 
89. Budgets not increasing in line with inflation 
90. Funding - flat or reduced funding alongside yearly funding models is a key issue. The only reason 

work is sustained is because staff who care and are motivated stick around to make it happen.   
91. Flat funding for our organisation which restricts our ability to progress with medium-term 

strategic planning, development of existing and new activities/resources and necessitates a heavy 
reliance on in-kind and voluntary work via various members and stakeholders who are already 
stretched in their own substantive working environments. 

92. SFC renewed budget with no increase, therefore a real term cut. We get no funding from our host 
institution. Teachers continue to be hard pressed. Uni level financial stresses = impact internally 

93. Recent sector wide pressures now seriously impacting the morale of colleagues. 
94. Issues around pay reflecting my experience in my organisation. I moved into a new role which 

seemed like a set up, but my pay stayed stagnant despite this 
95. Flat cash and single year funding have been the main challenges. I have had to juggle reducing 

spend, to safeguard the programme for the future, with ensuring we deliver a quality service to 
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those who need us 
96. Funding remaining at previous levels and outgoings increasing which have an adverse effect on 

the delivery of activities. 
97. Flat funding i.e., real-terms funding cuts while expanding provision; under-resourcing in terms of 

staffing 
98. No additional sector funding so having to do the same work with no increase in budget.   
99. Existing on one-year flat funding cycles which represents a real terms loss year on year.  
100. Limited staffing resource means it's not possible to everything we would like, for example work 

beyond just the senior phase in schools. 
101. Managing a small number of staff who deal with a very large number of access and participation 

students (school pupils). What we do is not adequately resourced and this causes problems in 
terms of managing that but also tension amongst staff. 

102. Staffing resources 
103. Staffing- small team and when there is sickness/absence it impacts negatively on the team and 

the work. 
104. Not having enough staff to implement new projects to widen access. 
105. Insufficient staffing 
106. Reduction in staff 
107. Redundancies and lack of resources across the sector 
108. An inclination to fund recourse (materials, physical things to deliver activities in schools) over 

staffing has impacted the amount and type of work we can do. Having stuff is great, until there 
isn't anyone to use and deliver that stuff in schools. 

109. Time, increase responsibilities with roles not being filled 
110. There have been thousands of staff made redundant in recent years and the staff left behind are 

expected to pick up the slack and do a significant amount of additional work that would have 
previously been done separately by course leaders and guidance/PAT tutors and administrative 
staff 

111. Increasing administrative duties being added to officer/senior officer staff reducing the ability to 
deliver meaningful/innovative work 

112. Lack of resources for further development 
113. Lack of resource and administrative support to provide genuinely good work to Access students. 
114. Lack of resource  
115. Lack of resource to meet the demand of learners in our region 
116. Resource limitations 
117. Resources - funding and staffing 
118. Debate over the future of funding means there is an uncertainty to how to proceed with my 

project and make adequate plans not only for myself and my career, but the legacy of the project 
I co-ordinate. 

119. Severe funding constraints in my organisation has meant that there's little or no appetite for 
developing courses to respond to changes in the workplace and in school leavers interests and 
skills 

120. Funding cuts in the education sector generally has led to less opportunities for collaboration 
121. Lack of additional funding for more meaningful interactions and academics staff time for 

additional activity partly due to numbers leaving via Mutual Severance 
122. Our resources are stretched across all students and we don't do enough targeted work. 
123. Resource is not available for me to work with all WA eligible pupils in my area (not even all care 

experienced). 
124. Funding from organisations being cut or paused which had halted input in school 
125. Reaching capacity on student numbers and inability to expand due to limited funding   
126. Support for students 
127. The level of need and the complexity of that and lack of resources/funding to assist with that 
128. Yearly funding not allowing for long term planning and projects    
129. Lack of long-term vision and strategy and most importantly funding still being allocated late and 

on one-year basis only - hugely frustrating for operational planning purposes. 
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130. Limited ability to plan and make effective change due to short term funding, 
131. Increase in demand on same resource 
132. increased numbers of WP learners and less resources to respond to their needs 
133. Increased programme numbers with less resource. Roles in our organisation get cut or 

downgraded as people move on, but our workload is increasing and more programmes are taken 
on with inadequate funding. 

134. Lack of resource alongside high demand for support 
135. Gaining senior management buy in, due to difficult financial situation affecting the whole sector 
136. A lack of resourcing and misused funds as a result of senior leadership decisions. 

 

Increasing costs 
 
Exacerbating the challenges created by financial settlements, were the rising cost of transport 
(137-142) and staffing (141-144). 
 

137. Cost of on campus activities. Transport costs 
138. Cost of travel to some areas in Scotland. 
139. Geographical restrictions as many of the students in our remit are in the Highlands and Islands 

and while we do offer bursaries for them to travel to Aberdeen, many still can't afford to come 
down - either financially or due to the time it takes, especially for single events 

140. Definitely resource. Our projects take place on campus and we are acutely aware of the value of 
that experience, but rising bus costs mean we can't run as many events with the funding we 
receive. 

141. Funding has remained the same for a large number of years now so the operational budget has 
lowered significantly, especially recently with large rising costs for everything like fuel, 
accommodation etc. Wages have gone up a wee bit too so operational budget is a bit more 
stretched. meaning less money available for residential / on campus experiences. 

142. Increased transport costs and mentor pay costs, the financial juggle of maternity leaves (often 
overlap with post holder returning earlier and cover ending), 

143. Increase in living wage = budgets don't stretch as far for student helpers. 
144. Resource - increasing staff costs leaving less and less each year for the operational work 

 

Focus on recruitment 
 
Concern was expressed that access work is perceived as recruitment activity (145) or that, where 
the distinction is understood, there has been more focus on recruitment to the detriment of access 
work (146-149). There was also some concern that the focus on access-through-recruitment was 
paid more attention than retention and student experience (150). 

 
145. The mindset that the majority hold that access and participation is a recruitment activity. 
146. An overwhelming focus on the recruitment of overseas students and the funding they bring has 

seen our work and the recruitment of Scottish students in general fall to the bottom of the 
agenda.     

147. Clear commitments, drive and targets on recruitment not being met with the same commitment 
of on programme support 

148. Increased focus on student recruitment 
149. The shift to prioritising applications and entrants rather than WP. They have become a number 

rather than a person with feelings. 
150. Too much focus on admission to university and not enough on retaining students from 

backgrounds who have little or no cultural capital and/or family/kinship/peer support.  
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Sector operations, preferences and priorities 
 
There were a range of ways in which the sector operated that were viewed to be challenging for AP 
practitioners (151-162). Targets were not welcomed by all (151-152), and some concern was 
expressed at the operations of SFC (153) and UCAS (154). More generally, approaches to teaching 
(155), a reduction in courses at lower SCQF levels (156) and the lack of parity across tertiary 
education (157) were observed. Problems were also identified with an increased focus on 
administration (158), challenges mainstreaming short-term funded work (159), a lack of sustained 
momentum when developing new arrangements across institutions (160) and a sense that some 
cohorts were not well served by current priorities (161-162). 
 

151. Balancing Govt Initiatives and targets (and as a result institutional targets) with supporting 
learners to the right destination for them as an individual 

152. Competing priorities across AWP work. Meeting targets. 
153. Push back from the SFC on promoting college articulation has been frustrating. 
154. UCAS and folio deadline changes adding additional pressure on application support 
155. The key issues relate to college structure and curriculum design. Teaching is often delivered in a 

relatively standardised way, with limited flexibility to meet the diverse needs of learners. While 
some lecturers demonstrate excellent, inclusive practice, this is not consistent across provision, 
and there are constraints within current delivery models. Many courses are also heavily 
assessment-driven, which may disadvantage students with disrupted educational backgrounds, 
mental health challenges, or lower confidence. In addition, a lack of flexible options, such as part-
time study, can further restrict both access and participation.     

156. Another significant concern is the reduction in lower-level courses. These programmes have 
traditionally provided an important stepping stone, helping students build confidence and adjust 
to the further education environment. Their decline risks excluding learners who are not yet 
ready to progress to higher-level study.    

157. The lack of parity between higher education in universities and colleges  
158. Preparation, teaching and marking is further down the list of things to do as managers are hot on 

your heels with many applications, spreadsheets, etc. to be completed and zero empathy with 
regards to workload 

159. Transforming short term grant funded widening access and participation initiatives into 
permanent events/activities in the University - lack of ongoing funding 

160. When speaking to potential new universities for articulation/pathway agreements, the 
conversations are very stop/start and momentum can be lost. 

161. I am continually challenged by the holding to SIMD20 and the unintended consequences that that 
has on doing any work in the sector that does not help a university meet its target for this group 
of people. I am challenged by the gaps in the sector for schools that are more rural or do not have 
high SIMD 20 populations - our internal research shows that those pupils get less access to 
opportunities to help them get to uni.  There are WP pupils everywhere and there is more to 
support than SIMD 20 

162. I have been trying to work to increase support for Estranged students in the sector. This has been 
challenging, partly due to the focus on more straightforward care experienced work - there are 
no legal levers to pull to promote why estranged students need to be supported more.   
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Others’ workload 
 
Access work is delivered in partnership and the constraints experienced by partners was also 
impacting on the ability of AP practitioners to deliver their work (163-172). Challenges were noted 
for schools (163-166) and third sector organisations (168). Specific concerns were expressed over 
the levels of support that were available to support students (170-171), and there were concerns 
that contractions elsewhere within institutions were increasing workloads for all (172). 
 

163. Schools being even more stretched than in previous years and struggling to have time to facilitate 
WA and Outreach initiatives.     

164. Availability of secondary/primary school staff to support activities on campus 
165. Lack of effective communication and organisation from schools, due to work pressures that 

guidance staff face. 
166. When working with schools, funding and staffing has meant teachers are under more pressure, 

time is constrained so this can have negative impacts on the reception of our work. E.g., primary 
schools struggle with staffing to attend our sessions, secondary schools struggle to collect forms 
for trips or staff sessions in school when we attend 

167. Changes in external contacts due to fixed term contracts. 
168. Third-sector organisations with whom we usually work have had funding (and therefore staffing 

and delivery) changes and this has impacted what we can deliver and how we deliver it.     
169. Staffing shortages within the other teams we work with has hampered some progress in how the 

teams working in access and participation work. 
170. The student support model is also increasingly unable to meet demand. Support teams are 

overstretched and often forced into a reactive rather than proactive approach. As a result, some 
students receive the support they need, while others fall through the gaps due to limited capacity 

171. Shrinking funding from external agencies means there are few places to signpost students for 
specialised support. Lack of mental health support within the NHS creates a more reliance on the 
college support. 

172. Other departments such as exams teams are also passing contacting students regarding exam 
centres, etc. all within a lecturer role. 

 

Candidates 
 
Recruitment was considered to be challenging (173), with concern expressed over the lack of 
student engagement (174-176).  It was acknowledged that many candidates experienced wider 
challenges that impacted on their ability to engage (177-181), although it was also noted that it 
was also important to acknowledge wider narratives that were questioning the value of tertiary 
education (182-185).  Students had to be enabled to recognise opportunities (186), although there 
was a sense that not all students have equitable access to opportunities (187-190), particularly 
students from remoter rural areas (188-190). 
 

173. Student recruitment and retainment has been challenging this year  
174. A key challenge continues to be addressing the external barriers that impact widening access, 

particularly financial pressures and low confidence among prospective students from 
underrepresented groups. While engagement activity is strong, translating this into applications 
and sustained participation can be more difficult. 

175. Connecting with relevant student groups – communication 
176. Lack of student (on course) engagement. 
177. Barriers such as socioeconomic disadvantage, limited digital access, education and attainment 

gaps and funding constraints. 
178. I feel that the current financial climate is hard for young people and their families. We are a 

university where most students would have to stay and I feel financial barriers have increased this 
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year. 
179. Having to deal with inequality at Higher education level that is rooted in social inequality 

throughout life which has not been addressed or supported earlier. 
180. Students unable to stay on course once admitted, due to financial challenges 
181. Students with considerable challenges in their finances and lives. Been able to support their study 

while they are dealing with these challenges is difficult 
182. Convincing students that the pathways are worthwhile.   
183. Current perception of students of the graduate labour market and additional hurdles they would 

need to overcome. 
184. Negative stories about Higher Education especially in regards to student funding. The sectors 

finances as a whole. Negative stories about the usefulness of a degree. 
185. Financial situation/mismanagement of HEIs, media narratives around the value of education, 

tuition fees, international students etc 
186. Empowering students to recognise opportunities available to them 
187. Identifying the actual needs of individuals rather than the perceived needs of a cohort.    Ensuring 

that all groups with support needs are supported equitably 
188. Reach potential students who are geographically distant to campus 
189. To promote access in a rural region it takes time and work with partners to develop access routes. 
190. Candidates from WP backgrounds often have commitments at home that make it difficult, if not 

impossible, to move away, and therefore, we lose them to geographically closer institutions 
where they can remain at home and commute. 

 

Lack of understanding 
 
Although fair access work is well established in Scottish education, concern was expressed over a 
lack of understanding (191-219). Criticisms were levelled at teachers (192), the college sector 
(193), non-AP practitioners in the tertiary sector (194-199) and senior leadership (200-203). There 
was a sense that a lack of understanding was a conscious choice, underpinned by anti-widening 
access attitudes (205-208), leading to a lack of strategic vision (203-204) and bias against fair 
access students (205-206). One respondent opined that there was also lack of understanding 
within the access and participation community (209). More generally, consequences of this lack of 
understanding including ineffective identification of need in schools (210), a lack of appreciation of 
the need for pre-tertiary engagement (210), the difference between recruitment and access work 
(212-214), with poor understanding fuelled by the inadequacies of institutional data (215-218). It 
was also argued that this lack of understanding contributed to the poor standing of access and 
participation practitioners and their work (219). 

 
191. A lack of understanding of what it means to be widening access  
192. Teacher knowledge on the sector. Trying to convince and speak with teachers about the 

importance of access is difficult. 
193. The concept of access and participation is probably not as prevalent in the college sector as it is in 

universities. 
194. Institutional staff not understanding that this is everyone's work - not just those with 

access/participation in their job title 
195. Understanding across curriculum teams and management that this work is collaborative rather 

than something a specific team to. 
196. The lack of general knowledge from staff whose roles do not have a WP focus 
197. Wider organisational focus / understanding 
198. Lack of (academic) staff understanding 
199. Lack of buy in from the wider institution. 
200. Lack of support from Senior leadership in previous role 
201. Finding out that that there is no value attached to it. I had assumed that bringing in students was 
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something that protected my job from redundancy. However, a senior leader informed me that it 
is not a role that the university sees as necessary. 

202. The main challenges are across two areas. Firstly, a sense that senior leadership of the university 
do not prioritise or have a willingness/capacity to engage with and learn about the WP work 
being undertaken 

203. Lack of joined up strategy at an institutional level 
204. Lack of strategic backing from institution 
205. For WP students: frustration at ongoing prejudice / being a minority in the academic school, cost 

of living and studying, barriers to undertaking year abroad, bias towards certain types of students 
e.g., not commuter / school leaver 

206. That the institution is not open to positive change and discriminates against learners from A&P 
backgrounds 

207. I feel the university has no knowledge or understanding of what WP actually is and does not 
know what we do and therefor does not attach any value to it. Otherwise, how could they 
knowingly treat people like they are? 

208. Attitudes and lack of understanding from some staff members 
209. The main challenges in the last year would be having the work that we do be fully recognised as 

playing a part in widening access and participation 
210. There are also challenges around consistency of information from partners, particularly schools, 

which can limit early identification of need and impact how effectively support can be put in 
place ahead of entry 

211. Recognition of the importance of pre-HE / pre-FE engagement 
212. A lack of understanding of the time and sustained investment required - beyond recruitment 
213. Lack of understanding that access & participation work is not all about converting applicants to 

our specific university. 
214. As a tertiary sector, Higher Education pathways are not as person centred as they could be. There 

is a need to recognise college pathways as the most appropriate routes for many learners, and 
that college HNC/HND provision leading to employment is a viable widening access route. 

215. Inadequacies of institutional data 
216. Establishing the correct informed data 
217. Systems and the recording of data about students 
218. (Precarity and loss of staff) has a knock-on effect on being able to measure the success of 

programmes due to the high turnover of staff as well as programmes being cut before they have a 
chance to measure their impact 

219. Many of us have responsibilities that don't neatly into institutional job hierarchies or structures. 
They can be fluid and exist in the 'third-space' of HE.   Knowing and recognising the above will 
help:  1. practitioners deliver quality 'professional' work.  2. raise the profile of WP practitioners.  
3. help decision-makers respect WP work/professionals and support sustained funding 
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Specific issues 
 
Beyond the ten key themes that emerged in response to a prompt to consider challenges, were a 
series of specific concerns (220-238), some of which were beyond the control of AP practitioners, 
while nevertheless impacting on their work (220). These included the subject-specific challenge of 
accessing advanced music education (221) and preparation in mathematics (222), inconsistencies 
across NSP partners (223), the lack of opportunities for specific groups of students (224-225), 
limitations of funding models (225-226), too much competition and a lack of regional co-operation 
(227-229), changes confusing applicants (226, 229), tensions across FE and HE (229-230), and 
difficulties accessing support for students (231-233). Operations within fair access were also 
criticised including delays in appointing staff (234), personal challenges of adapting to new roles 
(235-236), the uneven spread of work across the year (237) and the challenges posed by AI (238). 
 

220. … snow and bad weather disrupting classes. 
221. I have found that students from low-income households face acute financial challenges in 

participating in HE Music programmes. Students are expected to be working at a particular level 
when applying for HE Music programmes, but this often requires them to have engaged in private 
tuition as the SQA Music courses do not in themselves prepare students for HE Music study. 
Students are also expected to own their own instrument and/or music technology equipment to 
engage in HE Music programmes. Some of my own students have applied for funding to help 
them purchase the equipment they need but have been unsuccessful. This is despite their 
genuine need for financial support. Without the proper equipment and/or prior training, students 
from lower-income backgrounds face additional barriers in accessing and participating in HE 
Music study. 

222. Mathematics/numeracy preparation for articulation/advanced entry. 
223. A unity of understanding each organisations/ACES/REACH etc. for clear communication, their WP 

criteria etc. 
224. A reduction of the number of SFC Funded places for GAs. 
225. Lack of funding for targeted local opportunities in SMEs for WP students. 
226. Flexibility in the current funding model makes participation challenging for some learners. 
227. Too much competition between institutions - regional partnerships are efficient and effective (in 

delivery and the use of resources). 
228. Due to the competition between institutes to gain SFC places, universities are turning more 

attention to widening access in order to fill the places. While the added interest is good, the 
reasons underlining as less aligned with what access is all about and feels disingenuous in a way. 

229. Lowering of university entry requirements, confusing the picture for students and their 
opportunities.   HN NextGen proposed changes and trying to quantify their effect on articulation 

230. Parity of esteem across qualifications. 
231. Getting the correct support for students with additional learning needs and mental health 

support. 
232. Mental Health & Wellbeing needs of students and the increase of ASN (especially complex cases) 
233. Lack of continuity across institutional support practices 
234. Internal recruitment challenges within the university have prevented a new member of our 

widening access team coming into post as quickly. 
235. Getting settled into my new seconded position & getting my backfill trained up 
236. It has been challenging to adapt to a new role as I have only been working in WA for 6 months. I 

have had a lot to learn and get used to. It's a very wide field that incorporates a lot of different 
areas and, for me, it's been a learning curve to start from scratch, as it were. 

237. The work is unevenly spread across the year. 
238. A different challenge has been the increasing use of AI by learners, impacting coordinator time 

and skills development. I think this is something we're all grappling with in the sector. 
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Positive developments 
 

About these data 
Respondents were invited to share their thoughts in response to an open-ended question that 
asked, “What have been the positive developments – if any – in your access and participation work 
this year”?  One-half responded (160 individuals), collectively providing over 3,507 words of 
reflections, with six key themes emerging. 

 

Headlines 
 

• Delivery. AP practitioners identified a range of ways in which they were continuing to 
deliver what was required. 

• Development. Beyond delivery, there were many ways in which existing work was 
improved and developed. 

• Innovations. Beyond enhancement, there were many ways in which new approaches were 
being tested and adopted. 

• Partnerships. Partnerships were being extended and developed. 

• Opportunity through adversity. Adversity was not always a barrier to effective practice 
and, in some particular ways, was presented as a catalyst for change. 

• Professionalisation. Examples were given of many ways through which the professional 
standing and competence of AP practitioners was being enhanced. 

 

Delivery 
 
First and foremost, AP practitioners referred to successful work being delivered over the last year 
(1-30). This was described in terms of programmes delivered (1-3), numbers of participants on 
programmes (3-7), and increased applications and enrolments (8-15). Success was not only 
measured in headcounts, with examples described of successful relationship building and 
engagement with potential students (16-25) and positive student feedback (26-27). It was 
acknowledged that the wider context makes it challenging to sustain success (6, 11), although not 
for everyone (28). Some success was described in terms of attending specifically to the widening 
access agenda (29-30). 
 

1. Successful year of delivery - seeing the positive impact of our work. 
2. ACES at Dundee has had a really positive year! Great numbers, sustained engagement, successful 

outcomes. 
3. Delivering 1:1 advice and guidance to 2500 students in S6  - delivering workshops in our targeted 

schools  - running transitions course  - reaching lots of students  - working in a supportive 
environment doing a role where we can make a small difference 

4. Numbers increasing in schools programmes that we manage is also a positive and especially 
when this results in increased numbers of students accessing HE 

5. Increased number of students supported on specific WA programmes 
6. Despite the limitations we face, learner engagement and numbers appear to be on an upward 

trajectory, which is really positive. 
7. Stable numbers and interest in activities 
8. An increase in Law applications from SIMD20 postcodes. 
9. Increased applications and participants in programmes 
10. Increase of care experienced learners 
11. Increased numbers are still a positive thing, even if they aren't being resourced well 
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12. Overall increases in SIMD20 entry and continued increase of care experienced HE student 
population improvements in retention in my organisation 

13. The number of enrolments onto a creative industries courses 
14. Growth of interest in our work from students and schools  
15. Increase in pupil and stakeholder engagement 
16. Being able to offer vulnerable young people, with limited pathways, a place in FE 
17. Being out and about speaking to potential students within the FE sector. Encouraging them to 

visit the university to see if it would be the correct fit for them. trying to bust the myth that this 
might not be a university that they could apply to. 

18. Building on relationships with students  
19. Continuing to see students that have entered University by different pathways succeed and 

graduate  
20. I've enjoyed seeing the difference that campus visits make for some pupils and have really 

enjoyed building relationships with pupils and colleagues. 
21. It's been wonderful and rewarding watching adult students progress and gain in confidence. 

Some of whom are beginners. 
22. Meeting young people in person and working with them 
23. More 1-1 engagement from students in my Aspiring Futures careers service and engagement in 

group career guidance session. 
24. Speaking about the potential of students here in NESCol and trying to give them as much choice 

as possible 
25. We continue to support young people and college students into positive destinations following 

their qualifications and beyond. 
26. Our pupil feedback on what they get from our programmes continues to be excellent, so we 

know the work is important and successful. We have recently hired a few mentors who took part 
of the programme as pupils and felt it was impactful on their confidence around studying at 
university. 

27. Recognition and appreciation from schools of our programme and the positive effect it has on 
pupils. 

28. I think some universities are doing good work - the one with staff and money 
29. I work at a university with a widening access mission. We have contextual admissions - it means 

our student population is diverse. This diversity ensures students see themselves in others. 
30. Maintaining % of MD 20 entrants and engagement in the college sector post strike action in 

previous years. 
 

Development 
 
Success was also described in terms of extending and developing existing work (31-88), which 
included changes to ways of working (31-33), extending existing programmes (34-37), increasing 
the number of schools engaged (38-39), targeted work in specific fields (40-45), the embedding of 
new and recent innovations (46-52), funding (53-61), work in and with colleges (62-66), 
developments related to staffing (67-77), research and evaluation (78-81), wider discussions on fair 
access strategy (82-85), development of groups with a national focus serving estranged students 
(86,87) and a strengthening of commitment to high standards (88). 
 

31. Development of ways to work with parents 
32. Development of University data dashboards to allow more tracking of student engagement and 

performance in exams 
33. Better streamlining of provision which ultimately should end at HE level 
34. Able to offer additional Taster Sessions this year  
35. Delivered expanded programmes in secondary schools 
36. Growth of Foundation Academy 
37. We have been able to offer expand our provision by one class of level 2 students 



 

 80 

38. I have been working with more widening access schools 
39. Increase in the number of schools that we are working in despite the financial challenges. 
40. We have also written an updated Corporate Parenting Plan. 
41. Further groups includes in contextual admissions 
42. More interest in moving support for student carers forward 
43. We have tried to do more targeted work in terms of finances 
44. Engagement in career mentoring programme 
45. Although the changes have been challenging they have been the most rewarding in terms of 

student support and outcomes 
46. Our universities new Student Success Strategy which has transitions and outcomes as a key 

strand and focuses on experience and outcomes as well as the admissions angle. It was pleasing 
to see the Commissioner’s report mentioning experience and outcomes as a key focus of his work 
and a challenge for the sector 

47. Restructuring our outreach programmes. 
48. The development of the HWU Global College, transitioning students into Year 2 of a degree 

programme 
49. Changes to courses and becoming accredited 
50. Small projects that have directly benefited students 
51. We have diversified local senior phase access with new provision, which recruited well and also 

development of new locally delivered SCQF L10 degree programmes. 
52. We have made seismic changes to our programmes and curriculum for the better - all of which 

have A&P embedded in them - it's so refreshing and exciting 
53. We've expanded bursary offers to support new students, including mature parents and 

articulation 
54. Additional financial support through a donation for our widening participation students 
55. Budget to subside things for WP community 
56. Continued access to external donor funding through the Development team 
57. External funding sought and secured for our ongoing projects. 
58. Internal access programme is robustly resourced at present and we have a great core team who 

are passionate about the work.  External funding for NSP has continued and we’ve had excellent 
feedback from pupils via impact evaluation 

59. Lots of funding opportunities although timescales are sometimes restrictive.  
60. The University has been able to maintain funding for its core widening access summer school for 

offer holders, preparing them for their academic studies at University level (and providing 
additional routes into HE studies for some) which is really great given the current financial 
situation 

61. The City Region Deal partners focussed on inclusive growth and pathways and this has been one 
source of investment to support people through the learner journey into HE above regularly 
funded work. 

62. Articulation development, lots of valuable impactful activity given little resource 
63. Seem to be more articulation pathways and partnerships. Guaranteed places for Associate 

Students. 
64. The college is making significant progress towards fully aligning all provision so that there is a 

framework of progression and support for those first interacting with the college through 
community partners (for example, CLD, youthwork, mental health charities, social work) through 
to FE then HE provision. 
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65. One key improvement is the growing focus on inclusion and widening participation. Colleges are 
increasingly aware of the need to support diverse learner groups, including those with additional 
learning needs, mental health challenges, and disadvantaged backgrounds. This has led to more 
targeted interventions, such as specialist support services, and inclusive teaching strategies.    To 
respond to student need, pastoral teams have expanded mental health and wellbeing provision, 
introduced a wellbeing coordinator, and trained staff to better recognise and respond to student 
needs. In terms of teaching, there is increasing emphasis on inclusive and differentiated practice. 
Although not yet consistent, many lecturers are adopt flexible teaching approaches, such as 
scaffolded learning, adaptive resources, and formative assessment, to better engage students 
with varying abilities and backgrounds. We are also developing training to further support this 
work.    

66. There have been positive developments in proactive outreach and engagement, particularly 
through targeted school activity and pre-application support. This has supported increased 
awareness of pathways into college and improved confidence in applying. There has also been a 
stronger focus on supporting transition into college, helping to bridge the gap between access 
and successful participation. Partnership working continues to strengthen, supporting a more 
joined-up approach to widening access across the region   

67. I got a new role within my organisation 
68. My role was newly created this year and moving into it has been a very positive development for 

me. 
69. My new seconded position funded by the Robertson Trust - it's an exciting opportunity 
70. My role being made permanent last year 
71. For me, gaining a position (though temporary) in the field has been awesome. I can drive which 

causes issues but LIFT OFF have been so supportive and have helped with encouragement. 
72. The new member of staff has brought new perspectives and ideas. 
73. Expanded programme, took on new staff, worked with new areas  
74. We've hired an outreach officer dedicated to WP 
75. Increased motivation in my team 
76. We're very lucky to have a very large team of people who are really committed to widening 

access. 
77. Our team has been protected from any job losses. 
78. There has also been progress in student voice and engagement. Colleges are placing more 

importance on listening to learners through surveys, student focus groups, and feedback 
mechanisms, helping shape provision in ways that better support participation. 

79. Push in SFC and SCAPP to enhance evaluation   
80. Resource allocated to undertaking research 
81. Positive progress has been made in strengthening evaluation and monitoring approaches, with 

increasing interest in using evidence to inform practice. 
82. The government strategy implementation to promote fair access 
83. Discussion around articulation to Graduate Apprenticeships, in some cases from Modern 

Apprenticeships 
84. Recommendations from the Commissioner to move away from institutional targets is a positive 

step towards Widening Access regaining the more altruistic purpose for the individual learner.  
Discussions around the removal of SIMD10 as a single marker are also a very positive step 
forward. 

85. I think the move to focusing (or the move in highlighting and recognising) the experience and 
outcomes as equal importance to access. 

86. Establishment and support of the National Estranged Students Working Group and initial work 
towards the creation of a similar working group for returning adult learners.  Further progress 
towards bringing the research and practitioner communities closer together  

87. I have loved setting up the Estranged Working Group in 2025 and seeing how that develops, 
albeit with a slow pace.   

88. Coming out of COVID we had lowered our boundaries and expectations from the students, 
however by reintroducing boundaries and being consistent has been positive. 
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Innovations 
 
Beyond development of existing work, there was also acknowledgement of new innovations in the 
field of access and participation (89-113). Some noted the opportunity afforded to them to 
innovate (89-95), others referred to specific innovations in their work (96-103), changes in ways of 
working within their team (104-106), national innovations (107-109) and new approaches led by 
UCAS (110-113). 
 

89. Creative freedom to try new WP approaches. 
90. Working with colleagues in thinking through solutions to support students in progressing with 

their studies 
91. Time and opportunity to reflect on impact and success 
92. Collaborative working at my college has improved across my team and with curriculum areas, 

particularly those who are the most student centred 
93. There has been an increasing focus in the college to ensure these challenges are tackled by the 

college where possible and appropriate. 
94. As a team, we devised a new method of delivery that has helped us deliver more activities than 

we ever have within an academic year. 
95. Ability and encouragement to innovate 
96. I have trialled a pilot scheme involving workplace-based learning in partnership with employers 

who have found that the formal apprenticeship schemes available do not work for them / their 
sector. 

97. Some interesting new projects and developments in the pipeline 
98. Access to the NAD 
99. Moving to credit-rated courses. 
100. Establishing and growing the first undergraduate school in a college campus in Scotland  
101. Development of new programmes 
102. Development of online resources and social media presence 
103. The development of new access routes with partners, which are enabling access for groups that 

were not previously reached. 
104. Being able to continue working on a hybrid / or WFH basis. It brings much more focus and 

structure to work. Especially where there has been a political drive to get people back into the 
office. 

105. Merger of WP and articulation to form a stronger team with similar goals. My institution has 
introduced a new CMS system that significantly cut down my admin time. 

106. We have developed systems that have enabled us to free up the capacity of staff to enable them 
to spend more of their week supporting students 

107. Announcement of RISE funding 
108. The City Region Deal partners focussed on inclusive growth and pathways and this has been one 

source of investment to support people through the learner journey into HE above regularly 
funded work. 

109. National roll out of Pathways 
110. I think the UCAS fee waivers are a positive thing for care experienced and FSM pupils. 
111. fee waiver for UCAS for care leavers 
112. Better awareness of widening participation when it comes to UCAS 
113. Revision to UCAS applications (e.g. personal statements etc) 
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Partnerships 
 
Access and participation work can be enhanced when delivered in partnership and there was much 
acknowledgement of this when invited to reflect on successes (114-159). In addition to general 
references to developments in partnership working (118-122), attention was drawn to cross-sector 
developments (114-117), work involving colleges (123-127), connections facilitated by SCAPP (128-
130), collaboration around the National School Programme and its development (130-133), 
regional/local collaborations (134,135), the strengthening and extensions of partnerships (136-
144), and improving collaborations within institutions (145-148). There was a sense that there was 
growing awareness and understanding of access and participation work (149-156), while external 
events (157) and engagements with the Commissioner for Fair Access were also welcomed 
(158,159). 
 

114. There has been strong sector engagement and willingness to collaborate, particularly around 
shared learning, evidence use and continuous improvement.   

115. Sector collaboration and support  
116. Better engagement with wider sector. 
117. Increased collaboration across the sector. 
118. Cross-organisation/partnership work  
119. Collaboration with universities for summer school/credit transfer 
120. Collaboration. Networking 
121. Engagement with other organisations 
122. Collaboration with stakeholders. 
123. Development of college partnership board to aid Articulation 
124. Great alignment between a local college and the university has been realised 
125. Even greater relationships with specific university partners 
126. Increased links between Colleges and HE. 
127. Another positive development is the strengthening of progression pathways. We are working 

more closely with employers and universities to create clearer routes into employment or higher 
education. 

128. General close working and networking opportunities across the sector, facilitated by SCAPP 
129. There is so much inspiring and innovative work across the sector, colleagues sharing learning and 

practice, the strength of SCAPP as a community of practice 
130. Lots of collaboration between the NSP and wider WP community such as the SCAPP COP 

evaluation group  
131. NSP evaluation framework consultation. Nice to feel involved in decision-making / planning. 
132. New opportunities for collaboration amongst NSP Partners 
133. The focus that the SFC have put on the NSP work and the review.  I see this as positive as I hope 

that it will bring more clarity and cohesion to the work that we are undertaking.   
134. Excellent local engagement and partnership working 
135. We have began discussions with local authorities and institutions to build a regional approach to 

WP, with joint work and a reduction in duplication 
136. Speaking to new universities and new people. 
137. Strengthened links with external support organisations 
138. Strengthening of connections 
139. Stronger relationships with partner organisations. Improved accessibility and inclusivity and 

improved collaboration across teams and departments 
140. We've developed partnerships with SHEP partners and SWAP 
141. Consultation and collaboration with external partners, including SWAP, ASPIRE and DYW has been 

positive, with colleagues able to better influence programme design. 
142. Continued support for our work, which relies heavily on in-kind support from partners 
143. Some of our partnerships have strengthened and our role in the community has deepened. We 
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are becoming a more recognised organisation 
144. The level of interest that Employers have shown in supporting GA Students, from SIMD 

Backgrounds, to participate in university Programmes using RPeL. 
145. Closer working with the WP Advisers / Leads to develop joint initiatives focused on WP student 

success and confidence building etc. 
146. Working in partnership across my institution, and awareness raising of the work 
147. A recognition in our institution of the value of partnership and collaboration in access and 

participation. 
148. Close collaborative activity with internal services and academic schools. 
149. I believe there is increased awareness and effort being made by HE institutions to increase access 

and support for WP students 
150. Good engagement with training offered from non-WP staff 
151. Increase in collaboration and understanding in the importance of WP interventions amongst 

external stakeholders and our WP departmental staff. 
152. Continued support from our senior leadership 
153. Wider awareness and appreciation of the work and it's importance 
154. Within my current role the work we do within widening access and participation is starting to be 

more recognised. 
155. More open conversations are happening 
156. More understanding now 
157. Larger scale events & opportunities to network and showcase best practice 
158. I believe there is greater interaction and engagement with the work of the Commissioner for Fair 

Access. 
159. The annual report from the commissioner for fair access - really good, concise and accurate 

overview of current state of the sector. 
 

Opportunity through adversity 
 

Although adversity should never be welcomed (or encouraged), it should nevertheless be 
acknowledged that AP practitioners innovated and found opportunity despite challenging contexts 
(160-164). For some, credit is due for continuing to deliver (160), while others note forced 
innovations have provided opportunities to enhance the development of those involved in access 
and participation work (161). Some observe signs of progress in institutional support (162), while 
others note the commitment to innovate of those delivering widening access work (163-164). 
 

160. All the work that is achieved despite financial challenges and job insecurity with funding. 
161. Because of the time and resource pressures mentioned above, we’ve involved tutors and student 

mentors more closely in programme design and planning, and where appropriate, given them 
greater responsibility. This has had a positive impact on staff morale and has helped delivery staff 
recognise and feel more confident in their expertise.     We have also seen student mentors 
graduate and progress into tutor roles, creating a valuable feedback loop from participant to 
student mentor to tutor. This pathway not only strengthens the programme but also provides 
participants with meaningful work experience at or above the national living wage 

162. Staff in our team have left posts but we have been able to find work arounds to 
maintain/increase capacity - we have had one staff member on an internal secondment which 
was later made permanent. There does feel like small progress/steps being made towards the 
priority of WP within my institution. 

163. There is a continued appetite within the department and team to develop as practitioners and to 
ensure the calibre of programme is as high as possible. Innovation and enthusiasm alongside a 
belief in the value of the work has remained high during a challenging period. 

164. Those committed to WA and WP continue to find creative ways to deliver activities with 
dimensioning resources. 
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Professionalisation 
 
There was further acknowledgement of the commitment of AP practitioners to their work as 
professional practitioners (165-167). There was also much recognition of the work led by SCAPP to 
enhance the professionalism and professional standing of those involved (168-176). Activities 
within some institutions were also enhancing the status of the access and participation work (177-
179), and it was acknowledged that there were also ‘wider’ opportunities for AP practitioners to 
enhance their professional competency and standing (180-182). 
 

165. Dedicated staff who are motivated and professional to make this happen. Seeing their 
development as professionals 

166. An increasing momentum from practitioners around the importance of WP and valuing how they 
work 

167. Commitment of staff 
168. Greater strides towards the professionalisation of the sector via the DAPP Accreditation scheme - 

on track to more than double the number of accredited professionals in the sector, piloting 
accreditation of leaders and doubling the pool of volunteer DAPP peer reviewers increasing 
SCAPP's capacity to offer accreditation. Piloting and developing a partnership with FACE and 
exploring opportunities for supporting the accreditation of professionals out with Scotland using 
our framework and process.   A thriving national early career network for WA and WP 
professionals (SCAPP's NPN). 

169. The continued development of DAPP - the accreditation scheme for WP practitioners - this is 
continuing to expand its reach and expand influence of professional practice and a sense of 
identity as WP practitioners as key professionals. 

170. Greater engagement with SCAPP's CPD offerings, people coming to us with ideas, offering to run 
sessions and getting involved. 

171. Provision of CPD opportunities through SCAPP 
172. SCAPP has provided me with opportunities to deliver training and learn about developments in 

the sector. 
173. SCAPP has provided multiple CPD opportunities and support for myself and my team 
174. SCAPP. Its been enormously beneficial for personal development and the newsletters and 

sessions help keep on top of wider context.      
175. Having more time to devote to SCAPP engagement and being more involved in the NPN has been 

really positive to broadening my skills set and knowledge, which I think will be really useful as I 
consider the next steps in my career. 

176. I also took part in the SCAPP Evaluation CoP and this was a positive experience 
177. A very supportive team and senior manager who values the work and difference we can make to 

our students 
178. As a team, we are becoming more aligned with other teams in the organisation.    As a team, we 

have more visibility within the university, and we are hopeful this will only be a positive impact 
179. The first real access and participation event was held over Easter at our Aberdeen campus 
180. There are also very strong networks being established for WP practitioners to connect and 

develop their practice 
181. Training opportunities 
182. Training sessions to update 
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Career status and pathways 
 

About these data 
Respondents were invited to share their thoughts in response to an open-ended question that 
asked, “Please feel free to share any additional thoughts on your career status or what would help 
you feel more positive about your future career pathway”?  One-in-four responded (81 
individuals), collectively providing 4,000 words of reflections, with six key themes emerging. 

 

Headlines 
 

• Satisfaction. Several AP practitioners indicated that they were content with their career. 

• Funding. Inadequate institutional funding and inadequate remuneration were reported to 
have a detrimental impact on career experiences.  

• Security. Many expressed concerns over job security. 

• Career opportunities. The most common career reflection was that there was a lack of 
opportunities for career development. 

• Opportunities to develop. Concerns were expressed that there was a lack of opportunity to 
develop in post. 

• Changes in the sector. A wide range of ways were identified in which the sector needed to 
change to enhance career status and pathways. 

 

Satisfaction 
 
Several AP practitioners indicated that they were content with their career (1-8), with some 
indicating that the nature of work associated with ‘progressing’ did not appeal, as it would remove 
them from what they enjoyed and valued (3-5). There was acknowledgement of workload issues to 
manage (6), and supportive managers (7), while somewhat less positively, concern was expressed 
that funding might threaten the quality of the work previously enjoyed (8). 
 

1. I am fortunate to feel positive about my career 
2. I am happy in my current role 
3. I feel fairly content in my role, particularly within the university structure. I enjoy practitioner 

work and progression to higher grades would mean less/none of this 
4. I feel positive about my current career position and don’t have a strong desire to move into 

management, as I think that would take me too far from the work on the ground. I’m most 
interested in programme design, planning, and evaluation, as well as contributing to culture 
change within my host institution for example, through developing and delivering fair access 
training to academic and admissions staff and involvement in admissions policy reviews. I believe 
this kind of systemic work can have as much, if not more, impact on access and participation as 
supporting individual participants directly. 

5. There are promotion opportunities in my department but these involve more work behind the 
scenes and very little student contact, which is the bit I like most in my job, so I have decided I 
wish to remain in my current role, where I am happy. 

6. I’ve been lucky to be supported by managers. 
7. I have kind of opted out of career pathways as I needed to reduce workload and now pick and 

choose contracts that interest me. Though that also means living with precarity, which I am at a 
stage of life I can do so I acknowledge my privilege here.  

8. I had been asked to lead all the Personal Academic Tutors who provided learning, career and 
pastoral guidance. I was given remitted time. This had a positive impact on our KPI's. 
Unfortunately, there is no funding for this now. 
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Funding 
 
The wider funding climate was acknowledged as having an impact on their career (9-19), with 
some concerned at levels of funding (9-11) and others with uncertainties around funding (12-16). 
Specific concern was raised over funding for Third Sector partners (17). Funding concerns were 
also expressed in relation to the inadequacy of salaries (18-19), which led some to undertake more 
work outside access and participation “out of financial necessity” (18) and another to accept that 
they were paid less than they were due (19). 
 

9. Education overall is experiencing funding challenges. 
10. The climate is very poor at the moment as universities look to cut staff rather than recruit them. 

It feels difficult to pinpoint something positive but rather be grateful for a job at all 
11. There is inadequate resource to fulfil requirements of the sector. Expectation of taking on more 

work. No resource due to limited funding 
12. More certainty of funding - I have it a lot better as my organisation controls its own funding, but 

the lack of certainty is a bit of a downer. 
13. There is a sense of precariousness and stagnation within parts of the sector 
14. It's unclear what is happening across the sector financially. Locally, promotions are either non-

existed or time-limited in the extreme, but I have a permanent contract so a sense of stability to 
that degree. 

15. More secure funding, even over 3 years, would make me feel more positive 
16. Sustainable funding. 
17. Access to funding specific to access and participation for the third sector 
18. As much as I feel salaries are absolutely fine and I am extremely grateful for them, to answer the 

question, higher salary would make me feel more positive about the career and less likely to look 
for a career switch out of financial necessity. But I understand this is not easy. I do work 3 other 
regular part time jobs as well and have done for the last 6 years, probably adding around 12 K to 
yearly income. Rising costs of livings/ mortgages etc, means I have spent most of my time for the 
last 6 years working one job or the others, so it would be lovely for my health and wellbeing and 
family life to not feel as though I need to work the extra jobs if our salaries could match what I 
currently receive from the extra jobs, but again, I appreciate this is not easy. 

19. I feel progression is supported by my department head but not the people directly above me. It is 
purely an issue of budget - there is no space in my funding to pay me more though it's agreed I'm 
working a grade above 

 

Security  
 
Many respondents expressed concerns over job security (20-39), with a minority indicating that 
this was a sector-wide issue (20-21), while most drew attention to insecurity in access and 
participation work (22-39). Some indicated that fixed-term contracts had become a “culture” 
within access and participation (22), and suggested that – even if these are renewed on a regular 
basis – there were adverse consequences directly related to that uncertainty (22-25). The SFC was 
criticised directly for short-term contract work (34-36). This lack of security did not always impact 
on the commitment to access and participation work (37), just as the gaining of a permanent 
contract did not always assure security (38). For one respondent, the lack of security led them to 
question the commitment to fair access work (39). 
 

20. We never know if we will have a job next year. But that's not unique to this area of work, it is 
standard throughout the university. 

21. Being more informed and certain about future funding for my organisation  
22. Longer term or permanent contracts would make a big difference to the work and personal 
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stability of practitioners.   There is a culture of using fixed term contracts which 'always get 
renewed' that some leaders seem to think makes it better or OK but which is still experienced as 
instability by practitioners.  Fixed term contracts inhibit career progression as you need to weigh 
up stability vs progress and it leads to people making lateral or even downwards job moves to 
seek stability, 

23. Annual funding cycles leave me feeling insecure in my employment 
24. I do feel hampered in the Outreach and Access sector and having to take on a lot of fixed-term or 

1-year rolling contracts that are constantly dependant on funding. It creates stress and makes 
future planning as a team and individual really difficult.     This lack of security, does make me 
think about my future within the sector.      

25. With the uncertainty of funding each year, it puts a strain on teams who are not in permanent or 
stable contracts. This brings its own challenges but also in terms of planning, it is tricky. 

26. Currently on a fully externally funded 4-year contract. Having left a permanent position, I feel 
uneasy about this - I wish permanent contracts were more common. 

27. Fixed term contracts do not provide security, that is on a personal level and also security and 
longevity of the good work that has been done. You spend several years working on various 
projects, but after 3 years when there is no longer resource to fund a post, this may all just 
disappear; meaning you have ultimately achieved nothing. 

28. Lack of long-term commitment on funding/contracts. 
29. Security of roles within the sector 
30. Permanent contract - longer funding cycles. 
31. Secure funding and a permanent contract. 
32. Fixed term contracts are common and whilst some are for multiple years the majority are 1 year 
33. I am coming to the end of my career in HE - I hope that in the future, whatever party leads the 

Scottish Govt. post May 2026 that they address the single year funding issue and allocate funds to 
support longitudinal activity. 

34. Minimum 3-year contracts for SFC funded projects would be a positive development reducing the 
risk of knowledge and expertise being lost to job insecurity. 

35. The precarity of NSP contracts make it harder to be positive about my future career pathway. It’s 
difficult to plan ahead without multi-year funding and its does impact life choices. My maternity 
leave pay is currently only confirmed for 5 weeks because funding has still to be confirmed for 
next year. The frequency of these contracts in WP also influences decision making around 
changing role – it’s all about judging whether it’s more or less precarious and worth the risk for 
your stage in life. 

36. Longer term funding from SFC would be nice - 14 years into this role and the longest contract I've 
had is 3 years. 

37. I would say I'm feeling positive on the whole about my career status, despite my contract being 
fixed term. It is very likely to renew but it is necessary to be fixed term due to funding restrictions, 
so my only concern is if funding were to be further reduced. Most of my concerns come down to 
funding and making sure it's secure, not just for the work that I do but for targets to be met to 
increase access to HE. I believe the individuals working in this area are some of the most 
passionate, dedicated people I've met - we just need to resources and finances to keep making 
our impact felt. 

38. More of a reflection of my pathway up until now: I had two fixed-term contract roles in WP 
before gaining this one. A permanent contract was the goal but it feels like this is a privilege in 
the sector and it was hard to obtain. It is a relief not to feel so directly at the mercy of funding 
cuts and be able to focus on growing my role. I am aware this is still not 100% secure with College 
funding issues, but at least it feels like less individual pressure on me and my work. 

39. I have worked in WP for a long time and the constant uncertainty about funding and changing 
economic and political landscape impacts developments and makes you question if Fair Access is 
a priority area at times. 
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Opportunities for career progression 
 
The most common theme to emerge in response to the prompt on careers, was the sense that 
there was a lack of opportunity for career progression (40-67), with concern being raised within 
their own organisation (e.g., 40-46) and in the wider sector (e.g., 46-50). This lack of opportunity 
led some to be underpaid for the work that they do (52), while leading others to consider their 
place in the sector (53-56). Concerns were also expressed that entry-level positions were not an 
attractive proportion due to the fixed-term nature of the contracts (57-58) and that the number of 
opportunities were reducing as senior posts were not being replaced (59). Several perceived that 
there were unique circumstances around their role that presented challenges for career 
progression (60-64). Rather the progression, it was the amount of work available that concerned 
some (65), while the way in which access and participation was organised in the sector was also 
perceived to create challenges for career progression (66-67). 
 

40. There is only one Senior Officer role in our team, preventing a clear pathway for progression  
41. I would feel more positive about my career development if I knew there was potential for my role 

to be re-graded, or if there was potential for promotion. 
42. There is no specific role or career pathway within my organisation purely focused on access and 

participation. 
43. There are limited progression opportunities, if I want to progress in this sector (unsure if I do) I 

would need to move organisations 
44. There are not many opportunities to move up a salary grade within [university named] without 

moving into people management and I don't want to do this. 
45. Limitations due to size of institution and WP alone isn't going to get a post at the most senior 

level here 
46. There is no WA specific management, we are embedded within recruitment, this is unlikely to 

change - therefore career progression for WA specifically here is limited. WA management jobs 
are generally limited in the HEI sector - few and far between 

47. If there was any semblance of career progression within organisations. There are such few jobs 
going and everyone is applying for the same thing so there is very little opportunity. 

48. Availability of roles within the sector 
49. I don't think there are enough roles out there really. Not so much for me as I am getting to the 

end of my career but for the younger folks that I manage.  There are such talented people around 
and we lose them out of the sector due to project funding being kept to yearly.  If they want to 
have families or buy a home, they need something a bit longer term 

50. Opportunities to progress are limited and vary across institutions 
51. More progression opportunities 
52. The limited number of manager/senior manager level posts (G8/9), as well as the small number 

of senior officer posts (G7), makes career progression feel very difficult. Lots of people are willing 
to move around different institutions but the competition for jobs is fierce. Lack of promotion 
opportunities makes moving into different areas (student support, policy, recruitment) feel 
inevitable in order to progress in career, which is really sad. Lots of people who truly care about 
widening access are having to stay at the same level they are, often being underpaid for the work 
that they do or not being given responsibilities that they are more than capable of, in order to 
stay in this area of work. 

53. There are very few career progression opportunities in my organisation which means I am 
considering a move within the WP sector at some point in the next couple year. However, with 
reduced positions and funding in the WP sector I am nervous about what progression I can make 
in a competitive job market, particularly within WP. I am not confident that I would be able to 
enter an organisation at a more senior position than entry level and worry I may have to take a 
position I am overqualified for in order to access a new organisation or institution. 

54. I would love to stay because I love the students and the job, but I'm actively looking for other 
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professional roles. I can no longer justify earning 15-18k pa after multiple degrees and years of 
experience. 

55. I am leaving WP after 4 years in HE WP and over 4 years in SE with a focus on Positive 
destinations/WA. There is a lack of progression opportunities in WP. 

56. I had felt very stagnant before my role and now I feel that I want to leave the sector altogether 
but there are no other roles available. 

57. I know there is a no career progression opportunities for me or my colleagues at the same or 
lower level in our organisation. I know also that many talented people are put off applying to our 
organisation due to the fixed term contracts. 

58. I am lucky to be on a permanent contract but this has made me apprehensive around pursuing a 
change in role, given that most comparable posts are fixed term or funding dependent, and given 
that most posts meet these criteria it does leave me disheartened around my own progression as 
this would be a significant risk to my own personal circumstances 

59. I have noted this because in my experience limited jobs are advertised in the current landscape 
and when managers/senior staff have left roles it anecdotally has looked like posts have been 
closed or restructured internally, reducing the number of opportunities for external progression. 

60. I personally would really like the chance to feed into the national policy or strategy now, using my 
experience to hopefully help the sector. However, I am not attracted to those kinds of jobs fully as 
I would lose all my chances to engage with actual young people. That keeps me in my current 
role. I probably need to get out of the way soon for someone younger to come up but the mix I 
get in my job is so rare and hard to beat. I find it hard to see where i could go to next that would 
be more interesting than just managing a project or being in a funding or research role. 

61. While I am secure in my current role at the moment, it would be very difficult to move 
somewhere else without largely changing what I do and how I do it. That's a tricky place to be in - 
and I'm not sure there's much that could be done about it. I think there are many folk in HE in a 
similar position esp. those in SSIs. 

62. I currently do not have a teaching qualification, when I enquired about a job recently that was 
predominantly about access and participation, I was informed that even with 16 years’ 
experience and qualifications much more suited to the role was not sufficient. I now need to 
decide do I go down the route of getting a teaching qualification just so I can apply for those 
types of jobs in the future or do I continue down a different path. I believe that my time would be 
much better spent continuing to get qualifications more related to the area of expertise required 
however, the labour market processes may mean I need to go down the afore mentioned route. 

63. I know that if I could drive, I will gain a permanent or open-ended contract in WP in the future. 
64. It doesn't feel like there are many opportunities for progression unless you make them for 

yourself. I've got a bit of a niche role though, so I might have a skewed view. 
65. I would like more opportunities for career progression myself, and while I am lucky to have a 3 

day a week permanent contract, I would ideally like an extra day but due to the financial situation 
my institution has had two rounds of voluntary redundancies to it's been difficult to build and 
develop a career in these circumstances. 

66. I also struggle with the structure of the access and participation teams within universities. The 
Widening Access team and Outreach teams in universities often do not have that much similarity 
or uniformity in aims, audience, focus and reach. This means, if you were to switch institutions, it 
is much harder to understand what your role will look like. To give an example of this, some WA 
roles incorporate what I would consider outreach activities, at other institutions, Outreach are 
recruitment activities that individual subjects do. 

67. I feel that universities who merge recruitment and WP teams together are not really doing WP 
and they should all have dedicated teams for this work. WP and recruitment are not the same 
thing! 
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Opportunities to develop 
 
Compounding the limited opportunities for career progression (40-67), were concerns over limited 
opportunities to develop in post (68-78). Opportunities to learn from others at events was 
welcomed (73), while a plea was made for more structured (rather than ad-hoc) opportunities for 
CPD (74). There was a reminder of the need to be mindful of situation when designing 
development opportunities (75) and some acknowledgement of the positive work of SCAPP in 
providing opportunities to develop (76-78). 
 

68. Further opportunities to contribute to and learn from widening access practice at a sector level 
would be valuable. Having the time and capacity to engage more meaningfully in this area, 
alongside continued professional development, would support both personal progression and the 
ability to strengthen widening access activity within my role. 

69. Having a better idea of how we can progress, and what we can progress too (such as WP adjacent 
opportunities) 

70. Further advanced training opportunities appropriate to my level of remit that shall allow me to 
become more qualified as a practitioner. 

71. I fell into access work and due to the hosting nature of the programme, I have not had any career 
development discussions in the years I have been here.  Any development has been of my own 
initiative but having someone to support and discuss career pathways may have enabled me 
more as I am not aware of all opportunities. 

72. There are no opportunities within our establishment to grow, or develop 
73. One thing I feel is always very valuable for individual career prospects is the large conferences 

where you get to network with people from organisations across the sector. 
74. More structured learning opportunities. I often feel like I am not qualified enough for roles, but 

despite attending a lot of CPD opportunities I do not feel like I can comfortably sit in an interview 
as a credible candidate. 

75. I would like clearer information on what support I would get as a staff member with ADHD and 
Autism when seeking the SCAPP qualifications. 

76. I think continued exposure to other positions and career paths others in the sector are taking 
gives me increased confidence and positivity about the future. For instance, meeting 
professionals through SCAPP has been super beneficial. It makes me see where I could maybe go 
in the future and provides aspiration! 

77. Opportunities to develop professionally have improved and I think SCAPP has contributed 
positively to this but this does very depending on where you are in your career. 

78. Some focus internally and externally through SCAPP on experienced practitioners who would like 
to advance their careers would be helpful. Learning on developing leadership skills, funding, 
research and policy. 

 

Sector changes 
 
Career prospects were also thought to be impacted by a wide range of factors related to the sector 
at large (79-92), including lack of recognition of a professional identity (79), subject-specific 
concerns over pre-Tertiary level qualifications (80-82), more champions and advocates for fair 
access work (83-84), greater recognition within access and participation field of relevant 
experience gained outwith (85) but also greater recognition within of the skills that AP 
practitioners could bring to more senior leadership posts (86), strengthening the focus on support 
within tertiary education – in addition to access to it (87-88), strengthening the focus on the work 
of colleges (89), more investment in staffing (90), consideration to be given to how widening access 
work is positioned within institutions (91) and strengthening of government commitment through 
(more) ring-fenced funding (92). 
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79. It is important to recognise:  1. WP practitioners as a professional group with a professional 

identity. This supports quality work as education professionals (and not just 'nice work to do' but 
serious work that makes a difference).    

80. A complete overhaul of the SQA/Qualifications Scotland's music courses to better prepare WP 
students for HE Music study and more funding made available to these students to purchase 
equipment. Without students from a wider range of backgrounds coming to study Music at 
university, there is a risk that Music courses will be cut, which of course puts many jobs at risk. 

81. The sector is under significant qualifications reform which means uncertainty about the nature of 
articulation/routes into HE. To what extent are mathematics qualifications going to be needed for 
entry/access? How will colleges play a role in this in the future? 

82. A larger buy in institutionally and looking at more full-time study options for Fair Access learners 
such as a full-time SCQf Level 6 qualification to support stronger progress on to SCQF Level 7 

83. Having designated people to champion widening access would help 
84. More sector focus on making changes (advocacy) for WP students once they are in FE /HE around 

support, understanding, challenging prejudices and assumptions, transition 
85. I have looked at other jobs within the access sector but have been unsuccessful. More awareness 

of experience outwith the HE sector should be a focus for recruitment as it seems that often 
access/participation recruitment focuses on what HE institutions you have looked at rather than 
wider skills 

86. I think we place a lot of value on curriculum experience for progression. Of course our focus is 
education delivery but there are lots of different leaders with a variety of skill sets in this space. 
The student experience is often a footnote in a Vice Principal's job description and this does not 
demonstrate the value of the skills developed by leaders in areas that focus on services to 
support students and widening access. This also means that very senior leaders of colleges have 
similar backgrounds which is not an ideal foundation for innovation and provocation across the 
sector. 

87. I would like to see more recognition and work within the widening access and participation sector 
to support students once they are in an institution, to support their development and success 
within education.  

88. A clear plan to support learners and lecturers in the classroom like that which is available in 
secondary school. 

89. I would like to continue to see colleges be recognised as part of the widening access and 
participation agenda, there is already a movement towards this by the Commissioner for Fair 
Access and I hope it continues. 

90. More investment needs to be made in adequate staffing. Without extra support less activity will 
take place and careers progression will stall. 

91. More support for widening access and should not sit alongside disabilities, should be its own and 
manages separately 

92. Strategic governmental commitment to WA and WP within institutions by way of ring-fenced 
funding. Those not in receipt of WARF funding have no choice but to use funding allocated for 
other purposes meaning others then have to do without. 
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Conclusion 
 
 

Objectives delivered 
 

This report delivers on SCAPP’s committed to canvass Scotland’s access and participation 
practitioners to better understand their experiences and perceptions of their work and the sector 
of which they are part. 
 
 

Confirming and challenging 
 
Many of the findings will not be surprising to those familiar with access and participation work in 
Scotland.  Its key contribution is that it provides a collective understanding and evidence base that 
can be used to engage other stakeholders. Importantly, it has given prominence to the 
perspectives of access and participation practitioners, enabling their experiences to be shared 
directly, rather than by others speaking on behalf of the profession.  
 

• Unmet demand. Most AP practitioners perceive that there is unmet demand that could be 
met if more resource was made available. 

• Work that is valued. The vast majority of AP practitioners perceive that their own work 
makes a positive difference to access and participation, and that access and participation 
work is valued by senior leaders and academic/lecturing staff. 

• Necessary work. Almost all AP practitioners agree that there is a need for access and 
participation work. 

• Job security. Although, most AP practitioners perceive that their position is secure over the 
next twelve months, the finding that insecurity features for one-in-five AP practitioners 
should be a cause for concern for stakeholders. Similarly, although most AP practitioners 
are not considering a career change, concern may be raised over the one-in-five that are 
considering leaving the sector. 

• Career prospects. Opinion is divided among AP practitioners, with better opportunities 
perceived in the sector, compared to their own institution. Few consider that they have a 
clear career pathway. 

• Means to develop. Opinion is divided among AP practitioners over whether they have 
sufficient time and resources to pursue career goals, although most have support to do so. 

• Workload. Although one-half of AP practitioners perceive that their workload is 
manageable, and some others have mixed opinion, the finding that one-in-three AP 
practitioners do not have manageable workloads should be a cause for concern for 
stakeholders. 

• Inadequately resourced. Most AP practitioners disagree that access and participation work 
is adequately resourced. 

 
It also raises several issues that are worthy of further consideration in the months ahead. 
 

• Profile. Although profile (gender, ethnicity, etc) was not strongly associated with career 
outlook and perceptions of the sector, there is an understanding that being able to “see 
yourself” is important for those from disadvantaged backgrounds. Some thought might be 
given to the imbalances in population profile among AP practitioners. 



 

 94 

• Precarity and perceptions. There are several instances of those with less secure work 
status (current and previous) reported less favourable experiences and outlook. A related 
point is that those with more senior status were often found to view access and 
participation differently to less senior colleagues. 

• Career development.  Those neither new to post, nor established in post (in post for 
between 3-9 years) were more likely to seek new opportunities – either within their own 
organisation, within other organisations, or beyond the access and participation sector. 
Career development work should pay particular attention to this cohort of AP practitioners. 

• Not a universal tertiary perspective. Although the broad experiences and outlook were 
shared, there were some differences between those operating in further and higher 
education institutions, with more negative outlooks reported by those in higher education. 

 
Although broadly positive, there are a range of challenges identified that should be addressed: 
 

• Time. Time pressures were reported that were impacting on staff and their ability to deliver 
the same quality of work as before. 

• Managing, but no time for innovation / quality interventions. Lack of time was identified 
as the key barrier to innovation to enhance fair access. 

• Insecurity. Insecure work and insecure funding for the sector were widely held to be 
problems, which for some were also curtailing personal development and innovation. 

• Declining resource. Funding constraints and pressures was the problem that was most 
widely experienced. 

• Increasing cost. Exacerbating the challenges created by financial settlements, were rising 
transport and staffing costs. 

• Over-focus on recruitment. Concern was expressed that access work is perceived as 
recruitment activity or that, where the distinction is understood, there has been more 
focus on recruitment to the detriment of access work. 

• Sector operations, preferences and priorities. Several ways in which the sector operated 
were viewed to be challenging. 

• Others’ workload. Access work is delivered in partnership and the constraints experienced 
by partners was also impacting on the ability to deliver access and participation work. 

• Candidates. Concern was expressed over the lack of student engagement, although it was 
acknowledged that many candidates experienced wider challenges that impacted on their 
ability to engage and that not all students have equitable access to opportunities. 

• Lack of understanding. Although fair access work is well established, concern was 
expressed over a lack of understanding of access and participation work. 

 
 

What happens now? 
 
SCAPP is committed to sharing this report widely among access and participation practitioners and 
other stakeholders with an interest in access and participation work in Scotland (and beyond).  It is 
also envisaged that this should be an annual exercise to identify emerging issues and track changes 
through time, with the second iteration of the survey administered in the Spring of 2027 to track 
changes through time.  
 

  



 

 95 

Annex: About the Survey 
 
 

Design 
 
The survey was developed in the first few months of 2026, led by the author of the report, but 
with the support of SCAPP’s officers and its Evaluation and Research sub-group.  
 

Survey Content 
 
The survey comprised three sections: (i) career experiences – personal and sector; (ii) review of 
SCAPP activity; and (iii) profile information   
 

Distribution 
 
The survey was administered for one month in the Spring of 2026 (April/May). It was administered 
as an online survey using the Survey Monkey platform. SCAPP was responsible for survey 
distribution.  Notice of the survey was shared through SCAPP’s weekly update email, SCAPP’s 
LinkedIn page, and at all SCAPP events that were convened during the period. Those on SCAPP’s 
mailing list were also messaged directly with two reminders sent before the survey closed. 
 

Ethical Issues 
 
Glasgow Caledonian University (Glasgow School for Business and Society) approved the study, 
which was administered by a member of its academic staff.  
 

Data Processing 
 
Data were cleaned, with open-ended responses from the ‘other’ category converted to fixed-
responses where possible. Returns that were largely incomplete were deleted.  
 
To facilitate categorical data analysis, several variables were recoded to reduce the number of 
discrete categories: in each instance, the new classifications were judged to be substantially 
significant (in addition to facilitating analysis to determine statistically significant variations). 

 
Returns – The Survey Population 
 
310 access and participation practitioners from Scotland completed the survey. 

 
Statistical Data Analysis 
 
Descriptive analysis was administered.  
 
Without robust information on the profile of the total population, there were no data against 
which to compare the survey population. Therefore, results are not weighted, and the analysis 
proceeds with the assumption that the survey population is representative of those who perceive 
themselves to be involved in access and participation work in Scotland. 
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Statistical Footnotes 
 

1  Cases = 213. Chi-square = 49.288; Sign. = <0.001; Two cells with an E.F. less than five (12.5%). Degrees of freedom 
= 9. 

2  Cases = 213. Chi-square = 6.416; Sign. = 0.093; No cells with an E.F. less than five. Degrees of freedom = 3. 
3  Cases = 210. Chi-square = 24.650; Sign. = <0.001; However, four cells have an E.F. less than five (33.3%). Degrees of 

freedom = 6. 
4  Cases = 210. Chi-square = 17.979; Sign. = <0.001; One cell with an E.F. less than five (12.5%). Degrees of freedom = 

3. 
5  Cases = 284. Chi-square = 32.053; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 6. 
6  Cases = 282. Chi-square = 33.902; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 6. 
7  Cases = 280. Chi-square = 54.916; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 3. 
8  Cases = 288. Chi-square = 9.949; Sign. = 0.007; No cells with an E.F. less than five. Degrees of freedom = 2. 
9  Cases = 287. Chi-square = 8.989; Sign. = 0.011; No cells with an E.F. less than five. Degrees of freedom = 2. 
10  Cases = 222. Chi-square = 35.625; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 6. 
11  Cases = 220. Chi-square = 13.844; Sign. = 0.008; However, three cells have an E.F. less than five (33.3%). Degrees of 

freedom = 4. 
12  Cases = 222. Chi-square = 39.828; Sign. = <0.001; One cell with an E.F. less than five (8.3%). Degrees of freedom = 

6. 
13  Cases = 222. Chi-square = 6.705; Sign. = 0.035; No cells with an E.F. less than five. Degrees of freedom = 2. 
14  Cases = 220. Chi-square = 19.818; Sign. = <0.001; One cell with an E.F. less than five (11.1%). Degrees of freedom = 

4. 
15  Cases = 216. Chi-square = 4.553; Sign. = 0.033; No cells with an E.F. less than five. Degrees of freedom = 1. 
16  Cases = 212. Chi-square = 3.786; Sign. = 0.051; No cells with an E.F. less than five. Degrees of freedom = 1. 
17  Cases = 283. Chi-square = 13.510; Sign. = 0.004; One cell with an E.F. less than five (12.5%). Degrees of freedom = 

3. 
18  Cases = 286. Chi-square = 9.808; Sign. = 0.007; No cells with an E.F. less than five. Degrees of freedom = 2. 
19  Cases = 217. Chi-square = 17.647; Sign. = <0.001; One cell with an E.F. less than five (12.5%. Degrees of freedom = 

3. 
20  Cases = 189. Chi-square = 3.398; Sign. = 0.065; However, one cell has an E.F. less than five (25%). Degrees of 

freedom = 1. 
21  Cases = 289. Chi-square = 12.923; Sign. = 0.002; No cells with an E.F. less than five. Degrees of freedom = 2. 
22  Cases = 289. Chi-square = 11.654; Sign. = 0.003; One cell with an E.F. less than five (16.7%). Degrees of freedom = 

2. 
23  Cases = 221. Chi-square = 12.262; Sign. = 0.007; One cell with an E.F. less than five (12.5%). Degrees of freedom = 

3. 
24  Cases = 288. Chi-square = 4.312; Sign. = 0.038; No cells with an E.F. less than five. Degrees of freedom = 1. 
25  Cases = 221. Chi-square = 8.878; Sign. = 0.031; No cells with an E.F. less than five. Degrees of freedom = 3. 
26  Cases = 209. Chi-square = 9.159; Sign. = 0.002; No cells with an E.F. less than five. Degrees of freedom = 1. 
27  Cases = 41. Chi-square = 2.745; Sign. = 0.098; However, one cell has an E.F. less than five (25%). Degrees of 

freedom = 1. 
28  Cases = 284. Chi-square = 13.493; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 2. 
29  Cases = 68. Chi-square = 9.289; Sign. = 0.010; One cell with an E.F. less than five (16.7%). Degrees of freedom = 2. 
30  Cases = 138. Chi-square = 7.411; Sign. = 0.025; No cells with an E.F. less than five. Degrees of freedom = 2. 
31  Cases = 217. Chi-square = 7.582; Sign. = 0.006; No cells with an E.F. less than five. Degrees of freedom = 1. 
32  Cases = 271. Chi-square = 10.916; Sign. = 0.012; However, one cell with an E.F. less than five (25%). Degrees of 

freedom = 3. 
33  Cases = 284. Chi-square = 6.532; Sign. = 0.038; No cells with an E.F. less than five. Degrees of freedom = 2. 
34  Cases = 209. Chi-square = 13.470; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 1. 
35  Cases = 59. Chi-square = 10.484; Sign. = 0.001; However, two cells have an E.F. less than five (50%). Degrees of 

freedom = 1. 
36  Cases = 69. Chi-square = 4.184; Sign. = 0.041; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
37  Cases = 221. Chi-square = 21.064; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 3. 
38  Cases = 78. Chi-square = 9.693; Sign. = 0.021; However, two cells have an E.F. less than five (50%). Degrees of 

freedom = 1. 
39  Cases = 72. Chi-square = 9.645; Sign. = 0.022; However, two cells have an E.F. less than five (50%). Degrees of 

freedom = 1. 
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40  Cases = 98. Chi-square = 8.859; Sign. = 0.031; No cells with an E.F. less than five. Degrees of freedom = 3. 
41  Cases = 93. Chi-square = 8.629; Sign. = 0.013; One cell has an E.F. less than five (16.7%). Degrees of freedom = 2. 
42  Cases = 275. Chi-square = 5.360; Sign. = 0.021; No cells with an E.F. less than five. Degrees of freedom = 1. 
43  Cases = 92. Chi-square = 4.782; Sign. = 0.029; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
44  Cases = 87. Chi-square = 3.592; Sign. = 0.058; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
45  Cases = 217. Chi-square = 8.919; Sign. = 0.003; No cells with an E.F. less than five. Degrees of freedom = 1. 
46  Cases = 73. Chi-square = 5.150; Sign. = 0.023; No cells with an E.F. less than five. Degrees of freedom = 1. 
47  Cases = 283. Chi-square = 5.029; Sign. = 0.025; No cells with an E.F. less than five. Degrees of freedom = 1. 
48  Cases = 179. Chi-square = 5.219; Sign. = 0.022; No cells with an E.F. less than five. Degrees of freedom = 1. 
49  Cases = 271. Chi-square = 14.989; Sign. = 0.002; One cell with an E.F. less than five (12.5%). Degrees of freedom=3. 
50  Cases = 221. Chi-square = 17.278; Sign. = <0.001; One cell with an E.F. less than five (12.5%). Degrees of freedom = 

3. 
51  Cases = 72. Chi-square = 8.257; Sign. = 0.041; However, two cells had an E.F. less than five (23%). Degrees of 

freedom = 3. 
52  Cases = 78. Chi-square = 12.617; Sign. = 0.006; However, three cells had an E.F. less than five (37.5%). Degrees of 

freedom = 3. 
53  Cases = 209. Chi-square = 11.448; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 1. 
54  Cases = 59. Chi-square = 6.749; Sign. = 0.009; However, one cell has an E.F. less than five (50%). Degrees of 

freedom = 1. 
55  Cases = 69. Chi-square = 2.937; Sign. = 0.087; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
56  Cases = 235. Chi-square = 7.439; Sign. = 0.024; No cells with an E.F. less than five. Degrees of freedom = 2. 
57  Cases = 234. Chi-square = 5.991; Sign. = 0.050; No cells with an E.F. less than five. Degrees of freedom = 2. 
58  Cases = 217. Chi-square = 8.276; Sign. = 0.004; No cells with an E.F. less than five. Degrees of freedom = 1. 
59  Cases = 83. Chi-square = 2.918; Sign. = 0.088; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
60  Cases = 98. Chi-square = 4.143; Sign. = 0.042; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
61  Cases = 271. Chi-square = 9.166; Sign. = 0.027; One cell with an E.F. less than five (12.5%). Degrees of freedom = 3. 
62  Cases = 221. Chi-square = 9.356; Sign. = 0.025; One cell with an E.F. less than five (12.5%). Degrees of freedom = 3. 
63  Cases = 284. Chi-square = 10.147; Sign. = 0.006; One cell with an E.F. less than five (6.7%). Degrees of freedom = 2. 
64  Cases = 284. Chi-square = 4.282; Sign. = 0.039; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
65  Cases = 234. Chi-square = 7.037; Sign. = 0.030; One cell with an E.F. less than five (16.7%). Degrees of freedom = 2. 
66  Cases = 217. Chi-square = 10.522; Sign. = 0.001; However, one cell had an E.F. less than five (22.2%). Degrees of 

freedom = 4. 
67  Cases = 73. Chi-square = 4.449; Sign. = 0.035; However, one cell had an E.F. less than five (25%).  Degrees of 

freedom = 1. 
68  Cases = 72. Chi-square = 2.713; Sign. = 0.100; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
69  Cases = 98. Chi-square = 6.828; Sign. = 0.009; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
70  Cases = 258. Chi-square = 8.442; Sign. = 0.015; No cells with an E.F. less than five. Degrees of freedom = 2. 
71  Cases = 209. Chi-square = 5.122; Sign. = 0.024; No cells with an E.F. less than five. Degrees of freedom = 1. 
72  Cases = 70. Chi-square = 2.763; Sign. = 0.096; However, one cell had an E.F. less than five (25%). Degrees of 

freedom = 1. 
73  Cases = 276. Chi-square = 8.861; Sign. = 0.003; However, one cell with an E.F. less than five (25%). Degrees of 

freedom = 1. 
74  Cases = 87. Chi-square = 5.720; Sign. = 0.017; However, one cell with an E.F. less than five (25%). Degrees of 

freedom = 1. 
75  Cases = 193. Chi-square = 3.117; Sign. = 0.078; However, one cell with an E.F. less than five (25%). Degrees of 

freedom = 1. 
76  Cases = 219. Chi-square = 9.287; Sign. = 0.010; One cell with an E.F. less than five (16.7%). Degrees of freedom = 2. 
77  Cases = 221. Chi-square = 7.307; Sign. = 0.063; However, one-half of cells had an E.F. less than five (50%). Degrees 

of freedom = 3. 
78  Cases = 209. Chi-square = 5.403; Sign. = 0.020; However, one cell with an E.F. less than five (25%). Degrees of 

freedom = 1. 
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79  Cases = 138. Not statistically significant when appraised for higher education alone, but was significant when 

including those working in further education (none of whom intended to leave the sector). 
80  Cases = 105. Chi-square = 5.166; Sign. = 0.023; However, one cell with an E.F. less than five (25%). Degrees of 

freedom = 1. 
81  Cases = 80. Chi-square = 8.361; Sign. = 0.004; However, two cells have an E.F. less than five (50%). Degrees of 

freedom = 1. 
82  Cases = 185. Chi-square = 8.244; Sign. = 0.016; One cell with an E.F. less than five (16.7%). Degrees of freedom = 2. 
83  Cases = 249. Chi-square = 15.137; Sign. = 0.004; However, two cells had an E.F. less than five (22.2%). Degrees of 

freedom = 4. 
84  Cases = 249. Chi-square = 9.615; Sign. = 0.047; One cell with an E.F. less than five (11.1%). Degrees of freedom = 4. 
85  Cases = 107. Chi-square = 9.280; Sign. = 0.054; However, most cells had an E.F. less than five (66.7%). Degrees of 

freedom = 4. 
86  Cases = 249. Chi-square = 20.279; Sign. = 0.039; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
87  Cases = 206. Chi-square = 7.028; Sign. = 0.030; One cell with an E.F. less than five (16.7%). Degrees of freedom = 1. 
88  Cases = 247. Chi-square = 25.371; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 6. 
89  Cases = 193. Chi-square = 9.111; Sign. = 0.011; No cells with an E.F. less than five. Degrees of freedom = 2. 
90  Cases = 43. Chi-square = 9.927; Sign. = 0.007; However, three cells have an E.F. less than five (50%). Degrees of 

freedom = 2. 
91  Cases = 259. Chi-square = 10.174; Sign. = 0.038; No cells with an E.F. less than five. Degrees of freedom = 4. 
92  Cases = 90. Chi-square = 8.152; Sign. = 0.086; However, two cells had an E.F. less than five (22.2%). Degrees of 

freedom = 4. 
93  Cases = 252. Chi-square = 21.732; Sign. = 0.001; No cells with an E.F. less than five. Degrees of freedom = 6. 
94  Cases = 80. Chi-square = 13.930; Sign. = 0.008; However, two cells had an E.F. less than five (22.2%). Degrees of 

freedom = 4. 
95  Cases = 232. Chi-square = 8.350; Sign. = 0.080; No cells with an E.F. less than five. Degrees of freedom = 4. 
96  Cases = 255. Chi-square = 8.849; Sign. = 0.065; No cells with an E.F. less than five. Degrees of freedom = 4. 
97  Cases = 255. Chi-square = 9.522; Sign. = 0.049; No cells with an E.F. less than five. Degrees of freedom = 4. 
98  Cases = 213. Chi-square = 8.377; Sign. = 0.015; No cells with an E.F. less than five. Degrees of freedom = 2. 
99  Cases = 94. Chi-square = 9.805; Sign. = 0.007; No cells with an E.F. less than five. Degrees of freedom = 2. 
100  Cases = 227. Chi-square = 9.633; Sign. = 0.047; No cells with an E.F. less than five. Degrees of freedom = 4. 
101  Cases = 98. Chi-square = 8.026; Sign. = 0.091; One cell with an E.F. less than five (11.1%). Degrees of freedom = 4. 
102  Cases = 239. Chi-square = 13.811; Sign. = 0.032; No cells with an E.F. less than five. Degrees of freedom = 6. 
103  Cases = 190. Chi-square = 11.937; Sign. = 0.003; No cells with an E.F. less than five. Degrees of freedom = 2. 
104  Cases = 61. Chi-square = 9.060; Sign. = 0.011; One cell with an E.F. less than five (16,7%). Degrees of freedom = 2. 
105  Cases = 252. Chi-square = 15.732; Sign. = 0.015; No cells with an E.F. less than five. Degrees of freedom = 6. 
106  Cases = 224. Chi-square = 12.402; Sign. = 0.015; No cells with an E.F. less than five. Degrees of freedom = 4. 
107  Cases = 50. Chi-square = 7.939; Sign. = 0.094; However, three cells had an E.F. less than five (33.3%). Degrees of 

freedom = 4. 
108  Cases = 245. Chi-square = 20.370; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 4. 
109  Cases = 210. Chi-square = 14.459; Sign. = 0.025; One cell with an E.F. less than five (8.3%). Degrees of freedom = 3. 
110  Cases = 91. Chi-square = 11.019; Sign. = 0.026; However, three cells had an E.F. less than five (33.3%). Degrees of 

freedom = 4. 
111  Cases = 244. Chi-square = 6.859; Sign. = 0.032; No cells with an E.F. less than five. Degrees of freedom = 2. 
112  Cases = 103. Chi-square = 5.018; Sign. = 0.081; One cell with an E.F. less than five (16.7%). Degrees of freedom = 2. 
113  Cases = 245. Chi-square = 10.541; Sign. = 0.005; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
114  Cases = 245. Chi-square = 19.024; Sign. = 0.004; No cells with an E.F. less than five. Degrees of freedom = 6. 
115  Cases = 218. Chi-square = 6.258; Sign. = 0.044; No cells with an E.F. less than five. Degrees of freedom = 2. 
116  Cases = 41. Chi-square = 4.637; Sign. = 0.098; However, three cells had an E.F. less than five (50%). Degrees of 

freedom = 2. 
117  Cases = 256. Chi-square = 13.654; Sign. = 0.009; No cells with an E.F. less than five. Degrees of freedom = 4. 
118  Cases = 49. Chi-square = 9.532; Sign. = 0.049; However, most cells with an E.F. less than five (55.6%). Degrees of 

freedom = 4. 
119  Cases = 89. Chi-square = 8.921; Sign. = 0.063; However, two cells with an E.F. less than five (22.2%). Degrees of 

freedom = 4. 
120  Cases = 247. Chi-square = 21.380; Sign. = 0.002; No cells with an E.F. less than five. Degrees of freedom = 6. 
121  Cases = 247. Chi-square = 19.944; Sign. = 0.003; No cells with an E.F. less than five. Degrees of freedom = 6. 
122  Cases = 192. Chi-square = 9.115; Sign. = 0.010; No cells with an E.F. less than five. Degrees of freedom = 2. 
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123  Cases = 56. Chi-square = 4.634; Sign. = 0.099; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
124  Cases = 258. Chi-square = 9.699; Sign. = 0.046; No cells with an E.F. less than five. Degrees of freedom = 4. 
125  Cases = 90 Chi-square = 13.006; Sign. 0.011; However, three cells had an E.F. less than five (33.3%). Degrees of 

freedom = 4. 
126  Cases = 194. Chi-square = 5.867; Sign. = 0.053; However, two cells with an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
127  Cases = 244. Chi-square = 23.153; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 6. 
128  Cases = 256. Chi-square = 24.423; Sign. <0.001; No cells with an E.F. less than five. Degrees of freedom = 4. 
129  Cases = 89. Chi-square = 9.435; Sign. 0.051; However, four cells had an E.F. less than five (44%). Degrees of 

freedom = 4. 
130  Cases = 256. Chi-square = 10.818; Sign. = 0.029; No cells with an E.F. less than five. Degrees of freedom = 4. 
131  Cases = 89. Chi-square = 9.121; Sign. 0.054; One cell with an E.F. less than five (11.1%). Degrees of freedom = 4. 
132  Cases = 215. Chi-square = 8.767; Sign. = 0.012; No cells with an E.F. less than five. Degrees of freedom = 2. 
133  Cases = 97 Chi-square = 12.123; Sign. 0.059; However, five cells had an E.F. less than five (41%). Degrees of 

freedom = 6. 
134  Cases = 217. Chi-square = 10.935; Sign. = 0.004; However, three cells had an E.F. less than five (50%). Degrees of 

freedom = 2. 
135  Cases = 238. Chi-square = 14.860; Sign. = 0.021; Two cells with an E.F. less than five (16.7%). Degrees of 

freedom=6. 
136  Cases = 250. Chi-square = 10.308; Sign. 0.036; One cell with an E.F. less than five (11.1%). Degrees of freedom = 4. 
137  Cases = 187. Chi-square = 7.979; Sign. = 0.019; No cells with an E.F. less than five. Degrees of freedom = 2. 
138  Cases = 250. Chi-square = 8.276; Sign. = 0.016; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
139  Cases = 236. Chi-square = 17.616; Sign. = 0.007; One cell with an E.F. less than five (8.3%). Degrees of freedom = 6. 
140  Cases = 210. Chi-square = 14.521; Sign. = 0.024; One cell with an E.F. less than five (8.3%). Degrees of freedom = 6. 
141  Cases = 189. Chi-square = 7.922; Sign. = 0.019; No cells with an E.F. less than five. Degrees of freedom = 2. 
142  Cases = 210. Chi-square = 11.337; Sign. = 0.003; No cells with an E.F. less than five. Degrees of freedom = 2. 
143  Cases = 68. Chi-square = 6.933; Sign. = 0.031; One cell with an E.F. less than five (16.7%). Degrees of freedom = 2. 
144  Cases = 252. Chi-square = 21.661; Sign. = <0.001; No cells with an E.F. less than five. Degrees of freedom = 4. 
145  Cases = 215. Chi-square = 11.990; Sign. = 0.017; Two cells with an E.F. less than five (22.2%). Degrees of freedom = 

4. 
146  Cases = 188. Chi-square = 5.954; Sign. = 0.051; However, two cells with an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
147  Cases = 225. Chi-square = 10.208; Sign. = 0.037; One cell with an E.F. less than five (11.1%). Degrees of freedom = 

4. 
148  Cases = 251. Chi-square = 6.656; Sign. = 0.036; No cells with an E.F. less than five. Degrees of freedom = 2. 
149  Cases = 32. Chi-square = 5.437; Sign. = 0.066; However, four cells had an E.F. less than five (66.7%). Degrees of 

freedom = 2. 
150  Cases = 111. Chi-square = 15.624; Sign. = <0.001; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
151  Cases = 256. Chi-square = 9.585; Sign. = 0.008; However, three cells had an E.F. less than five (50%). Degrees of 

freedom = 2. 
152  Cases = 255. Chi-square = 8.796; Sign. = 0.012; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 
153  Cases = 256. Chi-square = 6.942; Sign. = 0.031; However, two cells had an E.F. less than five (33.3%). Degrees of 

freedom = 2. 


