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Foreword
Welcome to the Monitoring Good Practice Guide for employers of Women in Science,
Engineering and Technology (SET).  This guide has been produced by the UK Resource
Centre for Women in SET (UKRC) and provides essential guidance as to why, how and
what to monitor when facing the challenge of achieving gender equality.

In IBM we have a key business driver for achieving gender equality. From a macro point of
view the number of women in the organisation should be higher and we are therefore
keen supporters and recipients of the range of services and information sources the UKRC
provides.  It is unsustainable to remain static when our industry is facing major skills
shortages currently and for the foreseeable future.  We have to have access to a diversity
of talent and only through monitoring at every level, in every location at each stage of the
employee cycle are we able to identify areas of concern and thus focus activities for
remedial action.

We are delighted to support this guide which highlights not only the opportunities and
benefits monitoring can create but also the risks of starting on such a programme without
serious consideration as to what you are monitoring, why you are monitoring and who you
share the information with.

This guide will take you through the important stages of monitoring and how to get
started.   At IBM we have been monitoring women since 1997 and are making significant
progress against our goals. Since 2003 have built those goals into senior management
performance and pay reviews.  We are in a position to report openly on a number of levels
and do so once a quarter enabling a proactive and constant review of our strategies and
interventions with some significant and often very simple innovative solutions being
created.  

As employers we have to re-enforce a way of working that gives everyone a level playing
field and supports a diverse environment.  As this guide demonstrates, monitoring is only
the beginning of such a journey and without the ensuing culture change and impact on
leadership behaviour it is unlikely to achieve organisational goals around the attraction,
recruitment, retention and promotion of women in SET.

Women look for role models and female friendly organisations, from a position of choice
they can select with care. You need this information for your reputation, policy and action
planning, employee engagement and of course to protect you from legislative risk.  This
guide will aide you in achieving those objectives.

Jacqueline Davey
Director Competitive Sales, UK, Ireland and South Africa, 
Industrial Sector and Chair of IBM UK Women's Leadership Team
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Introduction

Under-representation of women in Science Engineering and Technology industries places an
increasing threat in terms of resources and skills on these fundamental pillars of the British Economy.
According to a survey by the Institute of Employment studies, within 7 years only one third of the
workforce will be white male and under 45, thus recruiting and retaining traditional talent pools is no
longer a viable option.  This is doubly challenging for industries where occupational segregation has
historically taken place.

Currently only 18.7% of employees within SET are women, this despite one in three SET graduates
being female.  Closer examination shows this statistic falls at management level to 15%.  A survey by
the Women’s Equality Unit  concluded that there are over 50,000 women with substantial experience
or qualifications to work in SET who do not do so.  These key statistics form the basis of informed
activity to redress the imbalance.  

The foundation point is monitoring. Monitoring the current state, internal and external, as well as
monitoring the impact of initiatives should direct all activity towards the achievement of gender
equality. However, monitoring is only appropriate as part of an integrated programme of cultural
change.  

To monitor – ‘to check something at regular intervals in order to find out how it is progressing or developing.
Oxford English Dictionary

Statistics are central, the word comes from ‘numbers for state’, if you wish to have policy, you have to
have competent statistics.  No statistics, no problem, no policy.  You just get gestures.  Statistics help

identify problems and can monitor the effectiveness of remedies.

Dr Hilary Rose, Emeritus Professor, University of Bradford, United Kingdom

By 2010 only one third of the workforce will be white male and under 45.
Institute of Employment Studies

18.7% of employees within SET are women, despite one in three SET graduates being
female.  This statistic falls at management level to 15%.

Labour Force Survey 2004

1



2

Why Monitor – The business case 
The business case to increase gender representation within SET is well made: skills
shortages that place industries and organisations under threat, a need for innovative diverse
teams and the difference women bring is widely known and accepted.  Public Sector bodies
have a responsibility to be representative of the population and the community they serve.
A duty on public bodies to promote gender equality will be included in the forthcoming bill
on the Commission for Equality and Human Rights. It is anticipated that this duty will
eventually have a knock-on effect throughout supply claims.

The Law
A new definition of indirect discrimination on the grounds of sex and race was introduced in July 2003
making it essential to monitor the impact policies and practices have on different employee groups.

At tribunal, the burden of proof is on the employer to disprove that discrimination took place.
Statistical evidence will form part of the defence.

The Race Relations (Amendment) Act 2000 places a duty upon certain public authorities to monitor
the actual impact of policies on ethnic minorities and to take remedial action when necessary.  As
employers they are required to monitor their workforces and employment practices to ensure that the
procedures and practices are fair.

The Fear
In some organisations there is a reticence towards monitoring gender based on a fear of the results.
This fear is only valid if there is no intention of acting upon the results.  Knowing the current state and
implementing corrective strategies is the responsible approach. 

FACT: ‘monitoring our recruitment processes revealed a disproportionately low number of
female graduates applying.’

ACTION:  revise graduate recruitment pack to strengthen emphasis on the need for excellent
inter-personal, collaborative and teaming skills

RESULT: 45% increase in female graduates applying

IBM



• Minimising risk - demonstrating that you have monitored your workforce taking remedial
action to address areas of under-representation and can show progress, it protects from
both legislative and reputational risk.

• Driving strategy - identifies areas of under-representation to direct and justify positive
action, policy reform or further research. Identifies areas of good representation, enabling
cross fertilisation of good practice and increased awareness of what works well.

• Increasing employee engagement - research shows that existing and potential employees
look to their future employers for evidence of their values.  Women in particular look for
role models and confidence in their ability to progress within the organisation.  The ability to
show clear paths for progression is essential.

• Preparing for the future - working within an increased legislative framework, monitoring
is recognised good practice.  

• Identifying the barriers - monitoring in recruitment, promotion and attrition pin-points
the stage at which talent is being lost.

Why Monitor?

Why Monitor?

Driving
innovation 

Minimising 

risk

Driving
strategy

Increasing
employee

engagement 

Preparing for
the future

Identifying the
barriers  

Celebrating
success 

Engaging
stakeholders
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• Celebrating success - national benchmarking programmes such as Opportunity Now
and the Female FTSE 100 are high profile, recognised indicators of an organisation’s
commitment to gender equality.

• Engaging stakeholders - The leadership, partners, customers, line management and
employees respond positively to facts.  Providing real evidence of areas to address and
statistical external data to support the argument is convincing at leadership level to gain
support/funding.

• Driving innovation - if the figures are not known, the barriers are not realised and
diverse teams at all levels are not created.  Diverse teams lead to innovation of thought
and creativity on which many organisations depend. The female spend is an important
factor. A diverse organisation with good female representation is far more likely to
develop products and services that women will purchase.

Differences exist between men and women for career paths, research outputs, earning and funding.
There is a constant demand for timely information to monitor this situation, establish priorities,
evaluate costs and benefits, make decisions and draw conclusions regarding the effects of new

policies and actions

European Commission Directorate-General  for Research 

We no longer set targets but engage business leaders in a vision that is specific to their discipline,
locality or level.  The vision has to be in line with the population that feeds any given area of the

business in order to be realistic and have a clear business case.

Ford of Britain

It is important to keep the numbers in front of senior executives, identifying for them areas of concern
such as promotion blocks or factors affecting recruitment.

Centrica

IBM is an organisation founded upon innovation. Without diverse and collaborative teams that
corporate goal cannot be reached.



What to Monitor  
Monitoring total employee demographics provides some base information in terms of overall
representation but it is only by looking below the headline figures that the real barriers can be
identified and action taken.

The overall demographics for your organisation will direct you as to what to monitor and
when.

It is not sufficient to simply monitor overall numbers, ideally you should be monitoring at each
stage of the employee life cycle across each grade to discover the real facts. In so doing you
may, for example, discover:

• The male to female ratio suddenly drops at a certain grade 

• Recruitment of external hires may have an overall picture of progress towards gender
equality, however further examination may reveal that more senior roles have less female
applicants.

•Sickness absence is higher amongst women managers in a particular business unit

•Flexible working policies are not being taken up in a consistent way across the organisation

Women remain seriously under-represented in
Science and Research & Development across

Europe.  The extent of the under-representation
varies and is closely linked to the different

cultural, social and economic settings of each
country.

Report of the Commission of the European
Communities on equality between women and

men 2005.

Prime age women are more likely (18%) to withdraw from the labour market to assume family
responsibilities than prime age men (<2%). 

Van Bastelaer and Blöndal 2003

When we examined our external hire process, we discovered that although we had less women
applying at senior levels, the success rate amongst the women was higher.  Further investigation

revealed, that in line with popular theory, the women were self-selecting prior to application.

Global IT Services Company

Attra
ction

Recruitment

Retention

Internal
Demographics

Promotion
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• The talent pipeline in some business units may be disproportionately male

• Certain local/regional offices have a high turnover of female employees

• The number of grievances or disciplinaries are disproportionate to employee demographics

To identify specific areas for remedial action it is important to examine monitoring statistics in
detail and to cut them according to discipline, grade, location, length of service, etc.  Generic
gender figures also only paint half the picture, breaking these down further in terms of ethnic
origin, age and disability provides a clear indication of patterns and trends.

Over one fifth of senior women in UK organisations said they would change jobs for more flexible
working arrangements.

DTI Women and Equalities Unit 2005
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What to do with your Statistics

Internally 

Internal Benchmarking may compare:

• The composition of the workforce across different disciplines or levels of employees

• Workforce composition across departments or business units

• Applicant and appointment rate across job roles

• Promotion within and between different categories of staff

Presenting the business case   - 

Directing Policy - Monitoring is the start, the middle and the end of the journey towards
cultural change. Without it initiatives are reactive, lack measurement and can cause costly
mistakes.

Employee engagement - Organisations that are serious about their commitment to
gender equality share the results with employees to gain buy in and support for change.

Avoiding reputational and legislative risk - In the case of an internal grievance or
external employment tribunal, employers need to prove the steps they have taken towards
achieving gender equality and the progress these actions have made.  It is no longer
sufficient to have policies in place, tribunal courts want evidence that they are working.

Externally 

There are now a number of external benchmarking surveys and award programmes available
to organisations who genuinely wish to assess their progress and reward achievement
towards gender equality. It is important to ensure that external profile can be supported by
internal metrics, action being taken and progress made.  For many organisations there has
been a direct correlation between achieving excellent benchmarking results and high profile
awards.

We are often challenged by managers who state this is all about women and ethnic minority groups
and that the white male misses out.  Providing the facts on recent appointments that still remain

disproportionately in favour of white males disproved this theory.

Anon

In previous years we have indicated that market capitalisation was significantly higher in companies
with women on the board and the same trend continues this year.

The Female FTSE report 2004

At Centrica we are committed to developing an inclusive culture that supports diversity. Coming top of
the Female FTSE and winning an Opportunity Now Award is therefore particularly important to us as

recognition of the progress we have made and also encouragement to continue this work. 

Centrica



Links are provided at the end of this guide to a variety of benchmarking surveys and awards.
Of particular interest are the following:

• Female FTSE 100 Index

• Opportunity Now

• UKRC Employer Awards and Recognition
- UKRC Women in SET Award - Working Families Employer of the Year Awards
- Athena/SWAN Charter for Women in Science
- UKRC Award for Equality – Institution of mechanical engineers MX Awards

In addition, diversity metrics are increasingly quoted in Annual Reports and can be effectively
used in recruitment campaigns.

The Next Steps
Ensure you respond to your monitoring results.  They will provide you with the basis to direct
activity, and in completing the monitoring exercise you will have raised expectations that
action will be taken following the results.

Being a diverse organisation does not necessarily mean it is inclusive.  Quantitative data is the
starting point.  It provides a snapshot view of the make up of the workforce from which to
direct further activity.  Women in SET are vulnerable to this in that it remains at present a
male-dominated and sometimes macho environment in which to work.  As the minority
group, women are at risk of surrendering female traits in order to fit in. The organisation
therefore loses the valuable difference that women and other minority groups can bring.  

The results of robust and reliable monitoring will dictate next steps, which should include:

• Communication to employees

• Creating the business case for change based upon facts

• Re-alignment of the change management or diversity strategy

• Evaluation of initiatives and interventions based on results and outputs

• Training needs analysis

• Policy review/audit (for example of work-life policies or dignity at work)

• Additional data analysis

• Establishing a realistic vision

Monitoring provides invaluable and essential quantitative data, below the surface lie the
reasons for those statistics.  Increasingly organisations are asking their employees directly for
their views.

The award has brought us a huge degree of publicity and media interest, with coverage in both
national newspapers and on TV – bringing our aim to be an employer of choice to the widest possible

audience.

Penguin (UK) – Media Employer of the Year Award
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Culture Analysis Tool

The Culture Analysis Tool (CAT) is designed to assist employers in understanding and benchmarking
the culture of their workplace.  The CAT comprisesof two questionnaires, one for management
(decision/policy markers) and one for employees. The attributes assessed are both the ‘hard’ tangible
and ‘soft’, more intangible factors that contribute to the underlying, often unspoken, workplace
cultures.

This analysis is backed up by a portfolio of practical ‘tools’ to support identified areas of improvement.
These include:

- Management / Staff Development Training 

- Advertising, Recruitment and Selection

- Mentoring

- Gender Equality and Diversity Policies

- Work Life Balance / Flexible Working / Equal Pay / Working within the Law

JIVE and UKRC

In addition to all other cuts of our monitoring data we also transpose it across our employee opinion
survey results.

Centrica
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How to Monitor
There are some simple principles to follow when monitoring.  Some organisations collect
data via existing HR systems such as People Soft or SAP, whereas for others, specific
reporting systems may have been developed.  Some monitor gender, age, ethnic origin,
disability, religion/belief and sexual orientation, whereas others simply complete the current
public sector duty and monitor just ethnic origin.  Whatever approach you decide to take, it
will help to follow these key steps:

1. Decide on why you are monitoring 
and what you are monitoring if the 
business case for your organisation

2. Communicate it to employees in a 
positive way

3. Note that completion of monitoring 
forms has to be voluntary

4. Confidentiality must be maintained

5. Have a system that complies with data 
protection 

6. Ensure complete anonymity

7. Use all available opportunities to ask for 
the information, for example:

a. new starters

b. delegates completing diversity 
training

c. promotions

d. via specific heads of department

e. applicants

f. Performance Management Reviews

8. Design a form that is easy to complete 
and understand.  Have it available in 
alternative formats

9. Have a system of data collection that 
has integrity and reliability

10. Provide training for all people involved, 
including line managers on the 
communication process

11. Provide a helpline for employees 
wanting to know more

12. Publicise the results

13. Act on the results

14. Monitoring is a continuous process

Monitoring System

Establishing a system of monitoring takes
time, planning and requires buy in at all
levels. Remember the key stages:
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Useful Websites and
bibliography 

Women in SET Groups:

AWISE – Association for Women in Science &
Engineering
www.awise.org

British Council:Women in Science
www.britishcouncil.org/science-women

Equalitec
www.equalitec.org.uk

WiTEC – European Association for Women in
Science, Engineering and Technology
www.witec-eu.net

TI Promoting SET for Women Unit
www.set4women.gov.uk

Gender Equality:

Equal Opportunities Commission
www.eoc.org.uk

Opportunity Now
www.opportunitynow.org.uk

Women and Equality Unit
www.womenandequalityunit.gov.uk

Aurora – Where women want to work
www.www2work.com

Further Reading/Case
Studies

Race Relations Amendment Act
www.homeoffice.gov.uk

Cranfield School of Management
www.som.cranfield.ac.uk

Europa
www.europa.eu

Employers Forum on Disability
www.employers-forum.co.uk

Employers Forum on Age
www.efa.co.uk

Performance Through inclusion
www.performancethroughinclusion.com

Benchmarking Surveys and
Awards

Culture Analysis Tool
www.setwomenresource.org.uk

Female FTSE 100 Index
www.som.cranfield.ac.uk

Opportunity Now
www.opportunitynow.org.uk

UKRC Employer Awards and
Recognition Schemes

UKRC Women in SET Award - Employer of the
Year Awards
www.workingfamilies.org.uk

Athena/SWAN Charter for Women in Science
www.athenaswan.org.uk

UKRC Award for Equality – MX Awards
www.imeche.org.uk/mx



About the UK Resource Centre for Women in SET

The mission of the UK Resource Centre is to establish a dynamic centre that provides
accessible, high quality information and advisory services to industry, academia, professional
institutes, education and research councils within the SET and built environment
professions, whilst supporting women entering and progressing SET careers.

The UK Resource Centre for Women in Science, Engineering and Technology (SET) is a
partnership of four organisations: Bradford College, Sheffield Hallam University, Cambridge
University and the Open University, working on behalf of the DTI.

One of its primary aims is to provide information, support and advice to employers who
seek to improve the recruitment, retention and promotion of women in SET and to raise
their profile.

Information and support ranges from:

•Good practice guides

•Employer networking opportunities

•Cultural benchmarking (gender specific)

•Women returners schemes

•Expert and role model databases

•Mentoring scheme support

•Gender specific statistics

•Recognition and award schemes for good practice employers

•Employer advice and consultancy 

Resource Centre Contact Details:

Web: www.setwomenresource.org.uk

Email: setwomenresource@bradfordcollege.ac.uk

Helpline: 01274 436485

This guide has been written on behalf of the UKRC by Kate Headley of diversity consultancy
performance through inclusion.

p a r t n e r s
supp o r t i n g  w omen  i n  e n g i n e e r i n g
c o n s t r u c t i o n  &  t e c h n o l o g y

Jive

J i v e
par tne rs

suppor t ing women in engineer ing
c o n s t r u c t i o n  &  t e c h n o l o g y

creating change for women

construction & technology
& girls in engineering

creating change for women
& girls in engineering
construction & technology
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Contact us:
UK Resource Centre for Women in Science, Engineering and Technology
Listerhills Park of Science & Commerce, 40 – 42 Campus Road, Bradford, BD7 1AY 

www.setwomenresource.org.uk
If you have any enquiries please call our UK Resource Centre Helpline:

01274 436485

Printed 20.11.05

 


