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WOMEN IN ENGINEERING
WOMEN IN ENGINEERING
Solving skills shortages through diversity
Scotland benefits from a highly-skilled engineering workforce. Some leading companies
have successful apprenticeship and graduate programmes in place – investments that
ensure the sector is sustained into the future and can respond to increased demand.
However, the profession continues to face significant challenges in terms of attracting
and retaining women engineers, including attracting women to study engineering,
encouraging women engineering graduates to seek employment within the sector and
encouraging women engineers to stay within the sector. Initiatives such as the Women
in Engineering Project are of critical importance in terms of ensuring that the demand
for engineers within Scotland and beyond can be met through developing a workforce
which is sustainable on the basis of more equitable gender balance. The purpose
of the research is to conduct an evaluation of the Women in Engineering Project. It
will capture the outcomes, outputs and impact that this three year project has had.
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EXECUTIVE SUMMARY
Beneficiary Review: Women Constituents
The Students, Professionals and Returners participating in the programme of i n depth interviews cited a wide range of reasons for participating in the Women in
Engineering Programme.

The vast majority of Women Constituents interviewed stated that they had high
expectations of the programme before they engaged with it (although relatively
few had very high expectations of it), with these expectations varying across the
three Women Constituent audiences. In this context, it is encouraging that the vast
majority of those participating in the interview process stated that their
expectations of the programme had been met to a great extent, particularly in
terms of positive impacts on their skills, their confidence, their attitudes and in terms
of their employment and/or further study.

Women Constituents engaged in a wide range of aspects of the Women in
Engineering Programme, primarily through attending evening networking
events, one day courses and the three-day Career Enhancement Programme.
The vast majority of Women Constituents believed they had benefited in a wide range
of ways following their engagement with the Women in Engineering Programme,
including feeling more confident about their skills and improving their existing skills.
A significant majority of Women Constituents believed that their attitudes had
changed in a range of positive ways following their engagement with the Women
in Engineering Programme, including being more confident about their career at
work and in general, and being more aware of their strengths and abilities, more
aware of ways they hold themselves back and more assertive at work.
Almost two thirds of Women Constituents – who were in employment or were
students who had had work experience – stated that they were planning to apply for
promotion or a new job following their engagement with the Women in
Engineering Programme. Many Women Constituents stated that they had embarked
on further study or training or were planning to embark on further study or training.

5
Two thirds of Women Constituents stated that, following their engagement with the
Women in Engineering Programme, they had grown their professional networks.
Thereafter, notable secondary mention was made in this regard of a range of other
activities undertaken.
The outcomes noted in the three bullet points above were seen as being strongly
linked by respondents to their engagement with the Women in Engineering Programme.
Women Constituents had taken a wide range of actions as a result of their participation in
the programme.

With very few exceptions, the Women Constituents interviewed believed that their
engagement in the programme had increased their level of satisfaction with the
engineering sector in a number of ways.
Although Women Constituents identified a number of benefits for their university/college
(amongst Students) and their employer (amongst Professionals and Returners), these
benefits were cited to a far lesser extent than was the case in terms of benefits which had
accrued for themselves.

All of the Returners interviewed believed that their involvement in the programme had
made their return to work in engineering feel more likely or closer, with this being a
function of a range of factors.
Three quarters of Women Constituents stated that they probably or definitely planned to
continue their engagement with Equate Scotland.
Women Constituents identified few ways in which their engagement in the programme
could have been better and, furthermore, made limited suggestions in terms of additional
support or services which the programme could have offered.
Women Constituents participating in the research had experienced a wide range of
barriers when studying and/or working in engineering, with this most commonly being to
a great extent in relation to unsupported/ untrained/ineffective management, lack of
knowledge and understanding about equality and diversity issues, unconscious biases and
lack of time and resources given to equality and diversity issues.
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The vast majority of respondents stated that all of a range of suggested solutions
identified to them might reduce barriers for women studying and working in engineering,
ranging from training for managers and leaders and positive action by Employers to
engineering Employers working with each other and Employers working with schools.
4 out of 5 Women Constituents completing an online questionnaire stated that it was
likely that they would be working in engineering in five years’ time (with almost two
thirds specifically stating that this would be highly likely) and virtually all of those
interviewed stated that they planned to continue their relationship with Equate Scotland
or organisations offering similar services.

Beneficiary Review: Employers
Employers identified a range of reasons for their company/organisation’s engagement in
the programme, with their primary reasons focusing around desires to increase the
number/proportion of women engineers in their workforce and have a better knowledge
and understanding of issues pertaining to equality.
The 4 Employers interviewed were equally split between those who had high and low
expectations of the programme before they engaged with it. Of the two Employers who
had high expectations of the programme, for one of these Employers their expectations
had been met.
With one exception, the Employers interviewed stated that their company or organisation
had accrued benefits from their participation in the programme, with these benefits
being numerous and including having a larger number of female applicants for posts
than in the past and introducing training for managers to have better interview
practices in relation to females.

Two thirds of those interviewed stated that they had personally made changes to their
work practice following their engagement with the Women in Engineering Programme.
Less than half of Employers completing an online questionnaire stated that as a
result of their engagement with the Women in Engineering Programme, their company or
organisation, overall, had made changes in its work practices, with very few specifically
stating that this had been to a great extent. However, 3 out of the 4 Employers
interviewed stated that engagement in the programme had been used as a tool for the
sharing of good practice and learning opportunities with other Employers.
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A number of the Employers interviewed stated that, as a result of their company/organisation
participating in the programme, they had taken actions relating to, for example, changing
company/organisation working practices, changing workforce culture and increasing the
number of women entering or staying within their company and in engineering roles in general
within their company.
4 out of 5 Employers stated that, following their engagement with the Women in
Engineering Programme, they had fed their learning back to their company or organisation.
Almost 3 quarters of Employers who completed an online questionnaire stated that they
planned to probably or definitely continue their engagement with Equate Scotland. All of the
Employers interviewed stated that their company/organisation planned to continue its
relationship with Equate Scotland or organisations that offer similar services (with
Employers having a range of desires in terms of the types of services their
company/organisation would be seeking, ranging from seeking advice from Equate in terms
of ‘targeting influencers’ to more interaction with Equate Scotland per se).

Employers completing an online questionnaire believed that women studying and working
in engineering faced a wide range of barriers, ranging from lack of time and resources
being given to equality and diversity issues and unsupportive/untrained/ineffective
management to perceptions that women aren’t interested in engineering and lack of women
role models in senior positions. In addition, with one exception, the Employers believed that
women faced barriers when studying and working in engineering, including cultural barriers
pertaining to a male- dominated environment and stereotypes and prejudices about the
engineering sector being perpetuated by key influencers, such as schools, careers advisers
and parents.
The Employers interviewed identified a number of barriers which they believed
companies/organisations faced in terms of increasing the number of women in engineering
and, in particular, overcoming concerns amongst women about entering a historically maledominated sector and changing the attitudes of males within the sector to females.
The vast majority of Employers and, in a number of cases all Employers, believed that a wide
range of solutions presented to them might reduce barriers for women studying and working
in engineering, with these including Employers working with schools, mentoring for women
engineers and engineering Employers working with each other.
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3 out of 5 Employers stated that the recruitment and retention of women engineers would
be a challenge for their company or organisation, with these Employers identifying a wide
range of ways in which this challenge had been manifested to a great extent.
Three quarters of Employers stated that their company faced challenges in terms of the
number of women engineers it employs as a result of, for example, their size, location
or specialism.
Key Partner Review
The individuals participating in the Key Partner interviews identified a range of reasons for
their organisation becoming engaged in the Women in Engineering Programme, with
their primary motivations focusing around the areas of synergy which existed between the
aims and objectives of their organisation and those of Equate Scotland in specific relation
to the Women in Engineering Programme.
The individuals taking part in the Key Partner interviews identified a wide range of
expectations of their engagement with the Women in Engineering Programme and, in
general, their expectations were relatively high before they engaged in the programme.
In this context, therefore, it is highly encouraging to note that, as a minimum,
respondents stated that their expectations had been met in a number of ways and, in
many cases, had been exceeded.

The individuals participating in interviews on behalf of their Key Partner organisation
identified a wide range of positive impacts which had been accrued for their organisation
as a result of their engagement in the programme, with these primarily relating to
benefits such as becoming involved in a wide range of projects which were beneficial to
their organisation’s constituent audiences and increasing their organisation’s profile as a
result of being associated with Equate Scotland and being involved in programme
activities and events.
There was a strong consensus amongst those participating in the Key Partner interviews
that elements of the programme in which they had been involved had worked well
in a variety of ways for all beneficiary audiences, with this being a function of a wide
range of factors, including the interactive nature of events and activities, the quality and
relevance of content of events and activities and the knowledge and quality of presenters.
Those participating in the Key Partner interview process identified few recommendations
for improvements to engagement with the programme as a function of their positive views
about it.
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Those who participated in the Key Partner interviews were unequivocally positive
about their relationships and Key Partnership with Equate Scotland, both at an individual
and organisational level, with Equate Scotland and its personnel being viewed as having
a wide range of positive attributes, including their positive and proactive approach to
relationships and Key Partnership activities and the high level of their skills, knowledge
and understanding of issues pertaining to women in the engineering sector.
There was an overwhelming desire amongst those participating in the Key Partner
interview process to continue their relationship with Equate Scotland and for this
continuing relationship to take a range of forms, including participation in events,
activities and services which improve the experience of women in the workplace in the
engineering sector and working with Equate Scotland on collaborative projects to develop
and accelerate the rate of change for women within the engineering environment.

All of those interviewed stated that they advocated Equate Scotland on an ongoing
basis and in a wide range of ways through their meetings and interactions with a
range of individuals, employers and other organisations.
During the course of these advocacy activities, Key Partners believed that they were
proactively promoting Equate Scotland in a number of ways.
Although there was an overwhelming consensus amongst those participating in the Key
Partner interview process that the Women in Engineering Programme had been effective
from a wide range of perspectives, there was also a recognition that such programmes
faced a range of barriers, including continuity of funding, establishing engagement and
relationships with Employers and the length of time which it will take for benefits to
accrue to constituent audiences.
Those participating in the Key Partner interviews programme believed that Equate
Scotland and other organisations faced a range of challenges in terms of meeting the
programme goal – and the Scotland-wide priority – to increase the number of women in
engineering, including individual programmes working to short-term horizons, managing
the expectation of project funders, encouraging Employers to buy into the change agenda,
increasing the attractiveness of engineering as a career for young women and ensuring
connectivity of key players, individuals and organisations
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Review of Secondary Data & Evidence
The end-of-year reports reviewed that were produced for The Big Lottery Fund
highlighted the effective management of the project by Equate Scotland, the benefits
accrued to participants as a result of their engagement with the programme and the
preparedness of Equate Scotland to continue to deliver the programme effectively in
future.
The event reports and event feedback summaries reviewed were overwhelmingly positive
in nature and provided strong evidence as to the appropriateness, value, quality and
relevance of events which have been delivered by Equate Scotland and its key partners.
Finally, the feedback provided from the review of other documentary evidence provided
by Equate Scotland highlights the overwhelmingly positive nature of events undertaken
and delivered by Equate Scotland and its Key Partners, on the basis of organisational
considerations and the extent and range of benefits accrued by both Women
Constituents and Employers participating in these events.
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1.0 INTRODUCTION
1.1 Project Background
This report details findings to emerge from a study undertaken on behalf of
Equate Scotland by Ashbrook Research & Consultancy Ltd.
The purpose of the research was to conduct an evaluation of the Women
in Engineering Programme.
Despite global economic uncertainty and downturn, there continues to be
enormous demand for engineers, not only in Scotland and the rest of the UK, but
across the world. Indeed, within Britain, applications to study Engineering at
university have grown by around a quarter over the past decade.
However, the profession continues to face significant challenges in terms of
attracting and retaining female engineers, including attracting females to study
engineering, encouraging female engineering graduates to seek employment
within the sector and encouraging female engineers to stay within the sector.
Accordingly, initiatives such as the Women in Engineering Programme are of
critical importance in terms of ensuring that the demand for engineers within
Britain and beyond can be met through developing a workforce which is
sustainable on the basis of more equitable gender balance.
The brief issued by Equate Scotland clearly identified the purpose, aims
and objectives of the evaluation of the Women in Engineering Programme
and, in particular, identified work streams associated with the project and the
audiences which have been involved in, and exposed to, the project, including
beneficiaries and Key Partner organisations.
The programme is funded until 31 December 2016 and the Project
Deliverables will be completed by that time.
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1.2 Project Partners

It should be noted that the Project Advisory Group, Skills Development
Scotland (SDS) and the City of Glasgow College provided critical inputs to the
programme. In particular, the Project Advisory Group consisted of a collection of
critical friends with expertise in various aspects of engineering who acted as
champions for the work of the programme and steered the direction of its work.
SDS provided ongoing support for – and input into – the programme. They had a
formal role in the programme through representation on the Project Advisory
Group and, in addition, representatives from SDS attended a number of
Equate Scotland’s employer-focused seminars and facilitated meetings between
Equate Scotland and key contacts in the engineering sector.
SDS also supported Equate Scotland to promote the programme’s work and
events in various ways, including for example, inviting Equate Scotland to staff a
stall at the launch of SDS’s Engineering Skills Investment Plan, promoting events
on their website, issuing invitations via direct mailings to relevant contacts and
highlighting the work of the programme on the Our Skills Workforce portal. In
addition, SDS provided six-months’ of funding for a Women Returners Scotland
pilot which focused on supporting STEM-qualified women (including a number of
engineers) back into the workplace after a career break.
The City of Glasgow College partnered with Equate Scotland to address the
gender imbalance and widening skills gaps in the engineering sector. This
collaboration aimed to support the college’s work in promoting gender
equality whilst reinforcing its commitment to supporting the development of a
diverse STEM workforce. Through funding awarded by the John Mather Trust and
match funding provided by the college, 14 aspiring female engineers undertook
a placement with engineering companies.
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1.3 Other Evaluation Activities
In June 2016, an evaluation was undertaken of the Women Returners Scotland
project. This evaluation concluded that the project had been successful and had
achieved high levels of engagement with its women participants and its employer
partners. In particular, the report concluded that:
•

The pilot demonstrated that relatively modest interventions can have a
very significant impact, which was evidenced by specific benefits which had
been accrued by its beneficiaries

•

There is an appetite for developing Returnships amongst larger Scottish
STEM employers

•

There are opportunities for a successor project or extended pilot exercise
to build on and refine the approach established in the Equate Scotland
pilot, to make a significant contribution to the adoption of Returnships in
Scotland in STEM industries and, by doing so, contribute to the wider goal of
addressing the looming skills shortage in STEM
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2.0 METHODOLOGICAL APPROACH TO THE EVALUATION
The methodological approach adopted for the evaluation of the Women in
Engineering Programme incorporated the derivation of primary data (both
quantitative and qualitative) and secondary data.
In particular, secondary data was gathered by means of a review of data and
evidence provided by Equate Scotland and City of Glasgow College.
The primary data was gathered by means of:
•

Online surveys of beneficiaries (quantitative)

•

Telephone in-depth interviews with beneficiaries (qualitative)

•

Telephone in-depth interviews with Key Partners (qualitative)

The beneficiaries from whom information was gathered fell into four categories:
•

Students studying for qualifications relating to engineering

•

Professionals working in the engineering sector

•

Returners, i.e. women who were seeking to return to work in the
engineering sector

•

Employers who had engaged with the programme

It should also be noted that the women returners interviewed fell into two
categories – individuals who had been out of the job market for around a year
and others who had been out of the job market for a number of years.
The evidence gathered during the course of the application of these
methodological approaches is presented in the following sections:
•

Section 3.0: Beneficiary Review

•

Section 4.0: Key Partner Review

•

Section 5.0: Review of Secondary Data & Evidence

Thereafter, Section 6.0 provides a range of concluding comments and
recommendations to emerge from the study.
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3.0 BENEFICIARY REVIEW

3.1

Quantitative Review: Women Constituents

3.1.1

Engagement in the Programme

“Which of the following aspects of the Women in Engineering Programme
did you engage in?”
Figure 1: Aspects of the Women in Engineering Programme Engaged
In
Other

23

Attended two day Career Coaching Programme

3

Had coaching - organisational coaching programme

5

Spoke at evening networking events

6

Attended a career clinic

9

Completed a paid placement or work experience

13

Webinars

13

Had individual coaching

16

Attended Interconnect events for engineering…

17

Attended three day Career Enhancement Programme

26

Attended one day courses

38

Attended evening networking events
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From Figure 1, it can be seen that respondents engaged in a wide range
of aspects of the Women in Engineering Programme, through primarily
attending:
•

Evening networking events (39%)

•

One-day courses (38%)

•

A three-day Career Enhancement Programme (26%)

Thereafter, notable secondary mention was made here of:
•

Attending Interconnect events for engineering students (17%)

•

Having individual coaching (16%)

•

Participating in webinars (13%)

•

Completing a paid placement or work experience (13%)
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3.1.2

Aspects of the Women in Engineering Programme Accessed & Reasons for
Accessing these Aspects of the Programme

“In terms of your skills, to what extent would you say the following benefits
accrued for you following your engagement with the Women in Engineering
Programme?”
Figure 2:

Extent of Benefits Accrued - Skills
68

Developed new skills

18

86

Improved existing skills

25

91

Felt more confident about skills

51
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Column2

Felt more confident about skills
91

Improved existing skills
86

Developed new skills
68

Column1

51

25

18

Base: All Respondents

From Figure 2, it can be seen that around 9 out of 10 respondents stated that
they had benefited following their engagement with the Women in Engineering
Programme in terms of:
•

Feeling more confident about their skills (91%)

•

Improving their existing skills – in areas such as technical skills, networking,
negotiating and public speaking (86%)

Thereafter, Figure 2 indicates that around two thirds of respondents (68%) stated
that, following their engagement with the Women in Engineering Programme,
they had developed new skills in areas such as technical skills, networking,
negotiating and public speaking.
Figure 2 also indicates that half of respondents (51%) stated that – to a
great extent – they felt more confident about their skills following their
engagement in the programme, whilst this applied to a quarter of respondents in

100
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terms of improving their existing skills (25%) and around 1 in 5 respondents in
terms of developing new skills (18%).

“In terms of your attitudes, to what extent would you say these changed
in the following ways following your engagement with the Women in
Engineering Programme?”

Figure 3: Extent of Change in Attitudes
Achieving a better work/life balance

54

17

Being more assertive at work

80

33

Being more confident in general

85

26

Being more aware of ways you hold yourself back
Being more confident at work

87

42

Being more aware of strengths & abilities

46

Being more confident about career

47
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Base: All Respondents
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To a great extent

From Figure 3, it can be seen that a significant majority of respondents stated
that their attitudes had changed in a range of ways following their engagement
with the Women in Engineering Programme, namely:
•

Being more confident about their career (93%)

•

Being more aware of their strengths and abilities (88%)

•

Being more confident at work (87%)

•

Being more aware of ways they hold themselves back (86%)

•

Being more confident in general (85%)

•

Being more assertive at work (80%)

In addition, over half of respondents (54%) stated that their attitudes had
changed following their engagement in the programme in terms of achieving a
better work/life balance.

100

18
Figure 3 indicates that changes in attitudes had also occurred – to a great
extent – in a number of ways for a significant proportion of respondents, in
particular:
•

Being more aware of ways they hold themselves back (51%)

•

Being more confident about their career (47%)

•

Being more aware of their strengths and abilities (46%)

•

Being more confident at work (42%)

“If you are in employment – or if you are a student who has had work
experience – did you take any of the following actions following your
engagement with the Women in Engineering Programme?”

Figure 4: Actions Taken
Obtained a new job with another employer
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Obtained promotion

30

Applied for a new job with another employer

39

Applied for promotion

39

Planning to apply for promotion or new job
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Figure 4 indicates that approaching two thirds of respondents (64%) – who
were in employment or were Students who had had work experience – stated
that they were planning to apply for promotion or a new job following their
engagement with the Women in Engineering Programme.
Thereafter, a notable core of respondents here stated that, following their
engagement with the Women in Engineering Programme, they had:
•

Applied for promotion (39%)

•

Applied for a new job with another employer (39%)

•

Obtained promotion (30%)

•

Obtained a new job with another employer (24%)

70
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“In terms of further study or training, did either of the following happen
following engagement with the Women in Engineering Programme?”

Figure 5: Further Study or Training

Embarked on further study or training
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Figure 5 indicates that 2 out of 5 respondents (41%) stated that, following
their engagement with the Women in Engineering Programme, they were
planning to embark on further study or training, whilst a quarter (23%) stated
that they had embarked on further study or training.

“Following your engagement with the Women in Engineering Programme,
did you engage in any of the following activities?”

Figure 6: Activities Undertaken
Other career development activities
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Set up own business

4

Became a mentee

9

Became a mentor

14

Joined a professional body or network

19

Undertook voluntary work outwith engineering

22

Increased pay

30
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31

Changed career paths
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Became involved in a workplace women's network

40

Grew professional networks
Base: All Respondents
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From Figure 6, it can be seen that two thirds of respondents (66%) stated that,
following their engagement with the Women in Engineering Programme, they
had grown their professional networks.
Thereafter, notable secondary mention was made in this regard of a range of
other activities undertaken, including:
•

Becoming involved in a workplace women’s network (40%)

•

Changing their career plans (36%)

•

Undertaking voluntary work within engineering, for example, as a STEM
ambassador (31%)

•

Increased their pay (30%)

Respondents were provided with the following statement – “The previous
four questions asked you about benefits for you, your changing attitudes, action
taken if you were in employment and further study as a result of engagement
with the Women in Engineering Programme”. They were then asked the
following question:

“To what extent do you think there is a link between your answers to
these questions and your engagement in the Women in Engineering
Programme?”

Figure 7: Extent of Link Between Responses & Engagement in
the Women in Engineering Programme
4

20

4
17

55

No link at all

Very weak link

Fairly weak link

Fairly strong link

Very strong link
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From Figure 7, it can be seen that three quarters of respondents (75%) stated
that there was a strong link between their responses as outlined in Figures 2
to 6 inclusive and their engagement with the Women in Engineering Programme
and, indeed, 1 in 5 respondents (20%) specifically stated that there was a very
strong link in this regard.

3.1.3

Continued Engagement with Equate Scotland

“Do you plan to continue your engagement with Equate Scotland?”

Figure 8: Plan to Continue Engagement with Equate Scotland?

4

3

19

74

Probably or defintely

Possibly

No

Don’t know

It is encouraging to note from Figure 8 that three quarters of respondents
(74%) stated that they probably or definitely planned to continue their
engagement with Equate Scotland, with 1 in 5 (19%) stating that they possibly
planned to do so.
Indeed, very few respondents – only 4% – stated that they did not plan to
continue their engagement with Equate Scotland.
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3.1.4

Barriers for Women in Engineering

“To what extent, if any, have you experienced the following barriers when
studying and/or working in engineering?”

Figure 9: Extent of Barriers Experienced in Studying And/Or
Working In Engineering
Lack of time and resource given to equality/diversity
issues
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Perceptions that women aren't suited to
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Figure 10: Extent of Barriers Experienced in Studying And/Or
Working In Engineering (cont'd)
Poor working conditions
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It is apparent that the Women Constituents participating in the research had
experienced a wide range of barriers when studying and/or working in
engineering, with Figures 9 and 10 indicating that barriers have been
experienced in a range of areas such as:
•

Lack of women role models in senior positions (88%)

•

Lack of knowledge and understanding about equality and diversity issues
(74%)

•

Unsupported/untrained/ineffective management (73%)

•

Unconscious biases, e.g. when Employers are recruiting or promoting (72%)

•

Unsupportive workplace culture (71%)

•

Perceptions that women aren’t suited to engineering (67%)

•

Lack of time and resources given to equality and diversity issues (67%)

•

Perceptions that women aren’t interested in engineering (63%)

•

Lack of flexible working opportunities (61%)

•

Employers not wanting to make changes that will rock the boat/upset men
(60%)

Indeed, Figure 9 also highlights that two thirds of respondents (65%) stated
that they had experienced barriers in relation to lack of women role models in
senior positions to a great extent, with this also applying to a range of other
barriers experienced, including:
•

Unsupported/untrained/ineffective management (41%)

•

Lack of knowledge and understanding about equality and diversity issues
(36%)

•

Unconscious biases (29%)

•

Lack of time and resources given to equality and diversity issues (29%)
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“To what extent do you think the following might reduce barriers for women
studying and working in engineering?”

Figure 11: Reducing Barriers for Women
Studying & Working in Engineering
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Figure 12: Reducing Barriers for Women
Studying & Working in Engineering (cont'd)
Measuring/benchmarking of gender workplace data

84

43

Changes to recruitment/promotion practices

85

36

More employers having a women's network

86

41

Paid returnships
Training for staff on equality/diversity, unconcious
bias

89

39

Positive actions by employers

90

53
0

Base: All Respondents

88

49

10

To at least some extent

20

30

40

50

To a great extent

60

70

80

90

100

25

Figures 11 and 12 indicate that the vast majority of respondents stated that all of
a range of suggestions identified to them might reduce barriers for women
s t u d y i n g and working in engineering. In addition, it was felt that this was likely
to be to a great extent in relation to:
•

Employers working with schools (73%)

•

Engineering Employers working with each other (63%)

•

Mentoring for women engineers (61%)

•

Paid internships for women engineering Students (60%)

•

Greater opportunities for flexible working (58%)

•

Coaching for women engineers (55%)

•

Positive action by Employers (53%)

•

Training for managers and leaders on, for example, equality and
diversity and unconscious bias (52%)

3.1.5

Future Engagement in Engineering

“How likely is it that you will be working in engineering in five years’ time?”

Figure 13: Likelihood of Working in Engineering in 5 Years
Time
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From Figure 13, it can be seen that over 9 out of 10 respondents (92%)
stated that it was likely that they would be working in engineering in 5 years’
time, with almost two thirds (65%) specifically stating that this would be highly
likely. Indeed, it should be stressed that very few respondents – only 2% – stated
that it was unlikely that they would be working in engineering in five year's-time.
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3.2

Qualitative Review: Women Constituents

3.2.1

Aspects of the Women in Engineering Programme Accessed & Reasons for
Accessing these Aspects of the Programme
Aspects of the Programme Accessed
The Women Constituents who took part in the in-depth interviews primarily
engaged in the following aspects of the Women in Engineering Programme:
•

Attended one-day courses

•

Attended evening network events

•

Completed a paid placement or work experience

•

Engaged in other activities – such as speaking at Equate Scotland events or
being provided with peer-to-peer support

Thereafter, more specific mention was made of engagement through:
•

Attending a three-day career enhancement programme

•

Participating in webinars

•

Having individual coaching

•

Having coaching as part of an organisational coaching programme

•

Attending a career clinic

•

Speaking at evening network events

•

Attending Interconnect for engineering

Students Reasons for Accessing the Programme
Accordingly, respondents had participated in a wide range of aspects of the
programme. The Students interviewed noted the following reasons for
participating in the programme:
•

Having an interest in why there is an under-representation of Women in
Engineering and how this can be addressed

•

Being referred to the programme by their college

•

Being attracted by what the programme had to offer them
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In particular, two respondents who had been on placement referred here to
their desire for work experience.
The Professionals interviewed stated that their reasons for participating in the
programme focused around:
•

Finding out about what other women are doing in the engineering sector

•

Feeling frustrated with their job, allied to a desire for support and direction
in their career

•

A belief that the programme would benefit the organisation they worked for

•

Working with Equate Scotland to promote their own agenda

Finally, all of the Returners participating in the interview process stated that they
had participated in the programme as a result of their desire to return to work.
Thereafter, Returners made reference here to:

3.2.2

•

Increasing their confidence prior to returning to the workplace

•

Increasing their current knowledge of the engineering sector

Expectations of the Programme
Nature of Expectations
The vast majority of the Women Constituents interviewed stated that they had
high expectations of the programme before they engaged with it, although
relatively few had very high expectations of it. In particular, the Students
interviewed stated that their expectations focused around:
•

Gaining experience that would support their CV and, thereafter, career

•

Developing their knowledge and understanding of the types of
organisations with which they might seek employment

In particular, those who had been on placements stated that their
expectations had focused around:
•

Gaining industry experience in a real workplace environment

•

Developing networking contacts
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•

Gaining access to different types of companies

•

Getting experience that would lead to employment

Thereafter, amongst the Professionals interviewed, their expectations of the
programme focused around:
•

Developing a better understanding of opportunities in engineering

•

Providing them with an edge in the jobs market

•

Making them more enthusiastic and more encouraged about their career
development

•

Learning from other women and sharing experiences

Finally, the Returners interviewed stated that their expectations of the
programme focused around:
•

Developing their confidence, having been away from the workplace

•

Having the opportunity to interact with people from the sector who had
had similar experiences

•

Learning how to network

•

Preparing a CV and developing their interview skills

•

Encouraging them to think more about their personal plan and identify
other sources of support and advice

Extent to Which Expectations Were Met
It is encouraging that the vast majority of those participating in the
interview process stated that their expectations of the programme had been
met to a great extent and, indeed, only one respondent stated that this had
been the case to little or no extent.
In particular – with one exception – all respondents stated that they had felt
or experienced the following positive impacts from their engagement in the
programme:
•

Positive impacts on their skills

•

Positive impacts on their confidence

•

Positive impacts on their attitudes

•

Positive impacts in terms of their employment and/or further study
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Indeed, it should be stressed that these outcomes were consistent across
the three women constituent audiences.
More specific reference was made here to other positive impacts accrued
from engagement in the programme, including:
•

Having a better understanding of the workplace than before engaging in
the programme

•

Considering a move into the engineering sector as a result of engaging in
the programme

•

Improved skills in specific areas such as communications and IT

•

Identifying what is important in their career as a result of participating in
the programme

•

3.2.3

The programme helping to target job search activities

Actions Taken as a Result of Participating in the Programme
It was apparent that respondents had taken a range of actions as a result of their
participation in the programme.
For example, the Students interviewed made reference here to:
•

Promoting Equate Scotland within their university

•

Getting involved in the Interconnect Group

•

Undertaking a trip abroad relating to STEM promotion in that country

•

Applying for jobs in a more targeted way, i.e. that suit their skills and
experience

•

Considering new pathways into the sector that hadn’t previously been
considered

Amongst Professionals interviewed, reference was made to actions such as:
•

Developing a CPD plan for their career

•

Being better able to articulate and understand the ideas of colleagues

•

Better documenting achievements

•

Leaving employment and undertaking an MSc

•

Hiring more females within their company

30
Finally, Returners interviewed made reference here to actions such as:
•

Attending a college course

•

Being more organised in the workplace

•

Communicating better in the workplace

•

Being more assertive within an oppressive male environment

•

Becoming more focused on career search activities, particularly in terms of
skills that they have to offer to Employers

3.2.4

Suggestions for Improvement of Engagement in the Programme
When respondents were asked to identify ways their engagement in the
programme could have been better, relatively few suggestions were made.
However, specific reference was made here by Students to:
•

Work placements being more structured

•

Having better security/safety clearance to visit sites

•

Providing participants with a clearer outline of expectations of them

•

Having better connections/interaction with other participants in the
programme and students from other institutions

Amongst Professionals, specific suggestions were made here in relation to:
•

Reducing the intensity of activities during the course of a day

•

A desire for greater involvement in workshops and training
days

Finally, specific mention was made by Returners here of:

3.2.5

•

Better structures to placements in their early stages

•

Better follow-up to activities

Ideas for Additional Support Services Which the Programme Could Have
Offered
The Students interviewed were asked if they had any ideas for additional
support services which the programme could have offered which would
benefit women engineering students. Their responses focused around:
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•

Helping those on placement to mix with other women more easily and,
in particular, making efforts to help women on placements to integrate with
other females

•

Placing a greater emphasis on bringing men into the discussions/events
to help break down prejudices

•

Earlier provision of information before events and activities

When Professionals were asked the same question on the basis of ideas for
additional support services which the programme could have offered which
would benefit women in engineering, their responses focused around:
•

Increasing the numbers of – and capacity for – attendees at events

•

Providing mentorship opportunities

•

Providing greater networking opportunities to allow women to mix with
other like-minded women

•

Assistance with identifying job opportunities

•

Greater activities focusing on confidence building

•

Providing a course that leads to the development of a personal CPD plan

Finally, when the same question was asked of women Returners in the context
of ideas for additional support services which the programme could have offered
which would have benefited them, their responses focused around:
•

Providing more networking opportunities

•

Reviewing the scheduling of some support which, at times, seemed to be
in the wrong order

•

3.2.6

Providing access to vacancies which were relevant to programme activities

Broader Benefits of the Programme
Benefits for Universities/Colleges Noted by Students
All of the Students interviewed stated that their university or college had
benefited as a result of their engagement in the programme and that these
benefits had been in the form of:
•

Better performance in class – thereby making the outcomes of classes more
effective
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•

Discussing with their college how they should approach class structure
and segregation issues and, in particular, how to stamp out bad behaviour of
young men in terms of their attitudes towards women

•

Having a better understanding of how classwork relates to industry and
work and engaging more in studies – again, making classroom activities more
effective

It should be stressed, however, that although Students identified these benefits
for their university or college as a result of them participating in the programme,
they were far more able to identify benefits for themselves which accrued
from their participation in it.
Employer Benefits Noted by Professionals
3 out of the 4 Professionals interviewed stated that their employer had
benefited to a great extent as a result of their engagement in the programme,
with these benefits being noted as being:
•

Their employer adopting staffing policies to provide equal opportunities
for males and females and, in particular, having a 50/50 split in graduate
recruitment

•

Improving culture within their company as a result of staff participating in
CPD activities

•

Being able to make better decisions, being more confident and
demonstrating greater leadership and ambition by being more effective
in terms of team working and resolving conflicts

•

Being better able to rationally question and challenge issues arising in the
workplace relating to gender bias

Employer Benefits Noted by Returners
When Returners were asked if their employer had benefited as a result of their
receipt of a paid Returnship, only 2 out of the 4 respondents believed that this
had been the case and noted that this had been in the form of:
•

Helping to develop and bring new opportunities/policies that provide more
equal opportunities
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•

Returners being more aware of their strengths and weaknesses within the
context of the workplace and, therefore, performing more effectively by
promoting the former and addressing the latter

3.2.7

Continuing a Relationship with Equate Scotland or Organisations Offering
Similar Services
With one exception, all of those interviewed stated that they planned to
continue their relationship with Equate Scotland or organisations offering
similar services. In this regard, Students made reference to a desire to:
•

Develop networking opportunities

•

Seek advice from experienced professionals in the industry

•

Being provided with information about events and support available as their
studies and careers progress

•

Facilitating access to future work placements

•

Providing careers advice and guidance

Amongst Professionals, it was anticipated that the types of engagement
they would be seeking would relate to:
•

Sourcing information about job opportunities – in particular, through the
Equate Scotland website

•

Receiving ongoing advice, guidance and support

•

Receiving assistance regarding improved career growth opportunities

•

Accessing

opportunities

to

learn

from

professionals

from

other organisations/sectors
•

Accessing networking opportunities

Finally, Returners here made reference to an ongoing relationship with Equate
Scotland or organisations offering similar services in the form of:
•

Opportunities for further personal improvement

•

Guidance and advice regarding how to most effectively sell yourself (through,
for example, improving CVs, improving interview skills and networking)

•

Programmes focusing on personal power and influence, conflict management
and working with difficult people

•

More CPD opportunities
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3.2.8

Satisfaction with the Engineering Sector
With three exceptions – one Professional and two Returners – all of those
interviewed stated that their engagement in the programme had increased their
level of satisfaction within the engineering sector.
Amongst Students, this was a function of:
•

Gaining exposure to the sector and the opportunities available to them within it

•

Observing how companies are changing their practice in relation to women
in the workplace

•

Learning that it is possible to be treated well in engineering as a woman

Amongst Professionals interviewed, their increased satisfaction with the
engineering sector as a result of their engagement in the programme was a
function of:
•

Identifying opportunities in engineering that they had not previously
appreciated as a result of speaking to others working within the sector

•

Finding the sector more exciting and less discouraging

•

Having greater confidence and being less afraid of the sector

•

The fact that Equate Scotland is championing equality and is available
for advice, guidance and counselling

Finally, for Returners here, the reasons cited for their increased satisfaction
within the engineering sector related to:
•

Observing changes in attitudes – albeit slow – within the sector

•

The programme re-energising their interest in the sector

It is also of interest to note, however, that amongst those who stated that
the programme had not increased their level of satisfaction within the
engineering sector, this related to:
•

The programme not exploring the engineering sector in sufficient detail
(noted by a returner)
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•

The programme not impacting on the type of work a respondent did
(also noted by a returner)

•

A belief that the programme cannot change male attitudes (“can’t stop
men from treating me like sh*t” – noted by a professional)

3.2.9

Barriers to Progression in Engineering Careers to Date
Students
Only one of the Students interviewed believed that she had faced barriers to
date in terms of her progression in her engineering career, with this being a
function of this person being the only girl in her class and being anxious as
a result of attitudes by males in her class towards her.
Professionals
Half of the Professionals interviewed also stated that they had faced barriers to
date in terms of their progression in their engineering career, with this being
a function of:
•

Workplace culture and, in particular, a workplace which was entrenched in
traditional male biased attitudes and behaviours

•

Poor treatment of females by male colleagues in the workplace

•

Deep-rooted, low-level discrimination, including inappropriate comments
from colleagues

•

Barriers pertaining to maternity and family issues, including fears amongst
companies that employ women relating to the costs associated with
maternity leave

•

Lack of trust in women engineers amongst some employers

It is of concern to note that one of the interviews undertaken with a
professional had to be terminated when questions were asked about barriers they
faced in the workplace in relation to their progression in an Engineering Degree.
This was due to the respondent becoming upset at this point in the interview
when she began to discuss the way she had been treated by male colleagues
in her workplace.
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Returners
Only one of the Returners believed that she had faced barriers in terms of
returning to work as an engineer, with these barriers focusing around the
highly competitive nature of the jobs market and a perceived preference
amongst employers to employ males rather than females.
3.2.10 Future Barriers to Progression in Engineering
Students
Half of the Students interviewed believed that they would experience barriers in
future in terms of progressing in their engineering career. This was a function of a
number of factors focusing around beliefs that:
•

There is not a sufficient number of women in engineering to make
significant cultural differences (“the industry will only employ token women”)

•

There is a lack of opportunities for women within engineering

•

There is a lack of flexibility demonstrated towards women within engineering

•

There will be difficulties in trying to establish a work/life balance

•

There is persistent discrimination against women in the sector

•

Women face barriers as a result of their desire to have career breaks to have
children

Professionals
Only one of the Professionals interviewed believed that she would experience
barriers in future in terms of her progression in her engineering career, with
this being a function of concerns about a desire to have a family which, she
believed, would mitigate her moving into senior roles as a result of the
requirement to have periods of maternity leave.
3.2.11 Returning to Work
All of the Returners interviewed believed that their involvement in the
programme had made their return to work in engineering feel more likely or
closer, with this being a function of a number of factors, namely:
•

The programme giving them up-to-date experience
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•

Increased confidence in terms of moving back into the sector as a result of
participating in the programme

•

The programme providing the opportunity for participants to show off
their skills and previous experience

•

The programme reinforcing desires to return to the sector after maternity
leave

3.3

Quantitative Review: Employers

3.3.1

Influence in Company

“How much influence would you say you have over the equality and
diversity practice within your company or organisation, on scale from 1 to
10, where ‘1’ is ‘none’ and ‘10’ is ‘a lot’?

Figure 14: Extent of Influence Over Equality & Diversity
Practice in Company/Organisation (Average Score = 5.7)
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In the context of the outcomes detailed in this section of the report, it is of
interest to note from Figure 14 that, when Employers were asked to state how
much influence they would say they had over equality and diversity practice in
their company or organisation on a scale from 1 to 10, where ‘1’ is none and
‘10’ is a lot, the average score was 5.7 out of a possible 10. This would tend to
suggest that, generally, these respondents had a notable degree of influence in
this regard.
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3.3.2

Engagement in the Programme

“What was the nature of your engagement with the Women in Engineering
Programme?”

Figure 15: Nature of Engagement With the Women in
Engineering Programme
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From Figure 15, it can be seen that the Employers participating in the
research process had engaged in a range of activities which were part of the
Women in Engineering Programme, with principal mention being made here of
attendance at free half-day Employers’ seminars (50%). Thereafter, notable
secondary mention was made of a range of other engagements with the
programme, including:
•

Attending Employers’ round table events (29%)

•

Consultation meeting face-to-face (25%)

•

Receiving unconscious bias training (21%)

•

Speaking at free half-day seminars (17%)

•

Attendance at evening networking events (17%)

•

Providing a paid student placement or work experience (17%)

60
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3.3.3

Impacts of the Programme

“Following your engagement with the Women in Engineering Programme, to
what extent have you fed your learning back to your company or
organisation?”
Figure 16: Extent to Which Learning is Being Fed Back to
Companies/Organisations
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Figure 16 indicates that 4 out of 5 Employers (81%) stated that, following
their engagement with the Women in Engineering Programme, they had fed their
learning back to their company or organisation, with almost 3 out of 5 (57%)
specifically stating that they had done so to a great extent.
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“To what extent have you personally made changes in your work practice
following your engagement with the programme?”

Figure 17: Extent of Personal Changes
in Work Practices
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Figure 17 indicates that two thirds of Employers (68%) stated that they had
personally made changes in their work practice following their engagement
with the Women in Engineering Programme, although only around a quarter
(23%) specifically stated that this had been to a great extent.
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“To what extent has your company or organisation, overall, made changes
in its work practice following your engagement with the programme?”
Figure 18: Extent to Which Company/Organisation
Has Made Changes in its Work Practices

5

41

54

Base: All Employers
To a great extent

To some extent

To little/no extent

It is of interest to note from Figure 18 that less than half of Employers (46%)
stated that, as a result of their engagement with the Women in Engineering
Programme, their company or organisation, overall, had made changes in its
work practice, with very few – only 5% – specifically stating that this had
been to a great extent.
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3.3.4

The Challenge of Recruiting & Retaining Women Engineers

“To what extent would you say the recruitment and retention of women
engineers is a challenge for your company or organisation?”

Figure 19: Extent to Which Recruitment/Retention of Women
Engineers is a Challenge for Your Company/Organisation
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Figure 19 indicates that 3 out of 5 Employers (59%) stated that recruitment
and retention of women engineers is a challenge for their company or
organisation, with a third (32%) specifically stating that this is to a great extent.
However, approaching a quarter of Employers (23%) felt that this question was
not applicable to them. Therefore, when these respondents were excluded from
the calculation, over three quarters of Employers (77%) stated that the
recruitment and retention of women engineers was a challenge for their
company/organisation, with over 2 out of 5 (42%) specifically stating that this was
to a great extent.
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“To what extent would you say that this challenge has impacted on your
company or organisation in the following ways?”

Figure 20: Profile - Extent to Which Recruitment/Retention
Challenge Has Influenced Company/Organisation
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Figure 21: Profile - Extent to Which Recruitment/Retention
Challenge Has Influenced Company/Organisation (cont'd)
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Respondents stating that the recruitment and retention of women engineers was
a challenge for their company or organisation went on to state that this had been
to a notable extent and in a wide range of ways and, in particular (as noted
in Figures 20 and 21):
•

Skills shortages (92%)

•

Less diverse problem solving (92%)

•

Very few women role models (92%)

•

Their workforce not reflecting society (77%)

•

A wider negative impact on the workforce and workforce culture (77%)

•

Negative impact on their company/organisation’s reputation/image (69%)

•

Loss of skills and expertise when trained women leave (69%)

Indeed, for over 4 out of 5 respondents here (84%), it was stated that the
challenge had impacted to a great extent in terms of having very few women
role models, whilst, for over half (54%), it was stated that this challenge had
impacted on their company/organisation in terms of their workforce not reflecting
society.
Furthermore, a significant proportion of respondents also made reference here
to challenges impacting to a great extent in a number of other ways, including:
•

Skills shortages (38%)

•

Less diverse problem solving (38%)

•

Loss of skills and expertise when trained women leave (31%)

•

A wider negative impact on their workforce and workforce culture (31%)
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“To what extent does your company face specific challenges in the
number of women engineers it employs as a result of, for example, it size,
location or specialism?”

Figure 22 indicates that three quarters of Employers (76%) stated that their
company faced challenges in the number of women engineers it employed as
a result of, for example, its size, location or specialism, with 1 in 5 (19%)
specifically stating that this was the case to a great extent.
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3.3.5

Future Engagement with Equate Scotland

“Do you plan to continue your engagement with Equate Scotland?”

Figure 23: Likelihood of Continued Engagement with
Equate Scotland
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It is encouraging to note from Figure 23 that approaching three quarters of
Employers (71%) stated that they planned to probably or definitely continue their
engagement with Equate Scotland, with a further quarter (25%) stating that
they planned to possibly do so. Indeed, Figure 23 indicates that no Employers
interviewed stated that they did not plan to continue their engagement with
Equate Scotland.
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3.3.6

Barriers for Women in Engineering

“To what extent do you think women studying and working in engineering
face the following barriers?”

Figure 24: Extent to Which Women Studying/Working in Engineering
Face Barriers
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Figure 25: Extent to Which Women Studying/Working in Engineering
Face Barriers (cont'd)
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It is apparent from Figures 24 and 25 that Employers believe that women
studying and working in engineering face a wide range of barriers, in particular:
•

Lack of women role models in senior positions (88%)

•

Perceptions that women aren’t interested in engineering (86%)

•

Lack of knowledge and understanding about equality and diversity issues
(83%)

•

Unsupportive workplace culture (82%)

•

Unconscious biases, for example, when employers are recruiting or
promoting (79%)

•

Lack of flexible working opportunities (79%)

•

Perceptions that women aren’t suited to engineering (78%)

•

Unsupportive/untrained/ineffective management (75%)

•

Lack of time and resources given to equality and diversity issues (71%)

Indeed, for a significant proportion of Employers, it was believed that a number
of these barriers were apparent to a great extent and, in particular:
•

Lack of women role models in senior positions (46%)

•

Lack of flexible working opportunities (38%)

•

Unsupportive workplace culture (33%)

•

Unconscious biases (33%)

•

Unsupportive/untrained/ineffective management (29%)
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“To what extent do you think the following solutions might reduce
barriers for women studying and working in engineering?”

Figure 26: Solutions to Barriers for Women
Studying & Working in Engineering
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Figure 27: Solutions to Barriers for Women Studying & Working in
Engineering (cont'd)
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Figures 26 and 27 indicate that the vast majority of Employers and, in a number
of cases, all Employers, believed that a wide range of solutions presented to
them might reduce barriers for women studying and working in engineering. In
particular, a notable majority of Employers believed that a number of the
solutions presented to them might reduce such barriers to a great extent,
including:
•

Employers working with schools (74%)

•

Mentoring for women engineers (65%)

•

Engineering Employers working with each other (61%)

•

Greater opportunities for flexible working (56%)

•

Coaching for women engineers (56%)

•

Positive action by Employers (56%)

•

Paid Returnships for qualified women engineers wanting to return after a
career break (55%)

3.4

Qualitative Review: Employers

3.4.1

Nature of Engagement with the Women in Engineering Programme
Employers participating in the interview programme had engaged with the
Women in Engineering Programme in a wide range of ways, primarily through:
•

A face-to-face consultation meeting

•

Attendance at evening network events

•

Providing paid student placement or work experience

•

Receiving unconscious bias training

Thereafter, notable mention was made of engagement in the form of:
•

Attendance at three half day employer seminars

•

Speaking at a free half day seminar

•

Attending Employers’ round table events

•

Participating in a webinar
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Finally, more specific reference here was made (i.e. by single respondents) to
engagement in the form of:
•

A consultation meeting by phone

•

Speaking at an evening networking event

•

Receiving organisational coaching

•

Participating in the ‘Women Returners Scotland’ Returnships programme

•

Participating on the project advisory board

•

Other engagement (such as a company sending women engineers on
the Career Enhancement Programme)

3.4.2

Reasons for Engaging in the Programme
The Employers participating in the interview process noted a number of
reasons for their company/organisation’s engagement in the programme, with
their primary reasons focusing around:
•

A desire to increase the number/proportion of women engineers in their
workforce

•

A desire to have a better knowledge and understanding of issues pertaining
to equality

Thereafter, more specific references were made here to:
•

A desire to broaden the horizons of women engineers employed by their
company/organisation

•

A desire to address gender intolerance within their company/organisation
and the sector more broadly

•

A desire to seek advice on advertising to recruit women engineers

•

A recognition that their company was not meeting its targets in relation
to addressing gender imbalance

•

A desire to support the sector by engaging in the programme in terms of
its need to address equality issues pertaining to gender
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3.4.3

Expectations of the Programme
The Employers interviewed were equally split between those who had high
and those who had low expectations of the programme before they engaged in
it, with those who had high expectations making reference here to:

•

Engaging with companies experiencing similar challenges and issues in
relation to women in engineering

•

Having more applicants for placements and permanent positions

•

Improving levels of retention and enhancing career pathways

•

Increasing the number/proportion of women engineers in their workforce in
both the short and long terms

•

Developing a better knowledge and understanding of issues pertaining to
equality

It is also of interest to note that, of the two Employers who had high expectations
of the programme, for one these expectations had been met in terms of:

3.4.4

•

Having more applicants for placements and permanent roles

•

Having better levels of retention and career pathways

•

Having a better knowledge and understanding of issues pertaining to equality

Positive Impacts for Companies/Organisations of Engaging in the
Programme
Only one of the Employers interviewed stated that their company or organisation
had accrued little or no benefit from their participation in the programme, with
this relating to factors which were external and not related to Equate Scotland
(and being specific to a graduation issue for a student).
For the remaining Employers, their company/organisation benefits focused
around:
•

Having a larger number of female applicants for posts than before

•

Introducing training for managers to have better interview practice in relation
to females

•

Improving recruitment policy pertaining to females

•

Having a greater appreciation for the need for flexible working practices
within companies relating to females – allied to increased awareness amongst
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managers that this is something which must be implemented, particularly from a
recruitment perspective
•

Increased motivation for some female staff to plan and develop their career
pathway

•

Improved awareness of the potential availability of high-quality females to
enter the engineering sector per se and their company in particular

3.4.5

Actions Taken By Companies/Organisations as a Result of Engaging in the
Programme
It is encouraging that a number of the Employers interviewed stated that, as
a result of their company/organisation participating in the programme, they had
taken actions in relation to:
•

Changing company/organisation workplace practices

•

Changing workforce culture

•

Increasing the number of women in Engineering roles in general

•

Increasing the number of women entering or staying within their company

Thereafter, individual respondents made reference here to actions in terms of the
increased number of women in engineering roles in senior positions within
their company/organisation.
Indeed, it should be stressed that only one respondent stated that their company
had not taken any actions as a result of their engagement in the
programme, albeit that this respondent did state that actions were anticipated.
It should also be noted that 2 out of the 4 Employers interviewed stated that
their company had taken some steps to embed the learning of the engagement
processes across their whole organisation, with this primarily relating to:
•

Being more proactive in reaching out to female employees

•

Providing greater opportunities for prospective women employees/ students
to visit their company/organisation

In this regard, however, it should be stressed that two of the respondents
stated that it was too early to talk about embedding learning of the engagement
process.
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It is also encouraging to note that two of the Employers interviewed stated
that they had taken steps to create senior or leadership interest as a result of
engaging in the programme, with these steps including:
•

An HR Director being briefed about – and closely monitoring – the
outcomes of their company’s participation in the programme

•

Reinforcing SMT ambitions to address issues and difficulties being faced by
females seeking to be employed or currently employed by their company

•

Members of SMTs – particularly in HR roles – providing clearer leadership in
relation to gender issues

•

A Senior Director joining the Royal Academy of Engineering Diversity
Committee

3.4.6

Ways in Which Engagement with the Programme Could Have Been Better
A number of the Employers participating in the interview process identified ways
in which they believed their company/organisation’s engagement in the
programme could have been better, with these focusing around:
•

Difficulties in attracting women students to engage with their company
(which, it was felt, could have been addressed by doing more to generate
enthusiasm and interest amongst students in this regard)

•

Ensuring that students and graduates have a greater understanding of
employer expectations of them

•

The programme working more intensively with managers within
companies and organisations

•
3.4.7

Better support of internship activities by Equate Scotland

Additional Support Services Which the Programme Could Have Offered
The Employers interviewed also made a number of suggestions with regard to
additional support services which the programme could have offered which
would have benefited their company or organisation, with those noted being as
follows:
•

Introducing professional institutes to the work of Equate Scotland

•

Providing recruitment and legal support/advice

•

Better engagement with colleges – and, in particular, with their
apprenticeship programmes – to drive more women towards the engineering
sector
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3.4.8

Continuing Relationships with Equate Scotland or Organisations That Offer
Similar Services
All four of the Employers interviewed stated that their company/organisation
planned to continue its relationship with Equate Scotland or organisations
that offer similar services. When these Employers were asked what types of
services their company/organisation would be seeking, their responses focused
around:
•

More interaction with Equate Scotland per se

•

Seeking more presentations to graduates

•

Offering visits to their company/organisation

•

Seeking more practical support from Equate Scotland

•

Engaging with Equate Scotland at a higher level in terms of the equality
aspects of contracts companies engage in

•

Seeking advice and guidance to ensure that equality is embedded in all
aspects of working practices

•

Seeking advice from Equate Scotland in terms of targeting influencers (such
as careers advisers and parents) to help improve levels of attractiveness of
the sector to young women

Indeed, it was stated by a number of the Employers interviewed that, in relation
to future engagement, they viewed Equate Scotland as the “go-to people in
terms of a whole range of issues relating to women in the engineering sector”.

3.4.9

Sharing of Good Practice & Learning Opportunities with Other Employers
Three out of the four Employers interviewed stated that engagement in the
programme had been used as a tool for the sharing of good practice and
learning opportunities with other Employers, with this being achieved through:
•

Discussions amongst their peers during attendance at employer events which
were designed to bring together Employers who are motivated to take action
in relation to equality issues

•

Sharing case studies with other Employers, either as part of employer events
or other networking activities
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3.4.10 Barriers Faced by Women When Studying and/or Working in Engineering
Perhaps surprisingly, one of the Employers interviewed believed that women
faced barriers when studying and working in engineering to little or no extent.
However, for the other three, it was felt that barriers were faced in the form of:
•

Cultural barriers which are a function of male-dominated workplace
environments – including banter within the workplace

•

Females being brought up to believe that engineering is not a career for
them and, allied to this, alternative careers being promoted as being more
suitable to females

•

Stereotypes and prejudices about the engineering sector being perpetuated
by key influencers such as schools, careers advisers and parents

•

Peer perceptions of the sector being poor and, thereby, discouraging
females to seek entry into it

3.4.11 Barriers Faced by Employers in Terms of Increasing the Number of Women
in Engineering
The Employers interviewed identified a number of barriers which they believe
companies/organisations face in terms of increasing the number of women in
engineering, with these focusing around:
•

Overcoming concerns amongst women about entering a historically maledominated sector – including fears of discrimination

•

Changing the attitudes of males within the sector to females and, in
particular, the belief held by many males within the sector that “engineering
isn’t a woman’s job”

It should also be noted that one respondent stated that his company faced
a challenge in terms of increasing the number of women engineers they employ
as a result of its specialism, with this specifically relating to the small number
of graduates who qualify with skills relevant to their specialism, all of whom – in
their experience to date – have been male.
In the context of these discussions, however, it should be noted that some
Employers noted concerns about “artificially shifting the recruitment process”
and, as a result, “discriminating against better-quality male applicants in favour
of poorer-quality female applicants, purely on the basis of their gender”.
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4.0

KEY PARTNER REVIEW

4.1

Extent & Nature of Engagement of Participants with the Programme
The four interviews undertaken with Key Partner organisations incorporated
individuals who had had varying extents and natures of engagement with the
programme, ranging from one who had had limited involvement in the
programme to another who had had extensive engagement with the programme.
Overall, however, the nature of their engagement included:

4.2

•

Attending and contributing to events

•

Developing events

•

Being a member of the Project Advisory Group

•

Being a delivery Key Partner

Rationale for Engaging in the Programme
The individuals participating in the Key Partner interviews identified a range
of reasons for their organisation wishing to engage in the Women in
Engineering Programme.
The primary motivations noted here focused around the areas of synergy which
existed between the aims and objectives of their organisation and those of
Equate Scotland in specific relation to the Women in Engineering Programme,
particularly in terms of:
•

Improving the experience of women in engineering

•

Policy and strategy of their organisation

•

Addressing gender imbalance within the engineering sector

•

Encouraging women to come into programmes which are delivered by
their organisation

•

Tackling the skills gaps in engineering by encouraging females into the sector

•

There being an alignment of aspirations between their organisation and
those of Equate Scotland

•

Increasing the confidence of their constituent audiences in relation to the
sector
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There was also a range of further reasons cited by respondents for themselves
or their organisation having a desire to become engaged in the programme. The
most prominent of these related to:
•

A desire to engage with Equate Scotland per se on the basis of Equate
Scotland’s reputation and successful track record in delivering activities,
events and outcomes relating to a range of issues pertinent to women in
the engineering sector (allied to a desire that their organisation would benefit
from its association with Equate Scotland)

•

A desire to gain access to a network of other organisations with similar aims
and objectives to their own, i.e. through networks which have been
established by Equate Scotland

•

A desire to learn from Equate Scotland on the basis of the knowledge
and expertise of Equate Scotland personnel in issues pertaining to women
in the engineering sector

One Key Partner also made specific reference here to a desire to become
involved with the Women in Engineering Programme on the basis of their
highly positive previous experience of working and engaging with Equate
Scotland, whilst another noted their interest in engaging in the Women in
Engineering Programme in order to formalise the organisation’s relationship with
Equate Scotland.
In addition, one individual made reference here to their desire to become
involved in the Women in Engineering Programme to enable them to establish a
revenue stream for their organisation.

4.3

Expectations of Engagement with the Programme
The individuals taking part in the Key Partner interviews identified a wide range of
expectations of their engagement with the Women in Engineering
Programme. In general, their expectations were relatively high before they
engaged in the programme. In this regard, expectations focused around:

•

Developing effective working relationships with Equate Scotland

•

Developing and implementing activities which could contribute to
addressing the gender imbalance in the engineering sector
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•

Helping to increase their own and their organisation’s knowledge and
understanding of issues facing women in the engineering sector

•

Helping to shape the offerings (in terms of, for example, services and courses)
of their organisation

•

Developing industry networks

•

A belief that Equate Scotland would bring together a range of key players
and others within the sector which had a role in reducing gender imbalance

It is highly encouraging to note that, in all of these regards, respondents
stated that, as a minimum, their expectations had been met and, indeed, in many
cases, had been exceeded on the basis of the high quality and proactive
contribution of Equate Scotland to Key Partnership and programme activities.

4.4

Positive Impacts Which Have Accrued for the Participant’s Organisation as a
Result of their Engagement in the Programme
The individuals participating in interviews on behalf of their Key Partner
organisation identified a wide range of positive impacts which had been
accrued for their organisation as a result of their engagement in the
programme, with the primary benefits focusing around:
•

Becoming involved in the wide range of projects which were beneficial to
their organisation’s constituent audiences

•

Increasing their organisation’s profile as a result of being associated with
Equate Scotland and involved in programme activities and events

•

Helping to form and shape policy and practice within their organisation

•

Developing networks – both within Equate Scotland and with other
organisations with an interest in women in the engineering sector

Thereafter, more specific mention was made to accrued benefits for Key Partner
organisations in the sense of:
•

Getting involved in activities relating to women in the engineering sector
in which they had not previously been interested

•

Helping organisations to meet their own objectives

•

Increasing the extent of engagement with their organisation’s constituent
audiences
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•

Changing the culture within their organisation, i.e. to be more aware of –
and respond more effectively to – issues pertaining to women making use of,
or delivering, their services

•
4.5

Financial benefits

Positive Impacts Which Have Accrued for Key Partner Organisation’s
Clients, Constituents or Customers as a Result of their Engagement in the
Programme
Respondents were less able to comment on positive impacts which had
accrued for their organisation’s clients, constituents or customers as a result of
their engagement in the Women in Engineering Programme.
This was primarily due to two factors:
•

Lack of feedback from Equate Scotland in terms of positive impacts on
their organisation’s clients, constituents or customers which was a direct
result of such individuals/organisations participating in Equate Scotland
activities

•

The short amount of time which had elapsed between their organisation’s
clients, constituents or customers being involved in Equate Scotland
activities/events recently or very recently

However, it should be stressed that there was a widespread perception that
their organisation’s clients, constituents and customers had benefited as a result
of their engagement in the Women in Engineering Programme, including in
terms of:
•

Improving their awareness, response and skills in relation to issues facing
women in the sector

•

Facilitating better access to jobs within the sector and enhancing desire
to remain within the sector

•

Increasing recognition amongst Employers that women have a lot to offer
in the workplace and how women are often treated inequitably within the
workplace

4.6

Elements of the Programme Which Have Worked Best
Respondents tended to only to be able to comment on how well elements of
the programme in which they had been involved had worked and, in this
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regard – in purely absolute terms – all respondents believed that such
elements of the programme had been highly effective and productive.
However, respondents tended to be unable to comment as to the merits of
these elements of the programme in relative terms.
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There was, however, a general consensus that the focus of the programme
activities on events, seminars and workshops worked well for all of the
beneficiary audiences, particularly as a function of:
•

The knowledge and quality of presenters

•

How well organised events had been

•

The interactive nature of events and activities

•

The quality and relevance of content of events and activities

•

Opportunities for those participating in events and activities to network, share
experiences and share best practice

Indeed, a number of those interviewed made reference to the model here of
third - sector organisations – and others – coming together with another thirdsector organisation which has high-level knowledge and expertise in a specific
area (in this case, Equate Scotland), on the basis that this model produces
something that is greater than the sum of its parts.
Indeed, it should be stressed that, amongst those who had some degree of
knowledge of activities outwith those in which they had been directly
involved, there was a distinct perception that:

4.7

•

All of these activities had been effective

•

None of these activities had any notable elements of failure

Recommendations for Improvement to Engagement with the Programme
The responses of those participating in the interview process in terms of
their recommendations for improvements to engagement with the programme
reflected the positive profile of outcomes outlined in the previous section of this
report. In particular, recommendations were few and specific in nature, relating
to:
•

Enhancing levels of employer engagement in events and activities – although
it was recognised that this was extremely difficult, particularly amongst SMEs

•

A wish that the programme was not time bound, i.e. in order that there was
a greater potential for its constituents to accrue benefits from t h eir
involvement
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•

A desire to have been involved in the programme at an earlier stage in
order that they and their clients, constituents and customers could have been
exposed more to the programme and consequently accrued greater benefits.

4.8

Elements of Relationships & Key Partnerships that Worked Well &
Recommendations for Improvements
Those who participated in the interview process were unequivocally positive
about their relationships and Key Partnerships with Equate Scotland, both at
an individual and an organisational level.
In particular, Equate Scotland – and its personnel – were praised extremely
highly in terms of:
•

Their positive and proactive approach to relationship and Key Partnership
activities

•

The high level and highly relevant nature of their skills, knowledge and
understanding of issues pertaining to women in the engineering sector

•

The accessibility and responsiveness of Equate Scotland during the course of
relationship and Key Partnership activities

•

The willingness of Equate Scotland to work with their Key Partners and, in
particular, to share best practice and contribute proactively to Key
Partner organisations

•

The extent to which, when Equate Scotland gave a commitment, they
followed that commitment through

Accordingly, there were virtually no suggestions for improvements in terms of
relationships and Key Partnerships, although – given the forthcoming departure
of a key member of the Equate Scotland team – there were some concerns
about consistency of future points of contact within Equate Scotland.
It should also be noted that one individual stated that their relationship and
Key Partnership with Equate Scotland – both at a personal and organisational
level – had encouraged their greater desire to think outside the box and, in
particular, to consider issues – and the response to these issues – from a different
perspective as a direct result of the skills, knowledge, understanding and
approach of Equate Scotland.
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4.9

Continuing Relationships With Equate Scotland
There was an overwhelming desire amongst those participating in the interview
process to continue their relationship with Equate Scotland, with this
undoubtedly being a function of the highly positive nature of relationships and
Key Partnerships which had been developed at both a personal and
organisational level.
More specifically, respondents made reference to their desire to continue
their relationship with Equate Scotland, not only in terms of the activities and
services in which they have been involved to date, but also in an extended
range of services and activities, with specific reference being made here to:
•

Events, activities and services which improved the experience of women in
the workplace in the engineering sector

•

Activities, events and services which continue to address gender imbalance in
engineering

•

Working with Equate Scotland on collaborative projects to develop and
accelerate the rate of change for women within the engineering environment

•

Extending events, workshops and activities to incorporate wider
beneficiary audiences

•

Delivering training to allow individuals within Key Partner organisations to
deliver future events, activities and services themselves

•

Helping their organisation to keep up to date with emerging issues,
policies and practices

Two of the Key Partners interviewed also stated that they believed that
Equate Scotland was playing a fundamental role in bringing together people and
organisations in Scotland who have an interest in enhancing the participation and
involvement of women in the engineering sector. They also felt there was
potential for Equate Scotland to extend its role in this regard, on the basis
that, although there are many organisations contributing to the equality
agenda, they are often working in silos and, as such, are not collectively
contributing as effectively to addressing the issues facing women in engineering
as they should be.

65
4.10

Undertaking Advocacy Work on Behalf of the Programme
All of those interviewed stated that they advocated Equate Scotland, its activities
and services on an ongoing basis and, indeed, were more than happy to do so as
a result of the quality, relevance and scope of activities, events and services
offered by Equate Scotland.

This advocacy work was undertaken in a range of forums, including:
•

Meetings with Employers and employer organisations

•

Meetings with Students, Returners or Professionals in the sector

•

Meetings of groups or organisations which have strategic responsibilities
pertaining to women in engineering (including, for example, various steering
groups)

As a result of advocacy work, those interviewed believed that they were
helping to:
•

Increase awareness and understanding of Equate Scotland and what it does

•

Promote the quality, relevance and effectiveness of Equate Scotland
activities, events and services

•

Promote the evidence base amongst a range of audiences – including
those who seek to employ them and those who do employ them – in relation
to issues and difficulties facing women in engineering

4.11

Barriers for Programmes Such as the Women in Engineering Programme
Although there was an overwhelming consensus amongst those participating in
the interview process that the Women in Engineering Programme had been
effective from a wide range of perspectives, there was also a recognition that
such programmes face a range of barriers, all of which were seen as being
actual, rather than perceived, with these primarily focusing around:
•

The length of time which it will take for benefits to accrue to
constituent audiences and, in particular, that positive impacts of any great
scale are likely to take many years to accrue (albeit that there was a strong
consensus that there had been short-term, small-scale impacts for
beneficiaries as a result of their engagement with the Engineering
Programme)
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•

Continuity of funding: leading to difficulties in terms of medium-to-long
and short - term planning

•

(Relating to the outcome noted above) Barriers pertaining to the shortterm funding of programmes: which, at times, can lead to a series of loosely
connected short-term interventions

•

Political changes: which may result in changing priorities pertaining to the
engineering sector and, as part of that, women within the sector

•

Lack of time and resources to promote organisations and what they do to
a wider audience and, as such, spread the scope and benefits of
programme activities, events and services (although it was stressed that
Equate Scotland is highly effective in terms of promoting itself, its activities
and events to those they already work with)

•

Establishing engagement and relationships with Employers: which, it was
recognised, was difficult – particularly amongst SMEs – as a result of
Employers lacking time to engage with programmes such as the Women
in Engineering Programme and, at times, a lack of willingness to do so

•

Lack of buy-in by Employers to resolve inequality issues as a result of
agreements in principle not being followed through in practice

4.12

Challenges faced by Equate Scotland & other organisations in terms of meeting
the Programme goal – and the Scotland-wide priority – to increase the number
of women in engineering
It was apparent that those participating in the interview programme believed that
the challenges faced by Equate Scotland and other organisations in terms
of meeting the Women in Engineering Programme’s goal – and the Scotlandwide priority – to increase the number of women in engineering were often
related to their previous comments in terms of the barriers which exist for a
programme of this kind (as outlined in Section 4.11).
In particular, respondents made references to challenges here in the form of:
•

Educating funders that the nature of the issues being tackled are likely
to accrue benefits, but very largely in the long term

•

Managing the expectations of project funders on the basis that, for any
project, even a 1% increase in the number of women in engineering would be
a massive success

•

Individual programmes working to short-term horizons as a result of shortterm funding issues
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•

Encouraging Employers to buy into the change agenda through informing
them about, for example, the key role that women can play within the
engineering sector, improving working practices relating to women within the
sector and the negative impact on women (and their employers) from bias
and inequality within the workplace

•

Increasing the attractiveness of engineering as a career for young women and,
in particular, addressing negative perceptions which are held in this
regard (albeit that it was recognised that some progress is being made in this
area)

•

Increasing the number of beneficiaries participating in programmes such
as the Women in Engineering Programme in order to upscale the proportion
and number of women who are attracted to – and are retained within – the
engineering sector within a positive and equal working environment

•

Ensuring that, where highly skilled and qualified women engineers
are produced, there are jobs for them, i.e. ensuring that there is balance
between developing such individuals and the economic environment that
they will be seeking to enter

•

Addressing the drop-off of women with engineering qualifications leaving
higher education but not entering the engineering sector

•

Ensuring connectivity of key players, individuals and organisations in order to
facilitate the effectiveness of programmes both on an individual and
collective basis
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5.0

REVIEW OF SECONDARY DATA & EVIDENCE

5.1

End-of-Year Reports to The Big Lottery Fund
Ashbrook reviewed the end-of-year reports submitted to The Big Lottery fund
for the reporting period 29/10/2013 to 28/10/2014 and 29/10/2014 to
28/10/2015.
These reports provided a range of feedback to The Big Lottery Fund in relation
to:
•

Progress made: in terms of administration, support for female engineering
students, support for female engineers, support for employers and
engagement/collaboration with other stakeholders

•

How much change has happened: providing details of change indicators,
amount of change, timescales and progress across a range of project
outcomes pertaining to women being better prepared for progress in the SET
sectors, female STEM students and graduates being better prepared to enter
into employment in the SET sectors, qualified women being better prepared
to return to their careers in the SET sectors and employers in the SET
sectors being better informed of benefits of a diverse workforce and
committed to developing good practice and gender quality

•

What Equate Scotland have learned: in terms of achievements, problems
faced and how they were tackled, how Equate Scotland will use/share what it
has learned from monitoring and evaluation and changes they will make

•

Spend information: in terms of, for example, costs and funding received
and spent

•

Beneficiaries from the project: in terms of beneficiary numbers in respect of
ethnic background, gender, age, disability, religion or belief and sexual
orientation

•

How well Equate Scotland reached everyone who could benefit from
their project

•

How well Equate Scotland is prepared for the next reporting period

•

Planned expenditure and receipt of funding from The Big Lottery Fund

•

What Equate Scotland will be doing during the next reporting period
towards making sure the benefits of their project have a lasting impact after
funding from The Big Lottery Fund ends: in terms of awareness raising, Key
Partnerships and policy
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Having reviewed these documents, it is our considered view that:
•

All fields of information have been populated

•

The amount of information provided is sufficient

•

The relevance of information is high

In particular, these reports highlight the effective management of the
programme by Equate Scotland, the benefits accrued to participants as a result of
their engagement with the programme and the preparedness of Equate
Scotland to continue to deliver the programme effectively in future.

5.2

Event Reports for The Big Lottery Fund
Ashbrook reviewed a range of reports pertaining to events in 2014, 2015 and
2016 relating to Students, Professionals, Returners and Employers.
Students
Name of Event
Meet the Professionals Engineering
Networking Lunch
What Employers Want, AECOM

Date
5 March 2014
9 September 2015

Professionals
Name of Event

Date

Career Enhancement Programme

30 September, 30 October & 26
November 2014

2-Day Career Coaching Course
National Women in Engineering Day
– Equate Scotland & WES Scotland
joint event (Managing Your Career
Journey)
Sticky Floors & Glass Ceilings

6 October & 20 October 2015
23 June 2015
24 February 2016

Returners
Name of Event

Date

Returners Relaunch

30 April 2014
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Employers
Name of Event
GE Caledonian, Responding to
Change
Employers Seminar: Recruitment &
Retention – How to Attract & Keep
Female Engineers
Building Your Talent Pipeline:
Internships & Returnships

Date
22 October 2014
16 March 2015
7 September 2016

5.2.1 Event Reports Reviewed
5.2.2 Report Content
Each of the event reports provided the following information:
•

Name of event

•

Date

•

Venue

•

Event format

•

Attendees

•

Additional information

•

Event promotion

•

Event summary

•

Feedback

5.2.3 Key Project Outcomes
Event Promotion
Equate Scotland utilised a comprehensive range of mechanisms to promote each
of the events, including:
•

Mechanisms internal to Napier University: including its student portal and the
University’s careers services (both with specific reference to student events)

•

Websites: both within Napier University and those of other universities
(in relation to student events), Semta and IMechE

•

Social Media: such as Facebook and Twitter

•

Personal invitations: to, for example, industry representatives

•

Direct mailing: of employers and other individuals
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•

Equate Scotland e-shots

•

Through other organisations, including Semta, WES and SDS

In particular, the review of this element of the event reports clearly highlights that
Equate Scotland made use of event promotion methods which were best suited
to each of the target audiences.
Event Summary
The event summary provided in some of the event reports provided a useful
context for that event, together with an outline of its key elements and content.
Again, the review of this element of the event reports highlighted that the
events had been designed in such a way as to be of maximum relevance and
value to those attending them.
Feedback
The feedback information provided within each of the event reports was
overwhelmingly positive in nature.
For example, Students provided highly positive feedback in terms of, for
example:
•

The extent to which they enjoyed events

•

Their desire to take part in other similar activities

•

The benefits of the events for themselves

•

The usefulness of events and their overall impressions of events

These elements of feedback included both quantitative and qualitative responses.
Similarly, Professionals also provided extremely positive feedback in relation to,
for example:
•

Benefits that had accrued for themselves, including in relation to their
career development, growing professional networks and helping them to
identify their own leadership potential and abilities

•

Opportunities to meet other professionals

•

Skills of facilitators/presenters

•

The extent to which events were enjoyed

•

The value of guidance and advice provided
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•

Benefits for their employer/organisation

•

Likelihood of attending similar events in future

•

Likelihood of recommending similar events to others

•

The format of events

Again, it should be stressed that these elements of feedback incorporated both
quantitative and qualitative information.
The single event report that was available for Returners again provided
highly positive quantitative and qualitative feedback pertaining to, for example:
•

Increased confidence in making career decisions

•

Increased awareness of career opportunities

•

Increased skills and confidence to apply for vacancies

•

Likelihood of recommending this workshop to friends and colleagues

•

Interaction with other Returners, including the sharing of experiences and
aspirations and the inspirational nature of the workshop

Finally, Employers once again provided a range of positive feedback in relation
to events in which they had participated both on a quantitative and a
qualitative basis, including, for example:
•

Increased confidence to deal with change and make decisions about
their careers

•

The extent to which they would recommend the workshop to others

•

Increased awareness of issues pertaining to recruitment and retention of
female engineers

•

Growing their professional network

•

Overall rating of events

•

Relevance of information

•

Gaining an understanding of how other businesses engage with females and
promote engineering for women

•

Specific benefits pertaining to internships and returnships

•

Quality and relevance of information

•

Value of feedback from interns and returners
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Accordingly, the overwhelmingly positive nature of the feedback provided by
Students, Professionals, Returners and Employers in the event reports provides
strong evidence as to the appropriateness, value, quality and relevance of events
which had been delivered by Equate Scotland and its Key Partners.

5.3

Event Feedback Summaries
Ashbrook reviewed a range of event feedback summaries pertaining to events in
2014, 2015 and 2016 relating to Students, Professionals, Returners and
Employers.
Students
Name of Event
Meet the Professionals Engineering
Networking Lunch
What Employers Want AECOM

Date
5 March 2014
9 September 2015

Professionals
Name of Event

Date

National Women in Engineering Day
– Equate Scotland & WES Scotland
3-Day Career Enhancement
Programme

30 September 2014 , 30 October
2014 & 26 November 2014

2-Day Career Coaching Programme

6 October 2015 & 20 October 2015

Sticky Floors & Glass Ceilings

24 February 2016

Returners
Name of Event
Returners Relaunch

Date
30 April 2014

Employers
Name of Event
GE Caledonian, Responding to
Change
Employers Seminar: Recruitment &
Retention
Building Your Talent Pipeline:
Internships & Returnships

Date
22 October 2014
16 March 2015
7 September 2016
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5.3.1

Students
Qualitative student feedback from the Meet the Professionals events under
consideration focused on four areas:
•

What participants liked about the programme

•

If there was anything participants would take away from the programme

•

What participants would like to have been different

•

Any other comments

A wide range of positive responses were provided in relation to what
participants liked about the programme, including its organisation and
structure, information provided, its usefulness and helpfulness, staff and the
informal nature of the programme.
Similarly, a wide range of positive comments were made in terms of what
participants would take away from the programme, including a better
understanding of AECOM’s company structure and opportunities within AECOM,
the opportunity to meet new people and a desire to stay in engineering.
In contrast, relatively few comments were made in terms of what respondents
would like to have been different, although reference was made here to, for
example, ‘a longer icebreaker’, more information about internship
programmes and a presentation/talk from a recent graduate.
The statistical feedback provided by Students who attended the Meet the
Professionals events under consideration provided positive outcomes in terms of,
for example, increasing confidence in career choice, helping to establish contacts
in industry, helping to establish contacts in universities and colleges, enjoyment
of the event and desire to take part in other activities similar to this event.
In addition, students overwhelming believed this event to be interesting, useful,
informative and worthwhile.
5.3.2

Professionals
The feedback summaries for events targeted at professionals provided a range
of both quantitative and qualitative responses and, in both cases, the feedback
provided was overwhelmingly positive.
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From a quantitative perspective, positive outcomes were noted in relation to
events in terms of, for example:
•

Helping participants to analyse their skills and strengths

•

Helping participants to clarify short and long-term goals for career
development and progression

•

Helping participants to improve their communication and self-presentation
skills

•

Helping participants to grow their professional network

•

Helping participants to identify their own leadership potential and abilities

•

Improving participants’ confidence in the workplace as a result of attending
an event

•

Likelihood of recommending events to friends and colleagues

•

Usefulness of events

•

Likelihood of attending similar events in future

•

Helping participants to develop self-belief

From a qualitative perspective, the feedback provided was also overwhelmingly
positive in relation to, for example:
•

Participants’ thoughts about events: including increasing self-confidence,
the interactive nature of events, the structure/organisation of events,
presentations, the informative and insightful nature of events and events
providing opportunities for self-reflection

•

Highlights or key benefits of events: including improving skills, meeting
people from a variety of backgrounds, improving knowledge in particular
areas, discussing scenarios and approaches to particular situations and the
opportunity to share experiences

•

What participants liked about events: including their interactive nature,
that they were well organised, meeting others with similar diverse
experiences, the thought-provoking nature of events, level of interaction at
events, presentations, the insightful nature of events, providing a presentation
at events, listening to other people’s ideas, improving self-motivation and
confidence to make important decisions, relevance of discussions and
information provided, opportunities to self-examine, presenters and the
friendly and relaxed atmosphere of events

•

What respondents will take away from events: including increased selfawareness, a desire to stop focusing on the negatives, improved skills in
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specific areas, enhanced self-belief and confidence, better motivation,
greater confidence in having difficult conversations, a desire to be more
proactive in the workplace and the benefits of positive thinking
•

How a participant’s organisation will benefit from their attendance at the
event: improved contribution to their company, being more assertive in the
workplace ideas forward, the ability to develop and motivate females within
their workplace and a desire to make positive changes within their role/team

When respondents were asked if they had any suggestions in terms of aspects
of events that could be improved or changed, responses tended to be limited in
number and nature and, in particular, tended to be very specific to
particular events, including, for example:
•

A desire for follow-up activities

•

Some content being the same as previous events attended

•

More detailed sessions on particular aspects of events

•

Greater theoretical content within events

•

Events being longer

•

Additional speakers, e.g. experienced female engineers

Indeed, desire for follow-up activities – such as networking activities – was the
most prominent suggestion to emerge and, in particular, was noted in relation to
a number of the events.
Finally, it should be noted that participants also provided a range of other
comments on a qualitative basis. Again, these other comments were
overwhelmingly positive in nature and tended to be specific to particular events
and, as such, have provided Equate Scotland with a range of valuable insights in
terms of how events could be delivered more effectively in future. These
comments, however, should be placed in the context of the overwhelmingly
positive responses – both quantitative and qualitative – and the feedback
provided by participants.
5.3.3

Returners
Participants in the Returners relaunch event held on 20 April 2014 provided
a range of positive feedback primarily on a qualitative basis, but also on a
quantitative basis.
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From a quantitative perspective, feedback was positive in terms of respondents
feeling that the workshops gave them confidence to make decisions about
their career in engineering, helped them to analyse their skills and strengths,
helped them to be aware of career opportunities and make informed decisions,
gave them the skills and confidence to apply for vacancies and the extent to
which participants would recommend the workshop to other women, friends and
colleagues.
The qualitative feedback provided was also overwhelmingly positive in nature in
relation to, for example:
•

Participants’ thoughts about the event: including interacting with women in
similar situations, the opportunity to share experiences and aspirations,
the inspirational nature of the workshop and increased confidence to develop
personal potential

•

Benefits of the workshop: increased confidence, increased optimism, greater
appreciation of personal values and strengths, opportunity to network and a
wider appreciation of work environments

•

Aspects of the workshop most enjoyed and of most use: networking, sharing,
the opportunity to look inwards, the trainer/facilitator and the opportunity
to look forward from a careers perspective

A number of suggestions for change or improvement were also noted by
participants. These were specific in nature and included fewer breaks,
suggestions on how to explore future opportunities and a reference or reading
list.
Finally, participants provided a small number of other comments which were
of interest and potential value to Equate Scotland in terms of improving or
enhancing the event in future.
5.3.4

Employers
Once again, employers provided a range of both quantitative and qualitative
feedback in relation to events attended. The quantitative feedback provided
was overwhelmingly positive in nature in relation to, for example:
•

Workshops giving participants confidence to make decisions about their career

•

Helping them analyse their skills and strengths
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•

Helping them to be aware of factors which affect the change process
and increasing their skills and confidence

•

Events increasing awareness of issues, increasing confidence about planning
for the future in terms of recruitment and retention of female staff and
assisting participants to identify key actions they can take to help address
recruitment and retention issues

•

Likelihood of recommending events to friends or colleagues

•

Rating of the style of workshops as a support for employers

•

Increasing knowledge and understanding of internships and returnships

•

Likelihood of encouraging post-internships and returnships

The qualitative feedback provided was also overwhelmingly positive in nature
and related to:

•

Comments on Key Partners of events which were enjoyed most or were
most useful: including engaging with others in discussion groups (with this
emerging particularly prominently), the interactive nature of events, being
provided with legal advice, presentations/presenters, the formative nature of
question and answer sessions, the practical nature of events and feedback
from interns and returnees

•

Personal benefits from events: including increased self-awareness and
opportunities for self-reflection

•

Participant’s thoughts on events: including the extent to which sessions were
enjoyed, having a safe atmosphere to voice feelings and worries, the
opportunity to share thoughts, discuss and listen to others, the thoughtprovoking nature of events, speakers, the informative nature of events
and opportunities for networking

Employers also provided a range of suggestions in terms of how events could
be improved or changed. These tended to be relatively specific in nature but
included, for example:
•

Sessions being longer

•

More written material to be taken away

•

More opportunities for round table discussion

•

Ensuring events stick to timescales

•

Presentations being broken up with table discussions or other activities
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Finally, a range of other comments were provided about events. This feedback
was again generally positive in nature, event-specific and provides Equate
Scotland with useful insights in terms of response to events and how they
could be improved/enhanced.
The extent and nature of the positive quantitative and qualitative feedback
provided by Students, Professionals, Returners and Employers again provides
strong evidence as to the appropriateness, value, quality and relevance of events
which had been delivered by Equate Scotland and its Key Partners.

5.4

Other Documentary Evidence
Ashbrook also reviewed a range of other documentary evidence which, for the
most part, was less structured than that outlined in Sections 5.1 to 5.3.

5.4.1

City of Glasgow College: Interim Feedback on the Engineering Summer
Placement Programme
From a structured perspective, a document providing interim feedback on the
engineering summer placement programme was provided by City of Glasgow
College.
The purpose of this report was to evaluate the project from the perspective
of project organisers, employers and students. This was a highly comprehensive
report providing a valuable range of information from employers and students. In
particular, from these audiences, information was provided relating to preplacement reflections, reflecting back to the placement and placement legacy.
From an employer perspective, their pre-placement reflections included
information relating to their motivations for participating in the programme, their
expectations of the programme and what their organisation/themselves hoped
to get out of the placement.
In terms of reflecting back to the placement, information was gathered relating
to, for example, the nature of the placement work envisaged, tasks and activities
pre- allocated to students, quality of work that students were able to
complete on placement, nature of supervision provided and how well employers
believed that the placement had worked.
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Finally, in terms of placement legacy, employers were asked questions relating
to, for example, if they believe enough support had been provided from the
college and advice for future employers who might be thinking about getting
involved in such activities.
The feedback provided was largely positive in nature across all of these
indicators but highlighted areas where there was potential for improvement.
With regard to student feedback, in terms of pre-placement reflections, this
focused on deriving information relating to, for example, reasons for choosing
to apply for a placement, the application process, expectations of the placement
and concerns about working in a construction/engineering environment before
the placement.
Thereafter, in terms of reflecting back to the placement, this gathered
information from students such as their feelings about the work they did on
placements, supervision received, what worked well and didn’t work well on
placements, the culture and social atmosphere at their placement, the extent to
which it was easy to learn on placement, support received and the extent to
which their experience on placement had met their expectations.
Finally, with regard to placement legacy, students provided information with
regard to advice they would give to others who were considering going on
placement, the extent to which the experiences benefited them and skills
and competencies that they have taken away from the experience.
The feedback provided by students was overwhelming positive in nature and
provides both Equate Scotland and the City of Glasgow College with a range
of valuable information in terms of those elements of the placement process
which should be replicated (on the basis of their success) and the few elements
of the process which could be enhanced.
The feedback provided by employers and students provides strong evidence as
to the positive attributes of the summer placement programme in terms of
its value, relevance and appropriateness to both audiences.
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5.4.2

Women Returners Scotland Pilot 2016
Statistical feedback was also provided in relation to the Women Returners
Scotland six-month pilot undertaken in 2016, for which an event report and
feedback summary was not available at the time the evaluation was undertaken.
This statistical feedback was overwhelmingly positive in nature, including, for
example:
•

The extent to which participants believe that they had the skills to return to
a job in STEM

•

The extent to which participants believe they had the confidence they
needed to return to a job in STEM

•

The extent to which participants believe that their professional network is
sufficient to help them to return to a job in STEM

•

Participants’ confidence about their skills, about returning to work, their
career, their confidence in general, their awareness of their own strengths and
abilities and their awareness of how they hold themselves back

Participants also provided a range of qualitative verbatim comments which
were overwhelmingly positive in nature and were reflective of the statistical
information which they had previously provided in terms of the benefits and
value of the Women Returners Scotland pilot, together with other qualitative
feedback relating to, for example, networking with others and the style and
content of workshops.
Again, the feedback provided here from both a quantitative and qualitative
perspective provides further evidence as to the effectiveness, value and impact
of this pilot exercise.

5.4.3

Further Documentary Evidence
Finally, Equate Scotland provided a range of further documentary evidence which
was more qualitative in nature and, in particular, provided feedback
comments from those who had participated in a range of events.
These comments were, again, overwhelmingly positive in nature in terms of,
for example:

82
•

Improving feelings of personal worth and positivity about being a female in
the engineering industry

•

Improved performance in the workplace

•

Interacting with other females within the engineering industry

•

The format and techniques used in workshops

•

The inspirational nature of events

•

Desire to participate in future similar events

•

Intentions to continue to network with others who they had met at events,
including personally and through social media

•

Positive outcomes of events

Accordingly, the evidence reviewed and reported upon in Sections 5.4.1 to
5.4.3 highlight the overwhelmingly positive nature of events undertaken and
delivered by Equate Scotland on the basis of organisational considerations and
the extent and range of benefits accrued by Women Constituents and
Employers participating in these events.
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6.0

CONCLUSIONS
It can be readily concluded that the Women in Engineering Programme has been
successful from a wide range of perspectives.
This overwhelming conclusion is based upon the comprehensive range of
quantitative and qualitative primary information which has been gathered and
reviewed and the range of secondary information which has been collated
and reviewed. In particular, the evidence presented within this report clearly
identifies that it has accrued benefits to a very significant extent and in a
significant range of ways for its beneficiary audiences (Women Constituents and
Employers).
In addition, it is evident that the project has accrued benefits for – and is
viewed positively by – key partners who were involved in it, which is
evidenced by the desire of these key partners to continue to work with Equate
Scotland in future.
Furthermore, it is evident from the primary and secondary information
gathered that the project has been managed extremely effectively, with
evidence in this regard being apparent from both beneficiaries and partners and
also apparent from the documentary evidence reviewed.
Despite its successes, it is apparent from the evidence gathered from
beneficiaries and key partners that there remain significant challenges to
enhancing the number of women engaged in the engineering sector in
Scotland and improving the experience of women who work in the sector.
Accordingly, it is abundantly clear that further initiatives, the same as or similar
to the Women in Engineering Programme, will continue to require to be
developed and implemented. To this end, the positive outcomes of the
evaluation process highlight the need for Equate Scotland to secure additional
funding to promote key elements of its agenda pertaining to women in
engineering and, as such, the report clearly indicates that it merits the
provision of future funding and would be highly likely to make effective use of
such funding on the basis of the evidence highlighted in this report in terms of:
• The successes of the Women in Engineering Programme
• The extent to which Equate Scotland is viewed as a prominent expert in
relation to issues facing women in engineering and solutions to these issues
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• The extent to which Equate Scotland is viewed as being reliable and has
delivered and, in many cases, surpassed agreed project outcomes to a high
standard on time and on budget

There are many challenges facing the Scottish economy, one of which is
undoubtedly that of attracting and retaining women in an engineering sector
which recognises their value and treats them in a fair and equitable manner.
There can be no doubt that Equate Scotland can, and should, have a significant
role to play in addressing this issue in future.

85

ORGANISATIONS WHO HAVE SUPPORTED EQUATE
SCOTLAND THROUGHOUT THIS PROJECT:
•

ICE

•

InclusIQ

•

IMECHE

•

ARUP

•

Scotrail

•

IET

•

Babcock

•

SDS

•

EDF

•

Ch2m

•

Scottish Power

•

DSSR

•

Atkins

•

SSE

•

Doosan

•

AECOM

•

West Lothian Council

•

BAE

•

Family friendly working

•

Semta

•

Thales

•

WES

•

Spire

Scotland
•

GE

•

Prospect

•

Shell

•

HBJ Gately

•

Big Lottery

•

Network Rail

•

Plexus

•

City of Glasgow College

•

Interserve

•

Leonardo

•

University of Strathclyde

•

Ore Catapult

•

Primary Engineer

•

Edinburgh Napier University

•

Diageo

•

SAFEE

•

Glasgow Caledonian University
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