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ABBREVIATIONS AND USEFUL INF ORMATION 

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 

EngBM Engineering Business Management 

ED&I Equality, Diversity & Inclusion 

EDA Engineering Degree Apprenticeship 

FA (1-9) Framework Agreement (denotes staff grades) 

FHEA Fellowship of the Higher Education Academy 

FTC Fixed term contract 

FT MScs Full-time MScs 

GDPR General Data Protection Regulation 

GRP Global Research Priorities (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 Foundation Programme 

INWED International Women in Engineering Day 

ITM International Technology Management 

ITSO International Trade, Strategy and Operations 

IWD LƴǘŜǊƴŀǘƛƻƴŀƭ ²ƻƳŜƴΩǎ 5ŀȅ 

KIT Keep in Touch (Days) 

MBE Management for Business Excellence 

MSEM Manufacturing Systems Engineering and Management 

OD Organisational Development 

OEC Open-ended Contract 

PDR Personal Development Review 

PGR Postgraduate Research 

PGT Postgraduate Taught 

PPM Programme and Project Management 

PT MScs Part-time MScs 

R Focussed Research focussed (contract function) 

REF Research Excellence Framework 

RIS Research and Impact Services 

SAE Sustainable Automotive Electrification 

SAM Staff Activities Matrix (workload model) 
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SAT Self-Assessment Team 

SCAV Smart, Connected and Autonomous Vehicles 

SCLM Supply Chain and Logistics Management 

SMD Service Management and Design 

SoE School of 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 ²ƻƳŜƴΩǎ !Ŏǘƛƻƴ DǊƻǳǇ 

WAMP Warwick Administrative Management Programme 

WCG Welfare and Communications Group 

WES Women Engineering Society 

WIM Warwick Introduction to Management 

WLP Warwick Leadership Programme 

WP Widening Participation 

WPM Warwick Preparing to Manage 

 

 

Definitions 

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

Pulse A University wide, confidential, staff survey conducted every two years which 

provides all staff with an opportunity to comment on their experience of working 

at Warwick. Results are provided at University and department level. 

Sprint A University of Warwick development programme targeting female students 

  

Star Awards WMG Staff Recognition Awards that recognise the contribution of both teams and 

individuals 

WISE Wisecampaign.org.uk ς campaigning for gender balance in science, technology and 

engineering 

 

WoMENAIT A non-profit organisation honouring and empowering women of the Middle-East 

and North Africa in technology 

  

http://womenofmenaintechnology.com/
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 
 

 

Dear Athena Swan Manager, 

 

I am writing to endorse the Athena SWAN Silver submission from WMG, University of Warwick. I 

confirm that the information presented in this application is an honest, accurate and true record. 

 

I was delighted to join WMG as its Executive Chair in April 2020, following the passing of former 

Chair (and founder), Lord Bhattacharyya. I have been hugely impressed at how the department has 

adapted and supported our community throughout these uncertain times, with a primary focus on 

wellbeing. We have trialled new engagement mechanisms, which have been well-received, and the 

Executive Team is fully committed to continuing this valuable open dialogue. 

 

²aDΩǎ Ǿƛǎƛƻƴ ƛǎ ǘƻ ŀŎƘƛŜǾŜ ƛƳǇŀŎǘ ǘƘǊƻǳƎƘ ǿƻǊƭŘ-leading Research and address global challenges 

through Education. The department has seven strategic goals, one focused solely on People, the 

others enabled by people, and a set of core values promoted and enacted department-wide. The 

development and engagement of our staff are key to our success. Our Athena journey since 2013 

has enabled significant and beneficial cultural change, during a time of significant growth. 

 

WMG has always been a hugely diverse and globally active organisation, contributing to STEM 

advancement and skills development. I am building on these strong foundations, bringing my own 

leadership experiences, ethics and values honed in my professional and political careers. As a female 

leader, I am using my platform to engage with regional and national policy debates to further the 

careers of female engineers and scientists and all other under-represented 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 strategy; revised 

governance arrangements to aid transparency 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.  

 

Quantifiable impact since 2015/16: 

¶ Overall proportion of female staff has increased, as has the overall proportion of academic 

female staff (Figure 3). 

¶ Greater female representation on WMG Executive 

¶ Introduction of Athena Swan Coordinator role 

¶ Female PGR enrolments have risen from 20% to 25% over the review period 

¶ ²aDΩǎ CƭŜȄƛōƭŜ ²ƻǊƪƛƴƎ tƻƭƛŎȅ has been well received with 80% of staff, when surveyed, 
having benefited from it over 12 months (AP2016/3.1).   

¶ AEP female enrolments have risen from 10% in 2016/17 to 23% in 2019/20 (AP2016/1.1). 
 

Athena Swan is embedded into our governance structures with regular Athena items on WMG 
committees (AP2016/4.1).  Additionally, detailed annual reports are delivered at Department 
meetings and the WCG continues to provide strong input into - and leadership on - a range of 
related activities, especially wellbeing.  
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Priorities: 

ACTIONS 

AP2020/1: Develop and implement a Positive Action Campaign. 

AP2020/6: Develop and implement an Academic Talent Development programme. 

AP2020/ 8: Pilot the development of job families for Engineers. 

 

Along with the WMG Executive, I shall take a leading role to ensure that these important actions are 

provided with the required resources and prioritisation.  

 

Margot James 

Executive Chair 

 

 
(WORD COUNT: 500) 
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2. DESCRIPTION OF THE DEPARTMENT 
 

 

Established 40 years ago, WMG is ²ŀǊǿƛŎƪΩǎ largest multi-disciplinary department; recognised for 

academic/end-user collaboration and innovation and learning in science, technology and 

engineering.  

 

From its roots in materials and manufacturing, WMG is active across five themes: Digital 

Technologies; Energy; Intelligent Vehicles; Materials and Manufacturing; and Organisational and 

Societal Transformation. Cross-cutting platforms include the WMG Centre High Value Manufacturing 

Catapult and Institute for Digital Healthcare. 

 

Figure 1: WMG Governance Structures. 

 

 
 

OUR VISION AND MISSION 

What we do - Creating a better tomorrow through innovation and learning today. 

 

Why we do it - To improve the competitiveness of organisations through the application of value 

adding innovation, new technologies and skills deployment, bringing academic rigour to industrial 

and organisational practice. 
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Figure 2: WMG in context. 

 

 
Since 2016, WMG has grown significantly in research income from £28,940m to £57,849m (an 

increase of 100%). Student numbers have risen from 2074 to 2605 (+25.6%) and staff numbers 406 

FTEs to 767 FTEs (+89%) (42% Academic, 58% Professional Services).  

 

Staff and student data continue to be fluid at the time of writing, so we do not include 2020 data in 

the submission. In particular, PGT student numbers have not yet settled. In a normal year, we would 

have expected the previous growth trajectory on staff and student numbers to have continued. 

 

Our Education portfolio incorporates traditional Undergraduate (UG) and Postgraduate taught (PGT) 

programmes, Degree Apprenticeships and short courses. Our 5-year Education Development Plan is 

delivering improved student experience through revised curricula, pedagogical innovation, 

application of technology and evidence-based practice across the portfolio. 

 

Staff demographics 

In 2019, 38% of our staff were women, a rise of 5% since our Athena submission in 2016. This is 

favourable versus the sector benchmark of 29%.1 

 

                                           
1 HESA General Engineering data for 2017/18, as cited in Advance HE (2019) Equality in Higher Education: 
Statistical Report 2019. Available at 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
http://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2019
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64% of women work in Professional Services roles, with 36% in Academic roles (17% Teaching 

Focused (TF), 16% Research Focused (RF), and 3% Teaching & Research (T&R). A higher proportion of 

men work in Academic roles (46% of men - 18% TF, 19% RF, 8% T&R).  However, as shown in Figure 

3, the proportion of women in TF and RF roles has grown over this period, by around 5%, although 

there has been a reduction in the proportion in T&R roles (within a smaller cohort). Across all 

academic jobs, the proportion of women has grown from 27.5 % (2016) to 32.1% (2019). 

 

Figure 3: Percentage of female staff in Academic and Professional Services roles, split by gender and 

year. 

 

 
 

Figure 4a, below, shows staff gender and ethnicity data since 2016. The % of women BAME staff has 

risen consistently from 6% in 2016 (as percentage of the total workforce) to 10% in 2019. This is a 

positive in the light of the sector average of 9%2.  

                                           
2 Advance HE staff statistical report 2020 

F M F M F M F M

Professional Services 78 121 109 140 143 200 181 251

Research Focused 24 69 19 72 28 86 44 91

Teaching and Research 10 33 13 34 11 36 9 39

Teaching Focused 23 48 24 59 31 68 49 86

TOTAL 135 271 165 305 213 390 283 467

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

2016 2017 2018 2019

https://www.advance-he.ac.uk/knowledge-hub/equality-higher-education-statistical-report-2020
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Figure 4a: Proportion of staff who are white, BAME, and whose ethnicity is unknown, split by gender 

and year. Overall percentages are shown at the top of the bars. 

 
 

Figure 4b: Number of staff who are white, BAME, and whose ethnicity is unknown, split by gender: 

 

 
 

(WORD COUNT: 527) 
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3. THE SELF-ASSESSMENT PROCESS 
A description of the self-assessment team 
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Gender balance 

Membership is predominately female, reflecting the historical membership and the gender of post-

holders of some roles that are pivotal to include within the SAT. We have successfully encouraged 

more men to become involved by accepting male volunteers and seeking to replace women with 

men, when existing members choose to leave (including the Chair). BAME numbers have also risen, 

with 2 new BAME female members on the SAT. 

 

ACTION 

AP2020/2 
To improve the gender balance of the SAT to be more reflective of the department, specifically by 
increasing the proportion of men involved in Athena work. 

 

 

Workload allocation 

MembersΩ ǇŀǊǘƛŎƛǇŀtion is supported by managers, with time recognised accordingly. Membership is 

also recognised in the ED&I section of PDRs, and as part of any case for merit pay.  

 

A part-time Athena coordinator post was created in the review period to progress actions, and 

ǇǊƻǾƛŘŜ ŀŘƳƛƴƛǎǘǊŀǘƛǾŜ ǎǳǇǇƻǊǘΦ Lƴƛǘƛŀƭƭȅ ŦƛƭƭŜŘ ōȅ aƛŎƘŀŜƭŀ ƻƴ ǎŜŎƻƴŘƳŜƴǘ ŦǊƻƳ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ 95ϧL 

team, following this submission the post will be re-advertised, and the role will focus on action plan 

progression. 

(i) An account of the self-assessment process 

The SAT met twice a term, increasing to 3-weekly in 2020 (Table 2). A Data Sub-Group also was 

formed in preparation for the submission. The SAT communicated face-to-face, via email, and via 

Microsoft Teams to share files (including meeting minutes) and held online meetings. AP2016 and 

this Silver application were saved as online files to enable members to input collectively. Throughout 

the process, progress against actions was discussed and evaluated with follow-up steps agreed, as 

necessary.  

 

Table 1: Focus of SAT meetings. 

DATE OF MEETING FOCUS OF MEETING 

2017 

Term 1 meetings ¶ Membership 

¶ Athena Champion role review 

Term 2 meetings ¶ 2016 outcome and feedback 

¶ AP2016 coordination allocation 

Term 3 meetings ¶ Data allocation framework 

¶ AP2016 review (including SMARTness of actions) 

2018 

January ¶ UG data 

¶ LƴǘŜǊƴŀǘƛƻƴŀƭ ²ƻƳŜƴΩǎ Day (IWD) activities 

¶ Focus on AP2016/4.1: Increasing the visibility of Athena Swan 

March ¶ PGT data 

¶ Organising women-only focus groups 

May ¶ Focus on AP2016/4.0: Women of WMG activities 
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¶ Annual Report 

July ¶ Progress review 

¶ Membership 

September ¶ HR data 

¶ Women in Leadership focus group 

¶ Action plan timeline 

November ¶ Resourcing 

¶ AP2016 update 

2019 

February ¶ Athena Champions update 

¶ IWD activities 

March ¶ PGR data 

¶ International Women in Engineering Day (INWED) activities 

¶ Action plan review 

July ¶ Membership 

¶ Internal communications 

October ¶ Flexible working survey 

¶ WMG 40th anniversary celebrations 

November ¶ Women in Research Conference 

¶ Presentation from Chair of UniversityΩǎ DŜƴŘŜǊ ¢ŀǎƪŦƻǊŎŜ 

December ¶ Flexible Working survey report 

¶ Athena webpages 

2020 

January ¶ Part-time degrees data 

¶ Buddy Scheme 

February ¶ Menopause support 

¶ Membership 

¶ Action plan review 

March ¶ Submission timescale planning 

¶ Data Sub-Group Update 

¶ Action plan updates 

April ¶ Panel observation report 

¶ Writing allocation 

¶ Action plan updates 

May ¶ Student survey 

¶ Athena Roadshow  

June ¶ AP2016 impact 

¶ Data Sub-Group Update 

July ¶ Menopause support 

¶ Data Sub-Group Update 

August ¶ Writing update 

¶ Pulse results 

September ¶ Writing update 

¶ AP2020 

¶ PGR Survey results 

¶ Women in Leadership Programme 

October  ¶ Writing update 

¶ Pulse World Café  

¶ Women in Leadership Programme progress 
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November ¶ Writing and final edits 

¶ AP2020 

 

Consultation within WMG 

¶ Pulse survey: (2019/20) 67% completion (40% of total responses women, 53% men, 7% 

prefer not to say). Follow up focus groups (World Café style) ran in autumn 2020. 

¶ Focus groups (e.g. Wellbeing Task Team)  

¶ Surveys focussing on: 

o Flexible working (section 5.4 iv) 

o PGR students and their view of the ŘŜǇŀǊǘƳŜƴǘΩǎ ŜƴǾƛǊƻƴƳŜƴǘκŎǳƭǘǳǊŜ; support and 

training received; and wellbeing 

o Staff and student wellbeing (Covid-19 lockdown) (some months before an 

institution-wide survey) 

o General matters (staff feedback questionnaire) 

 

Athena Champions, outside of the SAT, also advocate for Athena, linking staff teams and the SAT, 

and supporting the progression of the aŎǘƛƻƴ ǇƭŀƴΦ ¢Ƙƛǎ ƘŜƭǇǎ !ǘƘŜƴŀΩǎ Ǿƛǎƛōƛƭƛǘȅ ŀŎǊƻǎǎ ²aDΣ ŀƴŘ 

supports the aim of broad engagement across WMG.  

 

 ACTION 

AP2020/3 
To further develop the role and contribution of the Athena Champions.  
 

 

Consultation outside the department and sharing/seeking best practice 

¶ Jane S belongs to the University Athena Network to share best practice and hear updates on 

ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ !ǘƘŜƴŀ ǿƻǊƪ 

¶ Liaison with the University ED&I team, who support us to achieve greater gender equality 

¶ Attending University/external networking e.g. Advance HE enhancing practice events 

¶ Meeting with Silver award-holders on best practice e.g. A SAT representative from the 

School of Engineering (SoE) provided useful insights at a meeting of our SAT 

¶ Joint initiatives/events with Silver award-holders e.g. SoE on International Conference of 

Women Engineers and Scientists to be held at Warwick in September 2021 
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Figure 5:  

 
 

(ii) Plans for the future of the self-assessment team 

The SAT will increase its regular post-submission meetings to monthly and report to WCG and the 

¦ƴƛǾŜǊǎƛǘȅΩǎ Athena Network (Figure 5). SAT members will monitor implementation of AP2020, 

providing regular updates on 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.g. 

student), new members will be invited in advance to enable shadowing and handover. 

 

Staff and students continue to be engaged in Athena via all of our communication channels, 

including the weekly Bulletin, WMG intranet and within team meetings. 

 

(WORD COUNT: 820) 
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4. A PICTURE OF THE DEPARTMENT 
 

4.1 Student data  
 

Impact/Progress 1 

Progress on student data collection. 

PROGRESS 

AP2016/1.6  
Include Athena SWAN objectives in TLO job descriptions, including recording and reporting data. 
 
To continually monitor ǎǘǳŘŜƴǘǎΩ gender balance, TLOs must record the relevant data for 
reporting. Role descriptions now include: ά¢ƻ ŎǊŜŀǘŜ ŀ ǊŜŎƻǊŘƛƴƎ ƳŜŎƘŀƴƛǎƳ ǘƻ ŎƻƭƭŀǘŜ ǊŜƭŜǾŀƴǘ 
data to support ²aDΩǎ Athena SWAN submission. To provide this data regularlyΧΦ, attending SAT 
meetings when necessary to provide an explanation of the data, supporting the submission 
narrative and to address anomalies.έ 
 

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

N/A 

(ii) Numbers of undergraduate students by gender 

Figure 6: UG Applications (2016-2019) Cyber Security (BSc) & Digital Healthcare Science (BSc). 
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Male 0 27 190 414

0%
31%

12%

14%

0%

69%

88%

86%

0

50

100

150

200

250

300

350

400

450

Female Male



 

 
20  

Figure 7: UG Offers (2016-2019) Cyber Security & Digital Healthcare Science. 

 

WMG contributes to the SoE-led UG (BEng/MEng) programme, which also engages with the 

¦ƴƛǾŜǊǎƛǘȅΩǎ IFP in Engineering. Many WMG DAs have enabled those without HE qualifications to 

participate (often mature employees who have been out of formal learning for many years). 

Formative assessment tools, with preparatory mathematics teaching, are provided to prospective 

students.   

 

WMG has a growing UG population with four new courses commencing during the submission 

period. The admissions data shown in Figures 6 and 7 are for those courses applied for via UCAS. 

Students on DAs**  (including some DHS) are employer-sponsored, so the application process differs 

from that of UCAS. Therefore, data is not available on applications and offers. With only 1-н ȅŜŀǊǎΩ 

admission data, it is not yet possible to identify emerging trends and there is no completion data yet 

for non-AEP programmes. Table 3 shows an increase in both overall UG numbers enrolled per year 

(99 to 307) and % of female students (10% to 24%).  

 

Table 2: UG course enrolment demographic. 

Course Study Qual. 2016-17 2017-18 2018-19 2019-20 

   M F M F M F M F 

AEP**   PT BEng 90 
(90%) 

9 
(10%) 

124 
(87%) 

18 
(13%) 

81 
(83%) 

17 
(17%) 

99 
(77%) 

29 
(23%) 

Cyber 
Security 

FT BSc - - - - 19  
(86%) 

3  
(14%) 

45  
(90%) 

5  
(10%) 

DHS  FT BSc - - - - - - 2  
(22%) 

7  
(78%) 

DTS**  PT BSc - - - - - - 60  
(76%) 

19 
(24%) 

EDA**  
 

PT BEng - - 23 
(72%) 

9 
(28%) 

26 
(63%) 

15 
(37%) 

27  
(66%) 

14  
(34%) 

Total   90 
(90%) 

9 
(10%) 

147 
(84%) 

27 
(16%) 

126 
(78%) 

35 
(22%) 

233 
(76%) 

74  
(24%) 

 

16/17 17/18 18/19 19/20

Female 0 10 19 50

Male 0 23 100 232
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21  

Compared to 2019 sector averages3 (18.2% female)Σ ²aDΩǎ ŦŜƳŀƭŜ ҈ ƛǎ ǇƻǎƛǘƛǾŜ. 

 
Impact/Progress 2 
Reduce drop out of AEP applicants. 

IMPACT 

AP2016/1.1  
Support for women AEP applicants and reduce drop out between sign up and entrance exam 
 
Female candidates were offered pre-enrolment support, working collaboratively with their 
sponsor (JLR), to improve the m/f  ratios. Extra support for female students was offered on aspects 
which could have been barriers to their success.  
 
For EDA (Dyson), our Physics summer school (est. 2018) enables females without A-level Physics 
to prepare for the course.  

 

The proportion of female students on the AEP has increased from 10% (2016-17) to 23% (2019-
20). In the last four years, no women have dropped out after registering for the entrance test. 
 

 

AEPΩǎ ǎǘǊǳŎǘǳǊe has changed, so most learners are now DAs, albeit still with company sponsorship. 

This has shifted the overall age demographic to a younger grouping (fewer mature students and 

fewer with childcare requirements).  

 
/ƻƴǎŜǉǳŜƴǘƭȅΣ ǘƘŜ ²ƻƳŜƴΩǎ !Ŏǘƛƻƴ DǊƻǳǇ όWAG) (AP2016/1.0) became less relevant and was 
discontinued. Students are now signposted to sources of support, as befitting the new demographic. 
Similarly, AP2016/1.2 was no longer needed, especially as the proportion of women increased (see 
Impact/Progress 2). 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

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

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  

 

Figure 8: PGT Applications (2016-2019). 

 
 

Figure 9: PGT Offers (2016-2019). 
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Figure 10: PGT Acceptance Rates (2016-2019). 

 
 

{ƛƴŎŜ ²aDΩǎ a{Ŏ ŎƻǳǊǎŜǎ ŎƻǾŜǊ ŀ ǿƛŘŜ Ǌŀnge of disciplines, it is difficult to benchmark our gender 

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 National Centre for Universities and Business benchmark. This cites females as representing 

26.1% of UK postgraduates studying in engineering and technology subjects. 

 

Figure 11 : FT PGT enrolment demographic (total reflects the 3 years represented). 
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female. SAE is a traditional engineering course with small numbers enrolled; the low proportion of 

female students is being investigated.  

 

 ACTION 

AP2020/4 
To investigate the low proportion of female students to the new Sustainable Automotive 
Electrification (SAE) course, and implement some remedial actions to improve applications and 
enrolments (tactics proposed in AP2016/1.3 may be suitable). 
 

 

Figure 12: % Female enrolled on FT MSc courses. 

 
 

Figure 13: FT MSc awards by year and gender. 
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Figure 13 shows that the distribution of outcomes is roughly even across classifications. Data is not 

available for the 2019-20 cohort, as the exam board sits in December 2020 (delayed due to Covid-

19). There was a significant increase in failures in 2018-19; the dissertation was the cause for the 

majority of these. Accordingly, support provided on research methodologies was strengthened. 

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

appropriate) for applicants for whom English is not their first language and whose UG degree is from 

a UK university. The percentage of females achieving a merit has noticeably improved. There 

remains a slight disparity on the % of female distinctions. When the 2019-20 data is available, this 

should establish ƛŦ ǘƘŜ ǘǊŜƴŘ ǿŜΩǊŜ ǎŜŜƛƴƎ ƻƴ ǘƘŜ ŎƭƻǎƛƴƎ ƻŦ ǘƘŜ ƎŀǇ ǇŜǊǎƛǎǘǎΦ  

 

ACTION 

AP2020/5 

Consider if the failure rate in 2018/19 (see Figure 13), following interventions has dropped back to 
more normal levels. 

Review 2019/20 student outcome data after the relevant exam boards and investigate 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 male, 410 female) learners taking short courses at Level 7. These students are 

typically UK-based professionals, working in engineering and manufacturing and employer-  

sponsored. The progressive approach of some of these employers has meant that our female 

demographic of short-course students (25%) significantly exceeds the national figure of 10.3% of 

engineering professional occupations filled by women (WISE, 2018-19).   

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

WMG offers PhD and Engineering Doctorates (EngD). Application and enrolment data are shown in 

Figures 14 and 15. 146 new students enrolled between 2016/17 and 2018/19. There has been a 

marginal increase in the overall percentage of females since the beginning of this submission period 

(from 20% to 25%) (Figure 15).  

 

Figure 14: PGR applications by year and gender (number and %). 
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Figure 15: PGR enrolments by year and gender. 

 

PGR completion data (Figure 16) follows a similar trend, with the percentage of students completing 

that are female varying between 24 ς 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 Enrolments (female % 16/17 ς 18/19). 

 Applications Enrolments 

 F% F% 

16/17 29% 20% 

17/18 22% 25% 

18/19 27% 25% 

 

The data in Table 4 suggests our selection process is fair; our focus continues to be attracting more 

female applicants. 
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Figure 16: PGR completions by year and gender. 

 

(v) Progression pipeline between undergraduate and postgraduate student levels 

With historically small UG numbers and significant PGR opportunities, WMG has run a paid 

internship programme to bring UG students into the department, with the aim of them progressing 

to PGR. The percentage of women having an internship has been consistently at (or above) the 

stated target of 30% (Table 5).  

Because of the nature of our provision, there are relatively few obvious progression routes from UG 

through to PG. 

Impact/Progress 3 
Increase the proportion of women students participating in internship schemes. 
 

IMPACT 

AP2016/1.4  
Increase the proportion of female students participating in internship schemes in order to 
improve progression from UG to PGR courses.  
 
A target was set to achieve җол҈ female interns. This target has been achieved in the last two 
years (see Table 5). 
 
WMG projects are relevant to many different academic backgrounds, so we have advertised our 
internships across the Faculty. This has provided a wider pool of potential interns, and in 
disciplines where the F:M ratio is higher than Engineering. This measure has directly impacted the 
proportion of women students participating. 
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Table 5: Summer internships demographics. 

Year Male Female Total 

2017 
41 

(71%) 
17  

(29%) 
58 

2018 
38 

(67%) 
19 

(33%) 
57 

2019 
32 

(68%) 
15 

(32%) 
47 

2020 
Internships postponed  

(Covid-19) 

  

The application process changed in 2018 to make our system GDPR compliant. As such, data is not 

available on applications to this point. Several interns have moved onto PGR courses within WMG; 

others into PGR at other HEIs.   

4.2 Academic and research staff data 

(i) Academic staff by grade, contract function and gender: research-only, teaching and research or 

teaching-only 

 
Figure 17: WMG academic staff (all contract functions) by gender 2019 v benchmark data for 
2018/19. 

  
 

*Data taken from HESA 2018/19 
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The percentage of female academic staff in WMG in 2019 is higher than the latest benchmark data 

for Engineering and technology (2018/19).  

 

Figure 18: WMG academic staff (all contract functions) by gender (2016-2019). 

 

 

Figure 18 demonstrates that the gap between academic male and female has started to close, with 

females representing almost a third of WMG staff by 2019 (up from around a quarter in the earlier 

part of the submission period). 

 

Figure 19: WMG academic staff (all contract functions) by ethnicity (2016-2019). 
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Figure 20: WMG academic staff by gender and ethnicity ς R&T (headcount and percentage). 

 

 

 
Since 2016, the proportion of female staff has decreased in the academic (R&T) group (Figure 20).  
However, this cohort (R&T) represents a small proportion of the overall academic staff; the pattern 
is not replicated when considered across roles. 
 
Between 2016-19 there were 5 female Academic (R&T) staff leavers. One returned to Australia for 
personal reasons; two moved to institutions closer to home (and to more senior roles); and two 
moved for advertised posts at a higher level at other UK HEIs. The latter 4 provided feedback that 
their time at WMG had provided excellent development opportunities, allowing them to apply for 
those roles. Two female staff joined in 2020.  
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Figure 21: Academic R & T by grade and gender. 

 

 

Figure 22: Academic R & T by ethnicity and grade.  
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Figure 23: WMG academic staff by gender and ethnicity ς T- focussed (headcount and %). 

  

 
 

Over the period, female teaching-focussed staff increased by 113%, compared with a 79% increase 
in male T staff (Figure 23). This has increased the % of female teaching focussed 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 24a: Academic Teaching-focussed by grade and gender. 
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Figure 24b: Academic T by ethnicity and grade.  

 
 
Figure 25: WMG academic staff by gender and ethnicity ς R-focussed (headcount and %). 
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BAME figures have increased for males and females.  

We continue to maintain a strong focus on improving recruitment practices, raising the visibility of 
female and BAME staff at external events, on the website and through the recruitment process. This 
work has included working with agencies to deliver a good balance of M/F in the longlisting for 
posts, where possible. As previously stated, WMG has higher than benchmarked numbers of 
females. 
 

Figure 26a: Academic Research-focussed staff by grade and gender. 

 

 

Figure 26b: Academic R by ethnicity and grade. 
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Figure 27a: Academic (all contract types) by gender and grade (2016 v 2019). 

 
 

In both time periods, our main recruitment is at FA6 and FA7. At all levels, male recruitment exceeds 
female, but notably at FA7 (specifically STFs). The increase of females at FA6 since 2016 is a positive 
indicator that we are attracting female early career academics. 
 
Figure 27b: Academic (all contract types) by ethnicity and grade (2016 vs. 2019). 
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Table 6: Proportion of Academic staff (all contract types) split by gender and grade (2016 vs. 2019). 

 

2016 
Female % 

2019 
Female % 

2016 Male 
% 

2019 Male 
% 

FA 5 40 25 60 75 

FA 6 23 38 77 62 

FA 7 31 29 69 71 

FA 8 28 32 72 68 

FA 9 26 24 74 76 

NON-FA 0 33 100 67 

 
FA5 is mainly used for colleagues who join whilst completing a PhD (or for projects where a postdoc 
position isnΩt needed). As soon as they obtain their PhD they move to FA6. The decrease in female 
FA5s could be because more female colleagues already have PhDs on appointment (so enter at FA6). 
This only applies to R-staff. 
 

Positives 

¶ There is an increase of 4% at FA8 for females, coinciding with a drop of the same amount in 
males. 

¶ There is an increase in females at FA6. 

(ii) Academic and research staff by grade on fixed-term, open-ended contracts (OEC)/permanent 

and zero-hour contracts by gender 

WMG does not use zero-hours contracts.  

 

Figure 28: Academic R & T by gender vs. OEC/FTC. 
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Figure 29: Academic R & T by ethnicity vs. OEC/FTC. 

 

We seldom engage R & T colleagues on FTCs, hence the low/zero number for both white/BAME. 
Since 2016, there has been an 11% increase of total BAME staff. 

Figure 30: Academic R by gender and OEC vs. FTC. 

 

 

Given the nature of externally funded research, WMG has a high proportion of staff on FTCs. For this 

group (not necessarily all R staff), awaiting confirmation of new funding streams can create 

uncertainty, although retention rates for staff are very high. In spring 2020, we reviewed and 

83%

15%

80%

16%

80%

16%

70%

26%

2%
0%

4%
0%

4%
0%

4%
0%

0

5

10

15

20

25

30

35

40

White BAME White BAME White BAME White BAME

2016 2017 2018 2019

H
e

a
d
c
o
u

n
t

OEC FTC

13%

5%

24%

8%

14%

6%

10%

4%

61%

20%

55%

13%

61%

18%

58%

28%

0

10

20

30

40

50

60

70

80

90

Male Female Male Female Male Female Male Female

2016 2017 2018 2019

H
e

a
d

co
u

n
t

OEC FTC



 

 
38  

improved the process by which we support those on FTCs. This helps colleagues secure new 

opportunities at WMG when initial contracts and funding streams end. This helps retain valuable 

ŜȄǇŜǊǘƛǎŜ ŀƴŘ ƎƻŜǎ ǎƻƳŜ ǿŀȅ ǘƻ ŀŘŘǊŜǎǎƛƴƎ ǘƘŜ ƛǎǎǳŜ ƻŦ ǘƘŜ ΨƭŜŀƪȅ ǇƛǇŜƭƛƴŜΦΩ 

 

Figure 31:  Academic R by ethnicity vs. OEC/FTC. 

 
 

Figure 31 shows an overrepresentation of BAME staff on FTCs, for R staff. This is explained by the 

large increase in new BAME staff during this period, all of whom will have been appointed on FTCs 

for their first contract, in line with all new R staff. In line with legislation, staff are considered for 

OECs after 4 years; the determining factor is length of project funding. Note: each is given as the 

percentage of each year, so White OEC in 2019 = 12% (i.e. 12% of research staff in that year are 

white and on OECs). 
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Figure 32: Academic T Headcount split by gender and OEC v FTC. 

 
 

Almost all T posts within WMG are offered as OECs, because of our growing education portfolio. A 

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

for skills development.  

 

Figure 33: Academic T Headcount split by ethnicity, OEC vs. FTC. 

 

 

The very small numbers of FTC T staff make interpretation difficult. This will be kept under review.  
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(iii) Academic leavers by grade and gender and full/part-time status   

 

Figure 34a: Academic leavers by Gender and Full and Part time Status (2016-2019). 

 
 

Figure 34a shows that, whilst the percentage of female full-time leavers stays mostly consistent, the 

percentage of female part-time leavers increases from 33% in 2016 to 100% in 2019. However, the 

numbers for part-time are not statistically relevant.  

 

Figure 34b : Academic Leavers by Reason, Full and Part Time (2016-2019). 
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