
 

 

The WIRe EDI Strategy: 

The WIRe CDT will operate a number of best practice policies designed to promote greater equality, 
diversity and inclusivity within the engineering and academic sectors. These are associated with 
recruitment, training, maternity, paternity and adoption policy, work life balance and outreach 
activities.  

Recruitment Practice: All studentship position advertisements should contain a clear description of 
the expectations of the job, and a clear list of the essential and desirable criteria that should be met 
by the candidates. To ensure the advertisements do not contain unnecessary details or jargon, each 
draft advertisement should be proof read by a selection of at least two other academics, one of 
whom will be from another discipline, and a diversity officer. Adverts should also be checked using 
Textio software (licenced to partner Universities) to ensure the use of gender natural language and 
remove unconscious bias in recruitment language. Positions should be advertised for a minimum of 
28 days on a variety of locations, such as the findaphd.com and jobs.ac.uk websites. Positions should 
be promoted through academic networks, sponsoring companies and university social media 
channels. To ensure a diversity of views within the admissions process, mixed gender recruitment 
panels are required for both shortlisting and interview stage for each position. Recruitment panels 
should undertake unconscious bias and interview training (available at all partner universities). A 
formal record of all recruitment decisions, including interview notes is to be kept on file and made 
available to applicants on request.     

Training Activities: It is expected that WIRe graduates will go on to be future leaders in the 
infrastructure engineering, hence TSL modules include sessions on unconscious bias and the 
importance of diversity in the workplace (Being an Effective Researcher, Communication and 
Leadership modules). We also provide training on a range of career options available for students. 
Specific sessions will also address common work life balance challenges within the engineering and 
academic professions (The Thesis and Beyond module). All the training workshops contain a balance 
of both male and female expert speakers. All WRIC supervisors and programme managers should 
undergo diversity training modules. 

Maternity, Paternity and Adoption Policy: All students are entitled to 52 weeks of maternity, 
adoption or shared parental leave. The first 26 weeks will be paid at full stipend rate. The following 
13 weeks will be paid at a level commensurate with employee entitlements to statutory maternity 
pay. Partners will be entitled to up to 10 days paid Ordinary Paternity Leave on full stipend as well as 
up to 50 weeks of Shared Parental Leave; this may include paid and unpaid leave, depending on the 
individual circumstances. There is no qualifying period for maternity, paternity, adoption or shared 
parental leave. During any period of leave the CDT will facilitate the use of optional keeping in touch 
(KIT) days to allow students to maintain effective contact with the supervisory team during the 
period of leave. Students with children also have access to on-site childcare facilities at each partner 
University.  

Work Life Balance: A number of procedures are in place to support students who choose to work 
part time and/or promote inclusivity of students with caring or other responsibilities. CDT managers 
will monitor the need for family friendly working conditions for each student, and make adjustments 
in training/group activities where possible. The need to make reasonable adjustments for family 
friendly working for any individual researchers should be evaluated as part of student’s personal 
development plans. Normal practice is to avoid scheduling training or other group activities to start 
on Monday morning or finishing on Friday afternoon to avoid the need for travel outside of working 
hours, hence avoiding additional childcare/caring arrangements for students. Where suitable we will 
allow travel funds for children/partners from project budgets in line with EPSRC guidelines. Venues 



 

 

hosting training or other activities should be checked beforehand to ensure that suitable 
arrangements for breastfeeding/childcare are available. Partner universities should actively support 
students moving to part time registration (for example due to caring commitments), which may arise 
if registration periods extend beyond the CDT grant period.    

Outreach activities: To raise awareness of engineering professions to underrepresented groups at an 
early age, it is important to provide positive role models. Outreach activities will form a significant 
component of the annual summer school, with cohort activities focused on communicating Science, 
Technology, Engineering, Mathematics and Medicine topics to school groups. Schools will be 
targeted such that outreach activities are focused towards those groups that are underrepresented 
in the academic and engineering professions.   

Monitoring and Performance Indicators: The WIRe CDT EDI champion (Dr J Shucksmith) is 
responsible for monitoring and checking that the EDI strategy is effectively delivered and 
implemented. We will track gender and ethnic background of applications and shortlisted applicants 
to our CDT studentship positions and publish summary statistics on our website 

(j.shucksmith@sheffield.ac.uk.) These figures will be periodically reviewed in light of available 
statistics from comparable doctoral training schemes in order to establish if our recruitments 
strategy is successful. We will monitor the number of academics from underrepresented groups 
involved in project supervision and management activities. We will monitor issues raised through 
student feedback forums as well as any concerns raised by supervisors and Student Advisory 
Services as a means to further indicate performance.       
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