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Executive Summary

In this report we present new evidence on the state of the UK academic job market in
Politics and International Relations. This is in the context of universities facing
increasingly serious financial difficulties following changes to higher education funding,
Covid-19,and subsequent severe inflation that have led to redundancies and
retrenchment in hiring. However, given these issues, there has been little sustained
study of recent dynamics in hiring across the range of academic roles.

We address this gap through quantitative analysis of three datasets to explore trends
in the academic job market in Politics from 2012 to 2025: official Higher Education
Statistics Authority (HESA) data; aggregate job market data gathered from Internet
Archive snapshots of jobs.ac.uk; and data on weekly new jobs from an archive of
jobs.ac.uk emailed job alerts. Through this we provide the first account of the
slowdown in UK academic hiring in Politics, in which we include International
Relations, Government and other cognate disciplines. By doing so, we highlight
significant consequences both for early career researchers in search of academic
posts and more established scholars who are being increasingly squeezed.

Our key findings are as follows:

1. Staff spending in Politics departments has fallen in real terms since 2019-20, a
dramatic reversal from a 28% real-terms increase between 2015-16 and 2019-
20.

2. The recovery from Covid-19 has been weak: academic staff numbers and
advertising rates fell in 2020-1, and neither have recovered to their pre-Covid
trend.

3. The 2025 calendar year saw the lowest number of Politics jobs advertised on
record, at 469, compared with a 2012-2024 mean of 836 a year.

4. Universities are spending less per academic member of staff: total staff spend
per FTE employee has seen a marked decline when adjusted for inflation. As
compared to 2019-20, real-terms pay is roughly £2,700 (or 7%) lower.

5. Research-intensive (RI) institutions have broken away from the pack in terms
of staff numbers, while non-RlI institutions employ fewer staff in Politics than in
2019-20.

6. The discipline is ageing: under-35s represent a declining share of staff, and
there is some evidence for a ‘cohort effect’ working to the detriment of younger
staff.

7. Much of the growth in jobs leading up to the post-Covid decline was in
temporary jobs, particularly postdocs. While traditional teaching and research
roles remain the most common type of contract, post-docs are the most
common jobs advertised over this period (32%) with entry-level lectureships
behind these at 23%, PhD positions at 14% and teaching-only roles at 11%.
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8. Progress on diversity is mixed: ethnic minority presence has grown steadily;
disabled people’s presence is increasing but remains low (at just 8% of staff in
2024-25); women’s presence may be stalling.

We conclude by arguing that in the absence of meaningful structural change to
universities’ finances, this presents a troubling picture for the foreseeable future - not
just for early career researchers hit hardest by the sudden collapse in opportunities,
but also for more established colleagues whose work will become ever more
intensified, and for the discipline and the sector as a whole. This risks losing a
generation of academic researchers in a particularly wasteful form of ‘uncreative
destruction’.




1. Introduction

Higher education providers are central to the UK economy and society. On one hand,
they play key roles in generating new ideas that directly feed into innovation and
growth across the country. On the other hand, they support a range of industries and
sectors by virtue of gathering large numbers of staff and students. Overall, these
impacts are sizeable: by some estimates, higher education providers (hereafter
‘HEPs’)"! contribute over £130 billion annually when including the impacts of overseas
students, and the equivalent of 768,000 full-time jobs.? Moreover, this obviously
excludes many other ways by which they contribute to, enrich, and invigorate the
communities in which they are embedded.?

Academic staff are key to these impacts. The Higher Education Statistics Agency
(HESA) reported that over 196,000 full-time equivalent academic staff worked at UK
HEPs in 2024-25, with support staff also likely to number over 200,000.4 Academic
work takes a variety of forms, and especially for early-career staff, typically involves
fixed-term contracts meeting specific short-term teaching demand or facilitating
innovative research projects. However, beyond this stage, academics are usually
expected to combine teaching and research excellence and show their continuous
professional development. For most, these mixed jobs remain the norm (although
there are growing numbers of permanent teaching-only staff), with long-term goals
aided and abetted by the security of permanent contracts.®

Yet despite the importance of academic staff for delivering these essential tasks, the
UK’s existing and future stocks of talent face serious threats. Several political and
policy decisions (not least major changes to the funding model for universities, Brexit
and subsequent restrictions on immigration), as well as changes precipitated by the
COVID-19 pandemic, have made the UK’s higher education sector more insecure and
unstable.® The latest analysis from the sector's regulator, the Office for Students,

! Note that we use the terminology of ‘higher education providers’ as this is inclusive of all universities
and higher education institutions as well as other providers of higher education, such as alternative
providers and FE colleges (all of whom report to HESA regarding their provision of higher education).
2 London Economics. 2023. The Impact of the Higher Education Sector on the UK Economy. London.
https://www.universitiesuk.ac.uk/sites/default/files/field/downloads/2023-09/L E-UUK-Economic-
Impact-of-UK-HEIs.pdf.

3 British Academy. 2024. The SHAPE of Research Impact: Key Messages. British Academy.
https://www.thebritishacademy.ac.uk/documents/5083/tBA-SHAPE-research-impact-briefing.pdf.

4 HESA. 2026. ‘Table 6 - HE Staff FTE by HE provider and activity standard occupational
classification’. Available at: https://www.hesa.ac.uk/data-and-analysis/staff/working-in-he. UK
HEPs have not been required to collect data on non-academic staff since 2019-20, but in 2018-19
222,885 were recorded.

5 HESA. 2026. ‘Who’s Working in HE?’ https://www.hesa.ac.uk/data-and-analysis/staff/working-in-he;
Wolf, Alison, and Andrew Jenkins. 2020. ‘Why Have Universities Transformed Their Staffing
Practices? An Investigation of Changing Resource Allocation and Priorities in Higher Education’.
King’s Policy Institute. https://www.kcl.ac.uk/policy-institute/assets/why-have-universities-transformed-
their-staffing-practices.pdf.

6 O'Hara, Glen. 2025. ‘Where Now for Britain’s Universities?’ The Political Quarterly 96(4): 716—21.
doi:10.1111/1467-923X.13576.
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estimates that 124 providers comprising 45% of the sector could report a deficit in
2025-26.7 This follows a long period of growth in the real income of UK HEPs, which
trebled in real terms in the 30 years since 1993-94, rendering the current situation
unprecedented in recent memory.2

The consequences of this are severe: the last few years have seen high-profile
bailouts, mergers and downsizing of HEPs in financial difficulty, as well as many more
universities making redundancies. Analysis of UK universities’ accounts by Times
Higher Education found that 13,300 employees were paid severance pay in 2024-25
at a cost of over £300m.° In addition, for the first time recorded by HESA, the overall
number of academic staff declined between 2023-24 and 2024-25."7° This has clearly
negative implications for the future health of UK universities, and for the current cohort
of early career researchers in particular, by making the pipeline from doctoral training
to permanent academic employment even narrower, ‘leakier, and less
straightforward." Yet there has been little empirical evidence to date of the impact of
the current crisis on the hiring pipeline in the UK.

Instead, we can look to reports from discipline-specific professional organisations that
use job advertisement rates as signals about the health of their fields to bear this out.
For example, US economics jobs postings in 2025 were at their lowest levels since
2015 including the pandemic period.'> Numbers of postings on the American Political
Science Association (APSA) edJobs board in 2025 show similar declines to lows seen
during the pandemic after a burst of pent-up demand in 2022."® Meanwhile, the
American Historical Association has described recent hiring levels as ‘lethargic but
stable’, hardly an encouraging characterisation.'

7 Office for Students. 2025. ‘Financial sustainability of higher education providers in England:
November 2025 update’. Available at: https://www.officeforstudents.org.uk/publications/financial-
sustainability-of-higher-education-providers-in-england-november-2025-update/

8 Bolton, Paul and Lewis, Joe. 2025. ‘Higher education finances and funding in England’. House of
Commons Library. CBP10037. Available at:
https://researchbriefings .files.parliament.uk/documents/CBP-10037/CBP-10037.pdf

9 Jack, Patrick. 2026. ‘Pay-off spend up by two-thirds as universities shed 13,000 jobs’. Times Higher
Education. https://www.timeshighereducation.com/news/pay-spend-two-thirds-universities-shed-
13000-jobs. See also UCU Queen Mary’s tracker of redundancies and restructures in UK HE:
https://gmucu.org/gamul-transformation/uk-he-shrinking/

10 HESA. 2026. ‘Higher Education Staff Statistics: UK, 2024/25'. https://www.hesa.ac.uk/news/19-02-
2026/sb274-higher-education-staff-statistics.

" Windsor, Leah Cathryn, Kerry F. Crawford, and Marijke Breuning. 2021. ‘Not a Leaky Pipeline!
Academic Success Is a Game of Chutes and Ladders’. PS: Political Science & Politics 54(3): 509-12.
doi:10.1017/S1049096521000081.

12 Goldsmith-Pinkham, Paul. 2025. ‘Economics Job Market Update: December 2025 - Still Very Bad'.
A Causal Affair. https://paulgp.com/2025/12/10/quick-update.html.

13 APSA. 2025. 2024-2025 APSA Report on edJobs Advertisements: Political Science and the Job
Market. Washington, D.C.: American Political Science Association. https://apsanet.org/wp-
content/uploads/2025/12/2024-2025-eJobs-Report.pdf.

14 Grigoli, Leland Renato. 2023. ‘The 2023 Academic Jobs Report’. Perspectives on History.
https://www.historians.org/perspectives-article/the-2023-academic-jobs-report-september-2023/,
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In this report, and building on previous tracking efforts by the Political Studies
Association’s Early Career Network,'® we take a similar approach as we look at the
UK, with a particular disciplinary focus on Politics and International Relations.'® While
Politics was studied as a subject in some form from the late 19™ Century onwards
(following the establishment of the LSE and the PPE degree at Oxford as well as
pioneering work at the University of Wales), it only became established as a
standalone discipline during the postwar higher education boom.'” Politics teaching
flourished beyond the old elite institutions and in the polytechnics, especially in the
form of Public Administration. Following years of steady growth, by the mid-2010s,
Politics in UK higher education was widely regarded as being in strong health.'® 1°

Yet this rapid growth may have left Politics departments particularly vulnerable to
subsequent retrenchment: although absolute student demand is still growing with total
applicants in 2025 being 10% higher than in 2019, it has not significantly outpaced
demand for other courses.?? What is more, the size and composition of recent student
recruitment to Politics degrees has changed: Russell Group universities have attracted
more undergraduate Politics students relative to pre- and post-92 universities since
2011-12, while EU enroliments have declined by 36% since 2020-21 when these
students’ eligibility for ‘home’ tuition rates ended.?

Against this backdrop, we ask three key questions in this report: (1) how has staffing
of Politics departments changed over time?; (2) how distinctive are the patterns
regarding Politics compared to related fields and the overall academic job market?;
and (3) how has the composition of the sector changed, i.e., do the jobs available vary
by type of HEI and job type? Our motivation is to provide the first in-depth account of
the extent of the current crisis in hiring in Politics in UK HEPs, and to provide detail on
what form this is taking. By doing so, we hope that other disciplines will follow suit, and

15 McKay, Lawrence. 2021. ‘Is the academic job market ‘building back better'?’
https://www.psa.ac.uk/groups news/is-the-academic-job-market-building-back-better/.

16 We focus on Politics and cognate disciplines (such as International Relations and Government) as
this is our disciplinary focus in our own academic careers, which in turn means that we have the email
alerts data available for the subsequent analysis. To enable the analysis, we define ‘Politics’
pragmatically, based on the designated HESA cost centre and advertising category as appropriate,
which in the case of the latter includes International Relations and therefore a similar disciplinary area
to the HESA data.

7 Craig, John. 2020. ‘The Emergence of Politics as a Taught Discipline at Universities in the United
Kingdom’. The British Journal of Politics and International Relations 22 (2): 145—-63.
https://doi.org/10.1177/1369148119873081.

18 Wheeler, Brian. (2019). ‘Brexit sparks boom in applications for Politics courses’. BBC News Online.
https://www.bbc.co.uk/news/uk-Politics-50071242

19 Authors’ analysis of UCAS data https://www.ucas.com/undergraduate-statistics-and-
reports/ucas-undergraduate-sector-level-end-of-cycle-data-resources-2019

20 Authors’ analysis of UCAS data. Total applicant numbers (for all courses) increased by 8%.
https://www.ucas.com/data-and-analysis/undergraduate-statistics-and-reports/ucas-
undergraduate-end-of-cycle-data-resources-2025

21 British Academy. 2025. ‘Politics and International Relations provision in UK higher education’.
Available at: https://www.thebritishacademy.ac.uk/documents/5599/Politics-International-Relations-
Provision-UK-Higher-Education.pdf
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that this will raise awareness of the unprecedented nature of the current crisis across
the sector among policymakers.

We draw on three datasets. First, to provide an overview, we use public HESA data
regarding staff in Politics and International Studies departments within UK HEPs from
2014-15 onwards. Second, to address known shortcomings in this data, such as its
limited time span, we follow the lead of US professional associations by analysing job
advertisements appearing in 1,058 systematically collected snapshots of the
www.jobs.ac.uk webpage from January 2015 to October 2025 using the publicly-
available Internet Archive. This site is mainly, though not exclusively, where HEPs
advertise academic-related jobs across all fields in a mostly consistent manner, which
makes it an excellent source for tracking postings over time. Third, we use 700 weekly
digest emails sent from www.jobs.ac.uk between January 2012 to December 2025

that contain new postings for jobs tagged under ‘Politics and Government’. For the
latter two datasets, we use simple and established computational text analysis
methods in R. Collectively, these build up a picture of the current state of the job
market in Politics in UK higher education. While we report key details as relevant to
our main findings, we provide greater details about data collection, processing, and
validation efforts in the Appendix.
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2. Analysis

2.1 Overview of the sector: Insights from Higher Education
Statistics Authority (HESA) data

We begin with our analysis of data from the Higher Education Statistics Agency
(HESA). First, we examine financial data on staff spending by Politics departments.
Second, we examine the overall picture of staff numbers in Politics. Third, we look at
how staff numbers have fared at different types of institutions. Fourth, we examine a
range of implications for early career academics. Finally, we explore implications for
EDI in Politics by examining data on sex, ethnic diversity, and disability.

Key Findings

1. Staff spending in Politics departments has fallen in real terms since 2019-20, a
dramatic reversal from a 28% real-terms increase between 2015-16 and 2019-20.

2. Academic staff numbers in Politics started to fall between 2023-4 and 2024-5,
driven by a 9% fall in part-time staff. This comes on top of a weak recovery from
Covid-19, in which numbers first fell in 2020-1 then grew weakly.

3. Universities are spending less per academic member of staff: total staff spend
per FTE employee has seen a marked decline when adjusted for inflation. As
compared to 2019-20, real-terms pay is roughly £2,700 (or 7%) lower.

4. Research-intensive (RI) elite institutions have broken away from the pack in
terms of staff numbers, while non-RlI institutions employ fewer staff in Politics than
in 2019-20.

5. The discipline is ageing: under-35s represent a declining share of staff, and
there is some evidence for a ‘cohort effect’ working to the detriment of younger
staff.

6. Teaching-only contracts have more than doubled since 2014-15, massively
outpacing the growth of research or mixed jobs. However, teaching-only jobs fell
in 2024-25, driving the overall fall in staff.

7. Progress on diversity is mixed: ethnic minority presence has grown steadily;
disabled people’s presence is increasing but remains low (at just 8% of staff in
2024-25); women’s presence may be stalling.
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2.1.1 HESA data explained

The data in this section comes from the Higher Education Standards Agency, a
provider of UK official statistics. UK HEPs in each of the four nations have a statutory
duty to work with HESA and to facilitate data collection of various types: among them
students, finances and, crucially for our purposes, staff. Every year, working with all
HEPs, HESA undertakes a rigorous data collection exercise spanning several months,
requiring providers to present a highly structured and comprehensive data submission
working to a set of strict guidelines. These are subsequently quality-assured with fresh
data submissions from the HEPs where required, before final publication.

HESA collects data on staff employed in HEPs in the UK, based on being employed
during the reporting period (1 August to 31 July). HESA’s published data, to prevent
over-counting, uses a fixed reference date of 1 December. HESA data covers the
period 2014-15 to 2024-25 (inclusive), meaning the final date at which staff numbers
are captured in the latest data is 1 December 2024.

Providers’ HESA returns allocate staff members to specific ‘cost centres’, which
correspond to the source of funding for the contract. This is usually a single
department. While it is not published, providers map their own organisational
structures onto HESA in an annual exercise before submitting the full return. Thus,
cost centres should be accurate and up-to-date for each staff member. The mapping
is not one-to-one: some departments could be split across a HESA cost centre, but
individual members of academic staff will ‘normally’ be assigned to a single cost centre
and only ‘exceptionally’ split across multiple. Where they are split, this is reflected in
FTE calculations. Multiple departments could also be grouped into a single cost centre.
All the analysis below is based on the cost centre ‘Politics and International Studies’,
matching the REF unit of assessment. More information on the data and methodology
for this section is provided in appendix A1, including a full list of the HESA source data
tables.

While HESA is an established and high-quality source of data, it still has some
limitations for our purposes. (For full details, see Appendix A1). Notably, it does not
provide detailed breakdowns that would enable distinguishing between fixed-term and
permanent roles, or among job-types at more junior levels. It also does not yet cover
the 2025-26 academic year. Finally, some providers have recently turned to sub-
contracting arrangements for some staff, though this appears to be limited in scale and
is only likely to affect the most recent data (2024-25).22 Our use of job advert data
mitigates some but not all of these challenges.

22 For example, at Coventry University, roughly 200 staff were expected to be transferred to People’s
Future Limited (Rowsell, 2024) - although this is only a small proportion of its 2,340 academic staff.
Meanwhile, new recruits at Portsmouth are employed by a wholly-owned subsidiary of the University
(Hnatow, 2025).
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2.1.2 Departmental spending in Politics

First, HESA allows us to see recruitment in the context of university finances. We can
examine changes in spending at the level of the cost centre (until 2023-24), and to
isolate academic staff costs within this. Our analysis suggests, unsurprisingly, that
financial retrenchment has begun to take hold. Figure 1 shows the inflation-adjusted®?
(real terms) change in staff spending at the median HEP, compared with the prior
financial year. Our analysis confirms a sea-change in the resourcing of Politics
departments. In the 2010s, staff spending increased at 5% or more per year, but fell
markedly over the pandemic, and has been almost flat in real terms since. This will by
definition be reflected in either pay or headcounts — or most likely a mixture of the two.

As is well-known, there are large disparities between UK HEPs that may affect their
financial trajectories. To identify distinct groupings, we apply the coding scheme from
Boliver (2015) to UK HEPs.?* This clusters providers with respect to research activity,
teaching quality, economic resources, academic selectivity, and student backgrounds,
based on 15 different indicators from HESA, league tables, UCAS and other sources.
While we could use alternative classifications such as Russell Group status, this data-
driven approach is likely more accurate and informative, given that Russell Group
status was initially self-designated. By contrast, this approach directly captures
features that may facilitate institutional resilience and vulnerability.

Boliver's analysis recovers four clusters from 127 HEPs: Oxford/Cambridge form
cluster one; cluster two consists of the remaining 22 Russell Group universities plus
17 smaller research-intensive universities; cluster three contains mostly ‘New’
universities (differentiated from clusters one and two mostly by research activity); and
cluster four institutions are those that score lower on most indicators, and contains a
large proportion of FE colleges. For this analysis, we group clusters one and two (the
research-intensive providers), and three and four (teaching-intensive providers).

We find a clear association between institution type and trends in staff spending in
Politics. In research-intensive institutions, total (not median) staff spending held steady
in real-terms during the pandemic, and has continued expanding since, although at a
far slower rate than in the 2010s. By contrast, at teaching-intensive universities, total
staff spending fell in real-terms by 10% in 2020-21 and 8% in 2020-22, and has

Rowsell, Juliette. 2024. ‘Coventry to axe 92 jobs and transfer academics to subsidiary firms’. Times
Higher Education. Available at: https://www.timeshighereducation.com/news/coventry-axe-92-jobs-
and-transfer-academics-subsidiary-firm

Hnatow, Fiona. 2025. ‘Securing the Future: The case for Pension Reform in Post-92 Institutions’.
Higher Education Policy Institute. Available at: https://www.hepi.ac.uk/2025/06/02/securing-the-future-
the-case-for-pension-reform-in-post-92-institutions/).

23 To measure inflation, we average the CPI-H index within the standard university financial year
(August-July).

24 Boliver, Vikki. 2015. ‘Are There Distinctive Clusters of Higher and Lower Status Universities in the
UK?’ Oxford Review of Education 41 (5): 608-27. https://doi.org/10.1080/03054985.2015.1082905.
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continued to fall although more slowly: real-terms staff spending in Politics at these
institutions is thus a massive 32% below 2019-20 levels.

Since university policy is devolved, with Scotland in particular adopting a different
funding model, we can also analyse national differences. We focus on Scotland and
England, since there are so few Politics providers in Northern Ireland and Wales, and
single-provider changes (real, or accounting-driven) can distort the picture. Overall,
spending tracks closely pre-pandemic, but spending in Scotland recovers more post-
pandemic: by 2023-4, real-terms spending at English institutions is 5% below its 2019-
20 level, but in Scotland it has increased 3%.

Real terms year-on-year change in staff spending
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Figure 1: Year-on-year change in staff spending in Politics (inflation-adjusted), 2016-
17 to 2023-24.

2.1.3 Staff numbers in Politics and other disciplines

To what extent have the trends discussed above actually affected total staff numbers
in Politics?

We measure the number of full-time equivalent staff in Politics, calculating the year-
on-year change. The first thing to note is significant and sustained growth in the latter
half of the 2010s, followed by a sharp shock in 2020-1. We then find partial recovery
in the early 2020s — albeit not at the rates of growth seen between 2014 and 2019.
The year 2024-5, however, marks a reversal in this recovery: in FT-equivalent terms,
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we see zero growth, and we see a slight fall in the total number of staff. As we will see,
this is largely consistent with the job adverts data.

Notably, the fall observed in 2024-25 is driven by part-time jobs, which decline by
nearly 9% year on year (or 100 jobs in total), although these tend to be more volatile
even in the 2010s. Indeed, we see that the current period is not dissimilar to Covid,
which led to a similar-sized decline in part-time jobs.
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Figure 2: Year-on-year change and raw staff numbers in Politics, 2014-15 to 2024-25

Given the prior trend of significant expansion, part of this slowdown could be attributed
to increased difficulty with grant funding. HESA distinguishes from ‘wholly provider
financed’ staff and staff with some level of external financing (usually grant funding).
Between 2014-15 and 2019-20, externally funded staff increased from 330 to 485, but
the number of externally funded staff in 2024-25, at 465, was lower than in 2019-20.
This could be due to declining grant success — perhaps attributable to post-Brexit
challenges in accessing European funding such as Horizon, or less willingness to
apply for grants where the full economic cost is not recovered. Alternatively, it could
reflect the decreased ability to pay for as many staff on grant-funded projects, given
the inflationary environment.

How similar or different are trends for Politics versus other disciplines, especially in
the humanities and social sciences? Figure 4 plots year-on-year changes in FTE

Politics staff versus a) FTE total staff (all disciplines), b) other social studies and c)
humanities. Disciplinary groupings here follow HESA cost centre groupings.
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Interestingly, all four trends are markedly different until 2024-25, which appears to be
a collective low point. Over the entire period, humanities have struggled most, with
slower growth in the 2010s, a pronounced drop in 2020-21, and a weak recovery
followed by contraction in 2024-25. Social studies (excluding Politics), on the other
hand, grow steadily in the 2010s and maintain growth unabated until 2022-23, with no
pronounced Covid dip. Politics achieved higher growth in the 2010s than other
disciplinary areas and HEPs as a whole, but shrank over Covid, in common with
humanities but unlike other social sciences.

Year-on-year change
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Figure 3: Year-on-year change in Politics and other disciplines, 2013-14 to 2024-25

A more detailed breakdown of disciplines shows further interesting trends (Figure 4).
Sociology almost matched Politics and maintained growth right up to 2022-23, but
shed over 120 FTE jobs in 2024-25 — the biggest fall of any social science.
Anthropology has struggled most over the long-term, with only 9% staff growth over
an entire decade, and job losses in 2024-25 adding to its woes. Law has performed
best over the long-term, but its growth has come to a halt in 2024-25. Among the
humanities, the standout story is the continued slump of modern languages, the only
humanities or social science discipline to be smaller than a decade prior. Most
humanities subjects achieved some growth in the late 2010s, but have been stagnant
or in slight decline since (History, Theology, English, Classics). Philosophy,
meanwhile, continues its steady growth. Area Studies is a puzzling case, with growth
equalling Politics in the 2010s but a sharp fall over Covid-19, followed by recovery to
2019-20 staff numbers.
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Politics, then, is far from a unique case, and remains in better health than some other
disciplines. However, Politics is perhaps the starkest example of changing fortunes:
from the fastest growing of all humanities and social sciences to a relatively damaging
Covid impact, weak recovery and finally stagnation in 2024-25.
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Figure 4: Change in staff numbers by discipline, 2013-14 to 2024-25

2.1.4. Earnings of Politics staff

We noted above that falls in staff-spend will be reflected in pay, headcounts, or a
mixture of the two. We cannot directly measure pay through the HESA data, although
we can approximate it. HESA’'s pay data groups staff into broad salary bands
corresponding with the national pay spines: accordingly, the salary bands change from
one year to the next, so pay cannot easily be compared over time. To approximate
changes in pay, we can instead leverage staff spending data, and calculate total staff
spend per FTE employee, which represents salary, NI and employer pension
contributions for the average employee. This closely tracks pay, but could also oversell
a decline, since the USS employer contribution decreased from January 2024
(overlapping with the 2023-4 financial year). As such, we implement a year-specific
deduction for pension spending (using university-wide spending not available at the
cost centre level) and deduct the NICs contribution for this average employee.?®

25 Specifically, we estimate the likely share of non-pension departmental staff spending by estimating
total employer pension contributions as a share of total academic salaries and wages across HEPs
(between 21 and 25% over time). We adjust for NICs by removing 13.8% of the remainder, over the
secondary threshold. https:/https://www.hesa.ac.uk/data-and-analysis/finances/table-12
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Figure 5 shows the results, again in real terms (inflation adjusted). On both metrics,
pay has markedly declined compared to 2019-20. Real-terms staff spend per head is
roughly £4,000 (or 7%) lower, although stabilised somewhat after a large decline in
2021-2. Accounting for pensions and NICs also suggests a substantial drop (roughly
£2,700, or 7%), despite a modest recovery in 2023-4. Put differently, the average
academic employee would have fallen between two and three points on the 2015-16
pay spine, from point 36 down to 33-34, reflecting a fall in real-terms average pay from
nearly £37,700 in 2019-20 to roughly £35,000 today.

One possible reason for this is exit of high-earning senior staff, naturally bringing staff
costs down, rather than worse pay for typical employees. Our analysis suggests this
is unlikely to be the case. The proportion of employees on the higher spinal points
(51+) has actually increased by roughly 5% over this time period, with falls in the 21-
30 and 31-40 ranges. As we will see, this tracks with comparatively strong growth in
senior roles.

Staff spending per FTE employee, real-terms (indexed to 2015-16)
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Figure 5: Staff spending in Politics per FTE employee (inflation-adjusted), 2015-16 to
2024-25

2.1.5 Two-tier recruitment: divides by institution type

To what extent is this stagnation seen across UK HEPs? We return to the Boliver
(2015) classification of providers, which we applied above to finance data, showing
that teaching-intensive universities struggled most. To recap, Boliver’s four clusters
are Oxford/Cambridge (cluster 1), other Russell Group and other research-intensive
providers (Cluster 2), a broader tier of mostly ‘New’ universities that are more teaching-
intensive (cluster 3), and providers scoring lower on most indicators as well as a large
number of FE colleges (cluster 4).
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Comparing types of providers, we track the headcount of Politics staff over time,
indexed to the 2014-15 academic year (Figure 6). We omit cluster 4 from this and
subsequent analysis — there are just 25-40 staff in this cluster over time, so percentage
changes are highly volatile. In the 2010s, we find healthy growth in the three main
clusters. This is somewhat faster in the more research-intensive cluster 2 than cluster
3, but cluster 3 performs well, and actually adds more staff than Oxford/Cambridge.

However, 2020-21 marked a turning point. Cluster 2 universities held numbers steady,
but cluster 3 actively contracted. Since 2020-21, cluster 2 universities have returned
to growth, albeit at a slightly slower pace than pre-pandemic — though this growth
stalled in 2024-25. However, cluster 3 universities have struggled: staff numbers
remain lower than their 2019 levels, with a return to growth first halting then going into
reverse in 2024-25. This is consistent with the trends in staff spending described
above, which covered the period to 2023-24: teaching-intensive universities spending
substantially less on staff, while research-intensive universities continued to increase
spending. However, the 2024-25 staff data suggests this may be changing.
Interestingly, staff numbers at Oxford and Cambridge are also fairly stagnant, despite
being research-intensive.

FT-equivalent staff numbers, by provider type
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Figure 6: Percentage change in FTE staff numbers by provider type, 2014-15 to 2024-
25

2.1.6 Nations and regions

An important question is whether trends differ across nations and regions of the UK.
Differences could emerge between nations as a result of different funding models for
higher education, while some regions have growing ‘cold spots’ in the provision of
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Politics and related disciplines which could reflect shrinking departments.2® We should
note that the small totals for Wales and Northern Ireland mean that the figures
(rounded to the nearest 5, as with all HESA data) are somewhat volatile.

Beginning at the national level, we find some indication that staff numbers increased
across the 2010s in England, Scotland and Wales, with similar rates of increase in
England and Scotland. Some intriguing differences emerge in more recent data:
whereas staff numbers fell slightly in 2024-5 in England, Scotland actually saw the
largest increase on record. Indeed, consistent with trends in staff spending, staff
numbers in Scotland have continued seeing healthy increases across most of the
decade to date.

HESA also produces data for the nine standard English regions. Again, this is
potentially volatile for some regions due to rounding, but some notable trends are
apparent. Long-term, staff numbers increase in most regions, but growth in the East
Midlands, East of England and South East (outside London) is much more limited:
numbers in the South East barely grew even in the 2010s, whereas growth in the East
Midlands and East of England has gone backwards in the 2020s. While HEPs in
London, the North East, the South West and Yorkshire employ more staff in 2024-25
than pre-pandemic, numbers fell or stalled in each of those regions over the last year.

Change in staff numbers by nation/region
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Figure 7: Percentage change in FTE staff numbers by nation and English region, 2014-
15 to 2024-25

26 British Academy. 2025. ‘Cold spots: Mapping inequality in SHAPE provision in UK higher
education’. Available at: https://www.thebritishacademy.ac.uk/documents/5877/Cold _spots -
Mapping inequality in SHAPE provision in_ UK higher education.pdf
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2.1.6 The Early-Career Researcher crunch
Weak growth in ‘non-senior’ staff

Naturally, to understand the implications for early-career researchers (ECRs) it is
important to consider the seniority of jobs. We are somewhat limited in this regard:
HESA'’s public data uses only three categories (professors, ‘other senior’ — heads of
school and senior management — and ‘other contract levels’, which is all staff below
professorial level), and only supplies this breakdown for full-time staff. We group the
senior categories (consistently around 21% of staff) and ‘other’ categories (the
remaining 79%).

Even with this limitation, there are still discernible trends. Throughout the 2010s, non-
senior staff grew consistently and, between 2016-17 and 2019-20, much faster than
increases in senior staff. However, post-pandemic, increases in non-senior staff have
been much smaller than for senior staff. It should be noted here that the ‘senior’
category can increase without recruitment thanks to internal promotion: junior staff
numbers are likely to be more affected by job market conditions, which we will examine
in greater depth in the job advert analysis.

Change in staff numbers by staff seniority
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Figure 8: Percentage change in staff numbers by seniority, 2014-15 to 2024-25
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The ageing discipline: declining share of young people in staff positions

If there is weaker recruitment overall from 2020, and particularly at more junior levels,
then one potential implication is a cohort effect in the job market beginning to show in
the data. In other words, PhD students may either self-select out of academic careers
in the UK, or be unable to find permanent employment. In this case, we might see a
weaker levels of employment for younger age groups in Politics and IR.

Indeed, we find a discipline that is noticeably ‘ageing’ since the 2019-20 academic
year. We examined HESA data on the number of Politics/IR academics in four age
bands (25-35, 36-45, 46-55, 56+). We find that the 25-35 age group is noticeably
shrinking: pre-pandemic, it represented between 27-28% of all Politics/IR staff, but by
2024-25, this figure fell to just 18.7% of staff. In older age groups (46-55; 56+), there
is more stability in the share of staff, while there is significant growth in staff aged 36-
45, which increases from 36% of staff to 42.5% in 2024-5. This is consistent with a
cohort effect: early-career staff employed pre-pandemic remain in the discipline and
age into the next bracket, and ‘new blood’ enters only to a limited extent. It may also
reflect older, more experienced researchers competing for entry-level positions (and
outcompeting their less-experienced, younger peers).
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Figure 9: Share of staff in Politics by age group, 2014-15 to 2024-25
2.1.7 The changing world of (academic) work

The number of jobs may be changing, but what about the type of jobs? This is a
particular advantage of HESA data, which tells us the proportion of individuals
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employed in teaching-only, research-only, or teaching and research positions. We find
that teaching-only contracts have more than doubled between 2014-15 and 2024-5
from 7.3% to 14.8%. However, unlike some of our other results, this is a continuation
of pre-pandemic trends, rather than a new development: research-only jobs represent
a similar share to 10 years ago, while mixed teaching/research jobs, though declining
as a share, still represent the largest group by far (at nearly three-quarters).
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Figure 10: Share of staff in Politics by contract type, 2014-15 to 2024-25

A comparison within job types is also informative for understanding the type of jobs
that are being created. The pandemic’s impacts are immediately visible, with teaching-
only and research-only jobs that are more likely to be fixed-term being particularly
hard-hit in 2020-21. Teaching-only jobs showed the most resilience post-pandemic,
achieving 10-15% annual growth between 2021-22 and 2023-24. Yet even here it is
notable that growth does not come close to matching pre-pandemic highs, such as
33% growth between 2017 and 2018. Furthermore, for the first time since the
pandemic, teaching-only jobs fell in 2024-25.

Research-only jobs are more volatile, even pre-pandemic, but post-pandemic show
the most sustained weakness: contracting (albeit only slightly) three years in a row,
but returning to growth in 2024-25. Mixed jobs barely take a hit from the pandemic,
and continue to grow modestly in subsequent years. Despite the fall in 2024-25, the
comparative performance of teaching-only jobs is particularly stark if shown
cumulatively, taking 2014-15 as a baseline — with nearly 200% growth on 2014, as
against just 30% in the mixed and 63% in the research-only category.
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Figure 11: Year-on-year change and percentage change in staff numbers by contract
category, 2014-15 to 2024-25

HESA data shows that virtually all age groups have experienced a rise in teaching-
only contracts, albeit with the majority still concentrated among younger staff. This
might reflect more opportunities and recognition for teaching-focused permanent staff,
although the implementation of this varies across institutions. In any case, with over
20% of under-35s employed in teaching-only roles in 2024-25, our analysis suggests
that those starting academic careers in the 2020s may be more likely to pursue this
career path.
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Figure 12: Percentage of staff in teaching-only jobs by age group, 2014-15 and 2024-
25
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2.1.8 Trends amidst crisis?

Finally, the HESA data allow us to analyse the diversity of staff in Politics departments.
In his 2021 report for the British International Studies Association (BISA) and the PSA,
Professor Chris Hanretty finds an increase in staff diversity over time, but with the
important caveat that senior positions continued to heavily over-represent white
men.?” To what extent have universities maintained this progress — albeit limited — in
the last few years?

On one hand, we find some positive indications on two fronts: ethnic diversity and
disability. The share of full-time staff (with a known ethnicity) from a non-white
background has nearly doubled since 2014-15 from 9.5% to 18%. This is roughly
representative of the UK population, though short of the proportion among Politics
students (27%). Likewise, the share of staff with a known disability has increased from
3% to 8% with no apparent slowdown. However, this is well short of the estimated
share with disabilities among working-age adults (roughly 24%) and among Politics
students (21%).
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Figure 13: Comparison of share of Politics staff, students and general population by
gender, ethnicity and disability, 2014-15 to 2024-25

On the other hand, a more troubling trend is found with respect to the presence of
women. The period between 2014-15 and 2020-21 saw a sustained increase in the

21 Hanretty, Chris. 2021. ‘Career trajectories in UK departments of Politics and international relations
A report for the British International Studies Association and the Political Studies Association’.
Available at: https://psa.ac.uk/wp-content/uploads/PSA BISA%20Report 0.pdf
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proportion of female academics in Politics, from 33% to 40%. This continued the long-
term increase in UK Politics departments traced by Pflaeger Young et al, roughly in
line with the rate of increase since the late 1980s.28 Yet in the three subsequent years,
progress appears to have stalled, with the proportion ticking up only one percentage
point in the three years following. There is not enough data to evaluate whether this is
a blip or a sustained slump. Either way, we remain some distance from parity, and
certainly well-short of the gender split in the student body which is estimated at 52%
female.

Diversity and the job market: are some groups more exposed?

To situate this within the broader trends in the Politics job market, it is important to
consider whether these may have consequences for EDI in the discipline. For
instance, are particular demographics more exposed to the worsening trends for early-
career jobs, or to volatility in demand for teaching? HESA data allows us to examine
some key job characteristics by sex, ethnicity and disability, up to 2024-25. However,
an important caveat here is that we can do this only for full-time employees (as with
much of our analysis). We focus here on the recent data, rather than describing trends
over time - since our focus is on the current staff body’s possible exposure to job
market trends, should they continue.

As of 2024-25, women in the discipline (working full-time) represent a similar share of
mixed and teaching-only jobs (40% each), but are substantially over-represented in
research-only jobs (57%). Women also continue to be under-represented in
Professorial (34%) and ‘Other Senior’ jobs (33%), with a stronger presence among the
more junior ‘Other’ jobs (43%). The share of women declines at the higher spinal points
(47:53 F:M at points 31-40, but only 34:66 at points 51+). Thus, trends that are bad for
ECRs could also have a negative impact on women’s presence, as with the post-
pandemic stagnation of research-only jobs (although, as shown above, these jobs
increased in 2024-25).

A similar picture emerges for ethnicity. The share of non-white staff is much higher for
research-only contracts (29%) than for other types. Likewise, non-white staff represent
a much lower share of senior Professorial (9%) or ‘Other Senior jobs (6%), against
21% in the ‘Other’ jobs. This is also evident when examining the data by spinal point:
non-white staff are 27% of those on points 31-40, 19% of points 41-50, and just 10%
of those on points 51+. Again, early-career and research job trends could potentially
stymie long-term improvements in diversity.

For disability, we also observe some differences in job type and seniority. Disabled
people are again less represented in mixed (7%) and research (9%) jobs, instead

28 Pflaeger Young, Zoe, Fran Amery, Stephen Holden Bates, et al. 2021. ‘Women in the Profession:
An Update on the Gendered Composition of the Discipline and Political Science Departments in the
UK'. Political Studies Review 19 (1): 12—36. https://doi.org/10.1177/1478929920905503.
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being more-represented in teaching jobs (11%), although differences are relatively
small. They are less likely to be professors, and more likely to occupy the lower spinal
points, making up 12% of those on points 31-40, 7% of those on points 41-50 and 6%
of those on points 51+. This relationship is less ‘linear’ than for women or non-white
academics, indicating a particular over-representation at the bottom-end. This implies
that trends in disabled people’s presence are especially sensitive to the hiring of
teaching/research fellows and junior lecturers.

% female
% nonwhite

% disabled

Figure 14: Share of staff who are female/nonwhite/disabled by job characteristics,
2024-25




Box 1: Student numbers and their relationship to staffing

Perhaps the factor with the most direct and obvious relationship to staffing is student
numbers. As we have mentioned, the relative boom-times of the 2010s for politics
departments were underpinned by record numbers of students choosing to study
Politics at university. This raises the question of whether more limited student
recruitment since has largely been driven by weakening demand. Naturally,
universities may not respond to student numbers instantaneously, so we examine
whether staff numbers change on a one-year time lag.

Figure 15 shows this relationship. We find that changes in student numbers are
relatively predictive for subsequent changes in staffing. Staff numbers fell following
falls in Politics student numbers in 2019-20. This, alongside the pandemic, may
explain falling staff numbers in 2020-21, although total staff numbers showed lower
growth despite a larger increase in students in 2019-20. Student numbers bounced
back strongly in 2020-21, in Politics as in other subjects, and we see a corresponding
rise in staff the following year. However, as Politics student numbers have declined
since 2021-22 (with a sharp fall in 2022-23), staff increases have gradually come to a
halt. This is mirrored by total student numbers, which began to fall in 2023-24, and
staff numbers across academic disciplines subsequently achieved zero growth in
2024-25.
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Figure 15. Year-on-year change in (lagged) FTE staff nhumbers against student
numbers (CAH Level 3 subject 15-03-01 Politics). ‘Total staff’ refers to academic staff
in academic cost centres. Credit goes to Professor Helen Williams (University of
Nottingham) for the idea underpinning this analysis.
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2.2 The current state of the sector: evidence from job advert data

2.2.1 Summary

This section presents the results of analysis of job adverts data from jobs.ac.uk derived
from two sources: the Internet Archive and an archive of emailed job alerts for new
jobs advertised in Politics and Government. We use these to corroborate the HESA
findings while also providing a more up-to-date picture (given the currently available
HESA data ends in December 2024) and more granular analysis on the trends in type
of job through text analysis of job titles.

Key findings

1. Rates of advertising both in general and in Politics and Government rose until
2019, dropped suddenly during the onset of Covid-19, and have not recovered
since.

2. Politics has fared poorly since 2019 when compared with other disciplines in
the social sciences and humanities.

3. The last calendar year (2025) saw the lowest rates of Politics jobs being
advertised on record, at 469, compared with a 2012-2024 mean of 836 a year.

4. Post-docs are the most common jobs advertised over this period (32%) with
entry-level Lectureships behind these at 23%, PhD positions at 14% and teaching-
only roles at 11%.

5. Much of the growth in advertising leading up to the post-Covid decline was in
temporary jobs, especially postdocs, while the decline since has been evident in
both temporary and permanent jobs.

6. Similarly, much of the growth and subsequent decline in Politics jobs took place
in research-intensive universities.

2.2.1 Overall trends from Internet Archive data

First, we present the results from the analysis of the Internet Archive’s snapshots of
the jobs.ac.uk homepage. This provides an overview of the overall rates of advertising
on jobs.ac.uk over time, contextualising the discipline-specific results that follow and
allowing for a range of insights that help confirm and complement the analysis of HESA
data. Methodological details are provided in appendix A2.

Starting with the overall trends in academic job adverts over time, we see significant
growth up to around 2019, then a dramatic drop in early 2020, likely attributable to the
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Covid-19 pandemic and associated economic and policy uncertainty.?® Subsequently,
we see a return to similar levels of job adverts by 2022, but then sizeable drops in both
2024 and 2025 as the current financial crisis in higher education takes hold. Note that
in these figures a point represents an observation of a captured url and the trend line
is estimated using a generalised additive model. Trends in the Politics and
Government category specifically appear broadly similar, albeit with a peak a little
earlier (perhaps due to growing demand from students following Brexit and the Trump
election of 2016), but also showing a severe dip from 2024 onwards.

Finally, we can compare trends in advertising in Politics and Government with a set of
other comparable subjects. To account for differences in the overall size of the
disciplines, the y axis represents an index conditional on the first observation, so a
value higher than 1 indicates more jobs being advertised than at the beginning of 2015
and a value lower than 1 indicates fewer jobs. This suggests that while all subjects are
experiencing extreme slowdowns in hiring (at around half the rate at the beginning of
2015), Politics has been particularly adversely affected since 2020. While some of this
trend in Politics may be a reversion to the mean following a boost in interest due to
external events in the mid-2010s, it is significant that advertising across all subjects
are in rapid decline. This suggests that declining student demand in Politics specifically
is not primarily driving lower advertising rates.

8000

6000

All jobs

4000

2015 2020 2025
Date

Figure 15: Trends in overall academic job adverts on jobs.ac.uk, 2015-2025

29 Note that as jobs were advertised over multiple weeks (and therefore will be counted in multiple
snapshots) and some may also span academic disciplines, and it is not possible to drill down further
into the specific job adverts with this data, there will very likely be duplication of jobs in these counts.
However, given this duplication is not expected to vary significantly over time (ie jobs are unlikely to
be advertised for significantly longer or shorter now than in 2015), we do not think this meaningfully
affects our analysis and interpretation. Note also that the subsequent email analysis handles this
duplication issue, and finds broadly similar trends.
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Figure 16: Trends in Politics and Government job adverts on jobs.ac.uk, 2015-2025
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Figure 17: Comparison of trends in Politics and Government job adverts on
jJjobs.ac.uk with other subjects, 2015-2025

2.2.2 Politics-specific trends from email alerts data

Next, we present results looking in more detail at trends in Politics and Government
adverts specifically, based on analysis of jobs.ac.uk weekly emails providing
notifications of new jobs in the field. To carry out this analysis, we analysed all the
weekly email alerts from 1 January 2012 to 16 December 2025, converted these to a
plain .txt file (using Thunderbird), and then analysed these in R using simple text-as-
data methods. As all jobs are new and most are individually listed with details of the
advertising employer, this approach does not have the issues of duplication as with
the Internet Archive data above, and also allows for more detailed analysis by job and
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HEI type. It also permits restricting the analysis to UK HEI jobs only, as opposed to
other types of jobs advertised on the jobs.ac.uk platform. More details on the data and
methodology is presented in appendix A2.

Using this data, we reveal a clear decline in advertising from 2024 onwards: the
average weekly number of advertised jobs is currently around half what it was in 2021.
Adjusting these advertising rates by the overall size of the sector only slightly changes
the picture, suggesting greater proportionality in advertising relative to current
employees up until the Covid shock, whereupon the rate of advertising declines
significantly.?® Finally, we also compare across years by presenting the cumulative
jobs advertised for each calendar year in our sample. This indicates again that both
2024 and 2025 have seen significantly fewer Politics and Government jobs advertised,
with 2025 being the worst year on record with only 469 jobs advertised, compared to
a mean of 836 jobs advertised a year between 2012 and 2024.

40
30

20

New weekly jobs

2015 2020 2025

Figure 18: New weekly jobs in Politics and Government in UK HEPs, jobs.ac.uk job
alerts, 2012-2025

30 \we adjusted the job totals on an annual basis using HESA data, which is why there are no
estimates after 2024-2025, as that is the latest data available. We did this by dividing the weekly jobs
count by a variable indexing the total FTE working in Politics according to HESA, which is indexed at
1in 2012-13 and grows from there.
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Figure 19: New weekly jobs in Politics and Government in UK HEPs, adjusted for
sector size, 2012-2025
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Figure 20: Cumulative weekly jobs in Politics and Government in jobs.ac.uk job
alerts by year

2.2.3 Trends by job and HEI type

Next, we show change over this period by job type, noting the caveat above that some
jobs are not included in this analysis due to data limitations. Frequencies for job type
are presented in Table 1. In addition, we attempted to distinguish between those that
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were permanent or not by combining this job type classification with an additional filter
as to whether the job title mentioned that the role was temporary. Frequencies for this
variable are presented in Table 2.

Table 1: Frequencies for job type variable

Job type N %
Post-doc 3277  32.35
Lecturer 2340 23.10
PhD 1410  13.92
Teaching 1147 11.32
Senior Lecturer 967 9.54
Professor 360 3.55
Other 238 2.35
Other 166 1.64
fellowships

HoDs etc 120 1.18
Visiting 106 1.05

Table 2: Frequencies for job permanence variable

Permanent \ Yo

\o 1617 15.57
Yes 3612 35.65
>hD 1410 13.92
Jnknown 192 1.86

Using these definitions, we can also identify trends by job type and job permanence.
Post-doctoral positions, teaching roles and lectureships all saw increases until 2019,
with declines since — and these patterns are particularly stark for postdocs. Advertised
PhD positions have seen more dramatic declines between prior to Covid and now,
roughly halving in that time. Senior positions are also advertised less over time, but
these trends are less obvious as there are fewer of these jobs advertised generally,
which is possibly due to the fact that senior roles may be filled from within departments
rather than recruited externally. Overall, precarious jobs become more common early
in the period looked at, but with both fixed-term and permanent job types declining at
similar rates from a peak around 2018.
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Figure 22: New weekly jobs in Politics and Government by job permanence, 2012-
25

This is broadly consistent with the HESA analysis in terms of jobs roles, except in
relation to teaching-only roles: in that category, the jobs.ac.uk data suggests that
recruitment trends for teaching positions are static, while the HESA data finds an
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increase. This could be explained in a few ways. First, the coding of job adverts may
be under-inclusive of teaching roles given that lectureships in particular could be
teaching-intensive positions but might not signal this in their job titles. Second,
teaching-intensive roles might be more likely to be recruited internally in the first
instance rather than advertised externally. This may be particularly the case for
temporary teaching assistants who are often recruited from current post-graduate
researchers within departments.?’

Finally, we also look at change in advertising rates based on university type using the
same Boliver clusters as with the HESA analysis. This shows that much of the activity
in terms of the growth and subsequent decline has been at the research intensive
universities (cluster 2). This aligns with the HESA analysis, which identifies a
recruitment boom in cluster 2 universities in the 2010s, as well as some growth (and
subsequent decline) in cluster 3 universities. Hiring at Oxford and Cambridge (cluster
1) has been remarkably consistent over this period, perhaps indicating less impact of
the pressures affecting the rest of the sector.

University type
1
_—2

3

New weekly jobs

2015 2020 2025
Date

Figure 23: New weekly jobs in Politics and Government by Boliver university type,
2012-25

31 However these temporary staff would also be likely be under-represented in HESA data, as they
may not be employed on the reference date and also may be considered ‘atypical’ staff and therefore
not reported.
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3. Conclusions and Recommendations

3.1. Summary of Results

By combining official data on the stocks of academic staff with finely-grained and more
up-to-date data on job advertisements from the main clearinghouse for academic
postings, we have built a picture of the health of Politics and International Relations
departments in UK HEPs over the past decade. Overall, our analyses converge to
depict a field marked by three key shifts: (1) reasonably strong growth from 2012-19;
(2) a sharp shock and (partial) rebound associated with Covid-19; and (3) consistent
and unprecedented declines from 2022-25. Moreover, these recent downward trends
are more pronounced in ways that affect junior colleagues and those on fixed-term
contracts particularly negatively, as well as those at research-intensive institutions.

In the absence of meaningful structural change to universities’ finances, this presents
a troubling picture for the foreseeable future. For early career researchers in Politics,
the implication is that opportunities to progress and gain permanent employment in
academia - whether in traditionally ‘mixed’ roles involving both education and research
responsibilities, or in roles specialising in either area - will continue to become
increasingly scarce. For more established colleagues, their work will become even
more intensified and challenging as more work is shared out among fewer members
of staff. For the discipline and the sector as a whole, there is the risk of a lost
generation of academic researchers who are unable to apply their specialist skills to
advancing knowledge and innovation, in a particularly wasteful form of ‘uncreative
destruction’.

3.2. Discussion and Implications

We conclude by discussing the implications of our findings for constructive action that
can be taken at different levels of UK HE. Again, we emphasise that the
recommendations we advance in this section are our views alone, and do not
necessarily represent those of the PSA, its trustees, or the Early Career Network.
Here, we consider the implications for Politics as a discipline, the scholarly community,
the higher education sector more generally, policymakers, and for individuals. Given
our disciplinary focus, we emphasise ways forward for Politics. However, many of the
national-level solutions would benefit HE as a whole. As the primary decision-makers
regarding the main sources of HE funding, there is no doubt that the difference will
ultimately be made by national and devolved governments.®? Therefore, we focus on
pragmatic avenues that recognise the significant constraints of key actors, as well as

32 Note that as HE is a devolved responsibility, the particular changes to policy required will vary
across England, Scotland, Wales and Northern Ireland. However, our analysis of the crisis (and the
underlying financial problems) pertains to all four of these nations, albeit with differing current policy
settlements, meaning appropriate solutions will vary for each nation. .
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the current expressed priorities of the UK government of achieving economic growth
in the context of tight budgets and lower levels of migration.

First, Politics as a discipline should build on recent success in attracting undergraduate
students. The strong growth in the 2010s, as evidenced by staff numbers and
advertisements, was underpinned by a boom in student demand facilitated by a
supportive policy environment. A good starting point would be to understand why this
has not been sustained: growth in Politics applicants has not significantly outpaced
other disciplines since 2018. To a certain extent, interest in Politics is perhaps
unusually influenced by external factors such as current events rather than things we
can influence. A further challenge is presented by a demographic environment in
which the number of university-age young people will soon be declining rather than
growing.33 However, professional bodies can and should think more deeply about the
ways we promote the discipline. There is already good work done on this by bodies
such as the PSA and the British Academy, for example showing that Politics is a high-
value degree subject that leads to strong employment outcomes and future earnings.3
This could be even more strongly emphasised across the discipline, given that these
motivations are likely to be increasingly strong in prospective students’ degree
selection due to the job market challenges of recent graduates.

Second, as a scholarly community, we should also be wary of claims that there is not
an underlying funding crisis driving these labour market dynamics, and instead seek
to work together to make the case for greater investment in HE. For example, while
we find that staff spending has fallen in real terms, it is no lower than 2017-2019 levels
in terms of its share of income/expenditure, whether we look at total staff or Politics
departments specifically: the current challenges for academic staff by-and-large come
from the size of the pie rather than how it is divided. Furthermore, the teaching-
intensive universities of Cluster 3, which attract fewer international students and face
the most acute funding problems (given increased competition for domestic students
following the removal of the admissions cap), are exactly where hiring/staff numbers
are falling most. HE finance more generally is clearly under strain, as evidenced by
numerous reports and data, with particular risks to the provision of specific subjects
across the country.3% 36 For this reason, the sector would likely fare better in making

33 Bekhradnia, Bahram. 2024. ‘Student Demand to 2035’. Higher Education Policy Institute.
https://www.hepi.ac.uk/wp-content/uploads/2024/10/Student-Demand-to-2035.pdf.

34 British Academy. 2025. ‘Politics and International Relations provision in UK higher education’.
Available at: https://www.thebritishacademy.ac.uk/documents/5599/Politics-International-Relations-
Provision-UK-Higher-Education.pdf
35 pwC. 2004. ‘Financial Sustainability of the UK Higher Education sector, January 2024’. Available
at: https://www.pwc.co.uk/government-public-sector/education/documents/higher-education-financial-
sustainability-report.pdf ; Office for Students. 2025. ‘Financial sustainability of higher education
providers in England: November 2025 update’. Available at:
https://www.officeforstudents.org.uk/publications/financial-sustainability-of-higher-education-providers-
in-england-november-2025-update/
36 British Academy. 2025. ‘Cold spots: Mapping inequality in SHAPE provision in UK higher
education’. Available at: https://www.thebritishacademy.ac.uk/documents/5877/Cold spots_-
Mapping inequality in SHAPE provision in UK higher education.pdf
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the case to central government for increased funding if it was able to present a united
front in doing so.

Third, there should be further research and wider communication of the problems
created by the breakdown of routes for early career progression in UK HE. This should
focus on the career intentions and trajectories of early-career staff and current PhD
students, and the opportunity cost of these. Compared to prior periods, is there a
higher rate of exit from this pathway? Are those with highly valuable
technical/transferable skills selecting out, having more secure or better-paid options in
industry or the third sector? While the analysis presented here is a starting point for
understanding these trends, this could be supplemented by looking at a broader range
of disciplines and through greater use of qualitative case studies, particularly of those
who have left academia due to a lack of opportunities.?” If this is the case, then as well
as weakening UK HE’s skills base, it implies that core planks of UK HE strategy — such
as research council funded PhDs and ringfenced funding for training — have become
more inefficient in ways that are not currently reflected in cost-benefit analysis.

At the individual-level, a key implication for early career researchers and Politics
departments is to recognise the structural nature of the crisis. While the consequences
of a severe slowdown in academic hiring are individualised, the causes are not.
Greater acknowledgement of this might provide some solace to those facing
unemployment, job insecurity and associated mental health issues, as well as the
necessity to change course away from a career path to which they have devoted
considerable time and energy. Line managers and decision-makers in departments
also play an important role here: awareness of the current challenges of the job market
could lead to greater understanding of, and support for, alternatives to formal
academic careers (such as in applied social research in the public or private sector),
where ECRs can still usefully apply the knowledge and skills they have developed
over their career to date.

Finally, we outline implications for policymakers. First, the UK government can
immediately begin by unwinding some decisions that have a negative financial effect
on the sector. An obvious place to begin is with the widely decried proposal for an
international study levy on institutions in England, which UUK estimate will cost the
sector £735 million annually if it is introduced from 2028-29.38 Another is the decision
not to address the significant increase in pension costs for those providers who are
part of the Teachers’ Pension Scheme, either through greater financial support or

37 To facilitate replication of this analysis for other disciplines, the R code used for the job advert
analysis had been made available at Harvard Dataverse.

38 Universities UK. 2025. ‘The financial impact of government policy decisions on universities’.
Available at: https://www.universitiesuk.ac.uk/latest/insights-and-analysis/financial-impact-
government-policy
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flexibility.3® Universities are particularly vulnerable to sudden or unexpected changes
in costs as they cannot easily increase their fees for the vast majority of students, and
therefore have limited scope to raise income. Even with the intention to redirect the
money raised from the levy to support disadvantaged students, when seen in the
context of other policy changes which have been detrimental to universities’ bottom
line, such as the increase in employer Nis from April 2025 (estimated additional cost
of £430m annually) further taxation of a troubled sector seems difficult to justify.

Second, the UK government should urgently reconsider its broader approach to higher
education funding in England. This should recognise that the current system is
unsustainable. Most universities do not recover their costs in teaching domestic
students: the Financial Times estimates an average annual loss of £2,500 per
student.® At the same time, student debt is increasingly burdensome, meaning that
ever-increasing tuition fees will always face political constraint.4! Alternatives such as
increased direct grant funding for teaching and research in strategic priority areas or
a broad-based graduate tax should be considered.*? Any such policy change should
also account for the differential effect of funding structures on disciplinary areas (as
highlighted by the 2019 Augar review).*3 While recognising the fiscal constraints faced
by the current administration, a new funding settlement could support the UK
Government’s stated priorities in achieving economic growth that benefits
communities across the country, boosting economic productivity and reducing cost of
living pressures for students and recent graduates.

Finally, we reinforce calls for a stronger recognition of the contribution of social
sciences and humanities by policymakers. The narrative emanating from successive
governments has often been STEM-focused and some have suggested an ‘anti-
humanities subtext’ in references to ‘low-quality’ and ‘dead-end’ courses.** Recently,
initiatives such as SHAPE (‘Social Sciences, Humanities and the Arts for People and
the Economy’, developed by the British Academy) have offered a similarly powerful

39 Mirza-Davies, James, Joe Lewis, and Stephanie Cunningham. 2026. ‘Universities and the
Teachers’ Pension Scheme’. March 13. https://commonslibrary.parliament.uk/research-briefings/cbp-
10200/.

40 Financial Times editorial. 2024. ‘Britain’s universities are on an unsustainable path’. Available at:
https://www.ft.com/content/1cd058ce-43f3-468e-8416-9331edec7cdb

41 Jones, Rupert. 2026. ‘Student loans: “My debt rose £20,000 to £77,000 even though I'm paying”.
The Guardian. https://www.theguardian.com/money/2026/jan/23/student-loans-graduates-plan-2-
interest-rates

42 Bolton, Paul and Lewis, Joe. 2025. ‘Higher education finances and funding in England’. House of
Commons Library. CBP10037. Available at:
https://researchbriefings.files.parliament.uk/documents/CBP-10037/CBP-10037.pdf

43 Augar, Philip et al. 2019. ‘Independent panel report to the Review of Post-18 Education and
Funding'. Available at:
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/805
127/Review_of post 18 education_and_funding.pdf

44 Roberts, Gabriel. 2021. ‘The Humanities in Modern Britain: Challenges and Opportunities’. Higher
Education Policy Institute. Available at: https://www.hepi.ac.uk/wp-content/uploads/2021/09/The-
Humanities-in-Modern-Britain-Challenges-and-Opportunities.pdf
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narrative from disciplines such as Politics about their importance.*® Crucially, this is
not in competition with STEM, but rather recognises that important contemporary
challenges (from Al to climate change) must be understood and managed through the
study of the human world. Recognition as well as resources matter for people’s sense
of being valued in UK HE and their likelihood of pursuing careers in it, for how much
businesses and third sector organisations want to engage with and support our work,
and for how the public perceive the value of everything we do - from education to
research and impact.

45 British Academy. 2026. ‘This is SHAPE'. Available at: https://www.thebritishacademy.ac.uk/this-is-
shape/
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Appendix
A1. HESA data and methodology

This section provides more information on the HESA data and methodology applied in
that analysis. Our analysis depends on reprocessing public data; no data was obtained
from HESA specifically for this project. We rely on a number of published tables
representing subgroup totals of staff, which we can filter to obtain total staff meeting a
certain set of criteria. An important caveat is that all cell counts are rounded to
multiples of 5. This means that calculations involving small proportions will be less
precise — we avoid these for the most part or otherwise mention this problem where
relevant. The HESA data includes information on the groups presented in table A1.
Note that we cannot combine all subgroups with each other; rather, analysis is possible
for more than one subgroup depending on the intersections that are published by
HESA (listed in the final column).

HESA data has a number of limitations.

1. Coverage of higher education providers is very high, but some exceptions exist.
Academic staff data is complete for providers eligible for public funds (since
2019-20, in England and Northern Ireland this has meant registration with the
Office For Students in the Approved (fee cap) category). There has been a
recent growth of unregistered providers, mainly franchised providers providing
teaching on behalf of another HEP, although this is still a limited phenomenon.4®

2. It lacks a breakdown of permanent/open-ended versus fixed-term staff, as
HESA does not publish the intersection of this with cost centre.

3. Reported contract levels lack granularity below the senior level: for example,
we do not know the numbers of lecturers (usually corresponding to an assistant
professor level in North American terminology) versus associate professors
versus teaching/research fellows. Consequently, it is more difficult to evaluate
qualitative changes in the job market than the headline head-counts, although
we can still learn something in this regard from the breakdowns of full-time
versus part-time staff and employment function (teaching/research/both), as
well as how these intersect with age group which can be a reasonable though
obviously imperfect proxy for ‘early career’.

4. This data does not reflect changes into the 2025-6 academic year: it includes
part of the recent slump shown in the subsequent analysis of jobs.ac.uk data,
but not the nadir of the current market. Insofar as the story lines up — which, as

46 Department for Education analysis shows that 5.7% of students were taught at unregistered
providers in 2022-23. Dickinson, Jim. 2025. ‘DfE steps in to require franchise partners to register with
OfS’. Available at: https://wonkhe.com/blogs/dfe-steps-in-to-require-franchise-partners-to-register-
with-ofs/
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we will show, it mostly does — we could expect more recent data to show an
even more negative picture, at least on headline staff numbers and changes.

5. There is evidence that some providers have turned to sub-contracting
arrangements for some academic staff, meaning their contract of employment
would not be directly with the university. In this case, they would not be included
in the statutory return. This has been occurring at some post-92 Universities in
particular, as providers seek to cut costs from the Teachers’ Pension Scheme
(with its high rate of employer contributions). However, this phenomenon still
appears limited, and is only likely to affect the most recent data (2024-25).4"

6. A significant limitation of this data is the limited coverage of ‘academic atypical’
academic staff. Formally, these staff are described by HESA as those ‘whose
contracts involve working arrangements that are not permanent, involve
complex employment relationships and/or involve work away from the
supervision of the normal work provider'. This includes many academics on
hourly-paid, casual worker arrangements - including many of those working as
research or teaching assistants.*® HESA estimates that roughly 23% of
academic staff are atypical, but only 2.3% of FTE staff.#® For atypical
academics, minimal data is collected and hence produced by HESA, and
virtually all the analysis that follows omits atypicals. However, atypicals are
included in the FTE staff numbers. Thus, non-FTE analysis could potentially be
sensitive to changes in the likelihood of these research or teaching assistant
jobs being included in the full return or the limited atypical return. As such,
where possible we triangulate between total and FTE headcounts. Numbers of
academic atypicals have generally fallen over time, which could reflect anti-
casualisation agreements. These changes to reporting could imply that
increases in staff are overestimates while decreases could be underestimates.

7. A similar issue may affect the staff spending data (which, alongside staff
numbers, we analyse below). In particular, PGR TAs have not always held
contracts formally classifying them as academic staff - consequently, spending
on these staff would not show up within academic staff costs. Again, it is likely
that this practice is becoming less common, potentially resulting in an artificial
increase in staff spending, or a more limited decrease.

47 For example, at Coventry University, roughly 200 staff were expected to be transferred to People’s
Future Limited (Rowsell, 2024) - although this is only a small proportion of its 2,340 academic staff.
Meanwhile, new recruits at Portsmouth are employed by a wholly-owned subsidiary of the University
(Hnatow, 2025).

Rowsell, Juliette. 2024. ‘Coventry to axe 92 jobs and transfer academics to subsidiary firms’. Times
Higher Education. Available at: https://www.timeshighereducation.com/news/coventry-axe-92-jobs-
and-transfer-academics-subsidiary-firm

Hnatow, Fiona. 2025. ‘Securing the Future: The case for Pension Reform in Post-92 Institutions’.
Higher Education Policy Institute. Available at: https://www.hepi.ac.uk/2025/06/02/securing-the-future-
the-case-for-pension-reform-in-post-92-institutions/).

48 White, Jonathan. 2016. ‘Precarious work is no longer atypical in academia’. Wonkhe. Available at:
https://wonkhe.com/blogs/analysis-atypical-academics-and-precarious-work/

49 Note that these figures are across all disciplines, not specific to Politics. The underlying number of
‘atypicals’ is not published at the cost centre level, only their numbers in FTE terms.
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Table A1: Groups included in the HESA data

defines higher education providers as
those awarding qualifications at level
4+ in England, Wales and Northern
Ireland and level 7+ in Scotland,
consistent with HE legislation. Data
coverage is based on public funding

Subgroup Codes Notes Sample |Intersections
Mode of [ Full-time / part-time As stated by the contract of staff. (FT | All Age group
employment includes staff who work full-time for Nationality +
part of a year and term-time only staff country
who work full-time during the term)
Contract level Professor / other senior /|‘Other  senior’ includes senior|Full-time [Sex, employment
other contract level management, head of schools, senior | staff function
function heads (levels A-E here) Age group,
‘Other contract level’ — all academic employment
staff below senior levels function
Ethnicity,
employment
function
Disability,
employment
function
Academic Teaching only Based on contract; research-only|Full-time |Sex
employment Research only jobs can allow up to 6 hrs teaching | staff Age group
function Both teaching and|per week in term-time (including Ethnicity
research tutoring and preparation). Disability
Age group 25 and under / 26-30/ 31- All Employment
35/36-40/41-45 / 46-50 function, contract
/ 51-55 / 56-60 / 61-65 / level
66+ Mode of
employment
Sex Male / Female Annual self-assessment by staff | Full-time | Employment
(guidance to use sex on legal|staff function, contract
documents if unsure). Other/refused level
categories exist, but low cell counts +
methodology change -> unreliable
data
Disability (self-|Known to be disabled / | Annual self-assessment by staff into | Full-time | Employment
assessed) No known disability ‘no known impairment’ or one of nine | staff function, contract
categories (including a category for level
other, not listed impairments)
Ethnicity White / Black / Asian /|Annual self-assessment into full list of | Full-time | Employment
Mixed / Other census categories, simplified into five | staff function, contract
categories. level
Nationality UK/ EU / Non-EU Legal nationality of staff, simplified to | All Mode of
three categories employment
HE provider [Name] Provider of higher education. HESA | All
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of providers and Office for Students
registration (in England).

Nation England / Scotland / (Nation of employer, not staff|All Nationality, mode
Wales / Northern Ireland | domicile) of employment
Region East Midlands / East of [ (Region of employer, not staff|All N/A

England / London / North | domicile)
East / North West / South
East / South West / West
Midlands / Yorkshire

HESA source data tables

Figure 1.

DT031 Table 8 - Expenditure - breakdown by HE provider, activity, HESA cost centre
and academic year. https://www.hesa.ac.uk/data-and-analysis/finances/table-8

Figure 2.

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11

DT025 Table 21 - HE academic staff (excluding atypicals) by cost centre, age group,
source of basic salary, mode of employment and academic year.
https://www.hesa.ac.uk/data-and-analysis/staff/table-21

Figure 3.

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11

Figure 4.

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11

Figure 5.

DT031 Table 8 - Expenditure - breakdown by HE provider, activity, HESA cost centre
and academic year. https://www.hesa.ac.uk/data-and-analysis/finances/table-8

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11
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DTO031 Table 12. Analysis of staff costs by HE provider and academic year
https://www.hesa.ac.uk/data-and-analysis/finances/table-12

Figure 6.

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11

Figure 7.

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11

Figure 8.

DT025 Table 13 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, sex, academic employment function, contract levels and academic
year. https://www.hesa.ac.uk/data-and-analysis/staff/table-13

Figure 9.

DT025 Table 14 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, age group, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-14

Figure 10.

DT025 Table 14 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, age group, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-14

Figure 11.

DT025 Table 14 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, age group, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-14

Figure 12.

DT025 Table 14 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, age group, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-14

Figure 13.
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DT025 Table 13 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, sex, academic employment function, contract levels and academic
year. https://www.hesa.ac.uk/data-and-analysis/staff/table-13

DT025 Table 16 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, disability, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-16

DT025 Table 15 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, ethnicity, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-15

DTO051 Table 44. HE student enrolments by CAH level 1 subject, CAH level 3 subject,
level of study, mode of study and disability marker. https://www.hesa.ac.uk/data-and-
analysis/students/table-44

DTO051 Table 45. HE student enrolments with a permanent address in the UK by CAH
level 1 subject, CAH level 3 subject, level of study, mode of study, ethnicity and
academic year. https://www.hesa.ac.uk/data-and-analysis/students/table-45

DTO051 Table 46. HE student enrolments by CAH level 1 subject, CAH level 3 subject,
level of study, mode of study, permanent address, sex and academic year.
https://www.hesa.ac.uk/data-and-analysis/students/table-46

Figure 14.

DT025 Table 13 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, sex, academic employment function, contract levels and academic
year. https://www.hesa.ac.uk/data-and-analysis/staff/table-13

DT025 Table 16 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, disability, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-16

DT025 Table 15 - HE full-time academic staff (excluding atypicals) by cost centre,
contract salary, ethnicity, academic employment function, contract levels and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-15

Figure 15.

DT025 Table 11 - HE staff FTE by HE provider, cost centre, contract marker and
academic year. https://www.hesa.ac.uk/data-and-analysis/staff/table-11

DTO051 Table 46. HE student enrolments by CAH level 1 subject, CAH level 3 subject,
level of study, mode of study, permanent address, sex and academic year.
https://www.hesa.ac.uk/data-and-analysis/students/table-46
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A2. jobs.ac.uk data and methodology

This section describes the approach taken to producing and analysing the jobs.ac.uk
data. This approach and the R code used to implement it was developed with input
from generative Al, and replication data and code is available on Harvard Dataverse.
To begin with the Internet Archive method, firstly we used the Internet Archive CDX
API to collect all of the unique daily snapshot urls for the jobs.ac.uk homepage from
02-Jan-2015 until 09-Oct-2025. We then used a custom function to access each url
via R, download the source html, and process this using text-as-data methods to
produce a table of job categories and counts for each snapshot. In total, 1072 url
snapshots were coded, while 14 were unable to be coded. When restricting to only
academic jobs (as professional services jobs are also advertised on the platform), this
leads to an overall count of 6,498,505 job adverts over the period studied.

To next discuss the email alerts data, we should note that the filtering to UK HEPs
only, and the more detailed analysis by type and permanence, is only possible for
those jobs which are detailed in the email itself, which following a format change on
24-Mar-2020, consists of the first 20 jobs each week. This means 5.37% of advertised
jobs in our sample are missing this information, with this missingness skewed towards
more recent periods, meaning that job counts from March 2020 onwards may be
biased upwards slightly (thereby underestimating the current scale of the crisis), as
there may be some non-UK HEI jobs that remain in the sample. (As shown in Figures
A1 and A2 below, the overall patterns do not substantively differ if we look at all jobs,
not just those at UK HEPs).

The code was designed to extract three main fields for each job: the job title, its
associated institution, and a ‘multi-job’ field which accounted for those adverts
presenting multiple opportunities. In turn, once institution was captured this was then
fuzzy matched to a look-up table for UK HEPs. As both the approach to email
formatting and approaches to advertising was idiosyncratic over time (eg advertising
using the name of an institute or department rather than the university), there was a
need for some hand-coding to assign these to the correct institution. Overall, of those
jobs for which this information was available (94.63%), 70.26% of all jobs advertised
were identified as being based at UK HEPs, with the remainder being either at non-
UK institutions or not based at HEPs. Unless otherwise stated, in all of the analysis
presented the sample is restricted to jobs at UK HEPs.

To carry out this more detailed analysis by job type and permanence, we extracted the
job titles from emails and categorised based on the inclusion of certain text. Firstly we
carry out a ‘job type’ classification whereby jobs were placed into one of nine
categories (plus other) based on the job title used. For example, if the job title included
(case-insensitive) strings such as “phd”, “student”, “scholarship” or “doctoral”, this was
classified as being a PhD, while post-docs were classified as those job titles including

a range of terms: “post-doc”, “postdoc”, “Ise fellow”, “fellowship”, “research fellow”,
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“research assistant”, “research associate”, “research officer’, “researcher’” and
“officer”.

Next we created a job permanence variable, whereby if the job title included (again
case-insensitive) strings such as “fixed”, “ftc” or “temp”, or if the job type as above was
“Visiting”, “Other fellowship” or “Post-doc”, this was classified as not permanent, while
“‘Lecturer”, “Senior Lecturer”, “Professor” and “HoDs etc” were classified as
permanent, with PhDs kept separate and all others coded as unknown. Given the
growing number of permanent teaching-focused lectureships, these jobs were handled
more carefully, with "teaching fellow”, “associate lecturer”, “gta”, “teacher”, “tutor” and
“‘instructor" coded as temporary and any other teaching-focused roles coded as
unknown. This was validated based on hand-checking a random sample of 200 jobs.
A random sample of the job titles, coded institutions, job type and permanence are
presented in table A2 below, while the full data and specific approaches to coding are

available in the replication package on Harvard Dataverse.

Table A2: random sample of the jobs.ac.uk job data

Date Job title (verbatim) HEI Uni type Job type FTC | Permane
nt
17/01/2016 | Research Associate University of Bath 2 Post-doc | No No
14/02/2016 | Fully funded PhD Loughborough 2 PhD No PhD
studentships in the University
School of Social,
Political and
Geographical Sciences
12/12/2023 | Research Assistant University of 2 Post-doc | Yes | No
(Fixed term, Part time) Nottingham
02/10/2016 | Senior Lecturer Royal Military professional Senior No Yes
Academy Sandhurst Lecturer
15/03/2015 | Lecturer in Strategic Plymouth University | 3 Lecturer No Yes
Studies
25/02/2025 | Policy Analyst University College 2 Other No Unknown
London
05/03/2017 | Ten Doctoral University of 2 PhD No PhD
Scholarships Sussex
17/06/2018 | Research Associate University of Bath 2 Post-doc | Yes | No
(Fellowship in
International
Development) (Fixed
Term)
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19/01/2021 | ESRC Postdoctoral London School of Post-doc | No No
Fellow (7 posts Economics and
available) Political Science

05/06/2016 | Stipendiary University of Oxford Lecturer No Yes
Lecturership in Politics

04/11/2018 | Associate Lecturer A: Birkbeck College, Teaching | No No
War, Conflict & University of
Development London

17/09/2024 | Research Fellow University of Post-doc | No No
(108769-0824) Warwick

05/11/2024 | Associate Lecturer University College Teaching | No No
(Teaching) in Public London
Policy

31/07/2016 | Lecturer in International | University of Surrey Lecturer No Yes
Relations (Department
of Politics)

22/12/2019 | Research Fellow Northumbria Post-doc | No No

University

06/03/2016 | Two LSE Fellowships in | London School of Post-doc | No No
Public Policy and Economics and
Administration Political Science

16/09/2025 | Lecturer in International | Queen's University Lecturer No Yes
Relations Belfast

25/09/2016 | Associate University of Oxford Senior No Yes
Professorship in Public Lecturer
Policy

07/12/2014 | Emeka Anyaoku University of Visiting No No
Visiting Chair London

17/02/2013 | Assistant Professor in University of Dublin, Lecturer No Yes
Political Science Trinity College

Some notes on sample coverage: given the sample is taken from jobs.ac.uk adverts,
it is likely that coverage is not comprehensive, which has the potential to introduce
bias. Firstly, some jobs may not be advertised externally at all, and will therefore not
be captured in this analysis. As in the main analysis, we speculate that this may
particularly affect senior roles within departments (which are often promoted from
within), as well as temporary teaching roles, such as sessional teaching assistants
recruited from an internal pool of PGRs, which may explain the differences in the
reported rates of teaching-only staff between this data and that of the official HESA
statistics.
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Secondly, it may be the case that the sector or individual institutions vary in their use
of the platform over time. We did carry out a robustness check along these lines to
see if there was institutional variation across the time period (in part to see if this
explained the lower rates of advertising at the beginning of our study), and we found
none — institutions accounting for the vast majority of advertised jobs were consistently
present throughout the study period. Yet it is possible that some of the recent drop in
advertising rates could be due to a turn away from jobs.ac.uk towards advertising on
other platforms, such as LinkedIn.

Thirdly, the focus on the discipline of Politics as defined by those jobs advertised under
the Politics and Government category on jobs.ac.uk may exclude some multi-
disciplinary roles that might be considered Politics under a broader definition of the
discipline. Yet as jobs can be placed under multiple disciplinary categories, and the
adverts in the sample include those from cognate disciplines (such as Public Policy or
International Relations), the risk of this influencing our results seems negligible.
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Figure A1: New weekly jobs in Politics and Government in all HEPs, jobs.ac.uk job
alerts, 2012-2025
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A3. HEI table, including clusters from Boliver (2015)

This section presents (in table A3) frequencies for the top 100 reported institutions
featured in the jobs.ac.uk email alerts, along with their Boliver cluster to enable easy
interpretation of these clusters.

Table A3: Frequencies of the top 100 HEPs observed in the jobs.ac.uk email alert
today and their corresponding Boliver cluster

Institution Boliver n
cluster
1 University of Oxford 1 822
2 King's College London 2 479
3 University College London 2 449
4 London School of Economics and Political | 2 441
Science

5 University of Cambridge 1 422
6 University of Manchester 2 249
7 University of Birmingham 2 247
8 University of Edinburgh 2 243
9 University of Sheffield 2 234
10 University of Warwick 2 231
11 University of Exeter 2 230
12 University of Leeds 2 214
13 University of East Anglia 2 198
14 University of Glasgow 2 191
15 University of Nottingham 2 177
16 Cardiff University 2 147
17 University of Bath 2 140
18 Durham University 2 138
19 University of Sussex 2 138
20 University of Bristol 2 132
21 Queen Mary, University of London 2 131
22 University of York 2 127
23 University of Essex 3 117
24 Newcastle University 2 110
25 SOAS, University of London 2 110
26 Loughborough University 2 104
27 | Coventry University 3 103
28 Royal Holloway, University of London 2 95

29 Swansea University 3 93

30 Open University open 88
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31 Queen's University Belfast 2 87
32 University of Strathclyde 2 86
33 University of Kent 2 84
34 University of Liverpool 2 84
35 University of Southampton 2 84
36 Birkbeck College, University of London 2 78
37 University of Leicester 2 78
38 University of Portsmouth 3 74
39 Lancaster University 2 72
40 University of Reading 2 69
41 University of Surrey 2 68
42 University of St Andrews 2 64
43 City University 3 63
44 Dublin City University 3 63
45 Nottingham Trent University 3 55
46 De Montfort University 3 52
47 Oxford Brookes University 3 49
48 | Aston University 3 48
49 Northumbria University 3 46
50 University of Westminster 3 46
51 Keele University 3 45
52 Manchester Metropolitan University 3 45
53 University of Lincoln 3 45
54 University of Stirling 3 45
55 Sheffield Hallam University 3 41
56 University of London 2 41
57 University of Aberdeen 2 39
58 University of Hull 3 39
59 | Anglia Ruskin University 4 37
60 Cranfield University professional | 37
61 Liverpool John Moores University 3 36
62 Goldsmiths, University of London 2 31
63 London School of Hygiene & Tropical Medicine | specialist 31
64 | Aberystwyth University 3 28
65 Ulster University 3 27
66 | Canterbury Christ Church University 3 26
67 University of Greenwich 3 26
68 Brunel University 3 25
69 University of Huddersfield 3 25
70 University of Winchester 3 25
71 University of Dundee 2 23
72 University of Wolverhampton 4 23
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73 Midlands Graduate School Doctoral Training | DTP 22
Partnership
74 University of Brighton 3 22
75 University of Hertfordshire 3 22
76 University of the West of England, Bristol 3 22
77 Alan Turing Institute specialist 21
78 Middlesex University 3 21
79 University of Plymouth 3 21
80 University of Roehampton 3 21
81 University of Central Lancashire 3 20
82 University of Chester 3 20
83 University of East London 4 20
84 Imperial College London 2 19
85 University of Northampton 3 19
86 Glasgow Caledonian University 3 18
87 Bournemouth University 3 16
88 Edge Hill University 4 16
89 New College of the Humanities 4 16
90 University of Derby 3 16
91 University of West London 3 16
92 | York St John University 4 16

93 Northeastern University London new 15

94 City St George’s, University of London 2 14
95 University of Bradford 3 14
96 Bedford College Group 4 13
97 IES London 4 13
98 Leeds Beckett University 3 13
99 Regent's University London private 13
100 | University of Salford 3 13
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