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2. Literature review 
This literature review will look at the inequality of women of ethnic background. The main inequalities are the pay gap, underrepresentation in senior positions and experiences of discrimination.
In the UK, the higher education sector (HE) is a massive institution where over 300,000 people are working. In 2019 a report showed that people of an ethnic background were less likely to be offered a job within HE (Davies, 2019). Women in general suffer inequality in the workplace and women of an ethnic background suffer even more. Women of an ethnic minority are not only highly underrepresented in senior roles but also face discrimination within the workplace. Carter, Fenton and Madood, (2000)  highlighted the concerns about the positions and experiences of ethnic staff within the higher education sector in the UK. They found that only 16% of institutions had an ethnic minority representation. Additionally, they suggested that minority staff were more likely to report experience discrimination and harassment.
2.1 Barriers
There are two main barriers for inequality and that is gender and race. Gender and race should be seen as separate problems to understand the difficulties women of an ethnic background face. Evidence shows that race barriers are far greater than gender barriers. In  2014 there was a  study by Pifer et al, (2013) 72% of minority women faced ethnicity barriers and 26% only on gender. Institutions have policies and procedures in place to tackle diversity but despite this, there are still significant discrepancies.  
2.2 Gender 
Gender inequality can be defined as a process in which men and women are not treated the same. There are a few factors for the difficulties that women face when progressing in their career. One barrier that prevents women from entering a senior role is the environment of the workplace. The culture, attitudes stereotypes within the organisation can limit women from being successful. Sexist attitudes can result in women not progressing in their career. Some people believe that men are better suited to senior roles than women. These attitudes may be a way for men to secure power. Employees tend to avoid promoting women as they are absent more than men as they are seen to have more responsibilities such as childcare (Rubery et al., 1996) as a result of this women’s career prospects are obstructed.

2.2.1 Women and senior roles
A senior role is also known as a leadership role which indicates that the person has qualifications, experiences and is team oriented.
There are many previous studies done that have reported on the qualities needed for women to be successful in senior roles such as leadership. Women face many obstacles when it comes to attaining senior roles compared to men and they also struggle to get a fair representation in these roles. This is known as 'glass ceiling. Glass ceiling first originated in 1980, it was used to describe barriers that have kept women from promotion in the business world. It evolved to include both male and female from ethnic backgrounds. The 20th century saw improvements for women and minorities in the business world but there is still a long way to go. 
In the UK there are legislations in place to help organisations with overcoming inequality. The first legislation is the Equal Act (2010). This legislation legally protects people from discrimination not only in the workplace but in society as well. The Equality Act relates to discrimination based on age, race, gender, disability, religion, and sexual orientation, among others. Legislations are important as it makes a positive contribution to employee relationships and also it increases fairness and trust of people (De Jager, 2000).
2.2.2 Ethnic women and senior roles 
A Business in the Community report shows that there is a lack of opportunities for ethnic women. A reason for this is that they may not have the contacts or network needed to succeed up the career ladder. The Gender and race benchmark (2014) found that ethnic women are less likely to hold any leadership or senior positions. 
2.3 Race  
2.3.1 Institutional racism
Institutional racism can be defined as exploiting individuals who are of non-white ethnic groups (Better, 2008). The Equality and Human Rights Commission stated that not only is there racial harassment within Higher Education, but it is occurring at an alarming rate. There is a lack of diversity among senior leaders and ethnicity pay gaps are all evidence of the racial harassment (Britten, 2020). Institutional racism involves a set of hidden racist values and practices that go against the organisations' norms (Patel, 2017). To get a better understanding of institutional racism it is important to know the connection between prejudice and discrimination. Prejudice can be defined as a preconceived opinion based on a stereotype it can be seen positively and negatively but mainly negatively. Discrimination is the behaviour consciously or not that treats people of a different ethnic background negatively  (Stermer, Booke and Rouse, 2011).
Subtle types of racism such as microaggressions also occur within the higher education sector. Microaggression can be defined as verbal or nonverbal insults which does not  mean to intend harm but the impact does (Murray, 2019).
Essed (2000), argues that allowing women of ethnic background in senior positions not only benefits the women but the students as well, as it motivates students of an ethnic background to develop an understanding of race and other systems of control. It also offers support in discrimination cases. Women of ethnic minority provide the support that universities cannot offer students from ethnic backgrounds.
2.4 Pay Differences. 
There is a huge pay difference between gender and ethnicity in the UK in general however it is considerably high within the higher education sector. In the UK women get paid 17.1% less than men do (Francis-Devine, 2020). People from an ethnic minority earn on average less than white British people (Elliot, 2020).
Blackaby and Jeff, (2000) support the idea that there is a pay difference between Ethnic and non-ethnic groups. They surveyed with academic economists, they found ethnic groups earned 8% less than non-ethnic groups and found that gender is likely to be a factor for this, as women working in higher education earn less than professionals who are men.
Women tend to not ask for higher pay in any job. In previous research, women feel negotiating pay can come across as greedy which when asking for their worth in the workplace women hesitate (Wilson, 2019).
In 1970 an Equal Pay Act ( 1970) was introduced so that men and women get paid the same for the same line of work. The difference in pay should only be accepted for a few reasons for example one is better qualified and their skills are crucial to the job, location of job and living costs are high and finally work that needs to be done at night so this is classed as unsociable hours. Even with legislation and acts in place, there is still discrimination.



2.5. Experiences
Schrader & Sedikides, (2017) looked at understanding workplace experiences and how they impact wellbeing outcomes. They argue that minority identity status can have consequences on job satisfaction and performance. Discrimination within the workplace has a huge implication on a person’s health and wellbeing and it is common for minority groups to feel discrimination at work (Tariq, 2018).
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