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The majority of male and female students 
feel that women are treated equally by 
staff and fellow students and women feel 
they get as much out of their courses 
as men. Men however, do not feel as 
strongly as women that women get as 
much out of their courses as men.

Men believe that women don’t 
integrate as well as men in their 
courses and that they don’t get as 
much out of their courses as men.

Students are ambivalent about the need 
for more female lecturers. Two thirds 
agree that their experiences of studying 

6. Do women belong?

at university had provided them with 
good role models to encourage them 
to pursue a career in engineering or 
technology. 

87% of men, only 75% of women felt 
confident that they would make a good 
engineer or technologist.

Academics felt that in part this was a 
result of few role models and not seeing 
women as practicing engineers and 
leaders.

87% of men, only 
75% of women felt 
confident that 
they would make a 
good engineer or 
technologist

Discussions with employers suggested 
reasons for the difference in employment 
between men and women SET  
graduates as:

•	 Lower confidence of female students  
in general 

•	 Lower performance in group work in 
assessment centres

•	 High expectations of male students  
of themselves 

•	 Unconscious stereotyped attitudes.

This was added to by reports of 
occasional poor behaviour by male 
students towards women at assessment 
centres and subtle marginalization 
in team work supported by research 
conducted using monthly diary analysis 
of American undergraduate engineers.

Few universities deliver specific 
leadership training for undergraduates 
and that it is mostly limited to team roles 
based on well developed models used 
for many years – the most commonly 
(and only) cited models being Adair6 and 
Belbin7. Research with employers found 
a wide range of leadership models in use 
and a range of analytical tools employed 
to help manage internal relations and 
organisational development. Popular 
models used in 2012 are based around 
emotional intelligence8, strengths9 and 
values – all based on rigorous research 
from leading business schools. 

Employers are beginning to move from 
competency based assessment to 
strengths based assessment. 

Academics and students asked for: 

•	 Help preparing students for team 
based projects and activities such  
as constructionarium

•	 Ideas about assigning group  
leadership roles 

•	 Support for students on how to 
motivate and engage their peers.

5. Enhanced materials for  
    academics 

Set to Lead has produced a set of 
resources, informed by industry: 

•	 How to establish an appreciation  
of your own and other’s strengths

•	 Challenging problems with no clear 
right or wrong answer

•	 Scenario based activities that were 
based on real life situations

•	 Role models from science and 
engineering 

•	 To hear stories from leaders about 
when things went wrong or they were 
challenged

•	 To be able to introduce leadership and 
team skills in a way that did not require 
an in depth knowledge.

These are available on the HE STEM  
and Katalytik websites for all universities  
to access and use.

When trialing the materials produced a 
lack of confidence of some academics 
in delivering these was apparent. 
Professional development for academics 
around leadership and facilitation will 
impart greater confidence and enable 
students, during degree courses to gain 
insights into personal strengths and 
absorb the vocabulary to discuss these. 
This will have the added advantage of 
aiding women graduates to articulate 
and appreciate what their contributions 
are whilst also making male graduates 
have greater insights into other team 
members’ roles.

Action by: HEIs

Set to Lead resources 
feature three leadership 
learning scenarios 
developed with Arup, 
Highways Agency and 
Thoughtworks. These 
include activities, 
workshops and videos.

6	 John Adair is one of the world’s leading authorities on leadership 
and leadership development focused around the Action-Centred 
Leadership programmes he pioneered.

7	 Meredith Belbin developed a set of team roles based on research 
undertaken at what is now Henley Business School. The Belbin 
Team Roles are used to identify people’s behavioural strengths and 
weaknesses in the workplace.

8	 Daniel Goleman, Working with Emotional Intelligence, 1998 

9	 Tom Rath, Strengths Finder 2.0, 2007, Gallup Press 
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The paths followed by graduates into 
employment are complex. Analysis of the 
HESA data, pared down to engineering 
and technology subjects, shows figures 
that initiated the study (42% of men and 
21% of women STEM graduates 
transferring into STEM jobs) are more 
positive at 50% and 39%. 

There are though significant differences 
for women that should be addressed and 
recommendations have been made that 
focus on women’s lower confidence in 
their technical abilities than men. 

Measures have been developed to 
intervene to address this and are 
available on the HE STEM, UCL,  
Katalytik and the Women’s Engineering 
Society websites.

Further action is recommended to learn 
more about the graduate experience: 

The engineering community would 
benefit from some in depth case studies 
of students who have used the leadership 
tools and resources and an assessment 
and coaching of their strengths to 
illustrate to academics the outputs and 
benefits and follow their progress in the 
early days of their careers. This would aid 
the take up of the resources. 

7. Summary and further action 8. Acknowledgements

Further targeted engagement of a group 
of HEIs with more in-depth training and 
monitoring of the use of the resources 
for a whole course of students would 
also assist in embedding a step change 
in the way that team and co-working are 
developed in engineering departments. 

Action by: HEIs, BIS, Royal Academy 
of Engineering

A longitudinal study of engineering and 
technology graduates over a 10 year 
period would provide a detailed picture 
of the career progress of engineering 
graduates and the impact of the 
resources developed for the Set to Lead. 
It is recommended that a study  
is developed. 

Action by: BIS, Royal Academy  
of Engineering 

To gain greater insight into the 
undergraduate experience, a diary 
study, as in recent work by Seron, would 
deepen the appreciation of the course 
experience and career paths of male and 
female engineering undergraduates.

Action by: BIS, Royal Academy  
of Engineering 
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