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ABBREVIATIONS

AEP Applied Engineering Programme

APP Academic and Professional Pathways

APP TE Academic & Professional Pathway for Teaching Excellence
BAME Black & Ethnic Minority

CSE Cyber Security Engineering

CSM Cyber Security Management

DAs Degree Apprenticeships/Degree Apprentices
DHS Digital Healthcare Science

DTS Digital and Technology Solutions

eBM e-Business Management

ECR Early Careers Researcher

EndgM Engineering Business Management

ED&I Equality, Diversity & Inclusion

EDA Engireering Degree Apprenticeship

FA (19) Framework Agreement (denotesaff gradeg
FHEA Fellowship of the Higher Education Academy
FTC Fixed term contract

FTMScs Fulttime MScs

GDPR General Data Protection Regulation

GRP Global Research Priaas (University of Warwick)
H&S Health & Safety

HEIs Higher Education Institutions

HOM Healthcare Operational Management

IAE Innovation and Entrepreneurship

HRBP HR Business Partner

HVMC High Value Manufacturing Catapult

IFP International FoundatiofProgramme

INWED International Women in Engineering Day
IT™M International Technology Management

ITSO International Trade, Strategy and Operations
IWD LYGSNYylFGagAz2ylf 22YSyQa 51 @&
KIT Keep in Touch (Days)

MBE Management for Business Excellence

MSEM Manufacturing Systems Engineering and Management
oD Organisational Development

OEC Openended Contract

PDR Pasonal Development Review

PGR Postgraduate Research

PGT Postgraduate Taught

PPM Programme and Project Management

PT MScs | Parttime MScs

R Focussed Research focussed (contract function)

REF Research Excellence Framework

RIS Research and Impact Seresdc

SAE Sustainable Automotive Electrification

SAM Staff Activities Matrix (workload model)




SAT SelfAssessment Team

SCAV Smart, Connected and Autonomous Vehicles
SCLM Supply Chain and Logistics Management
SMD Service Management and Design

SoE Schoobf Engineering

SPL Shared Parental Leave

SPLIT Shared Parental Leave in Touch days

SSLC Staff Student Liaison Committee

STEM Science, Technology, Engineering & Mathematics
STF Senior Teaching Fellow

T Focussed Teaching focussed (contract function)

TF Teaching Fellow

TLO Teaching & Learning Officer

TORs Terms of Reference

UG Undergraduate

UCAS Universities& Colleges Admissions Service
WAG 22YSyQa ! OGA2y DNE dzLJ
WAMP Warwick Administrative Management Programme
WCG Welfare and Communications Gipu

WES Women Engineering Society

WIM Warwick Introduction to Management

WLP Warwick Leadership Programme

WP Widening Participation

WPM Warwick Preparing to Manage

INWES A global network of organizations of women in Science, Technology, Enginee
and Mathematics (STEM), reaching over 60 countries worldwide.

Pulse AUniversity wide, confidential, staff survey conducted every tearg which
provides all staff with an opportunity to commean their experience of working
at Warwick Results are provided at University and departiievel.

Sprint A University of Warwick development programme targeting female students

Star Awards

WMG Staff Recognition Awards that recognise the contribution of both teams
individuals

WISE Wisecampaign.org.uk campaigning for gender balance in science, technology
engineering
WOMENAIT | A nonprofit organisation honouring and empowering women of the MidBkst

and North Africa in technology



http://womenofmenaintechnology.com/

1.LETTER OF ENDORSEMHEROM THE HEAD (FPBRTMENT

Dear Athena Swan Manager,

I am writing to endors the Athena SWAN Silver submission from WMG, University of Waltwick
confirm that the information presented in this applicatiman honest, accurate and trueced.

I was delighted to join WMG as its Executive Chair in April 2020, following thagpat&brmer
Chair (and founder), Lord Bhattacharyya. | have been hugely impresked @he department has
adapted and supported owwommunitythroughoutthese uncertain timeswith a primary focus on
wellbeing. We have trialled new engagement mechanjsnisch have been wetkceived, and the
Executive Tears fully committed to continuing this valuable open dialogue

2aDQa @GAarzy Aa (2 | Gadh$RESearshvindladdiess §iébaBhditdniges 6 2 NI R
through Education. The department has sewtrategic goals, one focusedlelyon Peoplethe

others enabledy people,and a set of core values promoted and enacted departrveide. The

development and engagement of our staff are key to our suce@sgsAthena journey since 2013

has enabled sigficantand beneficiatultural change, during a time of significant growth

WMBG has always been a hugely diverse and dipbativeorganisation contributingto STEM
advancementndskills development am building on these strong foundations, brirgimy own
leadership experiences, ethics and values honed in my professional and political careers. As a female
leader, | am using my platform to engage with regional and national policy debates to further the
careers of female engineers and scientists ath@ther underrepresented groups.

Since our last submission, highlights include a new flexible working policy for staff; new
development opportunities for colleagues to engage with Education and Research straigggd
governance arrangements to aidinsparency and consultation; and investment in our Outreach
and Athena teams with new posts. The recent menopause awareness campaign has brought this
important subject into the open, with positive engagement amongst female and male colleagues.

Quantifable impact since 2015/16
91 Overall proportion of female staff has increased, as has the overall proportion of academic
female staff(Figure3).
Greaterfemalerepresentation onWMG Executive
Introduction ofAthena Swan Coordinator role
FemalePGRenrolments have riserfrom 20% to 5% over the review period
2 aDQa Cf SEAOf §asberdelhrgtaved vt 809 &f staff, when surveyed,
having benefited from ibver 12 montrs (AP2016/3.).
1 AEPfemale enrolmentshave risen from 10% in 2016/17 t8% in 2019/2qAP2016/1.).

= =4 4 =4

Athena Swan ismbedded into our governance structuredth regular Athenatemson WMG
committees(AP2016/4.). Additionally,detailedannual reportsare delivered aDepartment
meetingsand theWCGcontinues to provide stnag input into- and leadership ora range of
related activities, especially wellbeing.

C



Priorities:
AP2020/1 Develop and implement a Positive Action Campaign.
AP2020/6 Develop and implemeran Academic Talent Development programme.

AP20208: Rilot the devdopment of job families foEngineers.

Along with the WMG Executiveshall take a leading rote ensure that these important actions are
provided with the required resources and prioritisation.

Margot James
Executive Chair

(WORD COUNB00)



2.DESCRIPTION OF THEPARTMENT

Established 40 years agfMG i? | NI ANafppsOraultidisciplinarydepartment recognised for
academi¢end-usercollaborationandinnovation and learning in sciencecteology and
engineering

Fromits roots in materials and manufacturing, WMGidiveacrosdive themes Digital

Technologies; Energy; Intelligent Vehicles; Materials and Manufacturing; and Organisationa
Societal TransformatiorCrosscutting plaforms include the WMG Centre High Value Manufacturing
CatapultandInstitute for Digital Healthcare

Figure 1 WMGGovernance Structures
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OUR VISION AND MISSION

What we do- Creating a better tomorrow througimnovation and learning today.
Why we do t - To improve the competitiveness of organisations through the application of va

adding innovation, new technologies and skills deployment, bringing academic rigour to indt
and organisational practice.
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Figure2: WMGin context

WMG'S
POSITION

In context

FACULTIES
WARWICK . . .
Science, Engineering —.

and Medicine

— WMG

Since 2016/WMG has grown significantly iesearch incomérom £28,940m to £57,849rtan
increase of 10%) Sudent numbershave risen from 2074 to 26(0%25.6%)and staff number#06
FTEs to 76FTE$+8%6)(42% Academic, 58% Professional Services)

Saff and studem datacontinue to be fluicat the time of writing,so we do not include 2020 daia
the submissionin particular, PGTstudent numbes have not yet settledln a normal year, we would
have expected the previous growth trajectory on staff and student nemmbo have continued.

Our Education portfadi incorporates traditionaUndergraduate UG and Postgraduate taughtRGY
programmes, Degree Apprenticeships and short courses. @aabEducation Development Plan is
deliveringimproved student experienciaroughrevised curriculapedagogicahnovation,
applicationof technology and evideneleased practice across the portfolio.

Staff demographics
In 2019, 38% of our staff were womemnrise of 5% since our Athena submission in 2Uh& is
favourableversusthe sector benchmark of 29%

1 HESAGeneral Engineering data for 2017/18, as cited inahde HE (2019) Equality iigHer Education:
Statistical Bport 2019 Available atvww.advancehe.ac.uk/knowledgénub/equality-highereducation
statisticatreport-2019

DEPARTMENTS


http://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019
http://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019

64% ofwomen work in Professional Services roleih 36% in Academic roles (17% Teaching
FocusedTF) 16% Research Focug@F) and 3% Teaching ResearclfT&R) A higher proportion of
men work in Academic roles (4®@of men 18% TF, 19% RF, 8% T&RYwever, as shown ifgure

3, the proportion of women in TF and Rifeshas grown over this period, by around 58though
there has been a reduction in the proportionT&Rroles (within asmaller cohor}. Across all
academic jobs, the proportion of women has grown from 27.5 % (2016) to 32.1% (2019).

Figure3: Percentageof femalestaff in Academic and Professional Services roles, split by gender and

year.

Professional Services
Research Focused

Teaching and Researg
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TOTAL

F
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23
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M
121
69
33
48

271
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19
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24
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M
200
86
36
68

390

F
181
a4
9
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283

2019
M
251
91
39
86

467

(33.3%) (66.7%) (35.1%) (64.9%) (35.3%) (64.7%) (37.7%) (62.3%)

Figureda, below, shows staff gender and etigity datasince 2016 The% of women BAME staff has
risenconsistentlyfrom 6%in 2016(as percentage of the total workforce) 10%in 2019.This is a

positive in the light of the sectaverage of 9%

2 Advance HE sthétatistical report 2020
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Figureda: Proportionof staff who are white, BAMENd whose ethnicity is unknown, split by gender
and yearOverall percentages are shown at the top of the bars.
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Figuredb: Number of staff who are white, BAME, and whose ethnicity is unknown, spjietger:

B White
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Unknown
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(WORD COUNT: 527)



3. THE BLFASSESSMENT PRSEE
A description of the selissessment team

THE SAT COMPRISES STAFF IN A RANGE OF ROLES; LENGTH
OF SERVICE; FTC; PART-TIME; CARING RESPONSIBILITIES;
AND INTERSECTIONALITY. ITS SIZE IS REFLECTIVE OF OUR

LARGE AND DIVERSE DEPARTMENT.

TABLE 1

SAT MEMBERS. CONTINUING MEMBERS FROM OUR 2016
SUBMISSION ARE DENOTED BY*

KERRY KIRWAN* (CHAIR)

Professor/Deputy Pro-VC
+ Man
« Nominated
« Joined WMG 2002
« Dad to son (14), daughter (11)
« Trustee of Turing Institute

FREEHA AZMAT

Senior Teaching Fellow
* Woman
* Volunteered
* Joined WMG 2016
« Mum to son (1)
* Muslim

SHAHEEN CHARLWOOD*

Senior Teaching Fellow

Woman

Volunteered

Joined WMG 2013
Daughter (15)

Pakistani

Flexible working

Governor Solihull Academy

.

JANE COLEMAN*
coo
+« Woman
Volunteered
Joined WMG 2007
Governor WMG's Academy for Young
Engineers
« WMG Executive lead for ED&I

STUART COLES

Associate Professor
* Man
Nominated
Joined WMG 2006
Dad to son (8), daughter (5)
Paternity leave
Disabled

CLAIRE DAVIS*

Professor
+ Woman
Nominated
Joined WMG 2014
Mum to daughter (15)
Formerly SAT Chair (2016 submission)
External Examiner




NESSA FERESHTEH SANIEE

Research Fellow
« Woman
« Volunteered
« Joined WMG 2015
« Daughters (2 & 1)
« 2 maternity leaves during review period

CATHERINE GORDON

Senior Administrator
« Woman
* Volunteered
* Joined WMG 2018
* Mum to daughter (18)
« Dignity and Menopause Champion

MICHAELA HODGES

Athena SWAN Coordinator/ED&I Officer
« Woman

« Role-based

Joined WMG 2020

« FTC

« Part-time

* Lesbian

« Athena panellist

LOUVUISE LEDDEN-ROCKS

HR Manager

« Woman

+ Nominated

* Joined WMG 2020
* Part-time

* Menopause buddy

MELANIE LOVERIDGE*

Associate Professor
+« Woman
« Volunteered
« Joined WMG 2014

« Editorial board scientific journal, Board member SuperGen,

Industry Advisory Group NPL

ANDREW MCGORDON*

Principal Engineer

« Man

« Volunteered

« Joined WMG 2005

« Dad to daughter (4), son (6)
« Christian

« Part-time

MICHAEL MORTENSON

(DATA SUB-GROUP CHAIR)
Associate Professor
« Man
« Volunteered
« Joined WMG 2015
« Dad to daughters (1, 4)
« Took adoptive leave



NANCY OLSON*

Senior Teaching Fellow
« Woman
« Volunteered
« Joined WMG 2013

AMY ROBINSON

HR Business Partner
« Woman
« Nominated
« Joined WMG 2017
« Daughters (7 & 9)
« Part-time
« Parental leave

JANE SHEPHERD

HR Projects Coordinator

« Woman

* Role-based

« Joined WMG 2017

« Daughter (8), son (12)
« EDI Champion

EVE WHEELER-JONES

(STUDENT CONSULTATION)
PhD Student
« Woman
« Nominated
« Joined WMG 2017
« Disabled (learning disability)
« Involved in outreach and public engagement




Gender balance

Membershipis predominately femalereflecting the historical membership and the gender of post
holders of some rolethat arepivotalto include within the SAT. ®havesuccessfullgncouragel
more men to become involved tagcepting male volunteerand ®eking to replace women with
men, whenexisting memberghoose to leavéincluding the ChajrBAME numbers have also risen,
with 2 new BAME female members on the SAT.

AP20202
To mprove the gender balance of the SAT to be more reflective of the department, specifica
increasing the proportionfamen involved in Athena work.

Workload allocation
Member€) LJ- Ndi s Dppadied bymanagerswith time recognisedaccordingly. Membership is
alsorecognised irthe ED&I section of PDRandas part ofanycase for merit pay.

A parttime Athena coordinator post was creat@dthe review periodo progress actions,ral

LINE GARS FTRYAYAAGNI GAQPS adzLIR2 NI LYyAGAFEt& FAEESF
team, following this submissiahe post will bere-advertised, and the role will focus on action plan
progression.

()  Anaccount of the selissessmentq@cess

The SAMmet twicea term, increasingo 3-weekly in 202{Table 2) A Data Sulsroupalsowas
formed in preparation for the submissiolhe SAT communicated fateface, via email, and via
Microsoft Teams to share files@luding meeting minutesgnd hdd online meetingsAP2016and

this Silver application were saved as online filestablemembers to input collectively. Throughout
the process, progress against actions was discussed and evaluated withuplkteps agreed, as
necessary.

Tablel: Focus of SAT meetings

DATE OF MEETING ‘ FOCUS OF MEETING

2017
Term 1 meetings 1 Membership
1 AthenaChampion role review
Term 2 meetings 1 2016 outcomeand feedback
T AP2016coordination allocation
Term 3 meetings 1 Data allocation frarawork
1 AP2016Geview(including SMARTness of actions)
2018
January 1 UG data
1 Ly dSNYI (A 2Bay (fWD} ativitey Q &
9 Focus on AP2016/4.1: Increasthg visibility of Athena Swan
March 1 PGT data
1 Organising womeionly focus groups
May I Focus on AP2016/4.8Vomen of WMG activities




Annual Report

July

Progress review
Membership

September

HR data
Women in Leadershifocus group
Action plan timelie

November

=A =4 |=a =4 A =a A=

Resourcing
AP2016update

2019

February

AthenaChampions update
IWD activities

March

PGR data
International Women in Engineering Day (INWE&ivities
Action plan review

July

Membership
Internal communications

October

Flexible working survey
WMG 40th anniversary celebrations

November

Women in Research Conference
Presentation from Chair of Universityd DSY RSNJ ¢ |

December

=4 =a =8 A=A A a s,

Flexible Working survey report
Athena webpages

2020

Januay

Parttime degrees data
Buddy Scheme

February

Menopause support
Membership
Action plan review

March

Submission timescale planning
Data SubGroup Update
Action planupdates

April

Panel observation report
Writing allocation
Action plan updates

May

Student survey
Athena Roadshow

June

AP2016 impact
Data SubGroup Update

July

Menopause support
Data SubGroup Update

August

Writing update
Pulse results

September

Writing update

AP2020

PGR Survey results

Women in Leadership Programme

October

E R I e T N e R B N B N R R I R N R R R e B e ]

Writing update
Pulse World Café
Women in Leadership Programme progress




November T Writing and final edits
T AP2020

Consultationwithin WMG
9 Pulsesurvey:(2019/20)67% completior{40%of total responsesvomen, 53% men, 7%
prefer not to say)Follow up focus groups (World Café styks) inautumn 2020
9 Focus groupée.g. Wellbeing Task Team)
9 Surveys focussing on:
o Flexibleworking €ection 5.4 iv)
0 PGR studentandtheir view of theRS LJF NI YSy (1 Qa S y<ipgpdiEagdy Sy Gk Od
training receivedand welbeing
o Staff and student wellbeingCovid19 lockdown) (some months before an
institution-wide survey)
0 General matters (staff feedback questionnaire)

Athena Champios) outside of theSAT alsoadvocate for Athendijnking staff teamsand the SAT,
andsupporingthe progression ofthe@li A 2y LI I yd ¢KAa KStLBA ! GKSYyIl Q&
supports the aim obroad engagement across WMG.

AP20208
To further develop theale and contribution of the Athena Champian

Consultation outside the department and sharing/seeking best practice
1 Jane S belongs to théniversityAthena Networko share best practice and hear updates on
GKS | YAGSNERAGEQA ! GKSYIl 62NJ
9 Liaison with thdJniversityED&I team, who suppotisto achievegreater gender equality
AttendingUniversityexternal networking e.g. Advance HE enhancing practice events
1 Meeting with Silver awartholders on best practice e.§. SAT representative from the
Schoolof Engneering(SoEprovided useful insights atraeetingof our SAT
1 Joint initiatives/eventsith Silver awareholders e.g. SOoE ontérnational Conference of
Women Engineers and Scientigtsbe held at Warwick ieptembe2021

=



Figure5:

HOW THE SAT FITS WITH OTHER COMMITTEES

IN THE DEPARTMENT AND AT THE UNIVERSITY.

UNIVERSITY SENATE/COUNCIL

¥ !

UNIVERSITY FACULTY BOARD ‘
UNIVERSITY SOCIAL INCLUSION )

COMMITTEE Il .
1l | S— |
il

UNIVERSITY ATHENA NETWORK

WMG WCG ‘

1l | 1l

WMG ATHENA SAT ‘

(i)  Plangfor the future of the seHassessment team

The SAT wilhcreaseits regular postsubmission meetings to monthand report to WCG antthe

' v A @S NiBehaliNet@aik (Figur). SAT members will monitor implementation of AP2020,
providing regular updatesn progress. Membership will be reviewed annually to create an
opportunity for members to assess their commitments; address the composition of the group; and
for new members to be invited/volunteer. Where members with key representation roles leave (e.qg.
student), new members will be invited in advance to enable shadowing and handover.

Staff and studentsontinue to beengaged irAthena via all of our communication channels
including the weekly Bulletin, WMG intranet and within team meetings.

(WORD COUN 820)



4.A PICTURE OF THE AEPMENT

4.1 Student data

Impact/Progressl
Progress on student data collection.

PROGRESS

AP2016/1.6
Include Athena SWAN objectivesTibQob descriptions, includig recordng and reporting data.

Tocontinually monitord (i dzR §eyiderdb&lanceTLOs mustecord the relevant datéor
reporting. Role descriptionsiow included ¢ 2 ONBF S | NBO2NRAY3I Y
datato supportz a D @thena SWAN submission. pimvide this data regularky dattending SAT
meetings when necessary to provide an explanation of the ,dafipporting the submission
narrative ando addressanomaliest

(i) Numbers of men and women on access or foundation courses
N/ A

(i)  Numbers of undergradua students by gender
Figure6: UGApplications (2012019)Cyber Security (BSc) & Digital Healthcare Science (BSc)
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Figure7: UGOffers(20162019)Cyber Security & Digital Healthcare Science
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WMG contributesto the SoHed UG(BEng/MEngprogramme which also engages with the
'y A @S NEMEngneesing. Many WMG BAaveenabledthosewithout HE qualificationso
participate (often mature employees who have been out of formal learning for many years
Formative assessment toglsith preparatoy mathematics teachingre provided to pospective

students.

WMG has a growing UG population with four new courses commencing during the submission
period. The admissions data showmFigures$ and7 are for those courses applied for via UCAS.
Studers onDAS* (includingsome DHS) aremployersponsored, sthe application process differs

from that of UCASTherefore datais not availablen applicationsaand offers. With only 1-H

8SHNRQ

admission dad, it is notyet possible to identify emerging trelsand there is no completion data yet
for nonrAERprogrammesTable 3 shows an increase in both overall UG numbers enrolled per year
(99 to 307) and % of female students (10% to 24%).

Table 2: UGcourseenrolmentdemographic

Couse | Study | Qual. 201617 2017-18 201819 201920
M F M F M F M F
AEP* PT BEng | 90 9 124 |18 81 17 99 29
(90%) | (10%) | (87%) | (13%) | (83%) | (17%) | (77%) | (23%)
Cyber FT BSc | - - - - 19 3 45 5
Security (86%) | (14%) | (90%) | (10%)
DHS FT BSc |- - - - 2 7
(22%) | (78%)
DTS* PT BSc | - R R R 60 19
(76%) | (24%)
EDA* PT BEng | - 23 9 26 15 27 14
(72%) | (28%) | (63%) | (37%) | (66%) | (34%)
Total 90 9 147 | 27 126 | 35 233 |74
(90%) | (10%) | (84%) | (16%) | (78%) | (22%) | (76%) | (24%)




Compared t®®019sectoraveraged (182% femaley 2 abDQa FSYIF.£ S 272 Aa LRaAaAGAQ

Impact/Progres2

Reduce drop out of AEP applicants
AP2016/11

Support for womenAEPapplicantsandreduce drop out between sign up and entrance exam

Female candidates were offergule-enrolmentsupport, workingcollaboratively with their
sponsor(JLR)to improve them/f ratios. Extrasupport for female studentaas offered oraspects
which could have been barriers to their success.

For EDA (Dyson), our Physics summer school (est. 20aBlesfemales vithout A-level Physics
to prepare for the course.

Theproportion of female students on the AEP has increased from 10%-P016 23% (2019
20).In the last four years, no women have dropped out after registering for the entrance test

AER & & @éMhadzbangetilso most learners are ndws albeit still with company sponsorship
This has shifted the overall age demographic ymanger groupingfewer mature students and
fewer with childcare requiremenjs

/| 2yaSljdsSyidtes G§KS WAGYYAPINDIL.)becaind |@sy rel@vahPadzl Was
discontinued. Students are now signposted to soafesupport, adefitting the newdemographic
Similarly AP2016/1.2was no longer neededspeciallyas the proportion of women increased (see
Impact/Progres?).

3 https://www.advance _ -he.ac.uk/knowledge -hub/equality _-higher -education -statistical -report -2019
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iii) Numbers of men and women on postgraduate taught degrees

Figure8: PGT Applications (2012919)
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Figure9: PGTOffers(20162019)
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FigurelO: PGTAcceptance Ratg20162019)
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split with comparable programmes. With the exception of the 18/19 cycle, the majority of

applicants, offer holders and enrolments were female. Our female complement significantly exceeds
the Natianal Centre for Universities and Business benchmark. This cites females as representing
26.1% of UK postgraduates studying in engineering and technology subjects.

FHgurel1ll: FT PGT enrolment demographictél reflects the 3 years represented)
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Enrolment numbers on programmes range from c.15 to c.Z8 % of females vaasby course
(Figurel2) andis broadlyconsistentacross the years, although CSM has achieved a sustained
increase in female participatiohe four biggest courses (eBM, PPM, SCLME®@are majority

es



female.SAHs a traditional engineering courséth smallnumbers enrolledthe low proportion of
female studentss being investigated.

AP20204
Toinvestigate the low proportion of female students to the n8wstainable Alomotive
Electrification(SAEfourse, andmplement some remedial actions to improve applications and
enrolments(tacticsproposedin AP2016/1.3may be suitable).

Figurel2: % Femaleenrolled on FT MSc courses
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Figurel3: FTMSc awards byear andgender.
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Figurel3showsthat the distribution of outcomes is roughly everross classification®ata is not

available for the 20120 cohort as the exam board sits December2020(delayed due taCovid

19). There was a significant increase in faikire201819; the dissertation was the cause for the

majority ofthese. Acordingly support provided on research methodologiwasstrengthened.

Additionally, the University has approved our request to apply English langcaggitions(as

appropriaté for applicants for whom English is not their first language whdse UG degree is from

a UK universityThe percentage démales achieving a merit hasticeablyimproved There

remains a slight disparity on the % of female distinctidieen the 201920 dda is available, this
shouldestablish ¥ G KS GNBYR 6SQONB aSSAy3a 2y GKS Otzaiy3

AP20206

Consider if the failure rate in 2018/19 (see FigL8g following interventions has dropped back
more normal levels.

Review 2019/2Gtudent outcome data after the relevant exam boards amcestigate disparity in
proportion of women achieving a distinction on FT MSc.

459 students were registered on PT MSc courses over the 3 years shown (327 male; 32 female)
alongside 1664 (1254 make]10 female)earnerstaking short courses at Level 7. These students are
typically UKbasedprofessionalsworking inengineering and manufacturing ameaployer

sponsored. The progressive approach of some of these employers has meant that our female
demographic of shorcourse students (25%) significantly exceeds the national figure of 10.3% of
engineering professional occupations filled by women (WISE-29)18

(iv) Numbers of men and women on postgraduate research degrees

WMG offersPhD and EngineeringpbBtorates (EngD). Application and enrolment datashown in
Figures 14 and 15. 146 new students enrolled between 2016/17 and 2018/T%ere has been a
marginalincrease in the overall percentagefefnalessince the beginning of this submission period
(from 20% to 25%Figure 15).

Figure 14: PGR applications by year and gen@farmber and %)
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Figurel5: PGR enrolments byegr andgender.
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PGRcompletion data (Figuré6) followsa similar trend, with the percentage of students completing
that are femaé varying between 24 28%. This is consistent with the number of enrolments and

does not flag any gender bias in completion rates.

Application:Enrolment ratios are largely comparable, especially in the last two years:

Table 4 PGR Applications and Enr@nis(female % 16/1¢ 18/19).

Applications Enrolments
F% F%
16/17 29% 20%
17/18 22% 25%
18/19 27% 25%

The datain Table 4uggess our selection process is fapur focuscontinues to battracting more
female applicants.



Figurel6: PGRcompletions by year and gender
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(v)  Progression pipeline between undergraduate and postgraduate student levels

With historically smalUGnumbers and significant PGR opportunit&Ghas run goaid
internship programme to bring UG students into the depaghty with the aim of them progressing
to PGR. The percentage of women having an internship has been consistéatlgladve the
stated target of 30%Tableb).

Because of the nature of our provision, there are relatively few obvious progression ifoones)G
through to PG.

Impact/Progress3
Increase the proportion of women students participating in internship schemes

IMPACT

AP201641.4
Increase the proportion demalestudents participating in internship schemes in order to
improve progression frordG to PGR courses.

Atarget was set tachievex o ffémaleinterns. This target has been achieved in the last two
years (see Table 5).

WMG projects are relevant to many different academic backgrouswolse haveadvertised our
internships across the FacylfThishasprovided a wider pool of potentlanterns and in
disciplines where the F:M ratio is higher than Engineefligs measure has directly impacted th
proportion of women students participating



Table5: Summer internships demographics

Year Male Female Total
2017 (741{)/0) (21970/0 -
2018 (637%/0) (313%@) 57
29 | gy | e |
2020 oy

The application process changed in 2018 to make our system GDPR compliant. As susmodata
availableon applications to this poin&everal interns ve moved onto PGR courses within WMG

others into PGR at othddEls

4.2 Academic and research staff data

() Academic staff bgrade, contract functiomnd gender: researehnly, teaching and research or

teachingonly

Figure I7: WMGacademicstaff (all cotract functions)by gender 2019 tenchmarkdata for

2018/19.

Bench 18/19 23 77

0 20 40 60

m Female % = Male %

*Data taken from HES2018/19

100



Thepercentageof femaleacademicstaffin WMG in 2019 isigherthan the latest benchmark data
for Engineeringandtechnology(2018/19).

Figurel8: WMG acadmic staff(all contract functionspy gender(20162019)
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Figure B demonstratesghat the gap betweeracademianale and female has started to closath
females representing almost a third of WMG staff2019(up from around a quarter in the earlier
part of the submission period).

Figurel9: WMG academic stafall contract functionspy ethnicity (20162019)
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Fgure 20: WMGacademicstaff by gendeand ethnicity¢ R&T(headcount andgpercentage)
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Since2016 the proportion of female staffdsdecreasedn the academic(R&T)group (Figure20).
However, this cohort (R&T) represents a small proportion of the overall academidlstaffattern
is not replicatedvhen considered across roles.

Between 201619 there were 5 female Academic (R&fBffsleavers. Oneeturnedto Australia for
personal reasondwo moved to institutions closer to home (and to more senior rglasyl two
moved for advertised posts at a higher level at ottdfHEIsThe latter 4 provided feedbaclkat
their time at WMGhad provided excellent development opportunitjeslowingthem to apply for
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those rolesTwo female staff joined in 2020.



Figure21: Academic R & T by grade and gender
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Figure22: Academid? & T by ethnicitand grade
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Figure23: WMGacademicstaff by gendeand ethnicity¢ T- focussedheadcount and/).
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Over the period, female teachirfgcussed staff increased by 113%, compared with a 79% increase

in male T staff (Figur23). This has increased the %

of female teackiegssed staff from 32% to

36%. This follows an investment in Education staff during the middle part of the submission period.
BAME figures have increased, especially for males.

Figure 2a: Academic @achingfocussedby grade and gender
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Figure 24b: AcademicT by ethnicityand grade
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FHgure 25: WMGacademicstaff by gendeand ethnicity¢ R-focussedheadcount and/).
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Since 2016, female researchers increased by 83%, compared with a 32% increase in male

researchergFigure25). This has increasdatie % of female R staff from 26% to 33%.

4%

2%

Gg



BAME figures have increased for males and females.

We continue tomaintaina strong focus on improving recruitment practices, raising the visibility of
femaleand BAMEstaff at external events, on the website atidtough the recruitment procesd his
work has included working with agenciesdelivera good balance of M/F in the longlisting for
posts, where possible. As previously stated, WMG has higher than benchmarked numbers of
females.

Figure26a AcademidResearchfocussedstaff by grade and gender
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Figure26b: Academidr by ethnicityand grade
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Figure27a: Academic(all contract typeshy gender and grade (2016 v 2019)
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In both time periods, our main recruitment is at FA6 and FA7. At all levels, etalgtment exceeds
female, but notably at FA7 (specificalf Fs Theincrease 6femalesat FA6 since 2016 a positive
indicator that we are attracting female early career academics.

Figure27b: Academidall contract typeshy ethnicity and grade (2® \s.2019)
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Table6: Proportionof Academic staff (all contract types) st gender and grade (2016.2019)

2016 2019 2016Male | 2019 Male

Female % | Female % % %

FAS5 40 25 60 75
FA 6 23 38 77 62
FA7 31 29 69 71
FA 8 28 32 72 68
FA9 26 24 74 76
NONFA 0 33 100 67

FA5 is mainly used for colleagues who join whilst completing a PhD (or for projects where a postdoc
position isf2needed. As soon as thegbtaintheir PhD they movéo FA6.The decrease in female
FA5scouldbe becausenore female colleagues already have Pldbsappointment(so enter at-FA6)
Thisonly applies to Rtaff.

Positives
9 There is an increase of 4% at FA8 for femaleimciding with a drop of the same amount in
males.

1 Thee is anincrease in females &A6.

(i)  Academic and research staff by grade on fixiedm, openendedcontracts (OE@)ermanent
andzero-hour contracts by gender

WMG does not use zetloours contracts.

Figure28: Academic R & T lyender vs. OEC/FTC
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Figure 29: Academic R & T ®thnicity vs. &C/FTC
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We seldom engage R & T colleagard=-TCshence the lowizero numberfor both white/BAME.
Since 20, there has beermmn 11% increas®f total BAME staff.

Figure30: AcademidRby gender andOEC ¢.FTC
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Given the nature of externally funded e=rch, WMG has a high proportion of staff on FTCs. For this
group(not necessarily all R stafBwaiting confirmation of new funding streams can create
uncertainty, although retention rates for staff are very high. In spring 2020, we reviewed and

67



improvedthe process by which we support those on FTCs. This helps colleagues secure new
opportunitiesat WMG when initial contracts and funding streams end. This helps retain valuable
SELISNIA&AS YR 3283 a2YS$ gl e (G2 I RRNBa&aAYy3d (GKS A3

FHgure31. Academi®Rby ethnicityvs OEC/FTC
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Figure31 showsanoverrepresenation of BAMEstaff on FTCs, for R stathis is explained by the
large increase inew BAME staff during this period, all of whom will have been appointeBTCs
for their first contract in line with all new R staffn line with legislatiorstaff are considered for
OEC:s after 4 yearthe determining factor is length of project fundingote: each is given as the
percentage of each year, so White OEC in 2019 = 12%2%eof research staff in that year are
white and on OECSs).



Figure32: Academic Headcount split by gender and OEC v.FTC
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Almost allT posts within WMG are offered as OHtgx;ause obur growing education portfolio. A

very small number dFTCs are offered, either to cover maternity leave or linked to Catapult funding

for skills development.

Figure33: Academic Headcount split by ethnicity, OEE FTC
100 75%
% OECZFTC
80 75
70
50 74%
50

40

79%

Headcount

0
30 22%

20 22% 16%

18%
10 0 o 2%
0% 3% 3% 1% 1% 1% 1%
0 Ca - - |

White BAME White BAME White BAME White BAME
2016 2017 2018 2019

The very small numbers of FTC T staff make interpretation difficult. This wilpbarder review.



(i)  Academic leavers by grade and gender and full4bane status

Figure34a Academic leavers by Gendand Full and Part time Stat(@0162019)
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Figure34ashows thafwhilst the percentage of female ftiiime leavers stays mostlyonsistent the
percentage of female patime leaverdncreases from 33% in 2016 to 100% in 2¢H®&wever, the
numbers for partime are not statistically relevant.

Hgure 34b: Academic Leavers by Reasénll and Part Tim@0162019)
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