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EXECUTIVE SUMMARY The second Equalitec Diversity Forum – Productivity through Diversity was
held at the Royal Academy of Engineering on 11 May 2006.

The Business Case for Diversity is reviewed and illustrated by case studies.  In
summary, there is overwhelming evidence that companies which embrace an
active Diversity Policy gain considerable competitive advantage through
harnessing the widest (and best) skill sets.  These give them greater insight and
access to their customer markets, superior technical and business solutions
and gender equality compliance in public sector contracts.

The Wider Perspective on ITEC (Information Technology, Electronics,
Communications) Employment embracing the full Diversity agenda is then
considered.  Progress towards this is reported by the project partners in
Mentoring (WiTEC), Industrial Placements (Daphne Jackson Trust) and
Innovation (GWIIN).

The role of the Professional Bodies is established with reviews of the Diversity
Programme at the Institute of Physics, the work of the Recruitment and
Employment Confederation, the Trade Union activities of Prospect and the
activities of the Engineering Employers' Federation.

Informed by the subsequent debate it was decided to focus the next Equalitec
Diversity Forum on how to create the necessary corporate cultural change
required to harness Diversity effectively.

Note: This report is published to inform partners and the Chatham House Rule
should be observed in the further dissemination of any material contained in it.

Previous reports are available on the Academy website (www.raeng.org.uk)
under Diversity Programme in the About Us section.
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INTRODUCTION The programme for the Forum is attached at Annex A and the list of
participants is at Annex B.

Dr Bob Ditchfield: I am delighted that we are able to host this meeting, the
second Equalitec Diversity Forum.  Most of you will have received a copy of the
report from the first forum.  We were all highly encouraged with the wealth of
data that came from that first meeting about the current activities and the
enthusiasm for taking the project forward.  We have taken the theme for the
second forum as 'Productivity through Diversity', which will be the theme for
the day.  Elizabeth will give the opening address and set the scene.

KEYNOTE UPDATE ADDRESS

Dr Elizabeth Pollitzer, Equalitec Director

Welcome, everyone, from the Equalitec Project.  As director of the Equalitec
Project, it is my responsibility to make sure that it works for everybody – not
only for us, but for all the partners, the beneficiaries, the European Social Fund
and all the organisations that might have an interest in these issues.

About the name – 'equal – itec'.  The project itself targets women and, in
particular, women who come from a background of science, engineering,
technology, management.  The lessons that we are learning are lessons for
everybody.  There are lessons about employability and opportunities and we
are focusing on ITEC (Information Technology, Electronics, Communications),
because although it is a changing field and sector, this is really where new
opportunities are continuously arising for employment.

Background

Let me give some background for those people who were not here last time.
The motivation for us in this project, to start with, is the gender under-
representation in ITEC – there are simply not enough women choosing to take
up careers in these areas and, of those who do, too many drop out and never
come back.  We feel that there is some very important work to be done here.

There was a study not so long ago at Cambridge University, which said that
50000 women who were IT professionals dropped out of the IT labour market
in the UK between 1998 and 2003.  So, somewhere, there are 50000 women
returners in IT whom we should target, but there are also many other women
who could come back to, or choose these areas, coming from a different
background.

There are some big issues about returning to work after a career break.  We
know that, not only because there is a great deal of research about it but
because we have conducted our own research in Action 1, which was in the
first year when we started the project.  These issues just have to be recognised
because, although women are primarily the ones who are experiencing them
now, in future it will probably also be men as well.  This is therefore something
very important for everybody to recognise.

The other point that has already been mentioned is the emerging
employment opportunities in ITEC.  It is not in ITEC itself, in the ITEC-specific
sectors of the IBMs and HPs, but there is a huge world of ITEC-using sectors
where the opportunities are really arising.  We have identified a number of
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examples I will show you will demonstrate that.  The majority of the examples
that I have tried to pick relate to gender equality, as opposed to other forms of
equality.

Procter and Gamble

Procter and Gamble is a multinational manufacturer of family, personal and
household care products.  This research was carried out by Sarah Rutherford,
who conducts a great deal of research into gender equality.  The issue they
faced in 1997 was that, while they could bring in equal numbers of male and
female graduates, their statistics showed that they were losing a
disproportionately high number of female graduates.  The knock-on impact on
their business, in terms of the profile of their management team, was that you
therefore had more of an imbalance and you did not have as many female
managers at a middle and senior level, simply because many of the good
graduates were leaving before they reached that stage.

In 1997, they therefore put in place measures to retain female graduates.
Some of those were activities such as giving people the opportunity to work
from home, with career breaks and job sharing.  They also sought to change
the culture of work taking precedence over home – and this, perhaps, is a
culture which faces many private sector companies where, if push comes to
shove and you have a personal issue competing with a business issue, very
often companies will expect you to focus on the business issue.  That was a
culture that they were trying to change, to achieve much more of a balance.

By 2002, the number of female managers at group level – and this is where
you expect the female graduates to filter to within the organisation – had
increased from 25 to 42 per cent, so obviously something had worked and
changed in terms of the measures they had taken.  The other interesting point
was that between 1997 and 2002, during that same five-year period, whilst
taking the measures to retain female managers, productivity also increased
by 30 per cent.

One of the challenges faced by people like me is being able to justify how
activity related to diversity and inclusion directly affects the bottom line,
but this was very difficult to do because there are so many different variables
that influence productivity within a company.  However, it was noted from the
study in Procter and Gamble that the one constant over the five-year period
was the activity to retain female graduates and make sure that there were
more female managers coming through into management positions.

My research did not go deep enough to ask the next question as to how to
make that connection but I hope that some of the examples I will show will
demonstrate some of the reasons why that was a likely consequence.  One of
the principal points to make in this presentation is that your management
team reflects your customer base – and bearing in mind that they
manufacture family, personal and household care products and the chances
are that the people who buy those products are predominantly female – the
chances are that, the more female managers you have at a higher level in
that company, the greater the chance of connecting with your client
base.  I will give some really good examples of how it can go wrong when you
have an all-male management team making decisions, when the majority of
the customer base is actually female.
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Diversity – the Business Case in Fujitsu

I will move on to the business case within Fujitsu, and I have divided this into
two parts – external and internal factors.  I would suggest to you that the
external factors apply to every organisation represented in this room today.
With the internal drivers for diversity and inclusion, whilst they can be
categorised under five or six key headings, if you are to be successful in making
a connection with your business or organisation, it is important that you
identify the key one for you.  I will take you through the key one for Fujitsu
shortly. 

External Drivers – Employment Marketplace, Legislation and Changing
Demographics

If we look at some of these external factors, I am covering here how any
organisation will be affected by an employment marketplace, by evolving
legislation and by the changing demographics which will affect us all.  It is a
combination of those three which I believe will exert external pressure on
organisations to take diversity inclusion in the workplace seriously.

This came out of a study in 2001, where 54 per cent of UK companies reported
some form of skills shortage.  [This still persists: a 2005 CISCO study predicts
that demand for people with IT skills in the UK will outstrip demand by 40000
in 2008 (http//www.theregister.co.uk/2005/10/11cisco_skills/)].  A skills
shortage means that, like many companies, sometimes you become
comfortable with recruiting from a certain potential employee base, because it
is easy to do and you have the relationships.  However, when faced with skills
shortages, it focuses organisations to think that, if they cannot obtain those
skills through their traditional skill base, they may have to look at other sources
of securing that talent for the organisation.  They will then look at more diverse
sources of recruiting people.

Over the last eight years, there have been 11 significant new pieces of
employment legislation and that trend will continue.  We have recently had
legislation trying to improve work-life balance, with increases in maternity and
paternity rights.  We have the changes in pensions legislation and I believe that
there is a connection there in terms of the changing diversity in the workforce
– a point to which I shall return later.  We have the age legislation coming in
shortly too, and there is some other significant legislation about gender, which
I shall also discuss.  Once again, all organisations need to understand that
legislation and manage their business in accordance with it.

The next half dozen bullet points pull together a number of key demographic
changes that will take place within the UK.

• By 2012 only 20 per cent of the UK workforce will be white, able-
bodied men under the age of 45 and yet, for many organisations –
whether consciously or subconsciously – that has probably tended to be
the backbone of where they have recruited people from.  However, if that
labour supply is not available, then organisations will have to seek people
from alternative supplies of labour.

• Eighty per cent of the ethnic minority population is aged 16 to 35,
and this population accounts for about eight per cent of the
population in the UK. However, as it is a younger population it means
that over this decade and the next, the ethnic minority population will
become a higher percentage of the working population because there is
a younger profile coming into the workforce.
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• This next statistic is that 50 per cent of those of working age, in some
urban areas, will be from ethnic minorities.  That is the other issue
here: in terms of demographic changes, the impact will depend to a
certain extent on where you are located.  If you are located in London, a
statistic that has been mentioned to me is that there is about a 40 per
cent ethnic population.  Birmingham had been forecast to become the
first ethnic majority city by 2020, but that has now been revised to
happen as early as 2012, and that is a sign of the trend – although it
depends on where you are located.

• This is a significant statistic for this particular meeting – that 80 per cent
of workforce growth will be amongst women. Where there may be a
shortage where organisations have traditionally recruited men, then
women will be one of the alternative sources of labour.

• It is also significant that 18 per cent of women with children under the
age of five are working full-time, and a further 36 per cent are
working part-time – which means that over 50 per cent of women with
children under the age of five want to work.  This says to employers that, to
accommodate that, they will have to look at work-life balance and working
practices – and I will return to the example of a Fujitsu employee later.

• Between 1986 and 2002, the percentage of men who work part-time
trebled to 6.6, which is a low percentage.  However, if that figure trebles
over the next 16 to 18 years then, by 2020, it is possible that 20 per cent
of men will be working part-time.  I have picked up Elizabeth's point that
Equalitec may be extending to men in the future.  I was discussing this
with some of the diversity people from other IT services companies not
long ago and I suppose that the thinking is that if you have two
professional people in a relationship and they have children and both
want to pursue their careers, then the logical approach is to have a
degree of flexibility so that both can do that, and both can help share a
family – and hence, that figure may continue.

• Eighteen per cent of the working population have a disability –
about 8.7 million people in the UK have a disability. Of those, one in
seven is born with a disability, while the remaining six out of the seven
develop disabilities, usually from their early- to mid-forties onwards.  As
someone who has crossed that threshold, I can say that the two main
disabilities are hearing and visual impairment.  As someone who now has
to wear varifocal glasses and whose son continually tells him he is going
deaf, I can see where the difference takes place.  However, if you link that
in with the age legislation, which will mean initially that people can have
the right to work to 65, when that legislation comes up for review in 2010
or 2012, there is every possibility that the retirement date will be
scrapped.  That will mean that, if you have an ageing workforce, then
companies will have to manage a workforce which includes a higher
number of people with disabilities.

All of those factors – the skills scarcity, the changing legislation and the
changing demographics – put external pressure on organisations to
focus seriously on diversity inclusion.
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An Ageing Population

Currently we have a healthy number of young people coming to the
workforce, with a bulk of people from their twenties up to about their fifties,
and the right sort of profile to fund younger people, to fund older people and
people with disabilities.  In only another four to five years, however, the
forecast is that there will be fewer young people – reflecting falling birth rates
within the UK.  The working population that currently funds retirement and
education will then be more in their thirties and forties there will be an
increasing number of older people and people with disabilities.  By 2020, the
forecast is that there will be a much smaller number of young people in the
population.  The number of working people will have a higher age profile – in
other words, there will be fewer aged around 20, and many more pushing on
towards 50.  Fifty per cent of the population will be aged over 50 and there will
be a higher number of older people and people with disabilities.

It is not just the UK, but there was a forecast figure that said that in Western
Europe, 60 per cent of the population would be aged over 65 by 2020.  As with
all trends, it remains to be seen how accurate this is – but I think this will be
the trend.  Whether it hits that 60 or 50 per cent by that stage, remains to be
seen.  Those are the external drivers.

The Business Case – Internal Drivers

Turning to the internal drivers, for an IT services company our key business
driver is winning new contracts. That is the lifeblood and we need to win
two big contracts a year to keep our business ticking over in the way we want
it.  Our key driver to win new business is linked in with the changing legislation.

The Race Relations Act 2001 for the first time, said to public bodies – whether
they were local or central government – that they had a statutory duty to
promote racial equality within their organisation.  This was basically saying that
they expected the organisations to reflect the community in which they
served.  Part of that legislation also said to those government bodies that
they had the duty to audit their suppliers, to ensure that they would help
to promote their race equality scheme.  That happens every three years
and it is independently audited. What happens now, therefore, is that when
you are tendering for one of these government contracts, there is a pre-tender
bid stage where you need to convince that local or central public authority
that you are a suitable partner for them.  One of the criteria is that you are a
partner who promotes equal opportunities within your organisation – hence
the significance of that legislation.

That is extended this year, to a duty to promote disability, and the key
one for this body to keep its eye on is that the duty to promote gender
will probably be introduced in 2007/8. The initial indications are that what
the government is thinking about is what we have been used to in the north
of Ireland – affirmative targets – so that the gender split of public bodies will
reflect the gender split of the community in which they operate or serve.

I am not saying that the other internal drivers, which I am about to take you
through, are not important.  They are very important but, if a senior business
guy asked me what is the one reason why we should focus on diversity
inclusion, I would say that it was to help them win new business –
because that is a primary business driver for us.
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The Business Case – Other Internal Drivers

Some of the other drivers that affect us – and the main drivers for you – are the
legal drivers. There are two things here.  For us, in part of the pre-tender bid
situations, the questions that are asked now are whether any cases have been
taken against you, and have you lost any cases.  Obviously, if the answer to that
was 'yes', and it was 'yes' too many times, then local authorities and public
bodies would have the right to think that perhaps Fujitsu are not a suitable
partner for us as an organisation.

The other point is that the discrimination legislation which underpins
equal opportunities is uncapped. In relation to gender awards, probably the
best-known is the Stubbs case, in which there was a female police inspector,
out with two other female police inspectors in the company of a male chief
police inspector.  She made an allegation of sexual harassment which she won,
and she was awarded £188000 and, by the time you add on legal costs, it cost
that police authority at least £250000.  This, therefore, is not an insignificant hit
on the bottom line, if you happen to get things wrong.

Also, raising the profile of Fujitsu Services, the strapline that I use – 'Why focus
on diversity inclusion' – is that you want to be the employer of choice in the IT
services sector and you want to be the partner of choice for winning
business.  Therefore, by focusing on diversity inclusion, hopefully we are
raising our profile within the market sectors where we want to win
business.

Recruiting the best talent is obviously also key. When you think back to
the changing demographics, the point I was trying to make was that you
might not necessarily always be able to recruit the talent from the same place
as you have always recruited it.  Talent does not belong to any one group in
society, but talent extends right across society. It is therefore important
that, as companies, you are attractive.  Other research shows that, if you take
ethnic minorities, they are more likely to join organisations where there are role
models and where they feel they can get on and progress.  Equally, women are
probably more likely to join organisations where they feel they can enjoy a
better work-life balance.  To a certain extent, with the skills shortages, I feel that
there is an emphasis on organisations to market themselves to that
diverse range of talent, if they are serious about securing the best talent,
regardless of the background of where it comes from.

Linked in with talent is retention. The CIPD indicates that the real cost of
someone leaving is equivalent to a year's salary, so it is expensive.  Thus, if you
have the best talent, you need to retain it.  I always think of diversity as what is
happening in society to bring in diverse people: inclusion is what you do to
ensure that people from diverse backgrounds feel included in your workforce, feel
comfortable and therefore stay.  Hence the link between diversity and inclusion.

Creativity: research shows that the more diverse the team – be it a
development team, or a management team, or a service delivery team –
the greater the creativity that will come from that. Once again, I will come
to some concrete examples to demonstrate that point.  Productivity in
employee relations, to an extent, is common sense.  If any of you have ever felt
excluded, you will know how humiliating, degrading and annoying that is, and
so in relation to productivity and employee relations, the more people feel
included in the workplace, and feel valued for who they are and the differences
they bring, then obviously the greater the chance of productivity and the
better the employee relations.
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Case Study from the IT Services Sector

This is just a very quick case study from the IT sector – I cannot name the
company, because this was told to me in confidence.  The business case was
that they needed to save literally millions of pounds in accommodation costs,
because in the Thames Valley that is a major hit on the bottom line of any
business.  What was the action?  They took the action to encourage flexible
working, incorporating what we call 'hot desking', homeworking, and flexible
hours.  In the IT sector, that is a good way of working, where people do not
have a permanent desk.  If you can work from home then you do so; if you
need to come to use an office, you can come in and simply take whatever desk
is available, so that your working office is basically your laptop and your mobile
phone – so that is how you operate.

What were the results?  They reduced their accommodation requirements and
they were able to let go of buildings as the leases ran out.  However, as a by-
product, they suddenly realised that they were attracting new talent.  People
were saying to them, 'A couple of years ago, I would not have applied to you as
an organisation, because I saw you as having a presenteeism culture, a culture
of long hours and so on.  However, the fact that you are prepared to offer me
this working pattern means that I can now combine my work with my family
commitments.'

They also found that this retained key talent, because people – mainly those
with caring responsibilities – would previously have felt that they would have
had to sacrifice their career to look after family, or indeed to look after elderly
relatives, but they now found that they could have a better flexibility.

Business Case – Managing Diversity
Next, I have some quick general points.  This was a major piece of research
done for the CIPD last year, just trying to give a definition to managing
diversity as a business issue:

'Managing diversity involves valuing people as individuals, as employees,
customers and clients.  Everyone is different.'

That is the key – it is focusing on people as individuals.  Then,

'Factors such as sex, age, background, race or disability are taken into account
to create a productive environment in which organisational goals are met
efficiently and effectively by making the best use of everyone's potential and
talents.'

If we accept that every human being is a unique person, then you are making
use of that diverse range of talents and potential.

I have a few quick case studies to try to illustrate the points I have been
making.  This was a quote from Workforce Planning in June 2003:

'Diversity is who we are.  We have moved beyond recognising our difference.
We are operating in a way that assumes that differences are being used
constructively and productively.'

I have a few examples.  At Ford, like many large GB companies, when they
identify a problem, they look to see whether their workforce can help them to
resolve it.  The marketing people in Ford had identified that they were not
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selling as many cars as they thought they should to the Asian community
within Great Britain, for whatever reason.  Ford therefore set up a Ford Asian
Association, where they asked for volunteers from within their own workforce
to come together, almost like a think tank, and to work with the company to
identify why there was that problem, and what they could do differently to
market their product to that particular community.

A major car manufacturer launched a number of new models in the mid- to
late-1990s, but the models did not sell in the way they expected.  They
obviously started to look at the reasons for this and it came down to the fact
that, within the design and marketing teams, they were predominantly if not
exclusively male, and yet they found that at least half the people who bought
their cars were female – because they had a reputation for good, safe cars.  To
rectify that, they then deliberately recruited females into those areas, because
females – when designing a car – would know what females need in a car,
much better than men.  Thus, it is about linking your employee base to your
customer base, to make sure that the products or the service that you have
provided link in with that.

In 1999, the government set out its paper for modernising government.  Part
of that said that central and local public authorities should reflect the
communities in which they served.

I have just a few examples from the retail sector.  Although B&Q's business
performance has been a little shaky over recent quarters, most people know
that they have a reputation as the leading DIY retailer within Great Britain.
They have built this on a much more diverse age profile, which was no
accident.  Going back a good few years, the central business team within B&Q
identified that the Macclesfield store continually outperformed all its other
stores, and the only differentiator they could see was the age profile of the
workforce.  When they looked into this, they found that when people wanted
to buy DIY tools – whether to buy the tools, or to put in a new bathroom
themselves or whatever – then the more mature employees, who had perhaps
been tradesmen before they retired, or had had a lifelong interest in DIY, were
able to explain it much better to them than someone straight out of school
who had never had to drive screws into a piece of wood.  There is a certain
logic there between your employee base, providing the products or services,
reflecting what your customers want and understanding your customers.

Avon, the cosmetic firm in America, saw a dip in their sales in the inner city
areas.  Once again, this is a good example of how demographics can impact
your business.  They found that some of the inner cities in America were
inhabited predominantly by people from Hispanic and Afro-Caribbean
backgrounds, and yet their sales force had nothing in common with people
from those ethnic backgrounds.  Thus, to address that and make the
connection with their client base, they were then able to recruit people from
those backgrounds, who could build that background.

Sainsbury and Tesco are a personal example that I have included, because I
have noticed that at the checkout at the Sainsbury and Tesco that I use back
home in Belfast, increasingly there are a number of people who have perhaps
learning needs or some form of disability – including people with facial
disfigurement.  I think that is fantastic and I give them my loyalty, for that
reason.  I suspect, although I do not know the reason, that perhaps now that
Sainsbury and Tesco employ 250000 people, they find it difficult to fill all their
vacancies – and that, once again, is a good example of where they have had to
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look at pools of labour that they might have discounted in the past.  It is an
example of widening the base from which you take your employees.

The last example is a quick example from Amoco.  This is a great example, to
do with the gender issue.  Back in the late 1980s, the competition on the
forecourts in America were putting in credit card payment.  You would drive in,
get out of your car and decide to pay $30. Swipe your credit cards, fill up with
$30, get your receipt and be on your way.  Amoco took the decision that the
return on investment was not worth it, and also took the decision where
people went in and paid in the shop, because of perhaps impulse buying of
confectionery and so on, which helps their business.

Over the next couple of years, they saw a loss of market share and, when they
carried out an analysis, they realised that 60 per cent of their customers who
used their forecourts were female.  They then identified that there was a
greater chance that females would have children in the car – and parents
know that you do not leave a child in a car that is unlocked; you would be
reluctant to leave a child in a locked car on a petrol forecourt, in case
something happened and no one could get the child out; and certainly, if your
child was sound asleep in its car seat, you would not want to take the child out
in order to go and pay, when the alternative was to get out and swipe your
credit card.  Surprise, surprise, the board of Amoco who made that decision
was entirely male – no females.  All I am saying is that, had there been a
female, and preferable a female with a family of young children, they might
have spoken up and said that they were looking at this from a purely cost
basis, while they could look at it from a customer basis.  All of a sudden, the
dynamics of making that business decision totally change.  That is what I
believe the whole area of diversity and improving efficiency in companies is
about.  

Final Example

This is a nice example on which to finish.  The CEO of Hewlett Packard –
obviously in the IT sector – made these three points in 1998:

1 There is a talent shortage which requires us to seek out and use the
full capabilities of all our employees – and I would add that that also
means that you need to look at attracting your talent from as wide a
range of backgrounds as possible.

2 Diverse teams produce better results.

3 There is the need to be like our customers, including the need to
understand and communicate with them in terms that reflect their
concerns.

Those points summarise nicely the link between diversity and business
productivity improvement.

I mentioned a Fujitsu employee case earlier.  The employee gave a
presentation last year at this conference.  She had just returned to employment
with us in Fujitsu after taking a break and having her second child.  She is a
very talented young lady who is a project leader and I met her literally a couple
of weeks ago and asked her how it was going.  She told me that, about three
or four weeks previously, she had gone in to tender her resignation because
her personal circumstances had changed.  Her husband had changed jobs and
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therefore the pattern they had in getting the two children to nursery, getting
to work and so on, had been affected and she just felt that it was too much.

Her manager, who knew her capabilities and did not want to lose her – and, if
you have 100 vacancies outstanding, you do not want to lose your good talent
– discussed the issues with her, and asked how they could work on this.  They
have come up with slightly reduced hours but, much more importantly, a
flexible way of working.  This means that she can work from one of two
different offices, depending on how this will tie in with her personal
commitments.  She can do some work from home and she has flexibility in
terms of when she works – it does not have to be normal working hours,
because part of her job can be done outside of that.  That has helped to retain
her within our organisation.

When I look at this, first, we are struggling to get people into that area and,
secondly, the cost of replacing her is a year's salary – and I do not want to
break confidence, but that is not an insignificant amount of money.  More
importantly, however, it is the contacts that she has built with her clients and
the expertise that she has developed, which we would find extremely hard to
replace.

I am finishing with that because it is an ideal example in relation to promoting
equality for women in the workplace.  Organisations, including us – and we
have a very long way to go in achieving this across Fujitsu – have to start
thinking of people as individuals.  Yes, you have to treat everybody fairly but, if
you try to treat everybody the same, it will not work and you will not promote
equality.  On a personal note, one of the downsides of equal opportunities is
that people have tended to bracket people into categories of men, women
and ethnic minorities and have perhaps lost sight of the fact that, within those
categories, there are so many different individuals.  Unless you get down to
managing individuals as individuals, you will never harness the full potential of
diversity in improving business performance.

Questions and Answers

Professor Peter Main (Institute of Physics): In two of the case studies you
gave – Avon and B&Q – these seemed to involve recruitment in specific areas of
ethnic minorities and perhaps older people.  How does that fit in with the law?

Stephen Alford: Provided it is done fairly, it fits in fine.  America is slightly
different because there, reverse discrimination is legal, while it is illegal over here.

I am often asked this within Fujitsu and what I would say is that the affirmative
action in relation to equality is quite simple and it is about the merit principle.
In Fujitsu at the moment we are monitoring our workforce much more closely
because, as in any business programme, you have to know your facts in order
to manage it.  If we identify an under-representation, then it is perfectly lawful
to do what is reasonable to try to attract more people from the under-
represented community.  When it reaches the point of offering jobs, then that
must be done on merit, with the best person for the job – and hence, we have
introduced a programme of really good competency-based interviewing,
which we insist all managers now go through.  Thus, within law, there is not a
problem provided that you understand that the merit principle applies but, if
you have an under-represented group – as far as I know – there is nothing in
law that prevents you from looking at alternative ways of advertising, of
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getting involved with conferences such as Equalitec in order to attract the
under-represented people.  However, when you make the decision to appoint,
then that must be on merit – and I am sure that B&Q have done that.

Pam Wain (Mentorset): I am here for Mentorset, the mentoring scheme, but
also for the Women's Engineering Society.  I wanted to comment on that
particular point, to emphasise it, because people very much misunderstand
what is illegal discrimination.  You can hold an open day for any group you like.
As Stephen was saying, however, when you conduct interviews, it must be
even – but you can hold any other sort of positive attraction to apply.  This is
something that the Women’s Engineering Society notices a good deal.  We
suffer from people imagining what the legislation says.

Stephen Alford: Exactly, and perhaps I could give a quick example from
Fujitsu.  A couple of years ago, we identified that only ten per cent of our
graduates were female.  We worked with a recruitment partner and we
identified that much of our literature was very male-orientated.  Therefore,
when we produced the literature that went out to universities the following
year, it was written in a format that would be more readable for females.  The
following year, we did not quite achieve 50:50 – I think it was about 60:40 –
and that was simply by changing how we market ourselves within the
universities, and we also targeted some of the new universities such as the ex-
polytechs, where there is a much greater mix not just of gender but also of
ethnicity.

Wendy Hall: Thank you, Stephen, for that lovely talk.  The point about IT skills
shortage is that there are not many women in the IT industry and those
women that are there tend to be in the marketing and sales side of things.  As
you go further into the design and engineering, there are fewer and fewer
women.  Most of the computer products or devices that we use are designed
by men, although 50 per cent of the users are women.  That is just the same as
the Volvo example.  People ask why we need more women in computer
science, and it is because we need more women who can build and design
this stuff, as well as sell and manage it.

Thank you very much, Stephen.

Wendy Hall: It is my pleasure to introduce Juliet, who will speak to us on
wider employment opportunities.



Equalitec Diversity Forum

The Royal Academy of Engineering  21

A WIDER PERSPECTIVE ON ITEC EMPLOYMENT

Dr Juliet Webster, Business Development Director, IPA 
(Involvement and Participation Association) 

Good morning, everyone.  In this session this morning I shall be saying
something about some work that I am doing in conjunction with Equalitec.

Widening Employment Opportunities in ITEC

This is a research project that the DTI has commissioned looking at the
potential opportunities for women entering or returning into science,
engineering and technology professions, to move into emerging new
occupations.  We are doing a series of case studies of some of these new
occupations, or newish occupations, and looking at how 'women friendly'
these new occupations are.  In other words, do they offer promising entry
points for women – either with conventional IT skills or without them.  I shall
say a little about what we have found so far.  We are reporting to the DTI and
we will have a report ready for them in June.  Most of our work is now
complete but at the moment I am still in the process of writing up the report
from our findings, so there is yet more to come.  I hope that the debate we
have today will help to advance my thinking about the project.  That is the
background to the work.

Emerging Opportunities in ITEC

We are looking at a series of case studies of different occupational areas, which
you might not think of as being relevant to IT skills, or science, engineering and
technology skills.  For example, we have a case study of a woman involved in
RFID (Radio Frequency Identification standards Development).  Radio
frequency identification, for those of you who do not know, is the tags that you
might find on the back of CDs – the tiny little plastic tags that are attached to
goods that you buy in a supermarket, or in any other kind of retailer.  They are
also used throughout the supply chain in production, distribution and retail
and they allow big and small companies to track their stock.  They are rather
like bar codes, except that they operate on a much wider scale and longer
distance so that whole pallets of goods can be tracked by simply being driven
through a door, rather than being passed closely over a reader.

As you can imagine, there is a considerable job of work to be done for
somebody in setting up the standards by which the technologies – the reader
and the ID tag – talk to each other, just as there has been in the bar-coding
industry.  Much of that work involves negotiation with international and UN-
based bodies around making sure that European standards cohere with
American standards and that one set of standards does not dominate another,
and that the needs of the industry are met but also that civil liberties issues are
addressed.  There are a number of quite pressing concerns among trade
unions and civil liberties bodies about the potential of these technologies to
increase surveillance of people – and in particular of employees in warehouses
and supermarkets.

Another example of a profession that we have been looking at, just picking
from this list, is that of weather forecasting.  One of the case studies included a
fascinating couple of interviews that I have done with two of the women who
work as weather forecasters for the BBC, Helen Willetts and Penny Tranter.
When you receive the report, you will see that their cases are included there.
Their work is interesting because they have both come to the profession with a
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mixture of physics or environmental science – environmental science in
Penny's case, and physics in Helen's case.  However, because they are
presenting weather on the telly, they also need a set of presentation skills –
and it is even more complex than that, because the work they do involves
taking a series of forecasts and projected computer models from both the Met
Office, and from other Met Offices in other countries, and indeed from other
continents, and merging those models together and making a judgment
about which one is the most likely to be accurate and useful for Britain.  They
then convert the judgments into presentable information that will mean
something to the public.  

If you watch or listen to the weather forecast, you will have noticed over the
years that it has become increasingly user-friendly, in the sense that the
forecasters are now much more concerned than they used to be to present
the information in a way that 'adds value'.  For example, rather than simply
saying that there is a low pressure trough moving over the British Isles, which
will sweep downwards, they are much more likely to say something like,   ' – so
it will feel colder.  Get your brolly out, and don't forget to drive carefully to
work today.'  This is all about the task of interpreting the scientific data and
presenting it in a way that means something to a person who does not
understand the information as it is collected in raw form.

The challenge for this kind of work is that these people have to be briefed and
up and running very quickly when they get into their workplace.  When they
come in to work, they will be presented with a whole set of different forecasts,
coming from the different agencies with which they work, and they then have
to translate that into something that can be used, in conjunction with the Met
Office in Exeter.  This is quite a high pressure job, in which they have to
assimilate, digest and re-present the information quickly.  There are additional
challenges connected with that work, which I shall come to, which have to do
with shift working and working odd hours.  As you all know, weather
forecasters are on duty, or the Met Office is operating effectively 24 hours a
day, seven days a week, 365 days a year.

Those are just two examples of the kind of jobs we have been looking at.  Let
me pick a third – health informatics, bioimaging.  This is a profession that we
have looked at.  Here, we are showcasing a woman who works in a bioimaging
laboratory, where she is using computer technologies to amplify the images
that she finds when she looks down a microscope at tiny cells, and transmits
those over the internet.  It is the internet transmission technology, coupled
with the microscopic technology, that is very interesting here.  She is
transmitting that information across the internet, so that it can be used by a
whole host of readers, users and so on.  The particular project with which they
are involved is concerned with getting those images out to schools as a
learning aid, so that school children can see tiny cells close to, without
necessarily being in a laboratory themselves.

We then get into whole other areas about the great beauty of doing cross-
sections of biological phenomena, and presenting those.  One of the side
issues that this case study woman has been involved with has been in
presenting these things like cross-sections of leaves, of fleas, of gerbils and
weevils, as artworks.  This is all very interesting and, once again, there is a form
of added value.

Another profession we have looked at has been concerned with digitising the
content of the Tate Gallery and putting it all online, so that everybody can look
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at all the works of art that are on offer in the Tate Gallery, without necessarily
visiting.  Huge computing, artistic and networking skills were needed in order
to make that happen.

All of those cases are represented in the work that we are producing for the
DTI, which will be available possibly next month, depending on their
production schedule for publishing the report.

Positive Working Environments for Women?

Are these positive working environments for women?  That is the question we
are interested in, in these new areas.  The questions we have posed concern
what scientific or technological qualifications are needed in order to do this
work, and what skills are called for as opposed to qualifications.  How are
career pathways structured?  What are the working conditions in these new
occupations?  And are organisational cultures – or the ones that we have
studied, at any rate – what we might call 'woman friendly'?

We have found a huge variation in qualification requirements.  We have found
that a scientific degree is critical for scientific professions, where a domain
knowledge is needed.  For example, in bioimaging, a degree in biology, or a
higher degree in biology, has proved to be critical for the work that has been
done in understanding and interpreting cell data.

We are looking at a woman who is involved in power engineering – that is
engineering power stations and power systems – and there, too, the need to
have an engineering degree is unavoidable.

However, in a number of the professions that we have looked at, although
computer science is involved, a computer science degree is not necessarily
critical for entry.  For example, we have been studying a woman who is
working at Cambridge University on developing health informatics systems.  In
effect, she is developing networks for the NHS, in order that consultants can
very quickly receive lab data – for example, data from biopsy tests – can
interpret that data quickly and hold case conferences with other professionals
and, if necessary, with the patient, very rapidly indeed.  In the case of cancer,
this is critical, because early diagnosis and treatment is vital to prolonging life.

In that particular case, the woman who entered that job came into the
profession with a qualification in secretarial work.  She very much later
developed her networking capabilities through office work.  It was her ability to
both develop and implement computer networks, and to work appropriately
with different suppliers, with a sense of what the end-user needed, which was
vital to this particular profession.  That message comes out again and again in
the case studies that we have done.  The key skill in many cases – and this will
come as no surprise to most of you – is that awareness and sensitivity, and the
ability to interpret the needs of the end-user.  A number of the women I have
spoken to in the course of this research have told me they think this is a vital
area, where women can make a contribution, because they are very good at
listening, understanding, interpreting and responding to end-user needs.  That
is a gap in the profession and it is seen as such.

As important as scientific qualifications, therefore, is the ability to apply
scientific or technological knowledge to practical problems. Most of the
people we are looking at, and most of the professions that we are looking at,
are not pure scientific professions, but they involve applied science.  They are
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applied, very often, in a business context, or in a practical context.  Here, the
ability to work across a number of professional areas, talk to professionals with
different bodies of expertise, pull together their objectives, wishes, needs and
requirements, and produce something that is a workable project, is really the
critical skill.

Skills Requirements

In a sense, we are saying that in many professional jobs, media literacy is
actually more valuable than in-depth technical expertise.  By media
literacy, I mean the ability that most of these women have to work across the
gamut of the interest groups with which they are dealing, and to understand
what they are talking about – but not necessarily to roll their sleeves up, for
example, and get involved in coding.  Not many of these women are doing
that any more – they might have done it at the beginning of their careers but,
as their careers have progressed, what is more important is that they can
understand what is being told to them by their colleagues and interpret it.
They manage the process, but they do not get their hands dirty.

Business skills also turn out to be vital, even in the public sector.  I say even
in the public sector, because it might not seem obvious that skills like
managing budgets and dealing with different stakeholders are so important.
However, if you think about that for two minutes, they are of course vital – and
what is particularly vital is the ability to work across projects.

Project management skills are key to handling complex projects with
different stakeholders.  Once again, it is clear that communication skills are
very much needed for ensuring good product or system design, and yet the
message comes back repeatedly that they are still seriously lacking.

Craft skills also come into some jobs.  This emerged particularly in the
discussions that we had about the bioimaging job.  There is a manual skill
involved in understanding the fine workings of the microscope, in how you cut
a section and in what instruments you use to cut a section in a leaf, or in a
maggot or whatever.  In other words, there are the kind of 'touchy' skills which
we might think have disappeared in the information age, but which have not.
Those manual skills are the source of a great deal of job satisfaction for the
people who use them because it means that they are using a mixture of both
manual and mental, or manual and information, all the time.  They are still
crafting something which, for them, is extremely important.

Career Pathways

With career pathways, it is clear that it is very common for migration from
other types of work to take place.  This is partly because some of these are
very newly emerging professions and they are not yet professions in which
people can do some kind of vocational study and go straight in.

There is also the level of seniority that we are dealing with.  The women we
have been talking to are quite senior and have had very varied careers,
building up very diverse skills in the process.  I mentioned earlier the health
informatics professional, who came in through a secretarial route, which is
probably the least obvious pathway and the least technical route in that we
discovered.  Most of the other examples of women who we studied had had,
for example, career pathways that brought them in through business.  In one
case, we have been interviewing a health professional who is involved in
mapping the skills needed for setting up information systems across NHS



Equalitec Diversity Forum

The Royal Academy of Engineering  25

trusts, and her background is squarely in different professional areas within the
health service – but administrative areas.  She has gradually moved into
network development, and skills development for network development.

Equally, these professions provide a springboard into other professional areas
and related occupations, where an obvious example is consultancy and
solutions provision.  Indeed, many of the women we came across have found
this a very useful and promising route to take, particularly if they are mothers
and they are trying to find more family-friendly working hours – again and
again, I am afraid they advocate self-employment or free-lancing as a way of
solving their working time issues.

For career pathways to work for women, organisational commitment to
equality is absolutely critical.  Very many of the organisations we looked at
had that organisational commitment.  This is partly a reflection of the fact that
we are dealing with many large organisations – large companies and large
public sector organisations – which have in place as a matter of course quite
well-developed equality and diversity plans and strategies.  This includes
making provision for internal labour markets and ensuring that there are
progression pathways through them.

There is obviously a slightly different issue when we think about SMEs, who
very often struggle to implement equality programmes.  This is largely because
they are often fire-fighting and struggling to stand still, just in terms of keeping
their businesses going.  In general, the whole issue of introducing equality
programmes into SMEs is something on which I am working quite closely in
my work in IPA anyway.  It is terribly critical for women in professional areas.
That is an area that still needs to be addressed.

Intermediary organisations – professional bodies, trade unions,
recruitment agencies and so on – have a critical role to play in promoting
and supporting women's development.  Of particular interest here have
been some of the initiatives that have come out of some of the professional
associations.  One of my interviewees mentioned that she had gone into
engineering in the first place because of a week-long 'Women in Engineering'
course that she did straight after leaving school and before going to university.
She thinks this was put in place by the IEE, although she cannot remember.
Those kinds of initiatives can be decisive in opening up to women the vision of
what they might be able to do.  We will hear more about that this afternoon.

Working Conditions

Working conditions are vitally important for making these kinds of work areas
feasible for women to work in.  Working time arrangements are particularly
important.  We all know very well that, in the conventional IT sector, long
working hours tend to be the order of the day, and that has been one of the
factors that has tended to discourage women from if not entering then staying
in IT work, as they move up the IT professions.  Although the IT sector has
historically been rather a problem in this area, we have found that working
time arrangements vary a great deal, depending on organisational cultures and
practices.  Here, I would particularly like to flag up the importance of the public
sector, which has played a leading role in developing flexible working
arrangements, and have tried to put in place working time structures that
women can manage when they have other responsibilities to balance.
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The public sector is not the only area where there have been good
developments.  We came across a number of very large companies which
have extremely advanced and positive flexible working time
arrangements.  These include variable working patterns, part-time
working arrangements, career breaks, school holiday breaks and so on –
and other kinds of innovative systems that women have found helpful to
them when they are trying to balance work and life, or work and family.

On the other hand, some of the jobs we came across actually demand
flexible working arrangements in a way that is quite problematic.  The
case of the weather forecasters arose here, because they have to work on shifts
in order to cover, because they are offering a 24-hour service.  This is handled
by the BBC and the Met Office by their shift patterns being set up long in
advance – ten weeks in advance of when they go on shift – so that
people know well in advance what shifts they will be doing.  As with any
kind of shift working, that is the key to mitigating some of the difficulties of
shift working for people who then have to arrange their childcare.

As I said earlier, many women see free-lancing as a way of helping to
solve some of the problems of unpredictable working hours.

Organisational Cultures

Organisational cultures are terribly critical to women's ability to enter, to feel
comfortable, and not to feel as though they are in a minority, or a peculiar
minority, and then to progress within these organisations.  Large organisations,
in both the public and private sector, are becoming progressively more
gender aware and better at equality policies.  However, we uncovered a
culture of discrimination and exclusion persisting in some cases.  One of the
most worrying areas in which I noticed this taking place is in the university sector
which I do not think has yet put in place some of the better practices that are
evident in other areas of the public and private sectors – or not so obviously. 
I am afraid that the higher education sector therefore has some catching
up to do in that respect.

There is one further example to which I would like to draw your attention
before I finish, which I thought was terribly interesting.  This was something
which someone called a 'culture of certainty' and it is something that
persists among male IT professionals and scientists in particular, with
which women struggle, but which they also say is antithetical to good
service delivery.  It is this idea that you do not say, if you do not know the
answer, but you pretend to be certain that you do.  You pretend to know
what you are talking about and you never convey vulnerability.  Some of the
women I interviewed identified this as a very masculine trait, but they found
it terribly unhelpful because it means that you then do not ask questions of
your client, user or customer about what they actually need.  You do not check
understandings and you end up supplying a product or service that is perhaps
ill-matched to its intended use.  There is probably something in there that we
can tease out concerning gender relations, and how – if there is anything
essentialist in this, and I would be cautious in saying that there is – then there
is a strong contribution that women have to make in their ways of working, in
providing a better service and product in IT particularly.

Finally, worryingly, we came across many examples of women who
actually hide their seniority or their pay grades from their male
colleagues, because they are afraid of ridicule, disbelief or whatever.
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That is quite astonishing in this day and age but, basically, they are trying
to avoid antagonism.  One of our case studies is a woman who has won
prizes at her university on her engineering degree – quite significantly high
prizes for performance in examinations, first prizes.  Only one of her male co-
students knows that she has won these prizes and his remark to her was, 'This
was a prize just for women, was it?'  She told him no, that it was a prize across
the whole year, but he really could not believe that a woman would have won
this prize.  

There is another case, also in a university, I am sorry to say, of a woman who is
the most senior in her department, but none of her male colleagues know that
she is, or that she is paid more than them, because she already feels invisible,
ridiculed, marginalised and generally extremely uncomfortable in her job.
Thus, women cannot even showcase or be proud of their status, or even be
themselves, in some of these work areas.  Being ourselves is really quite critical
to our whole identity – for everybody, women and men.  I come back to the
point about organisational cultures being critical to the whole equality
atmosphere in which some of these developments take place.

I will stop there.  Our report will be published shortly.

Questions and Answers

Carol Long (Three Triangles Performance Ltd): At the risk of sounding like
an old dinosaur, you mentioned that you do not need a computer science
degree to get into IT.  However, I know that there is a great deal of research
which says that user-developed systems are not as robust and are more prone
to failure, and more likely to have real underlying business rules' errors.  If we
are encouraging people in without the discipline of a computer science
degree and the IT skills that go with that, how can we guard against that, and
guard against the women being labelled as just bad programmers?

Wendy Hall: Thank you for asking that, because I was going to ask the same
question.

Juliet Webster: We encountered many women who have not come in with
computer science degrees.  That is partly because they might have gathered
other qualifications than degrees – and, in fact, some of them did.  The other
issue is that they are sometimes not doing programming but they have teams
of people underneath them doing that.  Put crudely, I suppose they are doing
project management.  For example, they might be doing things like network
development, but they certainly are not doing the coding.  In other words ––

Wendy Hall: What do you mean by network development?

Juliet Webster: They are not doing the coding.  As I speak, I am thinking
about the woman in the Tate Gallery architecture – the woman who is
digitising the contents of the Tate Gallery.  She is putting together a whole
series of internal and external networks, but she also has to understand the
capacity of the systems now and in the future to handle growing file sizes,
greater user demand in terms of internet, broadband and so on.  There will be
greater image resolution as the technologies progress now and into the future,
but she is not doing the hands-on stuff.  She is managing the team of people
in the Tate Gallery who are doing that project.  Although I am not a computer
scientist and so I am very ill-qualified to respond to the technical detail of your
question, I have to admit that her argument, and that of others that has come
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up in this research, has been that, as long as she can understand what her staff
are talking about, that facility enables her to understand the technical issues
but she does not necessarily have to do the technical work herself.  She is
doing the management stuff, the negotiation stuff and so on.

Wendy Hall: It is like an accountant running a drug company.  We will talk
about that more at lunch time because it is a very important question.

Pam Wain: I am sorry but please, could you use another example?  Those of
us who are IT professionals just died at the thought of networks being built by
people without a thorough background.

Juliet Webster: But that is what is happening.

Pam Wain: It sounds terrible.

Wendy Hall: It is the way you put it – let us pick that up at lunch time.  Let us
go on to something else now.

Teresa Schofield (Women's Engineering Society): I am a chartered
electronic engineer.  There is this little workshop that the BSC is running on
women's careers.  I was not aware of this and I shall definitely try to get to the
next one.

My question concerns the responsiveness of women returners and even work-
based professionals to the opportunities that new technology brings.  You
started emphasising that there are many new business and technology-related
opportunities out there, but how easy is it for women to gain that professional,
technical or whatever updating that is needed?  Perhaps that is something that
Wendy will be able to answer.  The short courses at universities are very
expensive and prohibitive and it is very hard to make that career transition.

Wendy Hall: I will let Juliet deal with that.

Juliet Webster: I would be interested in hearing Wendy's reaction, too.  My
reaction to that is yes, it is hard, because most of the women that we covered
in this report picked up their skills on the job.  That is true of the IT profession
in general, but correct me if I am wrong, in that much of your skills'
development is done on the web and with your peers, in discussion groups
and so on, and by surfing and looking for solutions.

Wendy Hall: Which is why all the big, complex systems fail.

Juliet Webster: In answer to your question, I think it is very difficult.  Once
again, I am trying to think of any examples that contradict that pattern, but
that seems to be the dominant pattern of skill development.  For women to
enter these professions, they often have to do it, as these cases suggest.  I am
sorry if you do not like them, but that is what is going on – they have to enter
these professions sideways, as it were, from some other route.  Do not be too
dismissive of secretarial workers, because they are often extremely intelligent
women who have become ghettoised.

Wendy Hall: No, it is the combination of words that says that you can be a
skilled person of IT.  To be a weather forecaster, you have to have a biology
degree but, to be a skilled IT person you can come in through a secretarial
route.  It is the combination of those two phrases that raised the hackles.
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Juliet Webster: But there are so many different professions in the IT field, are
there not?  Some of them are highly technical, while others are actually
managerial.  It is also clear that, the more you progress in a profession, unless
you stay in a university sector – the more you progress in a business
environment, in particular, then the less you use your technical skills and the
more you move into management.

Wendy Hall: That is true in many jobs.

We have three more presenters, but we should perhaps pick that point up again
later because it is a crucial issue.  What are the skills in IT, what are the career
routes and what are the requirements?  These are many and varied.  To build a
highly complex IT system, you cannot come in by learning stuff on the web.

Juliet Webster: No, I am not saying that.

Wendy Hall: This is where the public think you can.  That is a hobby-horse
that some of us have.  Thank you very much for your presentation, Juliet.

Next, we will hear from Marina Larios, with an update on WiTEC.
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PARTNER UPDATES ON ACTIVITIES

MENTORING

Marina Larios, WiTEC President, Inova Consultancy Director 

What is WiTEC?

First, let me say a few words about WiTEC for those of you who were not here
last year.  WiTEC is a European Association for women in SET.  We are
represented in 12 European countries, with a secretariat in Austria, and I
currently have the honour of being the President of the Association.  We have
about 18 years experience of looking at projects addressing the under-
representation of women in SET, working very closely with different
directorates from the European Commission.  I am doing a great deal of work
at the moment at an international level with, for example, the United Nations,
looking at women in IT in developing countries.

Our main role in the Equalitec project is to bring these 18 years of experience
in developing mentoring progress into the project.  Can I ask how many of you
in this audience have been involved in a structured mentoring programme?  A
few of you – so I hope you will share that experience with me.  For many of
you who have not been involved in a structured mentoring programme, I am
sure that you have had all the benefits of mentoring, because mentoring is
about helping relationships.  On a daily basis, we help and we are helped.  That
is the beauty of mentoring.

Did you Know?

I will say something about the business case for mentoring.  In CIPD's 2004
survey – and I have heard informally that the results of the 2005 survey are the
same – they asked all HR directors and managers of companies, organisations
and universities, and discovered that 99 per cent of respondents stated that
coaching and mentoring delivers tangible benefits for both individuals and
organisations.  We are not talking just about 'I am becoming a better person',
but about a business case for change management for diversity, for retention
and for productivity.

It is now well known on an international level that mentoring is one of
the most powerful interventions for a short-cut for this personal and
professional side of things.  In Scandinavia, many of the companies that we
are working with as part of WiTEC have departments of mentoring, looking at
the whole integration of this intervention in the company.  Of course,
mentoring means many different things in different European countries, and so
the understanding of mentoring in Italy or in America will differ – but,
nevertheless, the results are exactly the same.

What are Mentoring Circles?

What have we been doing for Equalitec?  As you know, there are different
types of mentoring – from peer mentoring, to mentoring circles, to one-to-one
mentoring.  Then there is reverse mentoring, about which we heard last time,
in the diversity forum of Unilever, where senior managers are mentoring the
Chief Executive or directors of departments, so that they understand the
paradigm of what it really means to be a woman.  Many executive directors of
companies wonder why they are not recruiting more women, or why they are
not retaining them, but if they have a woman as a mentor they will find out.  In
mentoring programmes like that throughout the world, the mentees, who do
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not necessarily have to be in the hierarchy of their organisation, say, 'I never
thought about how difficult it was to be a woman in a male dominated field,
wondering whether to have children or to have a career.'  Many important
policies in organisations, and the new changes, have been achieved through
mentoring programmes and in understanding this.

For Equalitec, we chose mentoring circles.  One of the mentoring circles is
very much based on action learning, which means learning and doing.  You
bring problems to the group, or your experience in the group helps you think
about solutions which you then implement and then come back.  Throughout
the learning and the experience of the group, it is really a show card for your
development.

The groups always work with an organisation development facilitator.  Many of
our facilitators also have experience in counselling, and what are the benefits.
Yesterday, in Equalitec, we had the third session for two groups that we have
started and we are already seeing the benefits.

Benefits

This is what the mentees have said.  It improves self-confidence and self-
reflection.  I have a very nice exercise that I do in one of my mentoring
workshops, where you can only see a question mark.  If you see it again,
however, you see a phoenix bird.  What we discuss in terms of mentoring in
our normal lives is that, suddenly, perhaps I can only see the question mark
when this is the phoenix bird – but I am convinced that there is only a
question mark.  The way I explain my life is based on the question mark idea.
When Wendy says something about the phoenix bird, I completely disregard
that because I only see the question mark.  Very much about the secret of
what we do in our mentoring circles is, how can we start seeing different
things?  When someone thinks that it is so hard to go back into employment,
there is no chance.  Yesterday, someone in the group said they had decided
not to go back into IT because this was just proving to be too difficult.  It is this
challenge about starting to look at the phoenix bird because perhaps there are
different opportunities.  The whole group was so powerful for this woman, and
she was like 'right, sorry, I have to look at this phoenix bird'.

Awareness about themselves and what is happening out there.  Career
opportunities are amazing, knowledge is power. If someone says, have you
contacted this person?  I have this grant here – look at this area of work,
because perhaps you have never thought about it.  Many of them are thinking
about different issues, about how to further their career.  Networking is very
powerful, and then you see it in action.  This statement was reinforced by our
evaluator, Sheila, who was there (at the mentoring circle) yesterday.  It was
fascinating, that there was one person saying that they had been trying, and
knocking every single door, but they could not find anything – they were
desperate.  The other member of the group was talking about her husband –
that she wanted to go into employment, but her husband had moved to New
York.  She was thinking about what kind of job she needed and then suddenly
she mentioned the name of this company and the other lady, who had found
it impossible to find a job, said 'That is the company I would love to work for!'
And she said, 'Well, I have really good contacts there.  I will give you the name
of this person.'  That is so powerful, in terms of networking.

Assertiveness is important. When someone in the group is down and,
instead of saying, 'I want such and such', says 'my husband thinks I want this' or
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'my husband' thinks I should be doing that, the group tells her to start talking
by saying 'I', instead of referring to her husband.  This paradigm shift takes trust,
to say that, but the group has met a few times now and we can see how they
are working.

Negotiation skills: they have to prove their business case amongst the group.
Time management is also very important.  Many of the main fears of our
women returners about going back means that they procrastinate, as we all
do.  Procrastination is very much related to fear.  When we are afraid of
something – perhaps afraid of failing – we postpone it.  In the group, therefore,
we have action plans, for what everyone will be doing.  So, if someone needs
to update their skills, how many courses will they find, or what information will
they bring back to the group?  That has proved to be very powerful, about
how many things are happening in terms of solving issues.

It is amazing how much these women know about themselves.  It is a matter
of empathy.  The origin of the word empathy dates back to the 1880s term
'einfuhlung' (literally, 'in-feeling') to describe the emotional appreciation of
another's feelings and its Greek roots 'path' means 'suffering/feeling with
somebody' and understanding where that person is coming from.  All these
women are going through a very similar journey, although they are not a
homogeneous group and they are very diverse.  It is this empathy that can
give them a big boost.

Quotes from Participants

These are some quotes from participants:

'I really benefited from the mentoring circles.  It was very nice having
another person’s perspective.'

'The opportunity to discuss issues with other women has been very
interesting'

'I have gained a fresh viewpoint and new ideas'

'This was an interesting and worthwhile activity'

This, again, is the game of the question mark and the phoenix bird.  There is
the opportunity to discuss issues and something else that is very important is
this fresh viewpoint and new ideas.  It is about the creative mind.  If you put
together a group of people to solve one issue – because we concentrate on
different obstacles and challenges that a person is addressing – the mind is just
amazing.  You put them all together and they come up with 20 new ideas, so
that has been very powerful.

Questions and Answers

Katie Perry (Daphne Jackson Trust): I have a question about the
practicalities of setting up the mentoring programme.  How many of them do
you have?  And in terms of women, and their work-life balance, are they all
fairly close geographically?

Marina Larios: All of them travel, which is amazing, and they are not in the
same location.  However, because of the Equalitec project, we are able to
subsidise travel and childcare, which makes a big difference.  We are also
looking at developing a forum online so that, when they are not meeting, they
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can still chat.  We have two groups at the moment, each with about eight
people, which is really the maximum.

Katie Perry: Do you have any feeling for what is the optimum number?

Marina Larios: I would say a maximum of ten.
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INDUSTRIAL PLACEMENTS

Dr Katie Perry, The Daphne Jackson Trust

I am aware that many of you know exactly who we are and what we do, but I
am sure some of you do not.  We are an independent charitable organisation,
solely dedicated to returners – returning scientists, engineers and technologists
to their careers following a break.

Industrial Associates Placement Scheme

We have become involved with the Equalitec project and are leading on what
we call the Industrial Associates Placement Scheme, for job-based training and
retraining.  In fact, I would like to answer the question that Teresa asked of
Juliet.  For many people who have had a break but want to return to work, but
perhaps find that an online course is not quite for them, we would say that
they should either have a Daphne Jackson Fellowship, which offers two years
part-time in which you can retrain in an area or update your skills in quite a
significant way.  That is one way people can get back and then find that they
have equipped themselves with the skills to carry on with the job.
Alternatively, they could have a job-based placement through this scheme,
which is generally full-time for one year and will offer as much retraining and
updating as is needed.

We are leading on this scheme and the aim is to provide work-based
training.  Fujitsu Services has taken our first two placements and there should
be more on the way there.  The way Fujitsu works is that it is offering people a
full-time contract of employment immediately.

Back Where they Belong

It was intended that the scheme should basically place women back where
they belong in their careers.  We are providing one-year placements in
industry.

Industrial Associates Placement Scheme

This is run in parallel with a scheme that we run already.  It was launched in
August 2005 and will run until June 2007, after which we hope that the trust
will be able to carry on the scheme.  We will then extend it to cover the people
we would normally cover, which are men and women, and in all areas of
science, engineering and technology.  This is very much a pilot scheme from
which we hope to continue working with industry.

The scheme through Equalitec is open to women with a background in
science, engineering and technology who have taken a career break, or who
find themselves unemployed and unable to gain employment.  For our normal
fellowship scheme, we would say that people had to have a career break of
two years or more.  Under this scheme, however, we are really looking at six
months or possibly even less, for people to have been out of work and unable
to gain employment.

Industrial Associates Placement Scheme

Through the two individuals who have been in place already, we have found
that they gain confidence – something that has been touched on by someone
earlier today.  If you have been on a career break, you certainly have a huge dip
in confidence, until you are actually back working in a job.  Through both of
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these and our Fellowships, we see that there is a huge curve and people's
confidence will increase dramatically within a couple of months of being in a
job.  There is also obviously competence and knowledge.  

We will update skills – we offer whatever training is required to do that.  The
end result of this is that the women have significantly improved job prospects.
We cannot actually guarantee a job at the end of placement although, having
said that, Fujitsu has quite happily taken people on and immediately offered
them a permanent contract of employment.  However, what we are offering
people is a stepping stone back into the workplace and into a job – we cannot
guarantee a job but we guarantee that the disadvantage of having a career
break will be removed and they will be back on a level playing field with the
rest of the workforce.

Industrial Placements Will …

Placements will be full-time over one year but there is flexibility, which comes
from working with individual companies.  They will be held in industrial
establishments in Great Britain.  We have two with Fujitsu at the moment – we
had a third but she has a job, which is a success.  We are working to place
women and men who have had a break back into employment and so, if at any
stage during the application process people find a job, then that is fantastic.  We
have strange reactions from people because sometimes they are a little wary of
coming to tell us that they have been offered a job and that they no longer
need us, but that is fantastic and we tell them to go and enjoy it.

These are some of the companies with which we are working to develop
placements at the moment.  We are advertising for placements at Kodak at the
moment, and also BP, Motorola, Glaxo, Yorkshire Water, Goldman Sachs and
Unilever.  We are constantly finding more, with whom we are starting to open
up negotiations.

It is at this point that I would like to say that one of our key problems or
questions is how to reach our target audience.  This is a question I would like
to put to the audience.  We are advertising for these placements and we find
that the best way of bringing in a pool of candidates is to advertise in local
papers in the surrounding area to a particular company where we know we
have an opening.  This is how we have found the people who have gone into
Fujitsu.  Apart from that it is extremely difficult: we know the people are out
there, who are on a break and who are not working, but how do we reach
them.  If anyone has any suggestions about that, we would be glad to hear
them.

At the Trust, we have tried many ways of reaching people and research has
shown that the most common way of finding out about the Daphne Jackson
Trust and the schemes we operate is through word of mouth.  Our policy of
advertising ourselves as widely as possible and particularly to the scientific
community obviously bears fruit in that, if people are working in scientific jobs,
they will talk to colleagues and mention it.  Most commonly, that is how
people find out about the trust but it would nevertheless be very nice to be
able to tap into this large pool of people who are out there and want to come
back to work.  Our application process is on a rolling basis so that people can
just come and contact us – there are no set deadlines for applying.  We
welcome applications at any time, but we would welcome suggestions about
how to contact more people.
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Requirements to Become an Associate

To become associates for this scheme, people have to be female, and to have
had a break from a SET or management-related career.  For our fellowships, we
insist on a first degree but, for this scheme, we will look at experience gained in
the workplace too.

Associates must have and be able to demonstrate a need for retraining in
order to find employment.  Most commonly, it is still said that the most
common reason for having a career break is to have and raise children, but that
is not always the case.  One of our ladies who is at Fujitsu has no family but she
took career breaks for other reasons.  Some people might think that she has
been out of work for just a short time and that she should just be able to go
back and get a job, but she has actually been able to demonstrate the fact that
she needs retraining and to update her skills.  That is why she was accepted
onto the scheme.

Applicants must be resident in Great Britain, and that is the only other
stipulation that we make.  In much of the advertising we did – and we
advertised in Physics World magazine, which has an international readership –
we had a great many applications from people abroad, and in all sorts of areas
of the world.  It is very sad to have to say no to people but, for the schemes that
we are running, and particularly for this, you have to be resident in Great Britain.

Associates will Enjoy many Benefits

We offer a practical return route through this scheme.  It is a case of, 'Come
along, get a job, be in that job and work.'  This is a practical return route.  We
find that there is a good deal of interest in this, rather than in the more
traditional fellowships, which generally take place in the academic
environment rather than in industry.  The application process is longer and it is
a two-year part-time Fellowship.  We find that there is a good deal of interest in
the Industrial Associates Placement Scheme which is a quicker and more
practical return to work.

There is a great support network.  At the trust, as well as being the
professionals that we are with our talents in our individual areas, we should
also be counsellors and mentors – a general shoulder to cry on and somebody
to boost you up and so on.  We offer a huge amount of support on a personal
level to any women who actually come to us to try to find a placement.

We offer training courses to all our associates and fellows – two or three
courses a year are offered to them, free of charge.  They find those courses
extremely useful and very worthwhile.

They obviously have updated skills at the end of this and they are confident
then in their ability to get back out there and get a job.  We think we place
them back where they belong.

Before I finish, something was said earlier and I did not have the chance to ask
a question.  Stephen Alford from Fujitsu was talking about working from home
and this is something about which I feel quite strongly, given that my own
experience is that I work mostly from home – apart from when I go to events.  I
feel that there may well still be quite a large problem in companies and within
industry in the perception that people have about working from home.  A few
years ago, there was someone who was even involved in the trust who said to
me, 'How do you manage working at home – looking after your daughter and
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working.'  I explained that my daughter was either at school or with a child
minder, and that I was not actually working and looking after my child, but it
was genuinely her perception that people who worked from home are actively
both working and looking after their children, if they have small children.

I just wonder how prevalent that idea may be.  It has always been the
perception by people that, if you are working from home then it is a bit of a
skive but, as someone who works from home, I find that a huge insult.  For
many working mothers, the whole deal about working from home is that there
is such precision that goes on in childcare, and getting your children to school
and picking them up at the right time – but it is just so much easier if you work
from home, and if you do not have to travel to work.  How many times, before I
had my daughter, did I hear managers saying, 'I'm going to work from home
this Friday, because I really get a lot done.  I need a day at home so that I can
actually get something done.'  From their point of view, therefore, working
from home will increase their productivity and yet, if you ask them to allow a
female employee to be able to work flexibility or from home, that is a different
matter.  I wonder how prevalent that misconception is.

Wendy Hall: Thank you very much, Katie.

Let us move on.  Bola will tell us about GWIIN, the Global Women's Inventor
and Innovator Network.



38 The Royal Academy of Engineering

INNOVATION

Bola Olabisi, Director GWIIN

I stand between you and lunchtime, so I had better make this exciting to keep
you awake!  Let us just say that this is about promotions, marketing and
innovation.  I have listened to quite a number of people here, and the work in
ITEC is so interesting, but we could get really caught up in all of that if we do
not start thinking about how we will market this and promote it.  Katie – I have
an answer to your question on how to attract more people.  Awards
ceremonies, networking events and conferences – yes, you are right to say that
word of mouth plays a large role but, hopefully, you will pick up on one or two
things that I have to say here today.

The Full BFIIN 2006 Programme

I work with Equalitec.  We decided to use the platform of the British Female
Inventor and Innovators' Network (BFIIN) programme, which we had
earlier on this year, to use that as an opportunity to provide knowledge transfer
to the ladies by using the conference as that platform.  There was the
exhibition, and we feel very strongly that seeing is believing.  Many people
may not think that is true, but there are many people like me who really want
to see and talk to people on a one-to-one basis too.

The award ceremony is also important in terms of what we have to do.  We
had to look at the celebratory side, acknowledging and recognising the work
of the many women who entered into the awards.

In terms of the work we did for Equalitec, in the conference we looked at women
and ITEC.  The topic was Inventing, Innovating and Implementing.  We had quite
a number of speakers and I would say it was a jam-packed one-day conference
with lots of speakers.  The ones who are perhaps relevant to the conference,
basically to ITEC, were those speakers such as Annie Brooking from AstraZeneca;
Lindsay Harris from Fujitsu; Diane Benjamin from NHS Health and Social Care;
Julie Murray from Global Solutions from Unilever.  It was packed and every seat
was taken.  We had a waiting list of 132 people who could not get in – we
wished we had had a bigger venue but it was great that the DTI sponsored the
venue and the ladies were able to take it up and we even had people standing
at the back.  This was a really positive way of showcasing women who use ITEC
in this way, and who invent and innovate at the same time.

What Were We Seeking?

What were we seeking in terms of the whole entry system of the awards?  We
were particularly looking for women who had used ITEC in an innovative and
beneficial way in business, at work or in the home, and had come up with a
new way of delivering training related to ITEC or e-learning, and had come up
with an innovative solution that adds solution to an existing ITEC-based
product, process or service.  These were issues that we were looking for
particularly in all the entries.

Diverse Entries

We had a huge and diverse amount of entries.  The categories we were looking
at were whether we had any lone inventors; inventors in industry; ITEC
innovators; exceptionally creative innovators; support for product
development; capacity-building initiative, and we were looking at higher
education in terms of knowledge transfer.  It was interesting, however, that it
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did not really matter, because we had a category for ITEC innovators, but every
one of these categories attracted women from various areas of ITEC.  We even
had some ladies coming up and saying, 'Well, I know I am in ITEC, but I am
really an inventor in industry.  Can I enter into that category instead?'  We said
yes, and that they should feel free to choose whichever category they felt was
appropriate.

Equalitec Project brought the Necessary Boost in ITEC-Related Entries

In the eight years that we have been working with the British Female Inventor
and Innovator of the Year award, we have found that by being engaged and
working in collaboration, and being in partnership with Equalitec, it actually
boosted the quality and the amount of entries that were received from the
ITEC-related backgrounds.  Perhaps they were always there and we just never
looked at it in that way but, with the Equalitec project, we were able to identify
that about 40 per cent of the entries were ITEC-related.

This was a great way of using the BFIIN event, to promote ITEC and to inspire
more women into these areas when they may not even have thought about it,
or when they may have the skills but perhaps did not quite know how to use
them to get back into employment, or even on their product.  This just
demonstrated how ITEC can help bring positive change to our lives through
creativity.

The Judges

This year, the judges found this particularly challenging.  We had 16 judges to
look at this and Elizabeth was one of the judges who joined us.  I would like to
hear her views later about it, but it certainly was a challenge with over 70
entries, coming from different areas.  Of course, we had to ensure that we did
not lose sight of ITEC in a lot of them.  The areas of expertise included product
development, computer software design and marketing, intellectual property,
science, knowledge transfer in enterprise and innovation – I could go on and
on, but these were the sort of backgrounds that the judges had.  You could see
that the hands were going up, because they had to vote.  It was about three
days' work, unpaid, but I hope it was valuable and worthwhile for all the judges.

Superb Role Model

The winner: Morag Hutcheon from Hertfordshire won the British Female
Inventor of the Year.  Her invention, Pre.vu, is a music sampling device built into
a standard CD jewel case.  This was the first time for a long time that we had
someone who was really into information technology and communication at
that very high level, and we were very pleased to see that.

Wendy Hall:  What is a CD jewel case?

Bola Olabisi: It is a case – that is what she called it and I am sure that was her
marketing way of making it sound more attractive.  You could actually listen to
the music.  

Winning – ITEC Related Product

The invention comprises of software compressing audio files and the
machinery to upload the audio.  Basically, you can listen to the music for about
60 seconds before buying the CD, and this can be operated in any other way
as well.
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Winner Gets Huge Media Coverage

On winning that award, she had a huge amount of coverage.  If you are not
from London, you might not know the Metro, which is a free newspaper and
can be picked up at the Underground.  We had loads of calls as a result.  In fact,
I started wondering how we would manage this, since we became the victim
of our own success with people wanting to enter into the next one, and
wanting to find out more.  Morag became a superstar as a result, because she
was on Woman's Hour, BBC Online, BBC satellite news and in local papers, and
it still has not stopped.

Role Models

There were many other role models.  Dr Helen Lee from Cambridge picked this
one up, and I just liked how she came across on the day – this was Diagnostics
For the Real World Ltd, with a Chlamydia Rapid Test and First Burst Urine
Collector.

Other ITEC Related Awards

There were other ITEC-related awards that were given on the day.  It was very
difficult for the judges because there was so much more but, once again, I have
picked some up so that you can see some of the examples of the ITEC-related
awards that were given.  There was Megan Beynon from Winchester for Peridot,
ensuring links from the website point to the content that the website owner
intended.  We would need to ask Megan exactly what that is, to explain it further.
Nonetheless, this was something that the judges felt deserved an award.

There were Amanda Chessell from Hampshire, working for IBM, in the capacity
building project category; Dr Helen Ford from Bedford for optical coherence
tomography in the Higher Education Institutes category.  As I said earlier, there
were just so many that it was unbelievable to see this fascinating, remarkable
work from these ladies.

We have had loads of statements of support and I have particularly chosen this
one because, to be in the City, for them to be holding this event with so many
women from all over the UK and of course ITEC highlighting this as the major
part of the event – I have to say that, because of this, British Telecom came on
board as a big sponsor and are now discussing how they will work with the
next event.  It is great to be able to attract such a technology-based
communications sponsor like that for the event.

'The City and the UK thrives on brainpower and creativity and we are
delighted at the quality that today's awards have demonstrated.'

That was a statement by Michael Snyder, the Chairman of the City of London’s
Policy and Resources Committee.

I feel that I should leave you with one last statement that came from the event.
Of course, Elizabeth did not know I was going to show this.  We have many
case studies here.  They are brief, about who they are and what their products
are, and you may want to look at them.  I will leave you with Elizabeth's
statement:

'No further proof is needed that technology and women's creative talents
represent a powerful combination.'

Thank you very much.
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Questions and Answers

Wendy Hall: It is interesting how awards and ceremonies focus attention.  My
worry in all of this, however – and I participate a good deal in women's award
ceremonies, in organising and judging – is that women are being put into a
separate category.  I would like to be The Inventor of the Year, rather than The
Woman Inventor of the Year.  Would you like to comment on that?  There is this
tension between focusing on women and getting women to apply, which they
do not normally do, and putting them in a separate box.  What are your views
on that?

Bola Olabisi: Yes, I hear women stand up and say that, and sometimes they
will not even enter for that very reason.  However, we should look again, look
back, and see where we are and where we have come to as a result of actions
that have been taken in terms of getting more role models put in the spotlight
for women, and having award ceremonies, and seeing the positive impact that
we have been able to achieve by being able to do that.

I know why we started the British Women Inventor and Innovator of the Year
awards.  The reason I came up with the idea, and decided that I had to do
something affirmative, was because I had been to a British Inventor of the Year
awards and exhibition and conference at the Barbican here in London.  There
were 50 or 60 booths of inventions and this was in 1997, but not one had a
woman inventor in it.  We therefore had to find a way to boost the percentages
of women in this particular area.

Wendy Hall: That was a great answer, thank you.  We will break for lunch now.    
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DIVERSITY: THE ROLE OF PROFESSIONAL BODIES

Wendy Hall: The next session will focus on the role of professional bodies.  As
a Past President of the British Computer Society and a Senior Vice President of
the Royal Academy of Engineering, I fully understand how important it is to
have professional bodies looking at examples of best practice in this area, and
making sure that employers understand that this is required.

We have Professor Peter Main with us who is Director of Education and Science
at the Institute of Physics.  He has worked in the university sector for a long
time and he will be our first presenter this afternoon.

THE DIVERSITY PROGRAMME AT THE INSTITUTE OF PHYSICS

Professor Peter Main, Director of Education and Science

I shall be telling you a little about one professional organisation, the Institute of
Physics, and how we have been looking at diversity.  This will follow on, I
suppose, to the discussion about what professional organisations can do in this
area.  As Wendy said, I am Director of Education and Science and my
background is as a university academic in a physics department.

I am afraid that this will all be about physics – it will be good for you, but you
might not think it entirely relevant.  I will tell you about a few of the projects
we are undertaking in gender, ethnicity and disability and then give a
particular case study which has attracted a good deal of attention, about our
university site visit scheme on women in physics.  I will then say a little about
the future.

History and Background

What about the history and background?  We have a very well-established
Women in Physics Group, which is made up of members of the Institute –
female members, by and large, but not exclusively.  They got together because
they were interested in issues of diversity and, in particular, women in physics.
In 2002 Julia King, who was formerly our Chief Executive, set up a Women in
Physics programme – this involved a permanent officer of the Institute working
exclusively to promote women in physics.  This was broadened explicitly to
become a diversity programme in 2005.

We currently have 1.5 dedicated staff – it is not that the other one is half good,
but that she is part-time.  One of those people, Saher Ahmed, is here today,
and she is the project coordinator.

Broadly, we do two types of things in the diversity programme.  We monitor
diversity within the Institute, because we are a large organisation and we do
lots of things and so it is very important that we get our own house in order.
Something else we also do, which is perhaps at the larger end, is to promote
diversity within the physics community, which includes from the very
beginning of schooling – from primary school, all the way through education
and including employment.  There is a whole raft of projects we undertake,
some of which I shall refer to explicitly.

In terms of background at the five GCSE level, more girls than boys achieve five
GCSEs, and that is because, as we know, girls are more intelligent than boys.
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Then, as we progress through in physics, you see that the percentage of
females becomes increasingly smaller and, in academia by the time you get to
professorial level, the figures are about four per cent of physics professors
being female.  Just to put that in perspective, about 20 per cent of graduates
are female.  I might say, however, that these figures are increasing and there
have been some encouraging signs – for example, just under 17 per cent of
new appointments to physics departments are female, which is getting pretty
close to the number of graduates.  The situation is improving.

Background: Ethnicity in Academia

We look at ethnicity, at disability and other diversity issues, and we see a rather
similar picture – once again, this is focusing on academia.  In the UK
population, you have about eight per cent of people from ethnic
minorities and, by the time you reach professorial level, you have a
vanishing ghost of about one per cent from ethnic minorities.

Diversity and the Institute of Physics

If we think just about the first of those two roles that we play in diversity – that
is, looking internally at the Institute of Physics – we look at the gender
breakdown of our membership, for example.  Does our membership reflect the
percentage of physics graduates who are women?  If not, why not?  On our
boards and committees, are we representing the membership properly?  And
what about our speakers at conferences and so on?  It is pretty easy to get the
data on gender, but it is much more difficult to obtain proper data on ethnicity
and even harder for disability.

Gender Profile of the Institute

This is just an example of the type of thing we do: looking at the
representation of women in the Institute.  The percentage of our membership
that is female is slightly lower than the 20 per cent or so of physics graduates
who are female.  In the lower age range, however, we are well above the
percentage of physics graduates.

In speakers at conferences, for example, the fraction of women is less than half
the percentage of membership, and so we will be bringing that to the
attention of the people who organise the conferences and telling them to fix it.

You might notice that Council, which is our board of trustees, is well above the
average in terms of the female/male ratio.

Wendy Hall: Could I just make a comment?  This is true of many of the
organisations to which I belong.  The big problem is that the senior echelons
are trying to focus on women and get them into Council, which means that in
fact we are doing more work but we are not being asked to do the prestigious
things like being speakers.  This is a double or even triple whammy.  These are
the things we have to work at.

Peter Main: I could not agree more.  On that theme, if you look at the
Institute medals we find that women are not being nominated.  I would urge
you all that, if you are in professional societies, if there are awards, you should
ensure that women are nominated every year.  When they are nominated, they
are almost always high quality.  That is an important issue.
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Institute Ethnicity from Remuneration Survey

We have also tried to look at ethnicity from our remuneration survey.  I will not
go into the technical details of why we did it that way, but you can see from
that that we are basically a white, male organisation.  That is the case: that is
where we are.

Disability

I will tell you about a few projects.  We have found the data on disability very
hard to obtain, relative to gender and even ethnicity.  We have even spoken to
two of our Council members who are disabled and they said quite clearly, as I
have just done, that they would never write on a form that we would send to
them that they are disabled.  Even though their disability had a profound 
effect on the way they lived their lives they still would not say so, so this is a
real problem.

A total of 1.4 per cent of the people class themselves as disabled.  Another
aspect to this is that, as a professional organisation, the Disability
Discrimination Act applies to us.  One of the things we have to be very careful
about, for example, is degree accreditation, and anything we do in terms of
accreditation.  We have to ensure that none of our accreditation processes are
discriminatory in terms of disability.  If you are wondering how they could be,
then just think about laboratory work, and what we ask students to do in the
laboratory.  We have to ensure that we do not inadvertently apply
discriminatory practices.

We are working with other charity partners to try to create a good practice
guide for both universities and employers on disability – dealing with disability
in the physical sciences in particular.  If anyone would like to know more about
that, Saher is involved in the project and would be able to talk to you about it.

Disability in Higher Education

It should be noted that figures for disabled people in higher education apply
only to those people who say they are disabled.  In the physical sciences this is
around 6 per cent.  Slightly to my surprise, computer science had a lower
percentage of disabled people than the physical sciences did at 5 per cent –
although that, of course, includes dyslexia as a disability, which I guess is the
most common disability for people in higher education.

Specific Projects on Gender Issues

On specific projects on gender issues, we have done a good deal of work
recently on the vexed question of 'Why girls do not do physics ?'–
particularly at A level. If you include all the efforts in engineering and across
all the physical sciences, this is one of the areas where most interventions have
occurred.  One would have to say that almost all the interventions to try
to get girls to do A level physics have failed, because that percentage –
20 per cent or so - has not changed in the last 20 years.

We have tried to take a step backwards and carry out an extensive view of the
research.  We have conducted a complete research review of everything we
know – everything that is known about why girls do or do not do physics.  We
have even sent people into schools – and there are some schools that do
rather better at getting girls to do physics.  Statistics indicate that the best way
to get girls to do physics is to send them to an independent single-sex school
– although it is an interesting question as to which aspect of that is the
important one.
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We have put together a CPD package, which we are doing in collaboration
with the DfES and the National Science Learning Centres.  This was filmed two
weeks ago with James Fleet – the 'ineffectual man' from The Vicar of Dibley –
who is playing a school teacher.  Helen Baxendale, a rather more glamorous
film star, is playing a woman physics teacher who is teaching him how to
encourage more girls to do physics.  Look out for that video – I am not sure
that it will be in the shops soon, but it will be in the Institute of Physics shop
soon so you will be able to obtain it then.

We also have our bursary scheme, which attracted a good deal of publicity
and is coming in this autumn.  This will amount to £1000 per year for bursary
holders and it is an allowed criterion for a bursary to encourage a girl to come
to do physics – and also any other under-represented group in physics.

We have a Women in Physics Site Visit Scheme where we have gone into
universities, to investigate their gender friendliness, and I shall use that as a
case study – so more about that later.  I will just mention that the report on
that has been published – if you have not managed to obtain a copy today
and would like one, let Saher know and she will send you one.

Another project we have done recently is Best Practice in Career Break
Management, which is very much along the lines of today’s meeting.  Copies
are available here today.

Major Project on Ethnicity

We have a major project on ethnicity in physics and chemistry, jointly with the
Royal Society of Chemistry.  This was rather an interesting study, which shows
some of the problems faced by a professional organisation trying to work in
these diversity areas.  The study was done by the Warwick Institute of
Employment Research and the first thing you immediately see is that the
picture of retention and attrition of ethnic minorities is immensely complex.  As
I mentioned to someone earlier, you tend to talk about ethnic minorities, but
forget it.  You might talk about Afro-Caribbeans, but forget it, because Africans
and Caribbeans are completely different ethnic groups.  You might talk about
Caribbeans but forget it, because people from the different islands behave in
different ways.  You might talk about a particular island, but forget it – because
the social and economic groups make a very big difference.  All of these things
are rolled up in this complex cauldron of issues to do with ethnicity and
socioeconomic backgrounds.

Something that shines out, however, is that the Indians and the Chinese are
much more likely to do science, engineering and technology subjects.  The
British Asian groups, globally, are much more likely to do vocational subjects.
Then there are huge numbers of people from Chinese ethnic backgrounds, for
example, working in computer science.

Our next steps in this area are that we are planning to unpick the
socioeconomic effects and also to look at a rather curious observation that in
just about every single subject at university, people from ethnic minorities
achieve lower grades than people from a white European background.  No one
really knows why that is and we are hoping to do some work to try and
unravel that.
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Women in Physics Site Visit Scheme

I will spend the last few minutes on a case study, that of the Women in Physics
site visit scheme.

The Scheme

I will not give you the history, but I wrote to every head of a physics
department in the country and somewhat mischievously I also wrote to their
Vice Chancellor, suggesting that we might go in to see how friendly they were
towards women and female students.  About one-third of physics departments
wrote back and said they would like us to go in – this was a voluntary scheme.

If they agreed, then prior to the visit we would ask them to send us some
paperwork about things like admissions, the organisation of the department,
lists of speakers and so on.  Straight away, quite often they could not do that –
they could not give us the gender breakdown of admissions, for example, and
when they could not do that, you knew that they were not looking and
therefore that they did not care.  That was a very big issue.

Then a panel of five, which always included one man – often, although not
exclusively me – plus a secretary, would visit for one day.  At the end of the
day, having seen various groups, they would give a confidential oral report to
the head of department, followed by a confidential written report.

The Meeting

The day would start with a meeting between the departmental management
team, usually with an HR representative, plus the panel.  They would tell us
how wonderful the place was and how they were very careful about gender
issues.

We would then meet with the staff – female, male, Research Assistants (RAs)s
and postgraduate students – and then we would usually find that it was not
quite as sunny a picture as the departmental management would have us
believe.  We would then have lunch with the female undergraduates, there
would be a laboratory tour and then the informal feedback.

The 'Best' Departments

Although we are talking about quite a narrow group here, namely academic
physics departments, I certainly think that the findings can be applied across
all academic disciplines and many of them can also be applied to other sectors.
However, as we heard this morning, it probably is the case that universities
– which perhaps used to be in the vanguard of diversity – are now
running a long way behind much of the commercial environment. We
saw some horrific examples of bad practice, but in observing good practice we
noticed that it made a huge difference if you had a sympathetic head of
department. We came across examples of former heads of departments who
presumably would not have invited us in – but those previous heads of
department had sacked women who wanted to go part-time.

There are then other issues, including male participation in family-friendly
policies, so that they do not see maternity leave as a free holiday, for example.
Young staff have a positive impact as do mixes from different countries –
both of those are civilising influences which seem to have a very positive effect
on departments.  Women involved in senior management also made a big
difference, although I would have to say that, in a couple of cases we found
women who were senior professors who said, 'God forbid I ever become head
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of department, because it is so unpleasant to be involved in senior
management in universities because it is such a macho environment.'

Wendy Hall: That is very true.

Peter Main: Yes, they did not want to become involved.  We know that strong
social networks for women are very important.

Important Issues

These are some of the issues that cropped up.  We were still finding cases of no
women on recruitment panels. A very common situation was having no
explicit policies on how to deal with candidates who had had career breaks –
and this was also true amongst promotion cases as well.  Promotion was one
of the really big areas where we found serious problems – in identifying
candidates for promotion, there is a good deal of 'nudge-nudge', 'wink-wink' in
private exchanges.  Women, who were perhaps not so confident about their
own CVs, were not putting themselves forward whereas men, who had
perhaps no chance of promotion, were doing so.  We found that happened
quite frequently.

With regard to workload allocation, I cannot resist telling the anecdote which
some of you will have heard before.  We used to go in and ask whether they
had a workload allocation model, to make it fair.  Yes.  Was it transparent?  Yes.
Do the staff know it?  No.  Why not?  They would not understand it.  I cannot
tell you how many times we encountered that.  There is a tendency for women
to find themselves on the students committee, or the pastoral care committee,
rather than on the research committees and so on.

The most important issue that we found, and the most worrying one was
that even successful female RAs and postgrads could not see that an
academic career was for them. This was for a whole stack of reasons: not
consistent with starting a family, effect of multiple short-term contracts,
that the average age of academic appointment in physics, at least, is 35.
Given that between your PhD and the age of 35, you probably have nine
or ten years at best, then having a couple of children during that period
will be a severe disadvantage.  Of course, 35 is by no means too late to start
a family, but you do not want it to be the average age for starting a family.
That is a very big problem, and it was something we encountered at almost
every institution.

There was a whole stack of stuff about the lack of good careers advice, lack of
role models and the long hours culture. I have no doubt that, in academia at
least, and perhaps in the ITEC industry as well, where I have heard there are
problems, the preponderance of short-term contracts is doing huge damage.
In the university sector, the RAs really are the downtrodden people and they are
treated abominably badly – largely by the academics, one would have to say.

Site Visit Outcomes

I will just mention the site visit outcomes.  The fact that the visits took place
was the most important point because it meant that gender issues were
discussed in the departments, possibly for the first time, and because they
started to look at gender disaggregated data.

We produced this general report (Women in University Physics
Departments IoP Feb 2006).  The final point there is that we are trying to
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extend the scheme to industry, in collaboration with a number of other
organisations, which is not proving easy.  When I say that it is not so easy, I do
not mean that the collaboration is not so easy: it is considerably more difficult
to have a visit scheme like this to go into industry, because trade unions and
HR get involved at a high level and make it much more difficult.  We are having
many problems doing that.

The Future

In the future, with the industry site visits, we are doing a longitudinal survey
of all physics graduates – or as many as we can find – to see what
happens to women. Why do they drop out?  What is the leaky pipeline?  We
will look into that. Guidelines on disability will be published. Good practice on
encouraging more girls into physics will be disseminated.  There will be further
investigations on why certain socioeconomic groups underperform.

The International Review of Physics Research which took place recently – the
research councils periodically review various subjects, such as engineering,
physics and chemistry.  The international panel said that there are not enough
women in physics departments in the UK and that something should be
done about it. The research councils threw up their hands in horror and said
it was not their side of things and so the Institute of Physics is taking it upon
itself to set up a campaign and find the best way to increase the number of
female academic staff.

Thank you.

Questions and Answers

Agnes Segal (Institution of Engineering and Technology): I was interested
in your comments about awards, and that women are not being nominated.
Do you see the same effect in the scholarships area, where individuals are
applying for these things?  Do you find that, if women are given an equal
opportunity to apply, they put themselves forward?

Peter Main: We do not really have scholarships in that form.  The bursary
schemes are not applied for in quite the same way and so that is not a fair
comparison.  If I could just elaborate a little on the awards, it seems that even
other women do not tend to rate women enough to put them forward for
awards – that is all I can say there.  Because we have a Women in Physics
group, I have said to the chair that they should make sure that their members
nominate women for every award, every year.  If we do that, we will rectify the
problem.

The evidence from the university visits is that women are more reluctant to put
themselves forward for things – although I am afraid that that is anecdotal.

Saher Ahmed (Institute of Physics): The Institute has also initiated a
Fellowship Mentoring Scheme so that female fellows mentor potential female
fellows.  This is proving to be quite successful.

Wendy Hall: That point came out this morning.  Mentoring is huge in this.
Agnes has pointed out that this issue with awards is across the board.  The
Academy has dreadful difficulty in getting women nominated for its awards
and is constantly trying to persuade people.  It is not that the women are not
out there but it is that they are not put forward.  Women do not put
themselves forward and other women tend not to put other women forward.  I
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know that the UKRC is doing a great deal in this area but it is a huge problem.
You have to create women's awards, but then they are in a kind of women's
ghetto.  It is very difficult.

Katie Perry: Would you get into trouble if you had some kind of 'recommend
a friend' type of scheme, where the person who recommends a friend receives
an incentive?

Peter Main: The idea of giving incentives for nominations for awards is a tricky
one.   I do not think it is like an incentive in that sense.  It is like anything – to
put your finger on why there is not proper representation is always difficult.

Wendy Hall: When I worked for the Institute of Physics, there was certainly a
feeling of some kind of 'old boy network' where, before the awards were made,
it was kind of known who would be getting what.

Peter Main: I can honestly say that that is not true today.

Wendy Hall: I hope it is not any longer.  Generally, I think it is very fair across
societies nowadays.

You said that there were not enough women on recruitment panels.  If there is
just one female member of staff in a department, does she have to be on every
recruitment panel?  This is the problem – including them on recruitment
panels where there are no women being interviewed, because no women
have applied.  How do you implement a policy like that, to say that there has
to be a woman on every recruitment panel?

Peter Main: I have a slightly oblique comment on that.  One of the
departments we went to had no female members of staff.  When we met the
female staff, we met female staff from cognate disciplines – mathematics,
computer science or chemistry.  They said that, although it was a friendly
department, and it was a department that I happened to know quite well
personally, they said that they shuddered every time they went in because of
the maleness of the friendliness, and how important it is not to have just all
men there.

Wendy Hall: Yes, that is so true, but it is so hard when you are the one
woman.  I am the only Professor of Engineering at Southampton, and have
been for the last 12 years.

Peter Main: But they have a professor of physics there ––

Wendy Hall: Yes, but not in the engineering faculty.

Pam Wain: I have been both the victim and the beneficiary of a policy of
having a woman on every academic selection board.  It gave me 'exposure' to
senior management, and more visibility of women and I could get my point of
view, but I had to conceal from my colleagues at my own level that I was
sitting on these boards because I could not share experience because the
average man was not sitting on these boards.  So yes, it goes both ways, but I
was being borrowed across departments.

Wendy Hall: Yes, and then there is the time factor, because all you do is
recruitment.
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Pam Wain: Yes, you do it for that much time.

Wendy Hall: I am sorry, but I have stolen some of Peter's discussion time.

Next, we will hear from Belinda, who is Head of Legal Policy at the Recruitment
and Employment Confederation, and will tell us what she does.
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DIVERSITY – THE RECRUITMENT INDUSTRY'S PERSPECTIVE

Belinda Brooke, Head of Legal Policy, 
Recruitment and Employment Confederation (REC)

I am Head of Legal Policy at the Recruitment and Employment Confederation.
We are the trade association for recruitment agencies in the UK.  We have
approximately 70 per cent of the UK recruitment industry by turnover in our
membership, so we have a wide reach.

The Challenge: Latent Talent

The REC, as the trade body for the recruitment industry, has access into
government and a great many decision-making bodies across the UK.  We
want to see the recruitment industry leading the way in diversity,
certainly where recruitment is concerned. Finding the right people for the
right jobs is the recruitment industry’s business and diversity is about
harnessing the talent and potential of everyone to achieve that.  Therefore, the
two naturally go together.

What is the challenge in recruitment?  The challenge is in finding the talent
that has perhaps fallen by the wayside, because jobs and professions have
more easily lent themselves to a particular sex or a particular race, or excluded
a particular sex or racial groups.  They may even have been inaccessible to
people with disabilities.  Also, with the age regulations coming into force in
October, age is particularly pertinent, because much of the latent skill and
experience in the UK social make-up is probably vested in many of those
workers who, by dint of their age, have been overlooked for either recruitment
or promotion.

It is also important to remember that, from time to time it becomes difficult to
recruit in many regions and sectors.  Those sectors change, as do the regions,
but issue remains that skills shortages come and go and a flexible response to
them is needed.  For instance, over the last decade it has been particularly
difficult to recruit in healthcare.  This is now changing but there will be skills
shortages developing in other areas instead.  One way the government deals
with this is to draw up an official Home Office list of skills shortages, which
informs who will be allowed into the country on an expedited work permit.

REC's Response

The REC's response to the diversity issue was to set up a diversity forum – a
group of recruitment companies and other stakeholders to explore the issues
of diversity in industry and develop strategies and processes to address them
going forward.

The recruitment industry sits in an interesting place because it is the interface
between candidates seeking work and employers seeking workers.  One of the
first tasks the REC diversity forum completed was drawing up what we call the
diversity pledge. This is a self-certification exercise, whereby an agency signs
up to the pledge and in doing so agrees to address certain criteria when going
about their business as recruiters.  There was nothing in the marketplace at the
time the pledge was developed, particularly not that assisted small businesses
in addressing these issues, and the majority, (95 per cent of our members), are
in fact small businesses.  The characteristic that makes the pledge unique is
that it represents a marriage between the public and private sectors in that it
has been developed in association with Jobcentre-Plus, the state recruitment
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agency, or the Job Centres, as they used to be known.  The purpose of course
was to devise a common standard across the entire recruitment market
on this issue.

As an industry, we find that diversity is something that tends to get stuck in HR
and personnel departments and is slow to permeate through the culture of
employers' businesses.

The pledge was also created in association with a number of other partner
organisations to ensure that not only the interests of recruiters were being
reflected.  It was launched in December 2005 and audits against the pledge
are due to commence towards the end of 2006.

Aim of the Diversity Pledge

The aim is to encourage members to challenge discrimination wherever they
find it and to recruit actively from a diverse pool of candidates.  It is hugely
beneficial to the REC to have opportunities like this to come and talk to
employers because there is a perception out there that recruitment agencies
are the evil partners in this whole process; that is that the whole discrimination
process starts with the agencies.  Yes, I can see that everybody is nodding and
grinning at me, so I know that I have struck a chord.  In fact, however, our
experience as advisers to the industry is that many of the problems start in
discriminatory instructions that agencies receive from employer clients.

A large number of the agencies that contact us for advice report not knowing
what to do having just received a request to do something discriminatory or
unethical.  They fear that, if they do not do as instructed, they will lose the
business, and if they do they could become liable to a claim.  That is a huge
problem for recruitment agencies, many of which are very small: they win a big
contract, and there may be one rogue manager in an organisation who has
particular ideas about what she or he wants, which they will endeavour to
procure by whatever means necessary.  The agency, who has perhaps dealt
with other departments in the same business previously, is then left to pick up
the pieces.  Does it risk losing the entire contract, and the business and the
goodwill of their client or does it risk breaking the law?  There is no easy
answer and such matters need to be addressed on a case-by-case basis.  It is
often a question of having a quiet discussion with the client.  However, many
agencies are small and are easily intimidated by their clients.

The recent Panorama programme on age discrimination showed some fairly
shocking footage.  The investigating journalist telephoned a number of
agencies making a discriminatory request and, nine times out of ten, he was
given the nod by the agency.  We do not know which agencies he called,
Panorama was not forthcoming with their names when asked.  REC would like
to think that those contacted were not in its membership but on the fringes of
the profession.  It is of course relatively easy, if you are a mischievous employer,
to look in your Yellow Pages, and find some recruitment agencies which do not
have the REC logo attached to their advertising and which may be a recent
start-up without any knowledge of industry standards or indeed industry
regulation.  It is all too easy for agencies to drift in and out of the industry and
for less scrupulous client employers to find an agency willing to adhere to their
instructions.  That is why it is important for good employers to check for REC
membership before agreeing to do business with an agency.
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Diversity Diagnostic

Allied to the diversity pledge, the REC has developed on its website something
called a 'diversity diagnostic’.  There is no reason why just agencies should use
this.  It comprises a question and answer sheet, which is easy and quick to fill
out.  The sheet contains a number of questions with yes or no answers and
according to how the person completing the form scores, they would be given
a diagnosis of their performance, together with an action plan of how they
might improve their processes, their training and so forth to robustly address
diversity issues.  This together with the REC diversity pledge can be found at
www.rec.uk.com under the audits, standards and diversity tab.  Certainly, if you
are using recruitment companies, it is worth asking them whether they are
aware of it or undertaken it.

Internally

It is very important, when employers are setting out to source some staffing
solution for their own business or institution, that they know who is
responsible internally for their own diversity policies, and also for the
procurement of personnel, and that the two understand each other’s own
policies and ways of doing things.  It may be the process in itself will give rise
to some soul searching, but at least if that line of communication has been
properly covered off, everyone at the employer's organisation will be going
forward in a unified way.

An employer then needs to look at the criteria it employs when it chooses an
agency.  Is the agency an REC member?  If so, has it signed up to the diversity
pledge?  If not, what are its policies?  Is diversity an issue it is aware of and
addressing?  If an employer asks an agency about diversity and the agency
does not understand the word, then the employer has a fairly clear indication
about the calibre of that particular agency.  There are various ways in which an
employer can make inquiries of the agencies it is using, to ensure that they are
following policies the employer would endorse if it were recruiting itself.

Externally

The REC website address is www.rec.uk.com.  Click on the tab headed audits,
standards and diversity for further information about industry standards, the
REC Code of Practice and complaints procedure and our information on
diversity within recruitment.  An employer will also be able to see whether the
agency they are using has signed up to the diversity pledge, because it will be
registered on the website.

Thank you for your time and attention.

Questions and Answers

Wendy Hall: Thank you, that was very interesting.  At this sort of forum, you
do not usually hear presentations from people in recruitment, and there was
some very useful information there.

Sheila Pen (University of Bath): You said that there are some agencies on
the fringes that play up.  Is there anything that you can do about that?  It is in
the interests of the agencies signed up with you to be able to protect their
reputation.

Belinda Brooke: Yes, there is something we can do.  We have a code of
practice and all our members have to adhere to that.  If they do not,
complaints can be made against them through our own complaints
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procedure.  In extreme cases a breach of our code can result in an agency
being expelled from membership.

If there are complaints about an agency, the first thing to do is to raise it with
the REC.  We will see whether the agency in question is one of our members
and if it is we will address the complaint under our complaints procedure and
take appropriate action if we find a breach of our code of practice.  If the
agency is not an REC member, then the DTI has its own department dedicated
to the governance of the recruitment industry – called the Employment
Agency Standards Directorate.  This department is within the DTI and its
telephone number is 020 7211 5000.  The DTI will address any complaint that
you have about an agency directly.

One of the difficulties with the recruitment industry is that it is perceived as
being unregulated.  This could not be further from the truth.  However, in 1994
the government passed something called the Deregulation and Contracting
Out Act.  This did not deregulate the recruitment industry – the industry is
quite highly regulated – but it did remove the requirement for agencies to be
licensed.  This meant that there was no longer a record of those inside the
industry and therefore no way of knowing who was coming in and out.  It is as
easy as furnishing your living room, to set up an agency – but it is not all that
easy to run one efficiently, do well and make a good living out of it, because it
is so highly regulated and there are now increasingly stringent industry
standards that apply.

Employers and work seekers are becoming increasingly aware of their rights –
employers have always been fairly aware of their rights but work seekers are
becoming increasingly aware of their rights and there are an increasing
number of helplines that they can access.  With that, therefore, information
gets out and the upshot is that it is becoming increasingly difficult, which is
why so many come in and out of the fringes.  They go in, thinking that it will
be easy, but then they back out again pretty quickly, because it is not –
particularly in the public sector, where margins are being driven down and
down.  An agency has to have a pretty robust infrastructure if it is to survive in
that market.

Wendy Hall: Thank you, that was very useful.  

Next, we will hear from Sue Ferns, from the trade union perspective.
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PROSPECT Sue Ferns, Head of Research and Specialist Services, Prospect

First, let me say that I am very pleased to be here and to speak in a session on
professional bodies.  We are a trade union, but we pride ourselves on trying to
advance the professional interests of our members too.

About Prospect

The union by which I am employed is called Prospect.  It is a relatively new
union, having been formed from the merger of two unions about four years
ago – one of which was primarily in the public sector, the Institution of
Professionals, Managers and Specialists, and the other union was the Engineers'
and Managers' Association.  We are now a TUC affiliated union with a little over
100000 members, a good proportion of whom – around 68000 – are in
science, engineering and technology occupations.  These remain split pretty
much 50:50 across the public and private sectors.

Let me say a word from the outset about our own commitment to diversity.
One of the things trades unions often do is tell employers and everybody else
what they should be doing about this and, of course, it is only right that we
should try to do the right things ourselves.

We have a member of our senior management team who has an explicit brief
to deal with equal opportunities issues.  We also employ a dedicated equalities
officer.  Having said that, the key point about that is not having equality as a
specific resource, but her key task is to ensure that that is integrated into
everything that we do.  When our negotiators go out, equality – diversity – is
part of what they regard as their normal business.

We have committees on science, engineering and technology and equal
opportunities, where we bring together some of our key lay representatives
from a variety of work places.  They have the responsibility to advise our
National Executive Committee and to develop policy and initiatives on the
issues for which they are responsible.

At another level, we also operate networks of our members – these are people
who do not necessarily want to become actively involved in the union and
give part of their professional time to it, but we operate networks at various
levels, be they face to face, e-networks and so on, to allow them to be in
contact with other members of our union who have similar interest to theirs.

Our Agenda 

What are we about?  We are clearly a trade union and we are primarily about
representing our members in their workplace.  Having said that, we are
interested in how people get into science, engineering and technology –
in other words, what the feed-through is, where they come from, whether it is
the education sector, or whether they are coming out of education, and what
other routes they take to get in there.  Equally important to us, it is about
getting on once they are in there and, in many cases, just keeping them –
particularly women – in science, engineering and technology.

Essentially, we are interested in good work for our members. The key
components of good work experience are Pay, Work-Life Balance (flexibility)
and Education and Training.
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Being properly rewarded for what you do is important and it is a key part of
what any trade union does.  Equally, we are interested in what that work
experience is like, and so we look at issues such as work-life balance, flexibility
and so on.  Then there is also education and training and, as I said, this is not
just a matter of what educational experience people have had as they come
into work, but what their education, training and development opportunities
are once they are in that work.

A further point is the legal one – employment law is an increasing part of
what every trade union does.  For us, it provides both a foundation and a
backstop, when we are not able to achieve our objectives by other means.

Causes of the Gender Pay Gap

The recently published Women and Work Commission analysis identified the
causes of the gender pay gap as occupational segregation, length of work
experience, number of work interruptions, part-time employment,
qualifications and skills, travel to work issues and unobserved factors (eg
discriminatory treatment).  It is worth noting this because the gender pay gap
is a key concern to us.  This definition illustrates very well the different
dimensions and that it is a layered and quite complex issue to deal with.
Because it has a range of dimensions, there are of course a range of
approaches to dealing with different aspects of this problem.

There are some aspects which, as trade unions, we can do more about directly
than others.  Some of them are very large and long-term problems – problems
of occupational segregation, for example.  For us, however, this quite nicely
sets the framework of where we would like to try to make a difference in
people's working lives and in their work places.

The point about discriminatory treatment is one that we would see as core to
our agenda because, whatever view people have about trade unions in the
round, the research increasingly shows that people still value trade unions as a
source of justice in the work place, and as a force for fairness.  That is quite a
big part of what we do but, unfortunately, that is often very much in dealing
with the problems when they have arisen while, in some of the other areas, we
are trying to make sure that those problems do not arise in the first place.

Our Actions

It is quite easy to say what we are about, and it is quite easy to analyse the
problem as it exists, but what do we do about it as a trade union?

Using the same headings again, equal pay is obviously a big issue for all trade
unions.  It is a big issue for us at Prospect.  We spend a good deal of resource in
training our own members in equal pay awareness. We advise on equal pay
reviews, where we can persuade employers to do those, and that is easier to
achieve in the public than in the private sector.  Similarly, this applies in terms
of training and advice, on job evaluation and grading systems, which underpin
pay systems too.

The Women and Work Commission report is quite useful to us, particularly in
terms of our public sector membership here, where it is reinforcing the call for
employers to undertake equal pay reviews.  It very much lays down the
challenge to government and the rest of the public sector to take a leading
role here and we are keen to work with them to make sure that this happens.
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Work-life balance and flexibility – these are examples of the wider cultural
environment at work, which we would like to influence for the better.  How do
we do that?  We provide bargaining advice both to our full-time officials
and to our lay representatives, who negotiate on these issues in their
own workplaces.  We provide and publish guidance for our
representatives and members, and we also run training courses for them.
Those might be national training courses or, where particular issues arise, we
will try to devise training and development programmes – very much to help
our representatives to help themselves on some of these issues.

In terms of education and training, we really have three kinds of intervention.
One is that we have a programme to train our own representatives, and that
obviously covers a wide range of issues.  Core to that is training them in
negotiating and bargaining skills, and increasingly part of that agenda are
issues such as equal pay.  There are also issues arising from all the social
legislation that has arisen through Europe.  There are the new regulations and
legislation in relation to disability discrimination and so on.  We do all of that
with our own representatives.

Quite separately, recognising that those active representatives are only a part
of our membership, we try to run programmes that enhance the CPD
opportunities of our own members. We have one which we call
'Opportunities for Change', which is very much about giving people the
opportunity to step back from their day-to-day work pressures and think about
their career direction, where they want to go and what practical steps they
might take to get there.  Like many unions now, we have a network of union
learning representatives who are present in workplaces, to provide information
and advice, and to signpost people to some of those opportunities.

We also like to work with other organisations. We have representatives who
work through SETNET.  We have some involvement in WISE as well.  That is a
very brief snapshot of what we do.  As I have said, where necessary, we will
take legal cases, where working in partnership and negotiations do not take us
forward.  At the moment, we have a very big equal pay case which involves a
woman inspector in the Health and Safety Executive, which has recently gone
to the European Court of Justice, and we await the Advocate General's opinion
– and, for us, this is very exciting, particularly if it goes the right way.  If it goes
the right way, it will certainly help to boost our negotiating arguments in a
range of other workplaces as well.  I have to say that that is not our first option
or our first preference – our preference is to move forward by consultation,
partnership and negotiation.

Public Sector Gender Duty

Let me briefly mention the new public sector gender duty (Gender Equality
Duty), as an example of a new piece of regulation which will enable us to
build a series of activities.  This will come into force next year, probably in April.
It will be very useful, because of its potential reach, and because of the
potential it provides to take forward a range of strategies in the workplace.

One of the key objectives in bringing this forward, which is certainly one we
share, is about encouraging cultural change in the workplace.  This will
make sex discrimination unlawful in the exercise of public functions.  It
will include the general duty on all public authorities to eliminate sex
discrimination and promote equality between women and men. In
addition, there are some specific duties on named authorities, outlining the
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actions they must take to comply with this general duty and in particular to
produce a gender equality scheme with goals and targets. These duties
are similar to the existing race equality duty, and the forthcoming disability
equality duty.  We see this as a very good opportunity to develop some of the
things that we have been trying to do before, but also to marshal some
additional force behind our arguments.

Who Does the Gender Equality Duty Apply To?

We are very pleased that the duty applies to public authorities, not only as
employers but also as providers of services. We were actively involved in
the TUC in lobbying for education to be included within that service provision
and I am very glad to say that we won that argument.

What Will the New Duties Mean for Women in SET

What might this mean in the workplace?  What kind of role might this have?
First of all, in terms of educational institutions, we think it will have an impact
on careers advice and on work experience opportunities, and also on the work
of Sector Skills Councils and the Learning and Skills Council.  Clearly, those
bodies have their own relationships with a range of educational institutions,
but they are also bodies that include trade union representatives on every
Sector Skills Council, and on every Learning and Skills Council.  We will be
briefing our representatives to make sure that they play a full and rigorous role
in relation to this new duty.

In the new duty, we think there are opportunities for better coordination
between schools to share facilities perhaps, and resources and good practice.
This was something we pressed for in our response to the initial consultation.

In all of these areas, we find it very useful to use the advice produced by the
Equal Opportunities Commission as well.  We will be looking at gender impact
assessments and, for example, we have already started to do that in terms of
some of the relocation proposals in parts of the civil service.  In that case, we
will be looking at the race impact assessments of those.  We also think there will
be implications here for performance pay systems, and so we will be
developing our guidance and working with our negotiators on those issues too.

Working in Partnership

Finally, I just wanted to reinforce the message that, wherever possible, we are
about working in partnership with a range of organisations.  We do not think
we can solve these problems on our own but we think there are opportunities
for us to add value to the initiatives with a range of other partners.  It perhaps
goes without saying that that includes the TUC and our sister unions, including
the AUT – the university and colleges union.

We also work through the new Union Learn Institution, which was formally
launched by the Chancellor last week.  They have, for example, recently put out
new guidance about apprenticeships, with a focus on breaking down
occupational segregation in apprenticeships.

Of course, we work with employers – that is really what we are about.  Day-to-
day, that is our bread and butter, and we have some very good and
constructive relationships with employers in these areas.  Some of the research
councils, for example, have been very good on some of these diversity issues.
We also try to work with professional bodies and have undertaken some
initiatives with the Engineering Council.
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As I have already mentioned, we try to use our representation on bodies such
as Sector Skills Councils, to put forward the diversity agenda.  It is very sad that,
often, those bodies still rely on their trade union representatives to do that.
There is still much to be done there.  We are also working with the Sector Skills
Development Agency.  My own union, for example, works very closely with
SEMTA, the Science, Engineering and Manufacturing Sector Skills Council, and
also with Energy and Utility Skills, and councils like Cogent, which cover oil, gas
and nuclear industries.

Last but not least, there is a range of government bodies.  Obviously, there are
the Equalities Commissions, and also the Department for Trade and Industry,
and also bodies like Investors in People.  We have recently trained up some of
our union learning representatives to qualify as IIP assessors – very much with
the support of their employers.  That illustrates very well how the partnership
can work to mutual benefit.

Wendy Hall: Thank you very much.  That was another perspective that I do
not usually hear about – that of trade unions.

Tom Brennan is our next speaker.  Tom is from the Engineering Employers'
Federation and he will give us a perspective from another professional body.
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ENGINEERING EMPLOYERS' FEDERATION

Tom Brennan, Senior Management Adviser, EEF South

Thank you very much for inviting me to speak here today.  I have really enjoyed
all the contributions so far and, as my talk unfolds, you will realise that I do not
suffer from 'a culture of certainty'.

EEF – Nationally

I am here to talk about the EEF, which was founded in 1896.  EEF is a not-for-
profit federation of employers' associations.  It is made up of 11 regional EEF
associations and a 'central' EEF.  We have 550 staff in the UK; 6000 member
companies including 900000 employees.  There are 60 legal and employer-
relations specialist staff in the EEF, and 40 health and safety specialist advisers.
The annual turnover of the EEF and associations is in the order of £30 million.

EEF – Aims and Objectives

The EEF is not a professional body: it is an employers' association.  We do not
make employers pass a test before they join, so we have all types of member
companies.

The aims and objectives of the EEF are to represent the interests of
manufacturing in the UK at all levels of government, to provide centres of
expertise in employment law, health and safety, and to coordinate all the
association's activities to ensure compliance with our standards for
membership services.

EEF South

EEF South is one of these 11 associations, which is where I work.  I am in the
Legal and Employment Affairs Business Unit and the association has its main
offices in Hook, Hampshire, with sub-offices in London, St Albans and East
Malling, Kent.  We have approximately 52 staff of whom about half are
consultants involved in delivering the government's Manufacturing Advisory
Service.  Our annual turnover is £5 million and there are nine legal and
employment relations advisers, of which I am one.  I am one of two advisers
who are not lawyers.

I have been an employee of EEF South for 15 years and, when I joined, we had
six men in what was then the Employment Relations section.  I was at least 15
years younger than the others.  Today, there are two men and seven women
engaged in work of Legal and Employment Affairs – I suppose that I am a
remnant from the old days.  Whenever we recruit advisers, we will recruit
legally qualified people.  As an employers association we are owned and
managed by our members and we are a not for profit membership association.

EEF South – Aims and Objectives

Our aims in EEF South are to support our members in achieving best practice
and to comply with the employment relations, health and safety and
environmental legislation.  We provide members with a comprehensive and
cost-effective range of professional and business improvement services, and
we support the 'federation' – EEF – in its national representation.

EEF South – Membership Profile

In EEF South, we have 850 members, 87 per cent of whom receive the full
range of services.  Which means, we represent the members at employment
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tribunals, update all their contracts of employment, provide them with all the
up-to-date information on all the areas of employment that we cover.

Our longest serving member has been with us for 87 years.  We have a mixture
of manufacturing, engineering, technology companies and some public sector
organisations as well.

It is also important to note that we have in membership a number of small
organisations who do not have an HR department, so the range of
organisations in membership is very wide.

EEF South Core Services

The core services that are provided are Legal and Employment Affairs; Human
Resource Management; Health and Safety Advice; information and Research,
and Training.  We provide a range of publications as well as networking, and
are active in representation the sector within our region.

Legal and Employment Affairs: Specialist Information

I have brought with me some of the specialist guides that we produce.  There
is our famous EEF Employment Guide and we also have The Guide to Family Leave
and Flexible Working; Guides to Dispute Resolution; Data Protection; Handling
Redundancies; Fit for Work; Information and Consultation. These are all produced
by EEF nationally – EEF in Broadway House, London.  In each of the guides,
there is a mixture of legal, and HR advice, and are designed to ensure that
member companies meet their legal obligations and also follow best practice.
That is the nearest we come to telling our members what to do.

We also carry out surveys on pay and absence, and long-term sick, for example.

Employment Tribunal Performance in 2004

One of the areas in which we pride ourselves is our employment tribunal
representation service.  In 2004 the percentage of cases won by the claimant,
ie the employee bringing the claim, was 14 per cent. However, where the
company was represented by an EEF association, only four per cent of
claimants won their case.  In 2005, 20 per cent of claimants won their case,
nationally, whilst only two per cent of claimants were successful where the
company was represented by EEF.  I do not know whether many of you know
this, but only a very small percentage of claims lodged with tribunals get as far
as a tribunal hearing.  Of those cases which do get as far as a hearing, the
nationally statistics show that almost half of cases, 45 per cent, were won by
claimants.  If you compare this with cases where an EEF association was
representing the company, however, only 18 per cent of claimants were
successful.  In 2005, the percentage of successful claimants, where the EEF
were representing the company increased slightly.  We still pride ourselves on
having an excellent record in defending member companies at employment
tribunals.

Carol Long: I am not sure that I feel comfortable with you being so proud 
of that.

Tom Brennan: I will take that as a compliment.  We only represent the
employers.
Carol Long: What are the cases about?

Tom Brennan: Half the cases are unfair dismissal.  I think about 20 per cent are
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discrimination claims.  Of those discrimination cases, about half are disability
discrimination and one third of all the discrimination claims are sex
discrimination, while 19 per cent are race discrimination.  Discrimination
represents a very small part of the total number of claims that we have
handled. We have handled 1700 in the last year.

Carol Long: So you are making sure that the employers win.

Tom Brennan: We only get the cases which are sent to us by our members.

Carol Long: That is what is coming across.

Tom Brennan: We do a good job of defending the claim.  We give members
detailed publications and we advise them on good practice in the first place
and, if they follow our advice and have us representing them, then the chances
are that they will be well prepared at the tribunal hearing.

Representation is another key role of the EEF, which is an influential
contributor to government consultation. EEF is consulted on proposed
legislation in the areas in which we are involved.  EEF proactively lobbies
government on behalf of our members' interests and we represent the sector's
view in matters such as the Chancellor's budget.  The EEF associations work
closely with regional development agencies and we have close ties with other
representational bodies, such as the TUC, ACAS and CBI.

Information and Research – Breakdown of Inquiries

The top ten enquiries which we receive in our Information and Research facility
are salaries (25.3 per cent), EEF publications (6 per cent), pay settlements (4.5
per cent), company details (4.5 per cent), policies (4.4 per cent), absenteeism
and labour turnover (4.1 per cent), economic indicators (3.7 per cent),
apprenticeship agreements and pay (5 per cent), medical and occupational
health (3.3 per cent) and international employment (3.2 per cent).  Bigger
companies tend to have their own information organisations, while smaller
ones do not.  Most of our enquiries are about salaries, followed by specimen
policies and publications.  With pay settlements, members want to know the
going rate for certain types of jobs.  Those are the types of enquiries that
Information and Research receive from members.

Let me move on next to the area under discussion today.  EEF has an interest in
all matters relating to the labour market and employment law.  EEF
participates in initiatives and consultations, puts forward the views of its
members and, we would say, produces a balanced position that
encourages good practice and respect for legal obligations.

The manufacturing sector presents a number of distinct gender issues.  Much
of what I am about to talk about is desk research, as I am not claiming to have
firsthand experience.  There is a longstanding tradition of under-representation
of women in engineering, manufacturing and technology.

Areas of Concern

Our areas of concern are that female pupils are far less likely to choose to
study science, engineering and technology than male pupils. The DTI
reported in 2002 that only two per cent of girls who completed A levels took
physics – and you can tell me whether that is right.  Maths and science-based
A levels are taken by more than twice as many males than females and this
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lack of interest in studying SET translates into a lack of interest in SET as a
vocational choice.

EEF West Midlands Survey

Our sister association in the West Midlands is the biggest association and its
membership tends to be mainly engineering-based, as opposed to EEF in the
South, where we have a wider range of organisations who are members.  The
West Midlands survey in 2004 showed that of pupils in years seven, eight and
nine, almost 15 per cent of males expressed an interest in engineering, as
opposed to 1.2 per cent of females.

Influences on Choices

Pupils' choices and preferences are heavily influenced by gender stereotypes
that are developed at an early age.  The EEF view is that the influence of
gender stereotypes comes through in all the research that is carried out, and
that this must be addressed first as a fundamental step in increasing the
number of women who study science and engineering subjects, who then go
into this sector of the labour market.

Education and Training

I will talk about a few of the initiatives with which some of the associations are
involved.  West Midlands has a 'Technology Tree' initiative. This is a programme
for raising interest among girls and boys in technology.  The Technology Tree was
founded in 1989 to support primary school teachers in delivering a technology
curriculum, using the engineering sector in the context for learning.

There were approximately 500 teachers as Technology Tree graduates and
15000 pupils involved in this scheme.  Teachers visit the company, get
information and then use that information in their lessons.  It is cross-curriculum
and is not just related to science subjects.  Boys and girls participate equally.

Technology Centre at EEF West Midlands

There is a technology centre at the West Midlands association.  This is where
groups work on projects that stimulate interest in technology and engineering.
This initiative provides an accurate picture of what types of career
opportunities exist in these sectors.

The technology centre works towards annual targets to recruit women and
people from ethnic minorities, and it also works with a number of girls-only
schools in Birmingham.  The centre has embarked on an advertising campaign,
attracting more recruits, breaking down stereotypes in engineering.

N-geneering Project

There is an N-geneering project in West Midlands to help young people make
realistic decisions about their careers in industry.

Women Into Science and Engineering (WISE)

With mentoring, EEF and many of its associations are involved in support for WISE.

EEF Evidence to the Women and Work Commission

In its evidence to the Women and Work Commission last year, the EEF raised a
number of suggestions about how employers can increase the number of
women in engineering.
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In Summary

• There are so few women at the entry points.  There is evidence that
young people have been actively dissuaded from embarking on work-
based and vocational learning.  There is evidence that young people are
counselled to remain in full-time academic education instead of perhaps
taking an apprenticeship. There is concern about the provision of the
career advice service.

• Until enough women have the qualifications to enter this part of the
labour market, their under-representation will continue and occupational
segregation will be maintained.

• The low number of women who study science and engineering
technology at school and obtain vocational qualifications is entrenched in
longstanding views fostered in society.  To rectify this will require
significant time and effort.

• The EEF welcomes the national strategy targeting funding to address the
influence of gender stereotyping in young people for a range of initiatives
– teacher training; school projects; the urgent need to improve the quality
of career guidance; accurate portrayals of the engineering and
manufacturing and other sectors, and the opportunity for successful
careers.

• In engineering, virtually all the engineers on the shop floor are men.  The
majority of those working in clerical and accounting departments are
women.  Female applicants for non-traditional roles are few and far
between and the proportion of men and women responding to job
advertisements are in virtually the same proportion as those already
currently employed.  Virtually all applicants for engineering posts are men.
This is evidence from the surveys that the EEF has conducted.

• When asked, EEF member companies say that they welcome applications
from women.  One company gave an example of welders, where all the
welders were men.  There is a shortage of welders and they are always
making efforts to recruit, but they have never had an application from a
woman.  The survey tells us that gender is not an issue, but the issue is
about getting skilled people and competent workers.

• As far as flexible working is concerned, our members take a very positive
and constructive approach.  An example that we have given is that one
company with a workforce of just under 100 people has at least 40
different sets of terms and conditions of employment.  The companies are
keen to have experienced employees returning to them after maternity
leave and, to retain those, you need to change their work patterns.  Some
of the companies that we have in membership have instituted their own
life-work balance policies, which enables people to apply to work from
home, or to change their working patterns.  This is something that the
companies have been doing in the last few years.

Thank you, that is all I had to say.

Wendy Hall: Tom will join the panel for discussion, which will be led by 
Peter Main.
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DISCUSSION ON FUTURE ROLES OF PROFESSIONAL BODIES

Panel: Peter Main (Chair)
Belinda Brooke
Tom Brennan
Sue Ferns

Peter Main: We heard in Sue's talk about the public sector duty.  The first
question here is whether that should be taken up by or even extended to
professional bodies and trade organisations.  There are different sorts of
professional bodies.  There is the professional body that I am in, or the Royal
Academy of Engineering, for example.  However, there are also bodies such as
the Employers' Engineering Federation, and should the public sector duty be
taken up there?  If so, what specific duties could these bodies undertake to
promote equality of opportunity between men and women in the profession's
sector that they promote?

For example, if you are an employers' organisation, you might have a charter.
Should organisations like the Institute of Physics or the Royal Academy of
Engineering have a charter?  Should this say how things should be done?  To
be a chartered engineer, should you have to do something?

Then there are the diversity-focused interactions with the employer
community, which I have touched upon already – setting goals and
disseminating good practice, and monitoring as well.

Finally, there is the fourth point, about whether professional bodies should take
the leading role in helping to promote diversity at earlier educational levels.
We are talking mainly about higher levels today but the educational levels,
which Tom touched upon and I also mentioned, are clearly very important.

We are looking for comments.  The panel members, of whom I am one, should
have the right to speak for longer, given that they have made presentations.
However, I do not think that every comment from the floor should be a
question and we should expect to hear suggestions as well.

Carol Long: Looking at those questions, my first thought is not whether these
professional bodies should go out into the world and try to change it, but
whether they should actually start where they are.  Should they start by doing
things like analysing their membership, analysing their activities to see whether
that favours or disadvantages one of the minorities that we are looking at in
this diversity issue – especially with women?

Tom, I am sorry that I picked on you earlier.  It is just that I am very aware that
there are a great many gender-based tribunal issues going through at the
moment.  Anything that might disadvantage women in that situation might
need to be examined, to make sure that the professional bodies are not
actually inflicting worse damage on the minority.  Are things like that being
examined amongst the professional bodies?

Peter Main: Could I perhaps sharpen that into a question that Tom might
want to address.  Does the EEF itself issue guidance on gender issues?

Tom Brennan: We issue guidance on application of the law – whether it be
how to handle redundancies, how to deal with absence or sickness.  On all the
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areas we look at, we make it clear in our publications how to go about it using
best practice.

You said that many tribunals are dealing with gender issues, but I think that
was rather a throw-away remark.  I am just trying to find the statistics, but I
think that the number of sex discrimination claims that we have dealt with in
the last year would be in single figures.  I do not think you can just say that
there are 'lots of gender issues' – in fact there are, but they are a lot of high
profile equal pay cases.

Carol Long: That is what I was getting at.  You yourself raised the point that
the equal pay issue is different.

Peter Main: Could I move away slightly from that?  You may feel that we are
picking on you to some extent, Tom, but you are the only one here.  For
example, would you expel one of your members they were shown to be
operating in a way that was discouraging women from being recruited, or if it
was dismissing women in some way?

Tom Brennan: We would not know.  Our relationship with members is
through meeting them at members' meetings and answering the inquiry line
when they call.  During a tribunal, if it came out that there was a dodgy
practice, we would explain to them that this was causing them their problem,
and that they would have to change it.  We would help them be trained to do
that, but it is hypothetical.

Peter Main: The point about the first question is that, if you were a publicly
funded organisation – and I accept that you are not – you would have a duty
to provide advice to ensure that these sorts of things were not happening.  The
real question is whether this public sector duty should be taken up by
professional organisations.

Juliet Webster: Perhaps one of the pressing issues for the engineering
employers and indeed for many employers in the science, engineering and
technology field, is that, in addition to monitoring sex discrimination cases that
are going through the courts, is to develop an awareness among employers of
the subtle ways in which discrimination takes place, which never reach the
courts.  You rightly note that you are not getting women even coming through
the pipeline to apply for the kinds of jobs that your members are advertising.
Research shows that one of the reasons for this is that they are discouraged by
the culture of engineering employment.  I do not know whether you know
what I mean by that, but it can be summarised in terms of being an
uncomfortable culture for women.  Certain engineering workplaces can be
very uncomfortable places for women to be.

Tom Brennan: The oily rag scenario?

Juliet Webster: Not only the oily rag – it is even in the IT sector.  Organisations
like Tom's have a very important role to play in raising awareness among their
members about how they might try to work to overturn some of that
workplace culture.  It seems to me that this goes beyond the gender equality
duty as defined in the strictest sense of the word and it is about making some
more major organisational changes.  That requires a good deal of awareness
within the EEF and then promulgating that awareness out to the EEF's
members.
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Given that, as you said, you have a real problem with recruitment and with
skills shortage – and we know that to be the case, which is why the UKRC was
set up, partly in order to address this policy problem – you have some
potential solutions at your fingertips.  There is still a great deal of work to be
done in this area, and I would suggest that this is perhaps a way forward.

Incidentally, the EEF is closely associated with my organisation, the
Involvement and Participation Association, so we could talk about that
because we work in this area.

Peter Main: Could I put that to Belinda?  Do you issue to your members any
guidelines?  One of the things we found in our site visit scheme that, although
there was often no discrimination in the literature sent out for jobs, if you were
a woman who looked at it, it would be highly discouraging.  Do you have any
guidance on recruitment and that type of thing?

Belinda Brooke: Yes, we do.  The guidance game is a moving feast because it
has to be continually updated.  We do two things in relation to our
membership.  First, we audit them for statutory compliance on entry into the
REC.  When they come in, their terms and conditions are looked at – the way in
which they engage their workers and the structure of their companies and
their references, for example, are checked, as are their policies, procedures,
complaints mechanisms and so on.  This is all checked and we make sure that
they have all of those in place before we let them in.

As I said earlier, we also have a complaints procedure that is dealt with under
our code of practice.  We issue a legal reference guide to our members, which
sets out the law and which also gives practical guidance on how they might
influence some of the law.  A problem for many employers is that they are
being bombarded with an enormous amount of new legislation – particularly
employer or employee-based legislation – and, for small businesses, much of
this is very difficult to absorb.  It is quite difficult to understand in some cases
and, for many small employers, they just decide to 'wait until it happens': they
feel it is too much for them, because they need to be out there, they need to
be selling, and they just do not have the time for it.  We therefore provide the
kind of guidance in the form of seminars and bulletins and a legal reference
guide with some practical steps as to how they might implement some of this.
This is there for them.

Pam Wain: Coming back to Tom, I must say that the EEF has been a good
friend to WISE, and also to the Women's Engineering Society and to Mentorset.
However, coming back to cultural effects, the first floor toilets at the Tothill
Street building, before the refurbishment, were labelled 'Members' and 'Ladies'.

Tom Brennan: The label has been changed now and it says 'Gents'.  

Pam Wain: I must say that I was there with a lady who would have qualified as
either, and she wondered which to use.

Juliet made a very important point about company culture which perhaps did
not come through entirely in your presentation.  We find that it is very strong
and difficult to pin down but, nevertheless, it underlies many of the written
down reasons.  Women appear to leave for this, this and this stated reason but,
on talking to them, one hears about the subtle reasons that make them feel
that their future does not lie there.
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Tom Brennan: When I visit companies and go round factories, I never see any
'pin up' posters any longer, which was not the case ten years ago.

Pam Wain: Things have changed.

Sue Ferns: I think I heard you say that the reason why women were not being
recruited was nothing to do with gender, it was due to competence.  That
clearly cannot be the case.  I don't know whether professional bodies should be
subject to the gender duty or not.  It is very clearly the case that there is a focus
on the public sector, because government is more directly able to influence
that.  One of the key things that needs to happen is that good practice should
be spread across the private sector too.  Whether that kind of duty on
professional bodies is the way to do it, I do not know.  Part of what I said was
about us working together.  Professional bodies have a role in advice and in
analysis, in working with their vendors, perhaps – perhaps being directly subject
to the duty, I do not know.  However, there is this big challenge.  The public
sector is far from perfect but the private sector, in many ways, has much further
to go.  I would like to think that we all have a role in taking that forward.

Tom Brennan: Could I just come back on something Sue said?  I did not say
that there was no evidence that women were not being recruited for gender –
when members were asked, that is what they said.

Peter Main: Are there any further comments from the floor?

Jane Butcher (UK Resource Centre): I do not know whether we have
addressed your points, but I would say yes for all of them – but only if the
professional bodies are in fact representative and have the relevant teeth and
regulatory powers and buy-in, which would mean that the communities they
were serving/representing are embraced.

I have a question for Belinda.  You talked about de-licensing and deregulation
and I am not sure that I fully understood how that works.  What percentage of
the recruitment agencies does the Recruitment and Employment
Confederation feel they represent?  What support do you have from the DTI or
other sources to ensure that the kinds of mechanisms you are describing are
backed?  That might apply to Tom as well.  If we started to go down that route
and had a voluntary commitment from organisations that are quasi-public
sector – some organisations are charitable and some are in receipt of public
funds, even if others of you are not – then I would say that the gender duty
and spirit would obviously apply to those organisations.  Are we helping or
hindering you by trying to go down that route?

Belinda Brooke: In fact, upwards of 70 per cent of the recruitment industry in
the UK is in our membership and that figure is growing at the moment.  We
expect to reach a ceiling because we are aware that, on the fringes, there is
this fluctuation.

What I meant by the deregulation and contracting out point is that the
industry has been governed by the Employment Agencies Act since 1973 and
by secondary legislation, the Conduct of Employment Agencies and
Employment Businesses Regulations 1976, which were amended in 2003 and
implemented in 2004, so this is quite a strictly regulated industry.  There are
also other sectoral regulations.

The Employment Agencies Act focused primarily on licensing – the industry
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was licensed.  There are sections of the Act that remain now, but the
Deregulation and Contracting Out Act disapplied great chunks of the
Employment Agencies Act, all those that related to licensing.  In other words,
they just disapplied them and it was no longer licensed.  They did that because
the DTI felt that it had become a paper exercise: people were simply applying
and being granted a licence.  There was no attention, largely because there
were not government resources to do it, as to what these companies were
about, and whether they really warranted a licence.  At the time, that is what
the DTI felt – and, statistically, it has been proved to be right – but,
nevertheless, if they had greater resources, then as an industry we were
prepared to be licensed.  It was felt that a complaints-based mechanism was a
better way to regulate the industry and that if there were complaints made to
the DTI, they would be investigated and a prohibition order could be placed
on any operator that was seen to have broken the law.  Breaching the
regulations is a criminal as well as a civil act and so there are some fairly heavy
sanctions now for breaking the conduct regulations.

Peter Main: Let me comment briefly on Jane's point, because she touched on
something rather important about professional bodies.  There are different sorts
of professional bodies.  To some extent – and take my own, which is perhaps
not mainstream in the context of this discussion – the only people we can really
accredit are those who come to us for accreditation, or our members.  In our
terms, we accredit physics degrees, but that does not give us much scope for
doing very much – we can ensure that there is a certain level of diversity.

We give our 'Chartered Physicist', and we might be doing industrial site visits or
something in collaboration with you.  I know that the UKRC also does similar
sorts of accreditation.  However, it seems to me that you only have any influence
if you have sanctions.  We can volunteer to visit industry but, ultimately, they do
not have to take any notice of us.  However, if organisations like the Employers'
Engineering Federation or similar were to say, 'you must follow this charter, or
you are not a member', then that might have greater power.

Belinda Brooke: We, as the recruitment industry body, are charged with
lobbying government in the interests of the industry.  When this government
came to power, their aim was to get rid of the recruitment industry and they
were fairly brutal about that – that was clearly what they intended to do.  They
have actually changed their mind about that now because they have started
to recognise the value of flexible working in the UK labour market.

One of the reasons they have done that is because the UK recruitment industry –
although far from perfect – has made enormous efforts after 1997 to get its act
together, to show that it was compliant and to take an interest and engage with
government.  In doing so, it has succeeded in changing the government's mind
about its position.  I simply say that in response to your point.  The recruitment
industry is now taken seriously by the government and it has a voice which is
listened to.  This is largely because it has shown a willingness to comply.

Lynne Bailey (Equalitec): At the risk of sounding controversial, my answer to
the your point is no – because of one word, 'the'.  I do not think professional
bodies should take 'the' leading role, but perhaps they should take 'a' leading
role.  Taking the leading role means that everyone else can abdicate
responsibility.  There are quite a number of professional bodies, some of which
will be more effective than others, and you risk it being patchy in terms of
implementation.  You could create for yourself rather a spaghetti nightmare.
Others need to come into partnership.
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Peter Main: There is the STEM mapping review, which some of the people in
this room will know about.  This is going on at the moment and it will have
something to say about that type of issue.

Teresa Schofield: There was the suggestion that you should look internally.
Fifteen years ago I did an Institution of Electrical Engineers summer school at
Warwick Business School.  It was superb, and I received a bursary because I was
actually at home with my children.  The following year, however, they removed
the bursary from people who were not employed.   You need to check that
that sort of barrier is not imposed.  We were talking about the legal barriers
that exist, but what about being proactive in supporting women's career
advancement?  That is the sort of thing which I see as part of the role of
professional bodies.

Peter Main: Since we have a diversity programme in the Institute of Physics, it
has changed the character of the place.

Annette Williams (UKRC): There is a piece of work that we have commissioned,
which might be of interest to you, and this is nearing completion.  We
commissioned some research through the Science Council, which is the
umbrella body for 28 science-based professional institutes, to look into their
equality and diversity practices.  The results have indicated quite a range of
practice, from very little practice to some Institutes that perform very well.

It is very interesting that the research is beginning to act as a catalyst for the
Science Council, as the umbrella body, to start to have a dialogue with all their
member institutes.  Once this is launched and the institutes are engaged, they
hope to benchmark those institutes and to be able to report on progress, year
on year, from that initial benchmark.

This is an example of how we are able to work with those umbrella
organisations, and of the importance of umbrella organisations in promoting
and monitoring good practice in equality and diversity.  We have some very
good examples here today of the range of member institutes or employer
members.  We could take this a long way, if all you organisations feel you have
the capacity to take this further with your members – whether they are
individuals or employers.

Peter Main: That is a good place to end.  Let us thank the panellists.

I will now hand over to Sheila Pen for the final session.

Elizabeth Pollitzer: Sheila is from the University of Bath, which is conducting
an evaluation for Equalitec of the experiences of beneficiaries.  Sheila is doing a
PhD in innovation and women starting up their own business, so she is well
placed to understand all the issues to do with innovation.  For Equalitec,
innovation is extremely important because it is one of the pillars of the Equal
Programme: we are expected to be innovative.
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DISCUSSION: FURTHER INNOVATION IN DIVERSITY

Sheila Pen, University of Bath

First, let me thank Elizabeth for inviting me to this forum, to kick start this
discussion on innovation in diversity.

Before working with Equalitec, I remember reading a book by Jonathan Sacks,
called The Dignity of Difference.  One of the themes that has arisen today has
been about finding solutions that address the individual, because every
individual is different, and that is very important.

From the School of Management, in terms of innovation I have only looked at
this in a commercial sense.  Simplistically, innovation is very much idea
exploration, implementation and commercialisation.  In a forum like this, we
can translate that.  Idea exploration is what we are doing now – we are
exploring ideas together, discussing the issues and the topics.  Implementation
is really about disseminating the good practice that is already taking place and
building on it, mainstreaming it.  Commercialisation does not have an
equivalent in this kind of forum, except in the sense that the equivalent of
commercialisation for me would be about extracting value on a social agenda
for diversity and equality.  That is a little about innovation.

Also, from the School of Management, we would look at innovation as a
process.  All of us here would have to see it as a process as well, because it
involves a long-term commitment.  On a non-process level, or a human level,
there is a great deal of commitment involved, from everyone who needs to
work together in partnership – which is a theme that we have seen.  It is great
to see how Equalitec is growing the partnership, because that is the only way
diversity will be brought about, when everyone is working together.

Domains of Innovation we can think about Furthering

This is to kick start the discussion.  There is a great deal of good practice going
on, as we have seen from the presentations we have heard today.  How do we
build on that?  How do we take stock of what we have achieved and how do
we go on to think about innovating further in diversity?

There are many areas in which we can innovate for the workplace and the
labour market.  There is retention, recruitment and promotion, and job
structure and job definition all need to be addressed at some point.  

These are just three of the areas with which I would like to start the discussion
and give you some focus.

1 How can we give an individual greater access through qualification and
professional development, so that if they have had a career break they can
help themselves to get back into an ITEC industry and continue their career?

2 How can we raise awareness of opportunities for skill conversion and
transference and build on what people already have?  If they have had a
career break, how do we refresh their skills?  How do we update?  If they want
to move into an emerging industry, as Julia discussed earlier today, then how
do we make them more aware of what skill transference and conversion
courses there are for them?
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3 Job restructuring and job redefinition of roles – how do we encourage
employers to think about redefining some of the job roles they are putting out
there?  I think Belinda said that it is the employers who are sometimes being
misleading or using bad practice when they demand certain types of
employees, which is not good for diversity.  How do we educate employers to
redefine roles, job structures and job descriptions so that there is greater
flexibility and inclusion?

I would like to put some of those questions to you, and there might be other
streams that you think are important to think about, which could be addressed
perhaps in another forum.

Are there any comments from the floor?  Are there any reflections on today,
and what we can do further, to keep innovating in diversity?

Elizabeth Pollitzer: There is a specific question that bothers me a great deal,
because one of our work packages is training.  This is to provide access to
training to women returners, or to those on a career break or who are
unemployed. This is something that has troubled me for a long time because
there does not seem to be a perfect way of doing it.  There does not seem to
be 'a way' of doing it, but just a compromise way.

There are a huge number of training opportunities out there.  For an individual,
it is my impression that the responsibility for coming to the employer with the
right set of skills lies with the individual.  Employers do not assist, and even
professional bodies do not really provide assistance.  Nobody provides
assistance with this and it is really the responsibility of the individual to get on
the internet with Google, and keep looking and thinking and deciding.  You
can probably find out about courses that have been accredited by professional
bodies, and that indicates some standard, but there are a huge number of
other opportunities out there.  How does one decide?  How does the
individual get from where they are now, to what the employer wants?  This is
almost impossible.

We are designing this career portal, which is supposed to help individuals to
do this.  We really need some good feedback as to what should be done.
Sheffield Hallam University has 900 courses and modules to pick from, and
they pride themselves on the fact that you can create a menu of your own
training.  However, without any support whatsoever on that, that is a really
impossible task.

We find this with our beneficiaries.  It is critical for them: 'What is it that I am
supposed to learn?  Which course should I do?'

Teresa Schofield: It is about inspiring people.  I am an electronic engineer.
When I was doing my final year at university, I was still determined to join the
BBC and go into technical work with them, but I went to one lecture where
this guy said that chip design was the most exciting thing on the planet.  I
then got a job with Texas Instruments and that is what I ended up doing.
Literally, a one-hour talk can completely change someone's perspective.

There are so many new technologies going on.  I go to Cambridge regularly,
where you have the nanotechs and the biotechs and all sorts of wonderful
things going on there.  You have hybrid technologies, as most of you probably
heard me say.  There are things like bioinformatics.  Biologists and computer
scientists get together and solve the genome problem – how exciting is that.
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And yet, how do you actually respond to the opportunity that brings, and the
challenge it creates?

You are right: there is nowhere.  If you look at Google, you will probably not
find the courses that I could signpost you to.  If you look globally, and go to
Harvard, they are putting more and more on line.  There is MIT, Stanford – the
global institutions are actually providing more and more resources for people
to keep their finger on the pulse of technology and to update the important
management and professional skills that they need.

However, we are way behind in this country.  My Institution, the IET, will never
tell me that the President of Intel is doing a podcast that I could watch this
evening at home.  That is something they are all completely missing out on.  A
few of us think that this perhaps will be the only way in which we will be able
to respond and move our careers forward and keep in the technology
environment.

Good luck to you, because you are doing one of those extremely important
things that need to be done, because retention of women is the biggest issue.
It is not what we do with schoolgirls but the fact that, 20 years on, I go to too
many events where I am the only one with a technical degree.

Jane Butcher: I want to go back to something that was touched on this
morning, which was rather controversial about the need for a degree, and
what is a degree.  There is a difference between skills and competencies
and qualifications and professional accreditation. Part of the discussion
we are having today is about the role of the professional bodies and the
changing nature of industry and jobs, and that is one way of bringing those
things together.

While I could understand where people where coming from – Wendy and Pam
in that sense – what was being said was deeply worrying.  Some of the
structures of professional accreditation and development have not been the
most flexible or outward looking or innovative so far, and there is a need for
transformation of those things.  In engineering degrees, there are obviously
huge projects on the go at the moment to look at engineering education and
the engineering curriculum and methodologies.  I am sorry if that is garbled
but, if we are thinking about how we further innovate, we somehow have to
be able to juggle all of those aspects at the same time.  From my perspective,
it is very important that we are able to value the wider transferable and
atypically gained skills that women, and women returners in particular,
might be bringing back into SET career paths and into ITEC in particular.

We need to find ways to legitimise those things.  That is not to say that you can
knit your own network and that anybody can do it – I did not say that – but
different skills are required.

Carol Long: There are some things that have been happening for a few years
now.  The British Computer Society recognises that people come into IT
through various paths. Membership of the BCS used to be very hard to
achieve.  You used to have to go through the equivalent of a degree, even if
you had lots and lots of experience and training, supervision and direction.
Membership these days is slightly easier to achieve, although the chartered
status is still as tough – so there is a separation of being part of the
professional community and having that higher qualification that has helped.
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As part of the run-up to that, there is something else that the BCS did. It
looked at a whole range of qualifications and effectively did a credit
transfer so that you could build up a little training here, some training
there. When you look at them as a whole, and add experience, it is the
equivalent of a degree.  OK, now let us look at your experience – and does that
add up to the professional standard we are looking for?  I suppose that I was
lucky at the time, because I was sitting on the membership committee of the
BCS and saw all of these changes.  They are changing again, and they are
moving with the way the market is.

When these changes went in, the proportion of women who became
members suddenly started to rise. It had been 13 per cent for years.
Membership retention had also been less than perfect across genders.  With
the changes, however, the membership retention started to stay at a more
reasonable level and the gender proportion also started to go up a little.  It is
interesting to see how much the BCS has grown since these changes have
been implemented.  This might be something for the other professional bodies
to look at.  I would love Peter to comment on that.

Peter Main: Thank you.  In fact, the Institute of Physics has done something
rather similar in that it has separated out the membership from the chartered
status.  We offer independent careers advice for any member who wants it.  We
have a number of surveys.  We have had the advice on taking career breaks –
good practice, and what to do if you are taking a career break.  One of the
issues there is not so much us providing material, but getting it to the people
who really need it, and that is often a real problem.  One always hears stories
after the event of people feeling completely isolated, but if we knew at the
time we could have helped them.

Another point about membership is that we have put a great deal of effort into
getting student members with the hope of retaining them as we go through.
We have found that young women are much more likely to join the Institute of
Physics than are young men, and so we have 30 per cent membership.  The
membership in the lower levels is actually higher than the ratio in terms of
graduates.  Whether we can retain that over a period of time is an interesting
question.  The secret to retaining those members will be in offering services
which people find valuable.

Elizabeth Pollitzer: My idea was that professional bodies should give
membership to every individual who actually qualifies in their subject, for a
year, as an incentive to get them in, in the first place.  They should then try to
keep them on after that year.

Carol Long: The BCS tried that.  You pay for your student membership as part
of your course fees in many universities, and then the next year the BCS would
give that to you free.  However, there was then a big drop-off when the bills
suddenly arrived.

Agnes Segal: I represent the Institution of Engineering and Technology and I
wanted to make two points which only add to what has already been said.

Someone asked how a person knows how to keep up-to-date in a period
when they are not professionally active.  This is a role that the
professional bodies can and actively do play at the moment. You have
already said that you offer careers advice, and we offer careers advice too.  This
is given by members, for members, so that any member who wished to talk to
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somebody who was in that environment would be put in touch with another
member and, by that conversation, they would understand how skills were
moving on and what they should be doing.

In terms of locating how to obtain that update, we have extensive
contact with course providers.  We have accredited courses, and
recognised and endorsed courses and so on. There is a whole range of
technical information available to people, whether they are members or not,
through our professional body and through pretty well all of the other
engineering professional bodies who offer those kinds of services.

The other point has to do with the recognition of a wide range of different
kinds of experience. Today, I have not heard about issues that say we should
be looking much more flexibly at the types of degrees we accredit, because
actually we are talking more about people who have this sound training in
science and engineering, up to degree level and probably for their first few
years in employment.  The question is then what happens to people who drop
out of the workplace and gather a range of different experiences, as I myself
did.  The professional bodies recognise that sort of diversity experience.
A person like me would rarely have questions asked – the interviewing panels
would be very interested in how I would interpret the way in which those
different experiences bring my skills forward, but I have not seen any evidence
that interview panels are unreceptive to different types of experience.

I think – I fear – that much of this comes from the women themselves.  They
are frightened to put themselves forward.  They think, 'I've been out of
engineering for ages and ages and I cannot get back.'  We should put our effort
into all the things that make women feel confident that they can do it,
regardless of the diversity of their experience.

Peter Main: One of the things we have found in one of our surveys, which
complements what you have said, is how very few women in particular make
any plans at all before they go on a career break.  That is really at the heart of
this because, if one does then, by using the professional societies – if one is
aware of them – one can maintain one's expertise, with a little effort.  However,
if you just go into it, without any thought, and then try to come back at the
end of a break, it is so much more difficult.

Sheila Pen: There is a role for the employers to play in that part as well.  When
women go and have a career break, the employers are the closest to the women
– or men – and so they should be the first to step in and advise about either a
programme or course that keeps the employee in touch in some way, with
updating on the skills that they leave with.  Perhaps we should question how
much the employers – the companies and businesses – are doing out there.

Elizabeth Pollitzer:  I have heard that many women, when they take a career
break, basically opt out of employment. They drop out from all the support
networks – the professional bodies, the employers – and they are just out of it.  As
your research has shown, the longer you are away, the harder it is to get your
head around what you want to do.  Then, of course, your own aspirations might
have changed, so there is no guidance for women who are outside.  This needs to
be recognised – many women just drop out and the career advice that should be
available to them before they make that decision should basically tell them that,
once they have dropped out completely, it will be much harder for them to come
back.  They should at least retain membership of their professional bodies,
or stay in touch with some organisations that actually have an interest in
promoting them back into work.
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Sheila Pen: Women often drop out because they feel that they do not have
an alternative choice or option.  It is about changing the culture within the
company.

Teresa Schofield:  The crucial point is the distinction between knowledge and
skills.  When women are on career breaks, many of them feel as though their
knowledge is becoming dated and that they are out of touch.  If you compare
women in other professions – in law, accountancy, teaching – there is more of
a common body of knowledge.  It is much easier as a solicitor to get back into
the law with minimal updating, compared to engineering, where you would
feel that the knowledge has advanced and people do not have the same
appreciation of the transferability of their skills.  That is a role for the
engineering institutions, to help people to maintain their confidence with the
knowledge that, while their knowledge of what is actually happening in the
industry, right here and right now, may be a year, or two, three or five years out
of date, their skills are still very quickly updatable to be valuable in the
workplace.  That is a particular area that the institutions should address.

Sheila Pen: That is a very practical distinction to make.  It is the contextual
knowledge of what is happening, because the business environment or the
ITEC industry is moving on.  Nevertheless, the skill for which they have spent
years achieving a qualification remains pretty solid and it probably just needs a
top-up or a short training course, to get back in.

Elizabeth Pollitzer: We plan to hold our next meeting some time in the
Autumn.  The format will be the same, with reports from the partners, and then
some very interesting other players who influence the whole area of diversity.
It is our aim to engage as many organisations as possible.

Thank you all for coming.

After Meeting Note: The third Equalitec Diversity Forum 'Diversity:
Creating Corporate Cultural Change' will be held at the Academy on
Thursday 30 November 2006.
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EQUALITEC DIVERSITY FORUM AGENDA

1000 Coffee and Registration

1030 Introduction by Chair Professor Wendy Hall CBE FREng

1035 Keynote Update Address Dr Elizabeth Pollitzer – Equalitec Director

1045 Theme: "Productivity through Diversity"
• The Business Case for Diversity Stephen Alford – Fujitsu/HR Manager
• A Wider Perspective on ITEC Employment Dr Juliet Webster – IPA/Business Development Director

1145 Partner Updates on Activities
• WiTEC (Mentoring) Marina Larios – WiTEC Director
• Daphne Jackson Trust (Industrial Placements) Dr Katie Perry – Press & Public Relations Officer
• GWIIN (Innovation) Bola Olabisi – GWIIN Director

1245 Lunch and Networking

1345 Diversity: the Role of Professional Bodies
Presentations by:

• Institute of Physics Professor Peter Main – Director of Education
• Recruitment and Employment Confederation Belinda Brooke – Head of Legal Policy
• Prospect Sue Ferns – Head of Research & Specialist Services
• Engineering Employers' Federation Tom Brennan – Senior Management Adviser EEF South

1445 Discussions on Future Roles of Professional Bodies Professor Peter Main

1515 Tea Break

1530 Discussion: Further Innovation in Diversity Sheila Pen – Bath University

1600 Final Remarks by Chair Professor Wendy Hall CBE FREng

Date
11 May 2006
1000 for 1030

Venue
The Royal Academy of Engineering
29 Great Peter Street, London SW1P 3LW

Appendix A



78 The Royal Academy of Engineering

EQUALITEC DIVERSITY FORUM DELEGATES LIST 

Chair: Professor Wendy Hall CBE FREng Head of Electronic & Computer Science School, Southampton University

Presenters Dr Elizabeth Pollitzer Director – Equalitec/Portia
Stephen Alford HR Manager – Fujitsu Services
Tom Brennan Senior Management Advisor, EEF South
Belinda Brooke Head of Legal Policy Recruitment and Employment Confederation
Sue Ferns Head of Research & Specialist Services, Prospect
Marina Larios Director – WiTEC UK
Professor Peter Main Director of Education – Institute of Physics
Bola Olabisi Director – GWIIN
Sheila Pen Research Assistant – Bath University
Dr Katie Perry Press and Public Relations Officer, The Daphne Jackson Trust
Dr Juliet Webster Business Development Director – IPA

Partners Maria Alexandri MA Senior Policy Advisor – OSI/DTI
Lynne Bailey Project Manager – Equalitec
Jane Butcher Women Returners Manager – UKRC
Sue Davis Programme Director – Sopra, Newell & Budge
Caroline Fox Athena Liaison with RAEng – Athena
Penelope Harris Fellowship Administrator – Daphne Jackson Trust
Dr Jan Peters Manager: Women's Forum – BCS
Joan May Policy Adviser – OSI/DTI
Stelios Stylianou Policy Advisor – OSI/DTI
Aurelie Pachkoff Communications Officer – Equalitec
Debbie Tilley Deputy Project Manager – Equalitec/Portia
Annette Williams Director – UKRC
Jennifer Woolley Director – Daphne Jackson Trust

Staff Jayne Cahill Fiona Shipley Transcription
Dr Bob Ditchfield Director Education Affairs, The Royal Academy of Engineering

Guests Dr Saher Ahmed Diversity Programme Coordinator, Institute of Physics
Marie-Noëlle Barton MBE Director – WISE
Amy Bull Associate Generalist, Corporate Centre Human Resources – Citi Group
Roddy Chishick Strategy & Planning Manager – Downstream IT

Shell International Petroleum Company Ltd
Pauline Connington Programme Director, British Institute of Non Destructive Testing 

BP Chemicals – Hull
EurIng Carol Long Director – Three Triangles Performance Ltd
Pat McMullan National Strategy Manager – Centrica plc
Anna Nikk ESS Funding Advisor, LSC
EurIng Dr Agnes Segal Manager Membership Recruitment and Support, IET
Pam Wain Mentorset
Anna Whittaker HR Specialist – Citi Group
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