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FOREWORD
City of Glasgow College is a globally
recognised provider of technical
and professional education.

Equate Scotland has been working
since 2006 on the recruitment, retention
and progression of women in STEM.

Our state-of-the-art twin-site super campus has
been meticulously designed and future proofed for
at least the next half-century to accommodate the
personalised learning styles of some 40,000 students
and 1300 staff annually. Engaging and inspiring
our students with world class learning and teaching
experiences is fundamental to our work as a College,
and in particular we recognise the importance of
working with our industry partners to support the
development of Scotland’s diverse workforce.

We have had many successes in this time and
the Women in Engineering project is a perfect
illustration of our success. The project worked in
partnership with educators, employers and women
to create a shift in engineering in Scotland. In its
three years, the project has worked with the City
of Glasgow College to provide placements for
female engineering students, supported and
challenged employers across Scotland and
developed the skills of women in the engineering
sector. A particular focus has been the development
of engineering employers, as we recognised that
in order to increase the number of women in
engineering we must have an attractive and inclusive
engineering sector that they would want to work in.

As a College we have continuously demonstrated
our commitment to Equality, Diversity and Inclusion
in our policies and our practice. We have sought to
nurture an environment in which students, staff and
visitors from all backgrounds are routinely anticipated,
expertly accommodated and positively celebrated.
This project has identified some of the key
barriers to embedding EDI within the workplace
and, perhaps more importantly, has provided
some best practice solutions that could make a real
difference to plugging the ‘leaky pipeline’ if applied
in practice within STEM sector organisations. It has
been a privilege to have been involved in this work
and this report serves to recognise the outstanding
work that has been carried out by employers,
education partners and Equate Scotland to address
the gender imbalance within the STEM sector.
City of Glasgow College Principal
and Chief Executive, Paul Little

This guide is a culmination of the learning
from the project and has been developed
from evidence and input from employers
themselves. We hope that it acts as inspiration
and a call to action for employers.
There is no shortage of ambition, interest and
intellect in women and girls across Scotland, but
we must eradicate the barriers that prevent women
and girls from entering engineering, not only for
the sake of their ambition and intellect but also
for the sake of Scotland’s economic growth.
Equate Scotland Director,
Talat Yaqoob
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INTRODUCTION
The proportion of women working
in engineering in the UK remains
one of the lowest in Europe, despite
concerted attempts by engineering
employers and industry bodies over
recent years to redress the balance.
In some fields of engineering the number
of women is as low as 9%. For engineering
in Scotland to match growth and global
competitiveness, 120,000 more engineers
are required by 2020. For Scotland to have
a chance of meeting this target, we must ensure
interventions are being made to increase
the number of women pursuing the field.

“The stock market would
not allow the waste of
capital in the way we
tolerate the waste of
female talent and ability.”
Lord Myners, in his keynote speech at
the Report of the Gender & Productivity
Summit, 11 Downing Street, October 2004.

Too often the conversation around the underunder-representation of women in engineering,
asks the questions; “why are girls not interested
in these subjects?” or “why do women not apply
for these jobs?” Equate Scotland and the three
year Women in Engineering Project, believed
that these questions place the blame on women

as opposed to considering the deeper issue
of cultural and institutional change. To create
the systemic change needed for diversity and
equality to be a reality in engineering, we need
changes in attitudes, policy and practice.
This guide has been developed for engineering
employers in Scotland, regardless of their size,
to support them in taking on these changes and
attracting, recruiting and retaining women to
the engineering sector. The guide suggests
areas of work that can be undertaken with
evidence and examples of where these initiatives
have been a success. The guide is a starting point,
with the hope that, through continued work
with Equate Scotland and partner organisations,
engineering will reach its aspiration of being
a normalised career path for women.
Equate Scotland’s Women in Engineering Project
was launched in 2013 through funding from the
Big Lottery and allowed Equate Scotland to pursue
a longer term piece of work in support of female
engineering students, development and training
of the industry and enabled us to conduct
in-depth analysis into what works best in terms
of gender equality within engineering. This guide
is a culmination of that learning. The project
ended with an engineering employers’ round
table discussion which considered all that had
been learnt over the three year duration of
the project and informed the final structure
and content of this guide for employers.

The guide outlines potential avenues that can
be taken by employers but recognises that not all
employers will have the same level of resource and
may opt for one initiative rather than all. In any case,
we would recommend consideration of the following:

>> Gender equality cannot be the
sole responsibility of one person
in any organisation, it must be
an organisation wide ethos
>> Initiatives cannot exist in isolation but
instead need to be part of a strategy
and need to have an evidence base
behind them
>> Success is not achieved overnight.
All of the initiatives in this guide
require time and commitment
>> Success will not look the same for
every employer and what success
looks like should be considered and
reviewed throughout the existence
of any gender equality initiative
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>> Women should be involved in
the planning of initiatives. We
recommend that if the initiative is
for women engineers, then women
engineers need to be part of the
development to ensure it has a
positive impact
>> A policy paper will not create
change. Initiatives need to be
more than a note of “good practice”
and instead must come with actions
and measurable change.
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REFLECTIONS ON
EMPLOYER ROUND TABLE
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BARRIERS IDENTIFIED:

Lack of time
and resource
Women aren’t interested in engineering

In 2016, The Women in Engineering
Project hosted an employers’ round
table to give us the opportunity to hear
directly from engineering employers.
The event asked employers what they
felt were the key barriers for them when
attracting, recruiting and retaining women
employees and what potential solutions
could be identified. Employers were also
given the space to consider how their
practices in recruitment and workplace
culture may be interpreted by women.
The event included SMEs, large national
engineering firms and partner organisations
and was held at the City of Glasgow College.
The event illustrated the issue that engineering
faces across the pipeline and reinforced the need
for interventions across education and industry
that create sustainable positive change for women.
In 2015, only 23% of all young people taking
SCQF level 6-7 examinations in physics were girls.
In the same year, only 16% of those
studying engineering and technology
undergraduate degrees were women.
In 2015 only 5% of those working
in engineering were women.

THE ISSUES ACROSS THE PIPELINE
NEED ADDRESSED IN A SYSTEMATIC
AND EVIDENCE BASED WAY.
The event focused on identifying barriers and
potential solutions. Opposite are the responses
from employers. Many of the solutions were part
of the core outputs of the Women into Engineering
Project and provide the basis of this guide.

SOLUTIONS IDENTIFIED:

Working conditions
Responsibility given to one
person and not embedded
Not wanting to upset the male
workforce by making changes
Lack of access to equality
and diversity training
Unsupported/untrained/
ineffective management

Working with
other engineering
employers
Returnships for women
Changes to recruitment
Internships
Working with Colleges
and Universities
Work experience
Working with schools
Coaching for women
engineers
Mentoring for women engineers

Work not suited to flexible working
Lack of understanding of flexible working

Women’s
networks

External perceptions of engineering

Flexible working

Women aren’t suited
to engineering

Unconscious bias training
Management training

Workplace culture

Positive action

Unconscious biases

Measuring and
benchmarking
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Over three years, our Women in Engineering Programme worked directly with:
293
women
engineers

139
engineering
employers
43
women
returners

276
engineering
students

We delivered:
Two one-day courses
and a webinar to support
women wanting to
return to engineering

One twoday coaching
programme for
women engineers

One
organisational
coaching
programme

Six free halfday seminars
for engineering
employers

Twelve
events tailored
for women
engineering student

Training on unconscious
bias to nearly 100 people
working in engineering

Three three-day
Career Enhancement
Programmes for
women engineers
Six one-day
‘Sticky floors’
courses
for women
engineers

One-to-one
coaching
programmes for
women engineers

Twelve paid placements and
twenty six work experience
for engineering students

Four evening networking
events for women studying
or working in engineering,
employers and educators
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FLEXIBLE WORKING
Flexible working is a mechanism that
meets the needs of the employee
and the employer. It includes a range
of different approaches such as
compressing or annualising hours,
working term-time or working from home.
According to Family Friendly Working
Scotland, 40% of surveyed employees
would like more flexibility at work.
In Equate Scotland’s recent survey of over 1,100
people, when asked what initiative they thought
would help Scotland achieve an increase in the
number of women in STEM industries, flexible
working was by far the most popular answer selected
(68%) – specifically, that ‘Flexible working options
as a standard in all companies with a guarantee
that flexible working will not be seen as a barrier
to promotion’. In 2014, Prospect (the Trade Union
for professionals) surveyed 5,000 STEM-qualified
women wanting to return to STEM employment
following a career break. A lack of flexible working
opportunities was one of the key barriers they
identified preventing their return to work.
However, despite the clear desire for more flexible
working opportunities amongst women engineers
(and, indeed, amongst the workforce as a whole),
there is a dearth of such employment within the
sector. This is a major contributor to the underrepresentation of women in engineering, as women
still take on the majority of caring responsibilities
at home.

The benefits of flexible working are many and
varied, and include increased productivity,
improved staff engagement and well-being,
better retention rates and building a more diverse
workforce. With absenteeism costing UK companies
more than £17bn a year, no organisation can afford
to ignore the impact it can have on business and
the solution that flexible working can offer.
Forward-thinking employers need to be considering
flexible working as an issue not simply for the benefit
of women employees but as a benefit to the whole
workforce and their own productivity. Evidence
indicates that ‘generation Y’ employees regard worklife balance issues as much more of a priority than
previous generations and almost non-negotiable.
Flexible working can no longer be seen as a side line
issue that only affects a handful of working mothers.
A cause of a lack of flexible working is that it is poorly
understood both by employers and the wider public.
There is an assumption that flexible working can only
be guaranteed if someone is working part time or
that flexible working means working only from home.
Neither of these are definitions of flexible working,
which can be tailored to the needs of the employee
and employer. Many managers report feeling
inadequately trained to manage a flexible workforce
and feel unaware of the different models of flexible
working. Better knowledge and confidence building
amongst engineering employers could go
a significant way to overcoming these barriers.
For flexible working to become a norm across
the workforce, we recommend that it be promoted
as an option by employers and taken up by staff.
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Within engineering, there are presumptions,
particularly in regards to site based work, that
flexible working is not a realistic option. However,
employers who have worked hard to create flexible
workplace culture within engineering tell us that
it is not only a realistic option but increases the
attractiveness of new vacancies.
Research by Professor Joanne Duberley, of
Birmingham Business School, and Dr Dulini
Fernando, of Warwick Business School states:
“The women engineers who took part in our study
fully recognised the importance of family life, but
at the same time they felt it should remain largely

in the background. They saw it both as a constraint
on career advancement and as a principal reason
to quit. This isn’t to suggest engineering companies
are hopelessly devoid of family-friendly policies.
Our research indicates major organisations in the
sector are increasingly aware of the need to offer
greater flexibility. But in many cases, according to
our respondents, promotion is still linked to the
perceived merits of ever-presence and time-serving
– and family life at its most visible and intrusive lends
itself to neither of these” For engineering to attract
women to the workforce, this experience, particularly
in terms of promotion, needs to be consigned
to history.
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CASE STUDY – SCOTTISH POWER
Circa 6,000 employees
Scottish Power is part of the Iberdrola
Group, a global energy company and a
world leader in wind energy. We operate
in generation, transmission and distribution
of electricity, energy management and
supply of gas and electricity in the UK.
Scottish Power has a range of family friendly policies
and practices which support working families.
All SP employees have always been eligible to apply
to work flexibly prior to legislation being updated
to extend this opportunity beyond working parents.
Our suite of family friendly provisions includes:
paid and unpaid dependency leave, caring breaks
and special leave. For carers, our Caring Break
Policy allows employees to take caring breaks for
up to 6 months at a time, and for those who require
shorter frequent periods of leave we offer paid
and unpaid dependency leave and special leave.
This year Scottish Power received “Engaged”
level accreditation from Carers Scotland which
we are actively using to build awareness across
the organisation with the aim of collaboration
with employees to develop available support, for
example, raising manager awareness, coaching and
peer support and progress Scottish Power towards
Embedded level accreditation from Carers Scotland.
Key Drivers
At Scottish Power we know it’s important to provide
opportunities for employees to effectively integrate
their working lives and career development with other
responsibilities and activities, maintaining a positive
balance between work and non-work commitments.
We have a range of policies and working
practices to support employees who have
to balance work and carer commitments, and
we will continue to find new and innovative
ways to develop that support in the future.
We recognise that flexibility is a key contributor
to employee engagement, retention and
strong business performance and employees
need to balance their career and life choices,
which may include personal development,
raising a family or caring for a dependent.

Costs/Resources
Limited cost as training was delivered in house.
Wider (unexpected) impact
Using peer to peer learning by using real case studies
of our own managers’ experiences of managing
flexible working situations brings credibility to
the practice and keeps the training relevant.
Internal Barriers/Resistance
Communicating effectively to employees and
managers was key to embedding our flexible working
practices. We still continue to run workshops and
awareness sessions with our managers to help them
to understand business benefits of flexible working.
We also use real examples of SP cases and involve
managers in delivering these, which other managers
can relate to.
Advice
> Benchmark and network with other organisations
to learn from past experiences
> Use manager and employee stories to communicate
and explain your flexible working practices and
policies to employees.
> Collect data on uptake and seek feedback from
both employees and managers, this will help
organisations make appropriate improvements/
changes where required
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TRAINING FOR STAFF
AND MANAGERS
Throughout the duration of the Women
in Engineering Project a recurring theme
has been the need for training and
development opportunities for staff
and managers across different engineering
specialisms. Equate Scotland provides
expert training on gender, STEM and
overcoming bias in the workplace. Training
can cover a range of different issues and
recognises that often a lack of engagement
with or knowledge and awareness of gender
and occupational segregation issues can
create barriers within the workplace.
At the engineering employers’ round table event,
all three working groups stated that training is their
highest priority and would be the most impactful
in supporting their efforts to attract and retain
women to the sector. The two training areas they
stipulated were unconscious bias training and
management training.

UNCONSCIOUS BIAS TRAINING
Equate Scotland has been delivering unconscious
bias training to the STEM sector in Scotland
since its inception in 2006. Since then, recognition
and demand for unconscious bias training have
increased. The basic premise of unconscious bias
is that as humans, we are all “hard wired” to make
fast judgements about our surroundings based on
our own experiences or what we have interpreted

from the experiences of others. Whilst it is our
brain’s way of filing information, it can create
unfair and unwarranted prejudices towards those
we perceive as being different. Within engineering
those who are “different”, purely on numbers,
are often women. If these biases go unchecked
we allow a culture of prejudice to foster. As
such, highlighting biases and providing a space
for them to be discussed and being trained on
ways to create inclusive workplaces is key to an
engineering sector that is welcoming to women.
Moss-Racusin (2012) found that gender bias
was prevalent in STEM academia. Staff (both men
and women) were given an identical CV to consider
for recruitment with only one small change: the
name of the applicant was either Jennifer or John.
Jennifer was considered less competent despite
having the same qualifications and experience
and was given a starting salary $4000 dollars
less than John. This is the extent of the impact
unconscious bias can have when recruiting women.

EQUALITY AND DIVERSITY
TRAINING FOR MANAGERS
From our employer’s round table event, it was clear
that training for managers and building confidence
around equality and diversity issues was key.
A quote from one employer was “If you get the
culture right then the training pipeline will feed in.
To get the culture right, we need internal training.”
As mentioned in the flexible working section of this
guide, employers stated that they wanted managers

to have a greater understanding on how
to grant flexible working. However, beyond that,
there is also an acknowledgment within the
engineering sector that managers and senior leaders
are responsible for the workplace culture. It is their
duty to overcome cultures of bias, stereotyping
and/ or cultures which foster inequality against
women. However, many state that they lack the
knowledge and confidence to take on these issues
and critically lead by example. Throughout the
Women in Engineering Project, a range of training
workshops has been delivered to employers to
overcome this very issue with positive outcomes
and feedback.
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TRAINING IS NOT A SIMPLE
SILVER BULLET
Although the employers’ round table and indeed,
Equate Scotland, recommend more training within
the industry to positively challenge and change
exclusionary culture, it must be acknowledged
that a one-off training intervention will not
create the necessary and sustainable change
that the engineering sector is looking for.
Training on unconscious bias, equality and diversity
and positive action needs to be delivered at all
levels of an organisation to ensure that a culture
change can be delivered and an organisation wide
ethos is being adopted. Training needs to be part
of a strategic vision for the organisation which
takes into consideration all of the organisation’s
policies and practices, and finally training needs
to be action based. This means that the training
does not exist as only learning to be forgotten, it
comes with an action plan with expectation from the
organisation as a whole and the individuals within it.
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CASE STUDY – SCOTTISH POWER
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RETURNSHIPS

Circa 6,000 employees
During 2016 Scottish Power are rolling out
Equality and Diversity e-learning training
to all employees. The training covers areas
of compliance under the Equality Act 2010,
as well as examples of unconscious bias
to raise self-awareness of behaviours.
Scottish Power, in partnership with Equate Scotland,
has run a number of Unconscious Bias workshops
since June 2016, looking at ways to improve workplace
attitudes (with specific focus on gender bias). The
sessions encouraged discussions on aspects of
unconscious bias which is described as natural people
preference and bias. In the workplace, this can impact
on recruitment and promotion decisions as well as line
management and appraisals. We plan to continue to
deliver further sessions across the wider organisation
and make more information available on our employee
portal. In addition, we deliver interactive webinars
for managers on how to manage a flexible workforce.
These sessions receive great feedback as they allow
managers to interact with each other and role-play
various scenarios which some may not normally
get the opportunity to do. Topics covered to-date
includes “How to Manage a Flexible Work Request”,
“Taking Dependency Leave” and “Shared Parental
Leave” all which have been received positively.
Finally, this year Scottish Power created a new
Equality & Diversity section of their employee
portal. The new portal area will be updated
regularly to include sources of information
relating to equality and diversity.
Key Drivers
At Scottish Power we recognise the importance of
difference and value and respect individuality as part
of our on-going commitment to promoting equality
and diversity across the organisation. The key driver
behind our training initiative is to raise awareness
amongst employees of how personal assumptions
and attitudes impact everyday decisions that we make.
Costs/Resources
We chose to use an external provider to develop
an e-learning package which has the benefits of a
relatively low cost per head and also longevity of
application. It is important however to ensure

a blended approach to training as different people
respond to different types of communication.
Additional training has been delivered with the
support of our current memberships with Diversity
and Inclusion organisations, which has meant that
cost and resource have been relatively low.
Short-term impact
Feedback from employees who have completed
the training has been very positive. There has been
a noticeable shift in terms of raising awareness with
employees and managers. We are noticing that people
are now talking about and asking questions relating
to diversity and inclusion and what opportunities this
can bring to both individuals and the wider teams.
Longer-term impact
That more people are starting to request bespoke
training for their own business areas. Managers
are beginning to understand the importance of
being proactive and how they can “think differently”
to address future workforce challenges and driving
performance. We plan to deliver training on
unconscious bias to resourcing and recruitment
teams and recruitment managers.
Internal Barriers/Resistance
We believe it is important to develop a communication
narrative for diversity and inclusion. In doing so this has
helped us shape key messages and look at different
communication methods for engaging with employees.
Advice
> Important to use employee stories to articulate
your key messages
> Consider using a range of training methods
including, e-learning, webinars and video stories

Data on women who work in STEM
occupations suggests that nearly
two thirds of them do not return after
a career break (e.g. maternity leave).
Industry “needs to step up to this challenge by
changing their employment practices and workplace
culture to attract and retain more women in the
sector and specifically to address the issue of
women returners” SDS Engineering SIP, p12.
A recent study by the London Business School in
2014 found that over 70% of women are fearful of
taking a career break and that employers can often
underestimate the support that might be needed
to ensure a smooth and productive transition back
into the workplace. However, creating space for
career breaks and supported returns to work are
critical to retaining women to the labour market.
In engineering in particular, the need for a diverse
workforce is clearly understood; however, with only
9% of women in engineering, we cannot afford to
lose the small pool of diversity we already have.
WES (the Women’s Engineering Society) estimates
that 22,000 women have failed to return to the
engineering sector, a number which the industry
can ill afford when it is dealing with such advanced
skills gaps. The business benefits of supporting
women’s return to work are well versed: prevention
of loss of institutional knowledge and expertise,
saving money on recruiting and training new
employees and enhancing company reputation.
Returnships offer one way of addressing this
problem, in a way that works very positively for
both women returners and employers. They provide
a bridge back into the workplace for qualified

women and ensure that their skills and talents are
harnessed to their full potential. The concept was
pioneered by Goldman Sachs (which trademarked
the term “returnship”) in New York back in 2008,
and similar programmes have taken off in the US
in recent years and, latterly, in the UK, largely
concentrated in the financial services sector
in London.
In 2016, Equate Scotland ran a very successful
six-month pilot for qualified women wanting to
return to STEM careers. Delivered in partnership
with Prospect and funded by Skills Development
Scotland, this was the first programme of its kind
in Scotland. It provided a six-month package
of support to a cohort of 15 women, including
workshops, site visits, webinars, networking
events and one-to-one career clinics. The pilot
also secured interest from six employers that
were committed to offering one or more paid
Returnships as part of the programme. The
pilot success can be summated by the following
quote from one of our women returners:
“Someone can look at my CV and see I had
employment in 2016 not 1996! It is relevant and it is
up-to-date. I am working in a civil engineering team.
We’re going to site visits and look at design reviews
– it’s going to give me quite a range of experience.”
Based on the success of this pilot, in October
2016, the Scottish Government announced it
would be funding Equate Scotland for a yearlong
returners project. We appreciate that skilled
women returning to work is an economic and
labour market equality issue. However, we also
believe that there should be sector rather than
state investment in such initiatives, particularly
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when these initiatives have been proven to increase
productivity and enhance industry reputation.
Consequently, we would like each year for there to

be an increase in sector investment and reduction
in Government funding and it is this model that
Equate Scotland will be working towards.
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CASE STUDY – SCOTTISH POWER
Circa 6,000 employees

CASE STUDY – SSE
20000 employees
SSE is involved in the generation, transmission,
distribution and supply of electricity, in the
production, storage, distribution and supply
of gas and in other energy services.
The core objective of our 20,000 strong workforce
is to provide the energy people need in a reliable
and sustainable way. The initiative was organised
by Equate Scotland, in partnership with Prospect
Union and Skills Development Scotland. The objective
of the initiative was to support women back into
employment in the STEM industries after a career
break by offering them temporary placements with
STEM employers. We were able to access a valuable
talent pool whilst helping the participants to build
their confidence and skills in the workplace.

SSE is also looking at ways
to address the skills gap which
we are already facing and
which we know will widen
over the next 5 years.
Key Drivers
SSE is focussed on looking at a number of ways
to increase diversity across the organisation. We
already had plans in place to support increased
diversity for entry level talent, and also supporting
senior females through enhanced networking
and mentoring programmes. This gave us a great
opportunity to ensure we could quickly plug any
skills gaps in other parts of the organisation with
technically experienced and skilled females.
The returnship programme sounded like an ideal
opportunity to tackle both of these issues and
we were really excited about the prospect

of accessing a new talent pool which
we hadn’t considered before.
Costs/Resources
The main costs incurred were the salaries of
the participants. All employers involved in the
programme committed to paying at least the
living wage. However, we paid the participants
more than that in recognition of their skills and
experience. Management time was also required
in seeking approval for the programme, selecting
the candidates and setting up the placements.
Short-term impact
We have benefited from the knowledge and skills
of the participants – both have made valuable
contributions to the business in the limited time
they have had with us.
Longer-term impact
The programme has made us aware of a talent pool
which we hadn’t previously considered and which has
the potential to help us address the skills gap facing our
business and bringing more women into the company.
Internal Barriers/Resistance
We had to think differently about some of our
“traditional” working practices, as the returnees were
looking for a bit more flexibility on their programme,
than we would typically offer in our roles.
Advice
I would recommend it to other employers. Every
person brings a set of skills which can have a
positive impact on the team and we can learn from
each other. Also experienced staff can develop
their mentoring skills. However, you may need to
be prepared to break usual thinking standards.

Women Returners Scotland was a six-month
pilot supporting women to return to work
in the STEM industries after a career break.
It was delivered by Equate Scotland in
partnership with Prospect, the trade union
for professionals, and funded by Skills
Development Scotland. It ran between
December 2015 and May 2016. As well as
offering opportunity to individual women and
to businesses, the wider context for the project
is a STEM skills shortage in Scotland – getting
some of the many professional women who
have taken a break in their STEM careers back
into the workforce has the potential to play
an important part in addressing that shortage.
Scottish Power sponsored the pilot with a paid
placement for a women returner within Scottish
Power Renewables. Jenny MacLean, 42, from Linlithgow,
qualified as a mechanical engineer and worked in
design and technical support at Rolls-Royce Aerospace
in Derby. When Jenny and her partner relocated to
Edinburgh she wanted to move into the renewables
sector but was unable to find work at that point and
instead went on to complete an MSc in Renewable
Energy Systems. Jenny was delighted to hear about the
Returners Programme and was offered a paid placement
at Whitelee, the UK’s largest windfarm near Glasgow.
Equate were instrumental both as a support to the
women returners in providing coaching, training
and mentoring but also to the organisation in terms
of matching Scottish Power with a suitable individual
and providing support within our organisation through
raising awareness of returnships and delivering training.
Key Drivers
Like many other employers in the utility sector,
Scottish Power is facing a significant skills shortage in
the next 5 to 10 years. Scottish Power has an ageing
workforce and limited pipeline of emerging talent.
Scottish Power is committed to driving gender
diversity in the energy sector by encouraging women
into engineering careers; not only do we increase
diversity and inclusion, we also take active steps to
address the deepening skills shortage in the sector.

We need to be innovative with our resourcing methods
and provide alternative resourcing opportunities to attract
women into engineering roles within Scottish Power.
Costs/Resources
Returnships is a cost effective alternative avenue to recruit
women back to their chosen careers whilst it helps plug
the leaky pipeline of female talent within the organisation.
Short-term impact
> Helps to connect women engineers looking to return
to work with potential employers.
> Provides valuable and relevant work experience for
skilled women looking to return to the engineering/
STEM sector.
> Raising awareness of the business benefits
of utilising returnships as a resourcing channel
to tap into a market that is highly under-utilised.
> Valuable resource of skillset to deliver short/medium
term projects
Internal Barriers/Resistance
One initial barrier was the concern that the organisation
would not be able to offer permanent roles to
individuals placed within ScottishPower. We worked with
Managers to explain value of placement to individuals
for their own career development and work experience.
Advice
> Be clear about the specific skillset that you are looking
for to enable a good individual and placement match
> Benchmark with other organisations to learn from
previous experience
> Identify meaningful projects
> Agree on a project with key milestones
and objectives.
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RECRUITMENT PRACTICES
The challenges of recruiting more women
into the engineering workforce are wellknown. Getting women engineers through
the door is a key part in building the pipeline
to allow us to inspire future generations
of girls to consider pursuing an engineering
education. Employers need to consider
how they advertise engineering related
vacancies and where these jobs are being
promoted. Employers need to reflect on
the content of their job descriptions and
adverts carefully to scan for unconscious
bias in both the words and illustrations used.

CHECKING LANGUAGE
In STEM and the built environment sectors,
language and design are often inadvertently aimed
at men. This can have a huge impact on recruitment
and marketing materials such as job/course
descriptions, aptitude tests, websites and flyers.
A recent study in the Journal of Personality and
Social Psychology in 2013 analysed recruitment
adverts and job descriptions in male fields, such
as engineering and programming, to identify
if they used stereotypically male words such
as; “competitive,” “dominate,” and “leader” and,
if investigated, if these words put women off from
applying for these roles. Researchers compared

over 4,000 recruitment adverts and asked
women to respond to the vacancies. They found
“that masculine wording in job advertisements
leads to less anticipated belongingness and job
interest amongst women.” The study suggested
that this language bias perpetuated gender
inequality in male-dominated fields across
STEM, maintaining the status quo and acted
as a barrier to interested women applying.
Reviewing the way in which engineering vacancies
are described goes beyond certain words. Employers
may wish to consider promoting the societal and
human value and impact of the role as well as what
the role involves on a day to day basis. Evidence
suggests that women are more attracted by the
inclusion of societal value in jobs. As such, if we
incorporate the societal benefits of engineering
into job descriptions, there is potential that those
engineers who are motivated by these elements
of their work will be more inclined to apply and
thus widening the pool of talent available to
engineering employers.
Reviewing the content of job ads and where they
are placed can offer employers an effective and
low-cost way of attracting more women to apply.
Equate Scotland’s Positive Action Project focuses
on language and legal positive action measures
that STEM employers can take to increase the
representation of women in their organisations.
The project provides language reviews of job
adverts and publications, one to one consultancy
and training for employers.
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CONSIDERATIONS FOR THE
SELECTION PROCESS
Beyond language, the process of recruitment can
be made more inclusive to attract more women
to not only apply but leave with a good impression
of the employer. It is important to consider equality
and diversity training and unconscious bias training
for those who will be leading recruitment processes
and those who are on recruitment panels as,
by the very nature of the task, quick judgements
and decisions are being asked of these people and,
therefore, unconscious biases can be emphasised
here. We would also recommend diversity on the
panel itself. Having a woman on the panel can be
an effective way of putting women candidates at
their ease. However, this should not be viewed
as a quick fix and on its own is not enough to
create the necessary inclusive culture to attract
and retain women engineers.
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WOMEN’S NETWORKS
Women’s networks are becoming
increasingly popular within the engineering
sector. Multinational firms such as GE have
had a women’s network since 1997 which
supports over 100,000 employees in 43
countries. According to the GE women’s
network they have five key aims: enhancing
women’s professional growth by providing
information on coaching career paths,
flexibility, and role models; developing new
and existing commercial talent; fostering
the retention and promotion of women
in technology and engineering; improving
GE’s ability to attract, develop and retain
diverse women; cultivate the leadership
competencies that reflect GE’s focus on
growth. GE is the only large scale example
of women’s networks not only making
a positive impact but enhancing the
reputation of a company.
Women’s networks can provide a place where
women can make the rules, lead the conversation
and focus on themselves and their development.
Critically, in male-dominated environments in
particular, they provide a place where women
can do all of these things away from the constraints
of a male-dominated culture. They provide a place
where women can share their experiences with
other women and feel the value of peer-to-peer
support. It also affords women the opportunities

to identify mentors and build professional
networks, key in male dominated sectors where
they can be excluded from access to power and
key conversations. Women’s networks are most
successful when they have aims and objectives
led by women in the company and when they truly
have influence on challenging and changing the
gender biases of an organisation and can help
crack glass ceilings.
Whilst Women’s networks should be seen as
a women-only space, many include open events
for all in the organisation to join in with. This can
be particularly useful in overcoming negativity
about why these networks exist and should be used
as an avenue to highlight gender inequality and
occupational segregation in the labour market.
Most umbrella bodies and representative
organisations within engineering also have women’s
networks for women with engineering qualifications
or employment. This is particularly useful for small
engineering companies where there is a very small
number of women, and an organisation specific
women’s network would not necessarily be fruitful.
Instead SMEs can consider signposting their female
employees to these larger women’s networks.
One example is the Institute for Engineers and
Technicians (IET) women’s network which hosts
events, awards and an online community. The IET
women’s network is well established and not only
acts as a support network for women in the male
dominated fields of engineering but also raises
their profile and the issue of gender equality.
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CASE STUDY – WEST LOTHIAN
COUNCIL – ROAD &
TRANSPORTATION SERVICES
185 employees
A Women’s Network Group for Roads and
Transportation staff has been initiated in
West Lothian Council. This Network Group
is in the early stages of development, and
at the time of writing (November 2016),
it has met for an inaugural discussion
meeting. Plans are afoot to arrange a second
session based on positive feedback at the
initial discussion. Thereafter, it is intended
to meet approximately quarterly, with
information sharing in between meet-ups.
Key Drivers
West Lothian Council endeavours to improve staff
engagement levels, based on feedback received from
the annual staff survey. The Roads and Transportation
Service has a broad mix of professions and skills – from
roads operatives to professional officers through
administrative and technical support. The Roads and
Transportation Service Manager decided in summer
2016 to initiate a pilot Women’s Network to respond
to the potential challenges faced by women working
in a predominantly male environment, acknowledging
that the work experience for women might differ from
male colleagues. There is also a desire to focus on
continuing professional development of all staff in West
Lothian Council, and this network is seen as a way to
support and encourage the development of confidence
and skill sets of women, particularly in the field of
engineering and infrastructure-based professions.
Costs/Resources
To date, there have been few tangible resource
implications, beyond one hour of time per staff
member for the inaugural meeting. It is hoped that
each subsequent meet-up will be approximately
one hour. No quantitative assessment has been
carried out, but it is reasonable to assume this
loss of productive time may have future benefits
through retention of skilled staff and enhanced
productivity from job satisfaction in the workplace.

Short-term impact
As the network is still in it’s infancy, this is
hard to comment on. That said, the inaugural
discussion meeting was very positive and most
attendees agreed with the principle of the group
and the prospect of future meetings. One small
but significant impact from the first discussion
meeting was the forging of new connections
between female staff who are based in different
locations and otherwise rarely (if ever) meet.
Internal Barriers/Resistance
To date, there have been no internal barriers but
the network has been kept deliberately low-key
to test reactions to it from women in particular.
Some women expressed mild scepticism towards
the concept but appear to have warmed to it!
Advice
Even if you are having doubts, just try it – there
is nothing to lose and always something to
gain. Don’t assume you know how people
will react – you might be surprised!
Future plans
Further meet-ups are planned with speakers.
Ideas for other activities are being gathered.
It is hoped to develop an online networking
group, for example. A closed Linkedin group.
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CASE STUDY – AYRSHIRE COLLEGE
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WOMEN IN LEADERSHIP

Circa 800 employees
As part of our This Ayrshire Girl Can campaign,
Ayrshire College created a series of videos
featuring female apprentices employed
in science and engineering companies
in Ayrshire. The #WhatIActuallyDo video
series showcased a day in the life of young
women working in Spirit Aerosystems, Hyspec
Engineering, Woodward, GlaxoSmithKline and
Ryanair (Prestwick Aircraft Maintenance Ltd).
The purpose of this was to promote role models
for young women making subject or career choices
and dispel myths about what work in an engineering
company actually entails. Alongside this, a series of
interviews with the apprentices and their employers
was also conducted, providing valuable insight into
their experiences and ambitions. A feature of the
campaign was that involving employers would highlight
their commitment to apprenticeships and developing
young women in their companies in a positive manner.
The employers involved demonstrated pride in their
commitment and are inspired to continue to challenge
gender stereotypes within their business.
Key Drivers
Our activity to tackle gender imbalance by promoting
positive case studies dove-tails with national action
plans - the College’s Strategic Plan, Outcome Agreement
and Gender Action Plan – and is an objective within
our Making Your Business Our Business employer
engagement strategy (support employers and partners
to challenge gender stereotypes in career choices
and occupational development).
Costs/Resources
Funding was sourced through Skills Development
Scotland’s Equality Challenge Fund to produce the
apprentice and employer videos. The College used
significant staffing resources from its employer
engagement and marketing teams to work with
employers to produce the films. A major campaign was
initiated in February 2016 and sustained over a period
of four months to promote the films extensively via
social media during Scottish Apprenticeship Week
and at a range of local, regional and national events.
The five videos were used to supplement a more general
This Ayrshire Girl Can DVD which was distributed to all
primary and secondary schools in Ayrshire,

Short-term impact
> Raised the profile of young women currently
undertaking Modern Apprenticeships in the
STEM sector in Ayrshire
> Changed behaviours and thought processes
> Inspired participants to further action
Longer-term impact
> Changing perceptions of industry
> Influencing influencers to promote careers
in engineering to young women
> Increase numbers of women undertaking
engineering (and wider STEM) courses and
apprenticeships.
Internal Barriers/Resistance
A feature of the campaign is that it is a not a one-off,
but part of a college-wide strategic effort, embedded
into everything we do. We promote activity to
challenge gender stereotypes in a positive manner
and we faced no resistance. The main challenge is
for the college and staff to be aware of our unconscious
biases and ensure that we consider this at every
opportunity, for example in the images and language
we use.
Advice
> Create a positive message – focus on the solution
rather than the problem. This can be a subtle
difference, but it is important
> Don’t expect immediate results. However, look for
quick changes in behaviour and thought processes.
> Be in for the long haul. This needs to be a long
term strategy rather than an expectation of
a quick fix. Maintain behavioural changes.
> Embed this in everything you do.

In order to challenge attitudes and the
stereotypes surrounding traditionally male
job roles and to attract more women to
apply for these jobs, we need to invest
in the few women we already have.
Employers need to consider not only recruitment
but progression of talented women to leadership
roles within their organisations. This may need to
include development opportunities and outreach
work within their organisations to allow this to
happen. In the time of the Women in Engineering
Project, many female participants reported
that they felt unable to apply for or negotiate
promotions. As such, this is an area in which
engineering employers can consider internal
development and, by doing so, demonstrate clearly
and unequivocally to women engineers that the
organisation values them and wants to retain them
by focusing on their ongoing career development.
Research by Nadya Fouad (2014) found that
women who were seen as a ‘flight risk’ (likely
to leave) the engineering sector stated that
one of the key reasons they were dissatisfied
was because they had hit “a career plateau
with few advancement opportunities”. This is not
just a loss to individual women, but an economic
loss to the organisation and to Scotland as a whole.

A study from 2014 titled “the Career Paradox”
revealed that engineering was one of the worst
sectors for progressing female talent. Women in
engineering and manufacturing are least likely
to say they feel supported and are least positive
about their employer’s ability to retain female
talent; only 11% agreed that their employer was
willing to and able to retain then in the company.
Women in engineering and manufacturing are most
likely to say their gender has hindered their career
progress, with the majority citing a male dominated
environment as a key reason. The participants in
this study rated their industry worst for valuing
everyone regardless of gender and for offering the
same opportunities to all. The study illustrates the
depth of the problem within engineering and why
a strategic and cultural shift is desperately needed.
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CASE STUDY – SPIRE GLOBAL UK
40 UK employees
Spire is a satellite-powered data company
that designs, builds, and operates a
constellation of nanosatellites for asset
tracking and weather.
Across our organisation, we strive to develop
people that are driven by autonomy, mastery,
and purpose. In addition to the leaders of each unit
who are responsible for ensuring the on time delivery
of individual and unit goals, every employee in Spire
is assigned a coach from within the company for
quarterly 1:1 sessions. The coach is responsible for
assisting an individual in their overall career growth,
and for ensuring there is the right match between
a person’s intrinsic motivations and the position
that they have in Spire. This does not have a specific
gender component and is provided to all employees,
but with the recognition that we do want greater
diversity of leadership. Our 1:1 coaching sessions are
used to identify women who can step into a leadership
position and to assess not just their capability but also
their motivation in an attempt to encourage it.

Although we don’t have actual
gender-specific programs
in place, this is an issue we
care a lot about. We will keep
evaluating as we grow if and
how to expand our current
efforts to programs that are
specifically gender focused,
and will continue to be open
to best practices.

Key Drivers
It has been very clear in all of the research that
a diverse team is more able to solve complex and
ambiguous challenges. Right from the beginning
of our company, we have known this research and
sought to create a diverse team in all areas – age,
race, nationality, language, experience, gender, etc.
We have a woman as part of our core team building
the company from the beginning, which has also
helped us to focus on certain issues around gender.
Costs/Resources
Providing 1:1 coaching to all of our employees
is a time consuming process, and does cost us
in training for our coaches and the time spent on
it. Yet overall, the cost is negligible for building the
right teams and the right leaders for the company.
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Internal Barriers/Resistance
Because our program is not gender-specific, there
was no resistance.
Advice
We have seen great success with our coaching
program, across both genders. It is important
to make sure the coaches are well trained
themselves and to give as consistent an experience
as possible across the organisation. We started
out with a less formalised program that has
become more structured as we keep growing.
Future plans
We would like to become more actively
engaged with the community on this topic,
and keep learning about other ideas.

Short-term impact
Bringing more women into the company.
Longer-term impact
Since we are a relatively young company, we are still
formalising and improving our coaching process, and
will have better data to tell the impact as we go along.

CASE STUDY – OVE ARUP
& PARTNERS LIMITED
5271 employees in the UK & 13,700 worldwide
Our chairman is our global diversity
and inclusion leader. He believes it is
vital to the success of our firm and his
passion for equality permeates the whole
organisation. He ensures it is on the agenda
of every board meeting in each region,
including the UK, and throughout the
UK subregional leaders are following suit.
Gender equality is always on the agenda at our
annual global leaders’ conference too because
it is a key part of what keeps our firm running.
It is embedded into the role of every senior leader

in our firm, and they are all held accountable and
required to report on their activities. Specifically,
our leaders are expected to propose talented
women for promotion to leadership positions.
Key Drivers
We recognise that to produce work of high quality,
to maintain our reputation for innovation and
creativity and to understand and delight our clients
we need to fully embrace the skills, talents and
knowledge that only a diverse workforce can deliver.
We know that mixed teams are more creative,
more productive and produce better results.
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We know that more diverse teams bring
different ideas and viewpoints to projects,
improving strategic decision making.

> The number of women at board level, and
in other leadership positions in our UK firm,
is steadily increasing

We know that unless our team reflects the world
around us, it will underperform. So achieving
a better gender balance is better for all our staff,
better for the firm and better for our clients.

> Today 19.3% of our senior leaders are female,
compared with 13.5% in 2011.

It is right to treat everyone fairly, regardless
of their abilities, age, ethnicity, religion, sexual
orientation, gender identity and expression.
We want to create an organisation people
are proud to work for, somewhere they
feel comfortable in their own skin.
Costs/Resources
The action of implementing our diversity and
inclusion strategy adopted by us undoubtably,
has a cost however this is considered
to be outweighed by its benefits.
With regard to resource in the UK we have
board members, a steering group, a director
level champion and a programme manager with
specific diversity and inclusion responsibilities.
This team includes both client-facing staff
and people from our corporate services team
to ensure our diversity and inclusion agenda
is heard both internally and externally.

Long-term impact
A continuation of our adopted strategies both
internally and externally will result in a more
diverse and inclusive working environment which
is reflective of the society in which we live and work.
Internal Barriers/Resistance
Within our organisation we promote on merit,
rather than solely on time served, and directors
are responsible for putting individuals forward
for promotion – so removing any unconscious bias
tendencies is important. To address this all our
leaders undertake an unconscious bias programme.
This programme has been completely redesigned
over the past two years so participants receive
a programme that’s much better suited to our firm
and the real-life situations they’ re likely to encounter.
We’ve seen that our unconscious bias programme
is making a positive difference. More line managers
are putting forward more diverse lists, including many
more women. We have departmental and national
promotion meetings to ensure there’s a level playing
field across the firm, and that people in different
teams are measured and assessed in the same way.

All have clear responsibilities within the diversity
and inclusion strategy, and they work to ensure
that everyone’s opinion is heard and that key
messages are reinforced at all levels.

Advice
We would offer the simple advice of the benefits i.e.

This is further reinforced by the setting
up of local office committees.

> It can address the engineering skills gap

Short-term impact

> Reinforces reputation

> The short-term impact is that at our three most
senior grades women made up over 32% of
promotions in 2015-16, compared to 29% in 2011-12
> We have been tasked when recruiting new graduates
to aim for a 50:50 gender split. (This is despite
the fact that only around 14% of graduates in
engineering and related disciplines are female.)
> Last year 43% of our firm’s 270 new graduate
starters were female

> It drives innovation

> It helps with employee satisfaction

> It is profitable
> It is the right thing to do.
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PLACEMENTS
In Equate Scotland’s “Rising to the
Challenge” research report we asked
what interventions respondents would
like to see in universities and colleges.
An overwhelming 64% of 1100 participants
want to see work experience opportunities
and placements as a standard part of
undergraduate qualifications. There is
clear interest in engineering firms providing
placement opportunities to young women
studying for relevant qualifications.
Placements are not only of use to students
but can create a pipeline of new talent
for employers.
Paid placements, particularly for women taking
their first step into an engineering career, can
help to alleviate misconceptions about the industry
and build confidence in those women to pursue
a career in their chosen subject. According to the
Royal Society of Edinburgh (2012), over 70% of
women who study STEM subjects do not continue
to work in the industry they have qualified for.
Placements move theory or academic practice
into real-life experience and can be a bridge
to overcome this gap in the STEM pipeline.

A study by the University of Leicester in 2008
investigated whether placements undertaken
by engineering students increased employability
skills and increased academic achievement and
found that, in both cases, students who had
completed placements had achieved higher
grades by the end of the undergraduate course.
Equate Scotland’s CareerWise project is a highly
successful and highly effective work placement
scheme aimed exclusively at females studying
Science, Technology, Engineering or Maths (STEM
subjects at Scottish Universities. CareerWise works
with employers to solve their STEM skills shortages
by providing a conduit to widen their talent pool
and attract interest and applications from female
undergraduate students studying STEM degrees.
Demand for CareerWise placements is high. Since
its launch in 2013, the scheme has received over
860 applications from over 420 individual females
looking for vital STEM work experience each year.
From female students who took part in the
CareerWise placements, 92% said they gained
technical skills, 88% said they improved in their
communication skills and 73% said they gained
skills in self-management and organisation.
Placements of this kind create employment ready
graduates for the engineering sector in Scotland.
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CASE STUDY – THE OFFSHORE
RENEWABLE ENERGY (ORE)
CATAPULT
130 employees
The Offshore Renewable Energy (ORE)
Catapult is an innovation centre that
was created in 2013 to support the ORE
industry. The main services provided are:
joint industry projects; research; testing.
In 2016 we offered five summer placements for
students to join the Offshore Renewable Energy (ORE)
Catapult Engineering team for up to two months. One
of these placements was reserved specifically for an

aspiring female engineering student from the City of
Glasgow College. The other four places were filled
by university students, two of whom were female.
The City of Glasgow College student was placed
in our team for seven weeks and worked three days
per week. She reported to one of the permanent
Engineers who took responsibility for her workload
and professional development. The student was
engaged in projects focussed on the operations and
maintenance of offshore wind farms. She delivered
background research and a study of maintenance

contracts of existing offshore wind farms, both of
which are currently being used to build the case for
a new joint industry project. She attended a visit to a
7MW offshore wind turbine in Fife and our large scale
testing facility in Blyth. Throughout the placement,
the student kept a work diary of her experience and
ultimately captured her experiences in a final report.
Key Drivers
One of the core aims of the ORE Catapult is
to support the offshore renewables industry.
The most impactful way of delivering this is through
direct support to young people to achieve their
maximum potential in STEM related activity, providing
opportunities to expand their education and experience
of engineering disciplines and practical activity.
The ORE Catapult Engineering team work in
a project based environment and at any one time
there can be in excess of 50 live projects to be
delivered. The opportunity to engage with bright
aspiring engineers has proven to be a successful
method of project support. We also consider
placements as a valuable source of innovative
ideas and hence aim to bring in budding engineers
from a range of different backgrounds and seek
a good balance between males and females.
Another driver is the potential of identifying people
that could join the ORE Catapult on a more permanent
basis. The opportunity exists for successful summer
placements to join us for a half-year internship
and potentially on a permanent contract.
Costs/Resources
One of the aspects of the engagement with
City of Glasgow College that facilitated the
placement was that the college offered to pay
the wages for the student. This was critical to
avoid getting hindered by a cost-benefit analysis
for such a placement which is difficult in advance
of engaging with potential applicants.
The main resource implication for us was the
need to identify a mentor for the student who had
sufficient time to get a student up to speed with the
projects, meet on a regular basis and sufficiently
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specify a package of work that could be delivered
in the relatively short timeframe and deliver value
to both the individual student and the Catapult.
Short-term impact
The placement initiative was a benefit in the short
term because we had one more member of the team
to share the workload and one more member to
contribute new ideas for projects. It led to improved
interaction and collaboration with a new recruit sharing
her ideas and experience. The successful applicant
also made a positive impact from a project perspective
because she was able to bring valuable external
experience from the aerospace industry and apply
it to the topic of offshore wind turbine maintenance.
Longer-term impact
These student placements have raised awareness
throughout the organisation that it is the intention
of ORE Catapult to have a healthy gender balance
at all levels of the business. This diversity provides
a greater variety of intuition, instinct, ways of
working and creativity to the wider team that is
critical to the process of innovation, one of the
key values and deliverables of the organisation.
Advice
You will be impressed with what ambitious engineers
are capable of, regardless of experience or gender.
Short term placements are an excellent way to focus
resources and deliver project support. To make the
most of the opportunity it is very important to strike
a good balance between defining a clear and
deliverable task, and permitting the intern to bring their
own experience and creative ideas to the organisation.
It is also important to ensure that the scope of work
that the student undertakes is directly complementary
to the studies that they are undertaking.
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CASE STUDY – INTERSERVE PLC

CASE STUDY – THALES UK

80,000 employees worldwide

6500 employees

Interserve Construction is part of Interserve
PLC, one of the world’s foremost construction
& support services companies in the UK,
listed in the FTSE 250 index with gross
revenue of £3.4 billion. We offer services
at each stage of an asset’s lifecycle, from
inception & design through construction
and finally to its operation.
Interserve Construction, in partnership with City
of Glasgow College and Equate, agreed to participate
in this initiative to demonstrate our approach to
tackling workplace inequality for women in these
sectors, recognising that both women themselves
and employers have roles and responsibilities in
creating change.
We developed a placement programme which would
provide ‘Women in Engineering’ an opportunity to
experience and gain an insight into our company.
Key Drivers
The key drivers behind Interserve’s participation
in the ‘Women in Engineering’ placement programme
were part of our Investors in Diversity Initiative and
our commitment to working in partnership with City
of Glasgow College and Equate. Interserve are proud
of our diverse community of staff and are committed
to maintaining equality of opportunity for all, nurtured
in an environment of mutual respect and dignity.
The promotion of equal opportunities concerns all of
us. As an organisation we can ensure that we maintain
a safe, welcoming and productive environment.
Costs/Resources
The costs associated with this action were
– Staff time (approx. 5 staff involved in the
initative) and reimbursement of travel expenses
to students during their placement.
Short-term impact
The Initiative demonstrated to women engineers
already within the company that Interserve are
committed to gender equality and supportive
of recruiting more women within the industry, thus
promoting an inclusive environment to work in.

Longer-term impact
In the long term this workplace initiative will
have a positive effect on both women engineers
and the company as a whole. Initiatives like this
promote Interserve as a diverse company which
is committed to gender equality and will make
Interserve an employer of choice.
The initiative will also encourage female engineers
within the business to become mentors to graduate
and student level engineers.
Advice
In advance of the students arriving, try to gain
an understanding of their current knowledge levels
and what modules they have or will be studying. This
will allow you to centre their work experience around
something which is relevant to them, getting firsthand experience of a topic they are or will
be studying.
Future plans
In 2011 Interserve Construction was the first
Construction Company to receive the IID accreditation
and is fully committed to maintaining the IID Standard.
Since being awarded the Level 2 standard, in July 2014
we went through a successful re-accreditation process
and will continue to be fully committed to maintaining
the IID standard throughout our organisation. We
have IID Champions throughout our business and
will continue to spread the message at all levels.
Going forward Interserve are currently developing
our Leaders in Diversity Action Plan with our main
themes; Inclusive Recruitment, Inclusive Engagement,
Inclusive Workforce and Inclusive Leadership.

Thales provides world-class technology that
ensures its customers provide safety and
security around the globe, in all its markets
(aerospace, space, ground transportation,
defence and security). Every year Thales UK
sponsors approx. 50 intern/work-placement
positions across the UK. We are interested
in hearing from engineering students at
any stage of their degree for placements
ranging from 3 to 12 months. As an intern
at Thales, the participants step right into
our world. They can expect to come face
to face with big innovations, collaborate
on real projects and learn from the best.
In fact, every internship with Thales is
unique to the project and area they join.
Key Drivers
We look to attract and retain the best talent. Our
intern programme is our investment in the Thales
talent of tomorrow. We want to inspire the very best
future talent to come and try us. Not only do they
gain world-class experience, they’ll be ready to step
up to new challenges with confidence and could
find themselves in a great position to be fasttracked
to a graduate position with us in the future.
Costs/Resources
The only cost to Thales is the salary per intern.
Short-term impact
We are seeing our ratio of women increasing
in our graduate population and over 75% of our
interns convert to a permanent position in the
Thales Graduate programme through raising
awareness of Thales and the work that it does.
Longer-term impact
We hope to continue the trend of attracting
great talent to our organisation.

Advice
Ensuring that the Interns/work-placements
are of real learning value and the participant
can have real impact in the time they are with
you. Having work placements with strong
management and mentoring is critical.
Future plans
Our diversity and inclusion strategy for Thales
UK covers a number of areas (not limited to
gender) eg, work based education, senior level
sponsorship, bias free attraction and recruitment
campaigns and smart working. We are committed
to developing a diverse and inclusive culture.

Our diversity and inclusion
strategy for Thales UK covers
a number of areas… work
based education, senior level
sponsorship, bias free attraction
and recruitment campaigns
and smart working. We are
committed to developing a
diverse and inclusive culture.
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CASE STUDY – ENGINEERING
ACADEMY, UNIVERSITY OF
STRATHCLYDE
3000+ employees
As part of the University’s outreach
objective, the Academy was established
to increase widening access participation
by delivering various pathways to a range
of engineering degrees in our leading
Faculty of Engineering.
The Engineering Academy offers an alternative route
into university and employment as a Strathclyde
student. The first year is an enhanced HNC programme
with direct transfer into second year of one our
engineering degrees.
Dialogue funding was identified by City of Glasgow
College, in association with Equate Scotland and the
John Mather Trust, to support employers to offer
additional paid summer placements for 2nd year
female Engineering Academy students. Paid summer
placements ranged from 8-13 weeks
Key Drivers
> The Engineering Academy and the University of
Strathclyde are keen to support gender balance
through action
> Providing appropriate work experience for students
helps the student, the employer, and the economy
(as they are more productive more quickly) and,
in the case of female students, additionally helps
to provide more role models to encourage more
females to consider engineering
> Initiatives like this create more summer placements
which means that more males get appropriate work
experience too.
Costs/Resources
A small amount of additional administration costs.
Short-term impact
Has been clear and the female students have evidenced
this in statements such as “the experience had made
me realise I wanted to work in this field offshore and

given me an insight into what I have to do to become
good enough to do so” and “It was great experience
that will help me going forward in my career and I can
pull from so many of my experiences there. I improved
my team working, communication and problem solving
skills, and had to learn to be diplomatic when it came
to making decisions that not everyone would like.”
Longer-term impact
Cannot be measured at present but the indicators are
positive and having more females in engineering makes
it become the norm, helping to remove gender from
the decision making process and instead focussing
on the best person for the job.
Internal Barriers/Resistance
There is usually resistance to change and there was
some from a very small number of male students. This
led us to review how we were putting the messaging
across and we subsequently changed that to illustrate
that additional opportunities like this actually created
more placements for all students.
Advice
Get involved. Don’t worry unduly about saying
the wrong thing or being unclear on the language
to be used. Actions speak louder than words
Future plans
We received tremendous feedback from Equate
Scotland on how to improve our website to make it
more gender friendly. Subsequently Allison Johnstone
from Equate ran a workshop with Engineering Academy
students from 1st to 4th years to discuss the issues
and make the connection for them that displaying
competence in this area is now part of the requirement
of being an Incorporated or Chartered Engineer.
We plan to run further sessions with Equate on this.
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WORKING WITH SCHOOLS
The majority of large engineering companies
are accustomed to delivering outreach
activities with schools in the local area.
An example of one initiative is the Go4Set
work developed with Glasgow primary
schools with Viridor. Viridor is a recycling
and renewable energy company which
hosts an education centre on its premises
in Glasgow. The education centre is there
not only to provide information to the
community on recycling and waste energy,
but it is used as a means to inspire future
generations to pursue STEM subjects
as they progress to secondary school.
For many schools, finding space within the
curriculum to engage with employers meaningfully
can be difficult. As such it is critical to ensure that
engagement space that is possible is effective for
pupils. Effective engagement can take many forms.
However, through this project and conversations with
schools’ outreach programmes there are key aspects
of many schools-based work we would recommend.

BUILDING A RELATIONSHIP
One-off interventions do not create impact. Delivering
change in attitudes and challenging misconceptions
about gender and engineering are unlikely to happen
through a single workshop or assembly talk. The most
effective way for companies to take on this challenge
is through sustained relationships which requires
repeated engagement in the same school with the
same pupils and growth in the conversations taking
place with young people.

PRE – SUBJECT CHOICE
Engagement after subject choices have been
made is less impactful. Many girls are cutting
off the opportunity to have a STEM related
future from as young as 14, when subjects and
specialisms have been chosen. Ideally, engagement
should begin before this time, allowing girls to consider
the full spectrum of choice they have in the subjects
they pursue.

EQUALITY IN ENGAGEMENT
Employers will find that engagement activities
which are open, rather than being specifically for
girls, will invite attendance from a majority of boys.
Whilst industry may not want to pursue girl-only
outreach activities they may want to consider
a 50/50 ratio in their attendance. In other words,
if only 5 girls sign up to an event, then only 5 boys
are able to go also. This creates a responsibility
to the school to enthuse girls to engage in this
work and tackles the reinforcement of stereotypes.

ENGAGING WITH TEACHERS
AND SUPPORT STAFF
According to a study by Brunel University and
CBI, a third of surveyed school teachers said
they lacked confidence in teaching STEM skills
in the classroom. As such, there is potential for
positive engagement with teachers and staff to
increase their confidence and help them engage
pupils in STEM on a daily basis. Employers may
want to consider site visits, workshops and talks
targeted at educators rather than solely pupils.

BEST PRACTICE GUIDE

CASE STUDY – PRIMARY ENGINEER
12 employees
An award-winning, not-for-profit organisation
specialising in bringing industry and
education together via teacher training.
Programmes aimed at the whole class ensure
gender balance, increased attainment,
aspirations and STEM career awareness.
Primary Engineer have worked with thousands of
early years, primary and secondary schools in the UK
over the last decade to develop teacher confidence
in delivering practical maths, technology and science
through engineering. We firmly believe in influencing
the influencers, so looking to increase teacher
confidence in engineering skills and awareness of
career paths has a direct impact on all their pupils.
To bring the programmes to life we look to link every
school with local engineers who bring a context to
the learning, and provide an opportunity to explain
how engineering fits in the wider world. Celebration

events at the end of the engineering project, often
in an industry setting, bring together pupils and
teachers from a range of schools and give local
engineers a further chance to link with schools and
see their final products. The gender spilt of pupils
at these events is evenly balanced with students
clear that both boys and girls can be engineers.

From the even split of
thousands of pupils who
enter the Scottish Engineering
Leaders Award, girls frequently
excel taking 75% of the awards.
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Key Drivers
Firstly, it forms part of our organisation’s vision:
that careers in science and engineering are for
everyone. Secondly, by bringing together girls
and boys on engineering projects in primary schools,
calling themselves ‘Primary Engineers’ we have
an opportunity to embed the reality of true equality
and team work. As they grow-up this way of working
becomes natural with gender balance bringing
a dynamic that creates successful outcomes.
Costs/Resources
To accommodate as many schools as possible on
a range of activities, Primary Engineer / Secondary
Engineer programmes courses are funded by a wide
range of industries, colleges, universities, councils,
Professional Engineering Institutions and government.
Schools can also self-fund and some projects are free
of cost.
Short-term impact
In the short-term the impact is firstly seen on teachers.
When they attend a Primary Engineer training day they
are nervous, feel out of their depth and have little idea
of what to expect. Many have never held a saw never
mind taught early engineering skill! Wherever possible
the teachers are invited to work alongside local
engineers on the day. This combination of the course,
the surroundings and the engineers has a dramatic
impact on the teachers who all leave enthused with
the activities they will take into the classroom and with
an entirely new perspective of engineering – one they
will never forget.
Wider (unexpected) impact
Developing teachers’ skills gives us longevity –
teachers run the project year-after-year, they attend
celebration events annually, pupils refer to themselves
as Primary Engineers. More and more schools run the
programme with every class. This is also evident with
the Scottish Engineering Leaders Award with schools
registering 200 – 300 pupils at a time.
Internal Barriers/Resistance
Feedback from teachers who have run the programme
as an opt-in (e.g. an after-school class) is that they
find girls don’t engage. But when run as a whole class
project, girls and boys both flourish. Through our
Professional Recognition course and the teachers’
findings, based on their own action research, we will be
able to demonstrate the impact of the programme and
add to the evidence base of engineering as a whole
class activity in primary schools.

Advice
Don’t re-invent the wheel as tempting as that is!
Industry and education are both looking to offer
the same for pupils but quite often it feels like there
is a need for a translation service. Schools are under
time pressure working within a busy curriculum and
industry have only so much time to offer them.
Our advice would be to work with organisations
who have a track record working in this field.
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MEASURING AND
BENCHMARKING
In order to understand what, if any, change is
being achieved in increasing the number of
women in engineering, we need mechanisms
of monitoring and evaluating our work.
Repeatedly, a lack of data on equality and diversity
within the engineering field has been stated as
a problem for the sector. The 9% of women in
engineering is a statistic repeated but regularly
disputed by many. A problem specific to engineering
is the diversity within the areas in which women
may work: mechanical, civil, technical, chemical,
biochemical, environmental, to name but a
few. High quality data collection on equality and
diversity across all areas of engineering needs
to become a priority to provide the evidence
base to take forward appropriate positive action
measures and create necessary change. It is
vital that organisations are able to monitor
implementation of policies, gather data on
progress and challenge themselves with new ideas
for improving occupational segregation. This is
particularly important as many employers provide
overall equality and diversity statistics which do
not give a realistic picture of the workplace. For
data to be useful, it needs to be broken down into
technical, administrative and leadership roles.
In 2008, the UK was part of a European wide study
on benchmarking data on women in science. Within
this report it was stated that there was a need for
more comprehensive data across all STEM fields,
in particular the study stated that the business
enterprise sector had the least data available
to create EU wide benchmarking.

When developing data collection mechanisms to
support gender equality work, employers may want to
consider the following beyond basic demographic data.

ROUTES INTO THE INDUSTRY
To support employers in their outreach activities,
it is critical to know which routes people are taking
into their employment. Employers may want to
consider evaluating routes into their companies
and where they would like people to join them
from to enable them to understand what type of
engagement is required to broaden their talent
pool. This is particularly important when it comes
to gender, as creative or social routes may be
more likely to be the routes in by women.

PROGRESSION
Ensuring that women who work in engineering
remain and progress is critical for the future of the
sector. As such, it is worth employers tracking and
measuring the progress of women who enter their
employment to ensure that progress for women is
as much a reality as it is for men in the organisation.

EXIT SURVEYS
Estimated numbers tell us that 40% of women
who are in engineering leave, and over 70% of
women who qualify at undergraduate level do not
go into the sector. As such, it is crucial to analyse
why women leave and what more can be done to
prevent that. Exit surveys are a way to do this which
allow honestly from the leaving employee and can
provide practical solutions to retention of talent.
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WORKING WITH OTHER
ENGINEERING EMPLOYERS
One of the key ways that employers
can ensure they are constantly moving
forward and re-engaging with issues of
occupational segregation is by working
with and engaging with other employers
from the sector. This allows them a far
deeper understanding of issues affecting
this sector and provides a platform for:

>> Hearing others’ ideas on what has
worked for them, and what hasn’t
>> Sharing Ideas, inspiration and
examples of what is being done
elsewhere
>> Benefitting from best practice
from other organisations

Evidence indicates that, when women leave
an engineering employer, often they leave the
industry as a whole. Partnership working with fellow
engineering employers can provide a platform to
consider a sector wide response to the issue and also
potentially create a more resource effective way of
pursuing outreach work and positive action measures.
Gender specific activities within engineering can
seem like an over-saturated area. However, sector
wide coordination provides a way to not only ensure
that the initiatives are creating positive impact, but
also prevent duplication and geographical isolation.
Equate Scotland hosts regular employer sessions for
this very reason. We coordinate good practice sharing
and sector specific learning to allow companies
to hear what the latest ideas on gender and STEM
are and crucially take away action points about how
these ideas can be actioned in their own industries.
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CASE STUDY – PLEXUS CORP (UK) LTD.
500 employees in UK, 14,000+ globally
Plexus is provider of electronics design,
manufacturing, supply chain and
aftermarket services. Strategically focused
on higher complexity, we deliver endto-end solutions through our Product
Realization Value Stream service model.
Plexus has attended a range of events delivered
by Equate Scotland which have provided a wealth
of information allowing for informed decisions
about how best to increase female representation
within Engineering. For example, our HR team and
Engineering Apprentices attend high school events
to encourage girls to consider Engineering as a career
and advise on the subjects they should study at high
school to help them achieve that. These are often
driven by the schools and therefore tie in with other
local employers.
Key Drivers
Plexus’ largest site in Scotland is in Kelso in the Scottish
Borders and we struggle to attract female applicants to
our engineering apprenticeship, as well as in recruiting
experienced female engineers. We are trying to increase
the understanding of what being an Engineer means,
and that engineering is #notjustforboys.
Costs/Resources
The main cost is associated with this effort relates
to the time Plexus staff are away from their day
jobs. As a business we’re committed to this
cost as it is important action we’re taking.
Short-term impact
Increase in understanding the main problems
we face (e.g. the number of Engineering vacancies
in the UK compared to the number of students
studying engineering, and also the proportion
of women studying or working in Engineering).
Longer-term impact
The business is trying to target women in recruitment
more effectively and increase the visibility of the
company in the local region as an employer.

Internal Barriers/Resistance
No internal barriers
Advice
Keep working at it! There is no ‘magic bullet’ that
will solve every facet of under-representation of
women in Engineering in one go – as an industry
(and a society!) We need to keep sending out
the message that women can be engineers.
Future plans
We will continue to work with local schools
to increase awareness of engineering as an
option for girls. We may look at implementing
some sort of female engineers’ network or
mentoring scheme within the business.
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TAKING A WHOLE
ORGANISATION APPROACH
One of the key obstacles to creating
sustainable and meaningful change is the
organisational culture created by leaders
and dominant groups who hold the power.
Creating culture change is notoriously
hard to effect. “Part of the reason change
has been slow is that so many companies
misunderstand the reality of the issue: it
isn’t the women who need to change. It’s
the cultures that need to change.” (Jennifer
Maravillas, writing in Harvard Business Review)
Employers are well aware that there are no silver bullets,
and each individual ‘solution’ is only one piece of
a much larger jigsaw. In order for there to be systemic
and sustained change, engineering employers need to
adopt a ‘whole organisation’ approach where work on
gender and occupational segregation is mainstreamed
and embedded in all the work they do, and aligned
with other business priorities – including profitability.
It is important that gender equality is not seen
as an ‘HR problem’ and assigned to a department
away from the core engineering culture. In order
to avoid this, employers need to consider giving
the responsibility for delivering on equality and
diversity targets to engineering managers rather
that HR staff. “Buy-in” from staff at every level
is necessary to create cultural change, and
ensuring this through training and development
of all staff is the most effective way to achieve this.
Taking a whole organisation approach at its heart
means culture change. Being in the minority can

leave women engineers feeling alienated and
feeling like they do not belong. These cultural
issues can be obvious from not having suitable
toilets or appropriately sized clothing, to the more
subtle being excluded from meetings, having
their ideas ignored or feeling uncomfortable with
language or rhetoric used by fellow employees.
Everyone has the power to create change in
the culture they work in. Macro inequalities such
as the gender pay gap and inflexible work are
a wider institutionalised inequality issue which the
leadership of an organisation must take on. However,
tackling micro inequalities can and should be the
responsibility of every employee. These inequalities
are the subtleties that create hostile or difficult work
environments that many women in STEM choose
to leave. Example of micro inequalities include
speaking over female employees, not including
them in social activities and making assumptions
about their abilities or caring responsibilities. Micro
inequalities are rooted in attitudinal negativity and
gender stereotypes which training, open discussion
and accountability can challenge and change.
Research by Nadya Fouad (2014) found that women
engineers who stay in engineering, choose to do so
because their organisations ‘get it’, and they show they
‘get it’ (“it” being the issue of gender in engineering)
by recognising women’s contributions and caring
about their wellbeing. They do this by investing in
their training and professional development, providing
clear and transparent paths for advancement and
by implementing supportive flexible policies and
a work culture that supports work-life balance for all.
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CASE STUDY – CITY OF GLASGOW
COLLEGE
1359 employees
The Industry Academy (IA) is a concept
designed to channel the Colleges curriculum
and the industry experience of staff to meet
the needs of learners and employers. The
Model promotes cross college activity, in
collaboration with external partners, to
create a focused, sector relevant skills and
training curriculum which goes beyond that
of conventional publicly funded models.
This delivery model supports learners to
become workready for their chosen area
of employment and provides employers with
access to a skilled workforce and a pipeline
of motivated graduates who demonstrate
the necessary soft skills and values and
behaviours demanded by industry.
Through the IA model, skills gaps in industry are
identified and addressed by working collaboratively
with employers to develop a range of pathways
supporting learners into specific industries, upskilling
existing employees and retraining staff wishing to
change career.
The College has launched 23 Industry Academies
aligned to key industry sectors. This submission
focuses on a cross-section of IA activity to demonstrate
how the model operates and the benefits to students,
the college, and employers.
A key area of focus for the IA is increasing the minority
gender share in the largest and most imbalanced
curricular areas. In this context the IA has facilitated
the development of programmes designed to address
gender inequality, particularly in the construction and
engineering sectors. These programmes have been
recognised for their impact in increasing the number
of female trainees significantly above sector averages.
The college has been working with a range of
partners to promote opportunities for women who
are interested in pursuing a career in the construction
and engineering sectors. Aligned with the College’s

commitment to develop a curriculum that encourages
individual learners to flourish amidst an inclusive
and diverse learning community, the Women Into
programmes have been well received by industry
partners and have resulted in a significant increase
in enrolments, work placements and public awareness
of the gender imbalance in each sector.
Successful candidates on the programmes have the
option to mainstream into a mixed gender programmes
in specialist construction or engineering areas.
The programmes are at no stage the mandatory
entry programme for women. They are intended
to be an option for women who would prefer
to experience construction or engineering without
the challenges associated with entering a male
dominated environment. All women applying
to enrol on a programme are given the opportunity
to choose between the bespoke womens course and
a mainstream programme. This example demonstrates
excellent practice as it delivers measurable outcomes
that are closely aligned with key College, Government
and Legislative policies and has a positive impact on
our developing workforce and industry partners.
Key Drivers
The initiative is underpinned by the
Equality Act 2010 and supports the Scottish
Governments gender equality agenda...
”The Scottish Government is working to
reduce and remove the barriers faced by
women and men in Scotland across a range
of social and economic spheres”
...and embodies the intent of the
College’s Strategic Plan:
“City of Glasgow College is committed
to meeting the challenge of social mobility
by meeting the needs of the City and all
of its citizens with fairness and equality”.
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Costs/Resources
The College appointed an Industry Academy Head
to oversee the work in this area. As the initiative
developed, a STEM Development Manager was
appointed to further develop partnerships with
STEM related employers.

Advice
Recognise the value of partnership working.
We have found that working closely with partners
from a range of different backgrounds and sectors
has significantly improved our provision in relation
to what we could have achieved ourselves.

Short-term impact
The emergence of a female talent pool has created
significant interest in employer groups (46 employers
attended the Recruit a Female Apprentice event)
and has increased the opportunity for our female
students to gain employment in traditionally male
dominated environments. This, in turn, contributes to
addressing the increasing skills gap in both sectors.

Future plans
We have firstly established that there is a demand for
places on engineering and construction programmes
from aspiring female trainees. We have also
established that there is a significant demand from
industry for female apprentices and technicians.
By developing a provision that meets the needs
and aspiration of a number of our stakeholders
we are confident that the Women Into programmes
are a sustainable and impactful initiative. Throughout
the project we have been able to identify a number
of areas for improvement as we seek to further
increase our focus on Equality in 2016/17. A key
priority is to continue to engage with our partners
to raise awareness of the benefits of recruiting
from the female talent pool. This includes tackling
perceived barriers and prejudices and offering
support to our employer partners through
awareness raising and CPD events. Our plans for
continuous improvement include:

Our faculty statistics show an increase in female
participation in construction trade occupations
from 10.8% in 2014/16 to 14.9% in 2015/16. This
is in comparison to an industry average of only
2%. In total there have been 18 enrolments on
the Women in Construction programme for the
September 2015 programme and we currently
have 44 female applicants for January 2016
(accurate as of 11/12/15). We have also seen an
increase in female participation in engineering
from 10.1% in 2014/16 to 12.6% in 2015/16
against a sector average of approximately 6%.
Longer-term impact
Early retention and attainment figures have been
very positive as 100% of the females who started
on the engineering programme have remained
on course and are achieving. On the construction
programme, the retention and achievement is
higher than on similar mainstream construction
programmes with early retention at 94%.
Wider (unexpected) impact
Employer engagement in both programmes
is higher than on mainstream programmes
with a number of site visits, guest speakers
and community projects being completed
Internal Barriers/Resistance
There have been no significant barriers to the
adoption and implementation of this project
although there has been extensive consultation with
students, staff and external stakeholders to ensure
the provision meets and exceeds expectations. Our
biggest challenge has been engaging with a diverse
range of external stakeholders. Larger companies
are generally quick to engage with the project but
smaller companies can find it difficult to engage
due to their more limited time and resource.

> Increasing guaranteed interviews for female
trainees
> Increasing employment outcomes for female
trainees
> Increasing industry engagement with Women Into
programmes
> Increasing enrolments in Women into Engineering
programmes
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POSITIVE ACTION
Positive action is the term given to legal
interventions that can be taken to increase
the representation of those from protected
characteristic groups (sex, disability, race,
religion, age, gender reassignments,
marriage and civil partnership, pregnancy
and maternity). The Equality Act 2010 says
employers can, in some situations, take
steps to help certain disadvantaged groups
access employment or training. This is called
positive action. In this particular context,
positive action is the catch-all term given to
the women-only outreach work conducted by
employers to increase the number of women
participating in engineering. Positive action
is not the same as positive discrimination.
Positive action is about engagement,
outreach and attracting new talent, it does
not allow for preference in recruitment.

Positive action measures work best when they
are tailored to the needs of the employer and
the sector. Examples of successful positive action
measures include Equate Scotland’s CareerWise
project providing women-only placements in the
STEM sector, coaching and career development
opportunities specifically for women and training
targeted at potential female employees.
Positive action measures are not only legal, but
are a recommended tool to increase participation
from women. However, positive action measures
are still not commonly used in engineering despite
there being such a clear gender issue. According
to Worman at el (2009) “Objection from employers
regarding the positive action provisions, and their
reluctance to use them is likely to stem from
a fear of discrimination claims from unsuccessful
candidates”. Whilst this may be the case, this fear
needs to be eradicated if any substantial change is
to be made to the gender representation of women
in engineering. Employers will need to be bolder
in their interventions.

In order to overcome this fear, we recommend
a strong evidence base for all positive action
measures. Dr. Chantal Davies has devised
a set of questions that those pursuing positive
action measures should answer and gather an
evidence base for. These questions were originally
devised for further and higher education but
have been adapted for the use of employers:

>> Is there a particular need, underrepresentation or disadvantage
among a group that you wish
to address?
>> What is the evidence of that
need, under-representation or
disadvantage (i.e. reasonably think)?
>> What is the cause of that
need, under-representation
or disadvantage?
>> How will the measure address
the need, under-representation
or disadvantage?
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>> Are any other groups disadvantaged
by the introduction of the measure
and, if so, who? If groups are
disadvantaged, what plans are in
place to alleviate negative impacts?
>> Is there another, more effective
(or less adverse to other groups),
way for you to address that
need, disadvantage or underrepresentation (i.e. proportionality)?
>> For what period of time will
the measure be in place?
What arrangements are in place
to review the impact of the measure?
Equate Scotland is able to support employers
in gathering this evidence and being confident
in the implementation of positive action initiatives.
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CONCLUSION
For Scotland to remain globally
competitive in engineering, the issue of the
lack of women in the sector must be taken
on in a bold, consistent and ambitious way.
Equate Scotland’s work in this area has proven
to be hugely successful, but this success will not
translate into radical improvements unless we
see a national, employer-led prioritisation of the
issue. For a number of years now, Government
and political will has been clear on the need to
increase the number of women in STEM, as can
be seen from the investment from Government
and the forthcoming STEM strategy for Scotland.
However, Government and Government funded
intervention is only part of the solution. It is clear
that the leadership and expertise from engineering

PARTICIPATING PARTNERS
employers is the way to make the change that
Scotland needs and women with the talent
and ambition to be engineers deserve.

WE WORKED IN PARTNERSHIP WITH:

>> City of Glasgow College

This guide has been developed after three years
of intense work in the engineering sector and
has been led by an employer informed discussion.
It is hoped that this guide provides the knowledge
and ideas needed for the engineering industry
to make even further inroads to the gender and
engineering challenge.

>> Semta

Each chapter is a recommendation which has been
taken on successfully by a STEM employer and
includes initiatives which Equate Scotland has the
expertise to provide support with. We look forward
to working with you on your ambitious plans to
implement some of the ideas within this guide.

>> HBJ Gateley

>> Women’s Engineering
Society Scotland
>> Family Friendly Working Scotland

>> Prospect, the Trade Union
for Professionals
>> The Institution of Civil Engineers
>> The Institution of Mechanical
Engineers
>> The Institution of Engineering
and Technology
>> Skills Development Scotland
>> Primary Engineer
>> Scottish Association for
Engineering Education
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