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This paper will confront issues on Teaching Quality Evaluation (TQE) of educational programs and 
courses at research-centered universities with questions of better staffing in education (case study in Japan: 
the statistics to be given in our presentation). The confrontation of quality in education and gender issues in 
staffing might seem abrupt, but we will justify this by demonstrating how irrational it is to discriminate 
against women ������� in institutional organization. Little has been discussed relating to gender-linked 
matters, even though TQE has been discussed for a long time. Women’s aptitude, however, should be 
properly appreciated when we want seriously to enhance quality teaching associated with research and 
better staffing in university education. Accordingly, better staffing should mean not only to be prolific in 
research products, but also to be student-friendly, well-balanced in gender equality, and productive in 
human resource development. 

���������	
��������������������������������

TQE in higher education has been discussed in the context of ‘educational reforms’, which went 
through a period of worldwide ‘democratization’ and ‘massification’ in the 1970s, and then, as far as 
OECD countries concerned, a period of ‘universalization’ in recent years. The continuing process of 
reforms have suffered some implicit but significant damage from considering higher education as being 
“increasingly involved in a ‘real’ market” (Kogan �����. 1994: 22).  

Changes have occurred in staff management, including staff development and appraisal. In a recent 
rise of so-called ‘������	��	��’ in higher education institutions (HEIs), academics are now no different 
to company personnel. Strategic management of teaching staff is required at every HEI. Restructuring of 
decision-making processes at universities is now moving towards the top-down, private company-like 
governance model. This model probably fits best the most competitive environment of the market economy 
in which HEIs are involved. It is essential, however, to ask here whether a private company-like 
governance of academic personnel at HEIs will lead to true ‘better’ staffing. 

������������
��
���

It is remarked in the European University Association (EUA) report that “nowadays, most university 
institutions have adopted institutional policies to evaluate the quality of their teaching” (EUA, 2004: 28). 
As for the policies adopted by the institutions concerned, there seems to have been a strong political bias in 
favor of ��	�	�	�
 �����	�
 �������	��
 �������
 ��
 �
 ����
 ��
 �����
 �����	���. “However…”, the above 
mentioned report continues, “…these policies vary considerably both in their aims and procedures”. There 
are, it is true, a variety of TQE practices existing. Some HEIs combine policies for evaluating program, 
course provision and teachers, including course evaluation by students. In the UK, for example, the Quality 
Assurance Agency (QAA) introduced ‘peer observation of teaching’ into universities and some of them are 
engaged in this procedure. Askew (2004) points out that there is uncertainty about the purposes of peer 
observation of teaching. The contradiction results, it seems, from the incommensurable gap between 
QAA’s policy to evaluate university teaching and academics’ attitude towards peer observation of 
teaching, accepting it as long as it is an instrument of co-operation and self-development, which we do not 
discuss further here (As for further discussion, see Askew, 2004). Student evaluation of teaching are in 
practice in most English-speaking universities as well as in some French-speaking universities in 
francophone Switzerland and Canada, although it is not so popular at HEIs in France. Teachers are willing 
to use the results for skill development, while there is some link between promotion and teaching quality at 
an institutional level. A teaching portfolio is widely used (�	
 The �����������, quoted in EUA, 2004: 
43ff). The other HEIs, seemingly reluctant to practice TQE, are as yet recommended by external agencies – 
like the Comité national d’évaluation in France, the Conferenza dei Rettori delle Università Italiane in 
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Italy, ���. – to establish an internal quality assurance system of teaching and teaching staff in the 
institution. 

Those approaches to TQE, however, seem to show some convergence on the following points: use of 
performance indicators to judge quality teaching; a criterion-based evaluation system; and normalization of 
‘good’ teaching. Moreover, we should note that almost all the existing approaches can be summarized in 
the category of “	��	�	����	���
����������
��
�����	�
����	��” (Knight, 2002: 15). 

�������������
�����
�������
�����������������������������������

Let us turn to the case of Japanese universities. ��������������������������������������	�����������������
������������������������� is a national slogan of recent university reform taking place in Japan, issued by 
the Ministry of Education. In reality, however, the competition has alienated academics from their collegial 
bonds, traditionally observed in academic communities. Market mechanisms have been introduced, and 
then, far from making positive efforts to enhance the quality of their teaching and research, academic staff 
in departments get busy with questions of finance.  

������	�� is now in progress. ‘Rich’ professors stick out, whereas ‘poor’ lecturers blend in the 
background. Moreover, at the institutional level, universities are divided into ‘rich’ research-centered ones 
and ‘poor’ teaching-only ones. They are thus hierarchized in this politically introduced competitive 
environment in Japan. Academics, too, are divided into those who concentrate on research and those who 
are mainly in charge of teaching. At research-centered universities the academic staff members who are 
researcher and teacher at the same time in principle tend to deem course teaching a tiring routine job, 
giving priority to research productivity and laying less emphasis on teaching. This is by no means 
favorable to the quality of higher education in Japan. Breakdown in communication between the 
management sector and the others makes the situation worse. Obviously, this is the negative impact of 
deregulation policies adopted by the government in line with ongoing worldwide globalization in higher 
education.  

‘���������� can be a key word for understanding the state of the art of both teaching and learning at 
universities in Japan today. As regards TQE, it is mostly the expertise, competence, skills as well as 
accomplishments of the individual teachers concerned, teaching within individual disciplines, that are 
evaluated. In general, their co-operation doesn’t count. Students’ teamwork is not usually taken into 
account, either. We will note the paradoxical fact that students, especially those who are enrolled in 
graduate schools where they are supposed to make more contribution to society in scientific ways, tend to 
experience a feeling of ��������� from society. 

���	����������	����������	����������

An increasing demand for more productivity in research, lack of seriousness in teaching, poor concern 
for the resources of teaching/learning environments, these conditions may endanger the future development 
of research-centered universities in Japan. Although the number of students who go on to graduate schools 
for further study and research is always increasing among universities, professors are failing to guide high 
quality students along the academic career path. We recognize an 	������	�
��������
�����
����	��
���

��	����	��, mostly at the interface between Master’s and Ph.D. program, and this is the case especially for 
those students who achieved very good results in their studies. We will discuss this point later. 

Research-centered universities should be a ‘reserve pool’ of young academics. We suggest that human 
resources must be stocked and mobilized in appropriate ways. It is important, therefore, to monitor 
students’ behavior in view of securing sufficient influx of junior researchers (�
�
 ���������� and �����
����������) into the in-university academic career path. From this perspective, TQE at any level should be 
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designed to identify students’ interests, motivations and expectations as to graduate-school education, as 
well as their projects in career design, so as to examine if the content and attitudes of teaching in the 
programs as well as the courses concerned are relevant or not.  

��������������������	��

In the following case study, we will see that very few female students have found a role model in the 
university. The present unbalanced staffing in terms of gender equality seems to have prevented female 
students from finding a role model on campus and, consequently and unfortunately enough, have made 
them leave university. Those female students who are high achievers have a highest rate of leaving. This 
phenomenon will be called ‘early female brain drain’. It undermines quality staffing of university 
education in Japan. 

(Taro Mochizuki) 
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There was a rapid increase in the number of university students starting in the early 1990s in Japan. 
High school students entering universities gradually increased from the steady level of 30% in the 1980s 
up to nearly 50% of the total high school graduates in 2001. In parallel, in the case of Osaka University, 
which we here report as a case study, had an increase in the total enrollment from approximately 2100 to 
3000 in the undergraduates, with female students accounting for more than half of the increase. There was 
also an increase in the number of students in the School of Science (from less than 200 to 270) in both 
male and female students, as well as in the department of biology (from 20 to 27), where female percentage 
has been exceptionally high in science fields, in some years reaching 60%.  

The increase in the sector of biological science, the Graduate School of Science did not start like the 
burst in the number of undergraduates until the university experienced a graduate school-based university 
reform in 1996. In this reform the Government started to supply more financial resources to the graduate 
school-based national universities, together with the increased funding for postdoctoral fellows that were 
planned to accommodate the graduates of Ph.D. programs. Female students started to increase in the sector 
of biological science, the Graduate School at about the same time, and continue increasing to date. Overall 
statistics shows the percentage of female students in Japanese national universities were 33, 23 and 22% 
for undergraduate, master’s and Ph.D. program, respectively, in 1998. Similar numbers, 26, 28 and 29% 
are found in Osaka University, and slightly smaller numbers, 18, 21 and 16% are found in the School of 
Science in 2004.  

!���������	��������������
����"#�$�

At the interface between master’s and Ph.D. program, half of the students leave university. 54% (male 
53%, female 56%, out of respective totals) find jobs outside the university in the case of biological science 
(2000-2003). The statistics show, that among the grade-wise top 10% students, 86% female students 
choose to work while the score is as low as 30% for male students. There is a large gap between male and 
female decisions in the top group: 5 times more males opt for university than females. However, the gap 
becomes narrower when calculated in the top 30% (47% female, 67% male for job), and in the entire 
population as described above. These numbers clearly indicate that female students ranked in the top class 
choose jobs, not university. These calculations are based upon data of a total of 207 students and may be 
relied upon.  
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In order to address why half of the students leave university, and why more females with good 
aptitude leave university, we made up a questionnaire on a website and asked 51 graduates for answers and 
25 responded. According to their answer, 75% of the master graduates are positive about the quality of the 
graduate school education and research. Despite this, all of them chose jobs. From the answers to the 
questionnaire, the following 6 issues seem to explain why more than 50% leave university.  

 

1. Professors do not supply an attractive role model for graduate 
students  

Students are not motivated by the presence of their professor to 
continue the graduate school program, eventually to become a 
researcher or a university professor.  

2. A very long postdoctoral (PD) period and financial instability 

Some ex-graduate students of one of the authors (S.O.) have been 
doing PD studies for more than 10 years, and they are not 
exceptional in Japanese science. In the population of graduates with 
Ph.D. degrees during 1999-2004, only 17% found job and 84% 
became PD fellows with no income. The job market is extremely 
small in Japan and there is no instant job in universities. With 
very rare exceptions, all Ph.D. graduates are expected to 
experience a PD period before being recruited by a university. 
“Project 10,000 PD fellows” started in 1996 by Japan’s 
government to employ doubly increased Ph.D. graduates from graduate school-based universities, 
which most of the research-centered national universities in Japan were reformed into. PD fellows claim 
instability in social status, finance and naturally little hope for future. Since job markets show no sign 
for expansion, the PD period continues to lengthen yet.  

3. A feeling of isolation from society during study in the graduate school 

In the web questionnaire we also asked how the graduates define the graduate school. Among suggested 
key words, the top two answers revealed unexpected figures: 18% have a feeling of isolation from 
society, 15% think it is a hobby world. Then come those who 
“search for intellectuality” (14%). 

4. Long time labor and competition in the graduate school 

The university, especially the graduate schools force staff and 
students to work for a long time and expose them to competition 
on an international basis. Some of the web answers can be 
analyzed to reveal that graduates think university itself is an 
attractive workplace but to get there as a junior researcher, they 
have to experience a very long period of PD life, sometimes lasting 
more than 10 years. 

5. Jobs are very hard to find after graduation from a Ph.D. program 

This is true for job hunting scenes in Japan. Most companies welcome 
undergraduates, rather then those with a master’s degree. Few recruit Ph.D. graduates. 

Q: You found a role model in your professor.  

Q: What is graduate school for you? 
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6. Jobs are more attractive than universities 

In comparison with university, jobs give graduates stability in their social status and financial situation. 

��������
��
	�����
�����������������	������	�����%���������������������	��

These foregoing issues become critical when we focus on the situation for women. It is consistently 
worse than for men. Even though 67% of female graduates answered “no” to the web question if “they ever 
experienced gender discrimination in laboratories, they worked in at graduate school”, many females leave 
university and, as described above, this is the case with a higher percentage in the top grade group, a 
phenomenon that can be called “early female brain drain”.  

There are a number of reasons that may explain the gender-specific early brain drain in Japan. Some 
are summaries of what we have found in response to the web-questionnaire.   

7. Extremely low percentage of female faculty members in Japanese university 

According to 2003 OECD statistics, in member countries, where female academic staff in universities 
averages 36%, Japan’s score is least at 14.1%. A recent ������ editorial reports (“Action, not words”, 
������ 436: 151, 14 July 2005) that in this rate there are fewer than 4% of full university science 
professors. The scores are much lower in a research-centered Osaka University. The percentage of female 
professors reaches 3, 0, 3 and 0% (2004), respectively on each scale, i.e. the whole university, the 
undergraduate School of Science, the Graduate School of Science, and the department of biology, 
respectively. These numbers are in sharp contrast to the increased numbers of female students of school of 
science: 18, 21 and 16% (2004), respectively in undergraduate, master’s and Ph.D. enrollment.  

8. Very few female role models around 

The web questionnaire shows that 63% of female graduates did not find a role model in the graduate 
school. An average figure for female researchers in Japanese universities can be roughly classified into 
three cases: 1) single, no children, 2) married, without children, and 3) married, with children. A brief 
historical view of Osaka University, department of biology shows that no female staff in past and present 
has been promoted to professor, and that 3 out of 10 are case 1 while 1 is case 2 and 6 case 3. In some 
instances of the 3, children are taken care of by other family members, �
�
 grandmother, sister and so on.  

9. Long working hours and competition for research places 

University is not an attractive workplace for females, as far as the science departments concerned. 
37% claim the existence of gender discrimination to some extent in laboratories they worked in. Also, 
discrimination is the case especially when they think of marriage, children and maternity leave. In the web 
questionnaires, the graduates claim that long working hours do not accommodate marriage, childcare and 
house maintenance.  

10. Jobs are very hard to find after graduation from the Ph.D. program 

In job hunting, there is an upper age limit in most Japanese companies. Companies do not state that 
they apply this limit more strictly to females. The first screening is neither an exam nor interview, but the 
application form alone is considered, and candidates may be rejected on a gender basis. Companies may do 
anything in order to recruit less women and more men, if they want to. 

(Satoshi Ogihara) 
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We are seeking an alternative model of TQE system that can serve as a means of positive action for 
improving both teaching and learning environment. "��
 ��
 ���	�
 �	��	�	����	����
 ����������
 ��

�����	�
����	��. We agree completely with Knight, when he affirms that “being a good teacher has been 
clearly associated with the affordances – the opportunities or possibilities – that a department contains” 
(2002: 32). Teaching is not individual work, but an interpersonal, collegial and social process that depends 
much on the organizational structure and culture of a given institution. Consequently, if a given 
environment in the institution concerned and its social surroundings are abundant in their opportunities for 
women – and offer fair opportunities for those graduates who want to proceed along an academic career 
path in higher education sectors, it will naturally empower quality teaching there. 

As regards intrinsic motivations to be a teacher in higher education, Knight (2002: 11) offers four 
points: First, intellectual pleasure, mostly identified with research activity; Second, the joys of face-to-face 
teaching; Third, having ‘space’ for their own interests; Fourth, the emotional quality and psychic rewards 
of working in a collegial community. Inasmuch as we see congruence between teachers’ and students’ 
motivation for education, the expected TQE should be designed to check these points that are relevant both 
to teaching and learning: Do teachers/students feel intellectual pleasure when they are teaching/learning? 
Do they enjoy a close relationship? Do they have their own ‘space’? Are they satisfied with the emotional 
quality and psychic rewards of teaching/learning? When these questions are asked to teachers and/or 
students especially at graduate level, it is important to remember that ��������
���
������
�����	�
���

��������
���
#����	��
����	���
	�
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������	�
�����
��
��	����	��. This means particularly that the 
������� mentioned above should mean a space created for women (See Smulders, 1998). Likewise, it is 
also clear that those ���������� �������� ���� �������� ������� must be relevant for female staff in their 
academic work. Where do students learn a complex set of tasks required by academics if their teachers do 
not model it for them? And this question should be addressed especially to those teachers of the older 
generation who are responsible for never having modeled for young future academics. We need, therefore, 
some consciously designed TQE system in terms of gender-linked factors, so that we can monitor the equal 
and positive participation of male and female staff in university education.  

(Taro Mochizuki) 
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