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Introduction
Workshops and conferences are common venues for dissemination of information and are
often cast as interventions aimed at a specific outcome for the target audience, e.g., gaining
knowledge in a particular field, or developing a particular skill. While the outcomes of very
focused training sessions can be tested using traditional means, the effectiveness of broader-topic,
short-duration events (e.g., conferences for: women in science, technology, engineering and math
(STEM), aboriginal educational leadership, men in nursing) to change outcomes for participants
is not well documented.. Without measurable proof of an intervention’s impact, it is difficult to
create sponsor and participant buy-in for future activities. Measurement, therefore, is an
important yet neglected component of these types of interventions.
In the past few decades, studies have presented the business case for gender diversity,
citing benefits for organisations including better economic performance (Council of Canadian
Academies, 2012; Catalyst, 2004, 2007, 2011; Adler, 1999, 2009; Orser, 2000), improved
governance (Mateos de Cabo et al., 2012; Brown et al., 2002; Boulanta, 2013), increased
innovation (Woolley and Malone, 2011; Torchia et al., 2011; Diaz-Garcia et al., 2013), and
recruiting from a wider talent pool (Grosvold, 2011). Many traditional workplaces currently
emphasise linear career paths, a large amount of in-person time at the workplace, and long hours;
characteristics that do not reflect the challenges of many highly qualified women, 60% of whom
have non-linear careers (Hewlett, 2007). Engineering, specifically, has a highly competitive
culture which can increase stress levels for women, (Dryburgh, 1999), dissuade employees from
taking advantage of inclusive policies (Lee et al., 2010), and does not promote inclusivity for
women in the industry (Cheryan, 2012; Diekman et al., 2010). Shifting traditional workplace
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climates towards inclusive practices is essential for retaining a diverse workforce, and an
inclusive climate can reduce relationship and task conflict, and turnover in gender-diverse groups
(Nishii, 2013). Given the need to replace a rapidly aging engineering workforce (Engineers
Canada, 2015), gender equality in the workforce is worth pursuing.
The participation of women in Science, Technology, Engineering, and Mathematics
(STEM) remains low despite achieving overall gender representation in the workforce. In
Canada, women make up 47.4% of the total workforce in 2006, but only 21.9% of the paid
workforce in science and engineering occupations (Statistics Canada, 2006). For engineering
specifically, only 11.7% of Canadian Professional Engineers (P.Eng.) are women (Engineers
Canada, 2014). Similar figures exist in the US; in 2010 women held 28% of science and
engineering positions, and only 13% of engineering positions (National Science Foundation,
2013).
Research on the barriers to women’s participation in STEM is prolific, as summarised in
reports initiated by national bodies, including Why so few? (AAUW, 2010) supported by the
American National Science Foundation, and The Gender Dimension (Council of Canadian
Academies, 2012) published in response to a request by the Canadian Minister of Industry. Both
reports list perceived interest, workplace environment, implicit bias towards women and family
responsibility as major barriers for women’s participation in STEM.
These investigative reports and other literature also provide suggested practices to
increase the recruitment and retention rates of women in STEM. Some documented
practices/interventions include mentorship (Rutz and Shafter, 2011), workshops (Lawrence and
Mancuso, 2012; Rutz and Shafer, 2011; Weavers et al., 2011), and leadership development
programs. Other suggestions include workplace interventions such as adopting family friendly
policies, changing workplace culture, and increasing the presence of women in higher positions
(Servon and Visser, 2010).
Conferences on the topic of women in STEM are increasingly common, aimed at raising
awareness of barriers to and best practices for supporting women’s involvement in STEM. This
type of event has the potential to influence a large number of people. Examples of high profile
conferences include: nationally, the Canadian Coalition for Women in Engineering, Science,
Trades and Technology (CCWESTT) Conference, and the Gender and STEM Conference in the
Netherlands, and internationally, the Gender Summit, and the Anita Borg Institute’s Grace
Hopper Celebration. These conferences share similar mandates along three themes: (1) increase
women’s involvement and persistence in STEM; (2) build support networks and mentorship; and
(3) advertise career opportunities (VHTO, n.d.; Canadian Coalition of Women in Engineering,
Science, Trades and Technology, 2014; Portia Ltd., 2013; Anita Borg Institute, n.d.). However,
there is a lack of public reporting on conference evaluation, with the few available statistics
focusing on participant satisfaction (Anita Borg Institute, n.d.) as a measure of success, rather
than reflecting on the conference goals.
Program evaluation is considered by experts as crucial to program success and
sustainability (Caffarella, 2002; George-Jackson and Rincon, 2012); it allows us to understand

and communicate the value of the intervention to the stakeholders, and the public. The lack of
program evaluation in STEM conferences may be a reason why major reports such as The
Gender Dimension have not mentioned conference activities as an important intervention in the
multifaceted effort towards increasing women’s representation and persistence in STEM.
This paper investigates the value and impact of conferences on women’s representation
and career persistence in STEM. The objective of this paper is twofold. First, we propose a
framework of program and evaluation planning that allows us to understand the value of
conferences to women’s representation and persistence. Our focus is on deciding what and how
to evaluate at a conference. We develop our approach with the case study of the regional
Creating Connections Conference 2013 (CC2013) held in Vancouver, BC.
The second objective of this paper is to demonstrate that conferences, generally of short
duration, impact participants by inducing changes in the participants that are sustained in the
short- and medium-term. This is highlighted through the results from CC2013, where we
captured short-term changes with a post-event measurement immediately following the
conference, and medium-term changes with a follow-up measurement at six months post-event.
A statistical test of significance is used to conclude a non-zero change in participants on average.
We note that this paper marks the first attempt at not only explicitly linking the impact of
conference events to women’s persistence in STEM, but also in the use of validated instruments
at a Canadian conference for women in STEM. The subsequent sections account the interdependence between conference and evaluation design decisions; thus, this paper provides an
exemplary demonstration of the importance of hand-in-hand program and evaluation planning
(Caffarella, 2002).

Methods
Selecting appropriate measures of success
The importance of embedding program objectives in evaluation is seen in popular
approaches to evaluation, including: the “Levels of Evaluation” approach (Kirkpatrick, 1998;
Guskey, 2000), objective-based approach (Caffarella, 2002), and the “Accountability Planner”
approach (Vella et al., 1998). We adopt the objective-based approach in our design; in this
approach, “the purpose, design, and criteria for the evaluation are all drawn from [the] objectives”
(Caffarella, 2002, p. 249).
As previously mentioned, many conference organizers, including the authors, consider
increasing the involvement and career persistence for women in STEM as an important goal for
intervention activities. While women’s increased involvement and persistence in STEM can be
measured through a longitudinal study of gender ratio and career attrition rates, it is unrealistic to
expect to relate a single event to career outcomes. Rather we propose to measure proxy targets,
namely attitudes or conditions that would be precursors to involvement and persistence for
women in STEM. We reviewed psychology literature to find psychological constructs that can

reflect changes incited by interventions in a timely fashion. We later define the changes required
of these target constructs as the program objectives.
The awareness of the benefits of gender diversity in the workplace (awareness-BGD) was
identified as an appropriate construct for evaluation because it is related to an important barrier
to women’s participation in STEM: devaluation in the work environment. In the Panel analysis
for The Gender Dimension on a Survey of Canadian Research Chairs (Council of Canadian
Academies, 2012), devaluation by colleagues and superiors was the most frequently cited barrier
to women’s participation in STEM. Literature suggests that raising the consciousness
(synonymous to awareness) of a problem behavior is the first step towards creating behavioral
(Prochaska et al., 1992) and social (Kloos et al., 2011) change. Based on research by Smith and
Petty (1996) on efficacy of messaging, we chose to target a positive message (the awareness of
the value/benefit of gender diversity), rather than a negative message (the consequences of
devaluation). We adopted the 18-item, validated awareness-BGD instrument developed by the
Authors (Author citation, forthcoming) for measuring awareness-BGD at CC2013. The
instrument was tested for construct validity through factor analysis and “known-group” approach,
internal-consistency through the Crochbach’s alpha coefficient, test-retest reliability through a
two week separation between tests, and sensitivity to change through a controlled experiment.
Career self-efficacy is the second construct we chose to target and measure in our
conference. Self-efficacy is an important target of intervention because research shows that it is
unequal amongst genders (Concannon and Barrow, 2012) and a recognized barrier (Orser et al.,
2012) for women in STEM. Furthermore, it positively correlates with career persistence (Hackett
and Betz, 1981; Ballout, 2009). We measured the change in self-efficacy to correlate the impact
of our conference with change in career persistence. We adopted the six-item career self-efficacy
instrument developed by Rigotti et al. (2008) for measuring career-self-efficacy at the
conference.

Conference design
Creating Connections 2013 was a 300-person regional conference held in Vancouver, BC,
Canada at the University of British Columbia. The conference was open to all, but focused on
issues related to gender diversity in STEM. It was part of an established bi-annual conference
series, namely, the Building Communities Symposium in 2007, and Creating Connections
Conferences in 2009 and 2011. Based on the literature review above, conference organizers
established two main objectives for the conference: (1) increasing participants’ awareness of the
benefits of gender diversity in STEM, and (2) having a positive effect of career persistence for
women participants.
The format of the intervention was a one-evening, one-day conference. This allowed the
use of multiple learning formats and styles, ensuring that participants would stay engaged (Ravn,
2007; Louw and Zuber-Skerritt, 2011), could select sessions that best suited their learning
preferences (Haley et al., 2009), and allowed for a larger number of participants than could be

accommodated at a workshop or seminar. Efforts were made to ensure barriers to participation
were eliminated (childcare provisions, sponsorships for students, travel funding). The conference
included a wide range of topics beyond gender diversity, addressed through a diversity paradigm,
to attract a broader audience (Hoyt and White, 2011; Mair and Thompson, 2009; Briziarelli,
1996).
The conference structure included formal and informal learning, mentoring, and
reflection. Formal learning took place through keynote lectures, workshops, and panel
discussions. Informal learning included networking, world café discussions (loosely guided
brainstorming), and idea exchanges (informal discussion circles). Providing both formal and
informal learning opportunities allowed participants to both obtain and exchange knowledge.
Participants were guided through mentoring and reflection through purposeful framing of
the event by the organizers in the program and in introductions to conference content (Ravn,
2007; Ravn and Elsborg, 2011), and Connect and Reconnect sessions - small groups that
gathered at the beginning and end of the day. The reflections were designed to ensure
participants could explicitly identify key experiences and knowledge. The questions for these
sessions are listed in Table 1. Reflection is important to clarify an experience and link it to other
domains.
Bandura (1977) specified four factors contributing to self-efficacy: (1) performance
accomplishments, (2) modeling, (3) encouragement and support, and (4) reduced anxiety.
Conference programming targeted two of these factors. Modeling was present in the panel
discussions, keynote lectures, and some parallel sessions. Encouragement and support was
provided through networking, Connect and Reconnect, and informal learning sessions.
Table 1. Questions for Reflection during the Creating Connections conference 2013
Framing Messaging

We leave you with three goals to accomplish today:
1. Connect with three new people and learn their stories
2. Discuss the value gender diversity brings to our organization
3. Let yourself be inspired

Connect Group Questions

1. Icebreaker: Introduce yourself: who are you, how do you spend your
time, and why do you relate to this interest group?
2. Why did you decide to come to Creating Connections? Name one
thing that you want to take away from today’s event.

Reconnect Group Questions

1. What is the key thing that you are taking away from your experience
today?
2. What one thing will you do or change as a result of your experience
today?

Evaluation design
Survey format
All survey questionnaires used in this study contain four major components: study
description and informed consent, self-generated identifier code (Yurek et al., 2008), selfefficacy survey items, followed by awareness-BGD survey items.
The self-efficacy survey items were taken from Rigotti et al. (2008), composed of six
questions and were used without modification. The awareness-BGD survey items were taken
from (Author citation, forthcoming), a total of eighteen questions, and were used without
modification.
The post-event survey contained an extra page at the end, which solicited the
participant’s consent to be contacted for the follow-up survey. Participants were asked to provide
contact details if they consented to being contacted.
Evaluation logistics
Conference evaluation was administered at three points: immediately pre-conference
(pre), immediately post-conference (post), and at six months after the conference (followup). The pre-conference evaluation consisted of paper-based surveys. At the time of registration
before the plenary event, participants were given the pre-conference survey and asked to fill it
out. Participants were also approached by staff to encourage participation of the survey.
Responses to pre-conference surveys were accepted from the time registration opened until the
end of the first plenary event. When respondents exited the lecture hall they were asked to return
the completed pre-conference survey, or were reminded to do so in the next five minutes. In total
there was roughly 1.5 hours for participants to complete and submit their pre-conference survey.
The post-conference evaluation also consisted of paper-based surveys. Surveying began
prior to the final plenary session. Participants were given the post-conference survey before they
entered the lecture hall for the closing plenary. Survey responses were collected after the plenary
talk, when participants exited the hall. Participants were also reminded during the plenary talk to
fill out and return the survey when exiting the hall had they not done so. The survey officially
closed after all participants left the event venue.

The follow-up event was administered via an online survey system, six months after the
event. All respondents who consented to be contacted were emailed the survey link, and were
given two weeks to complete the follow-up survey.
Data Matching
Prior to performing statistical analysis, we matched surveys based on anonymized
participant-generated identifiers on every returned survey using Levenshtein distance – a
probability based matching scheme recommended in Schnell et al. (2010). We use the R package
“RecordLinkage” to perform matching by Levenshtein distance. The author of this package
recommended using the Levenshtein similarity function (Borg, 2013) which produced a value
between 0 and 1 as an indication of degree of similarity. As an example of the matching process,
we compared a self-generated code from the post-event surveys against all self-generated
identifiers from the pre-event surveys using the Levenshtein similarity function; the pre-event
identifier that had the highest similarity value was taken as the match. To avoid false matches,
we required a minimum similarity of 0.6 before a match was declared. The minimum similarity
requirement was strict enough that a manual inspection of declared matches showed no sign of
false matches.
Hypothesis testing
We tested a total of four hypotheses, that, on average, attendees of CC2013 had (1) a
short-term improvement in self-efficacy, (2) a short-term improvement in awareness-BGD, (3) a
medium-term improvement in self-efficacy, and, (4) a medium-term improvement in awarenessBGD. To show short-term change we studied paired responses from the pre- and the postsurveys. To show medium-term change we studied the pre- and follow-up surveys. The selfefficacy and awareness-BGD components were examined separately, each on the basis of a total
score of survey items (Boone and Boone, 2012).
To test for a change, we used a two-sided, paired-t-test. The t-test allowed us to conclude
if on average, a person’s score at a later time differed from a person’s score at an earlier time.
We used a finite population correction (FPC) corrected t-test whenever we matched a large
proportion of the total number of participants, to account for the representativeness of the result
captured, similar to Curtis and Keeves (2000).
We set our overall significance level to 5%. This corresponded to a chance of 1/20 of
erroneously concluding statistical significance. Since we identified four primary effects of
interest (short-term self-efficacy, medium-term self-efficacy, short-term awareness, mediumterm awareness), we required the p-value for each test to be less than 0.0125 for statistical
significance, according to the Bonferroni correction as advocated by Bland and Altman (1995).

Results
A total of 316 people registered for the Creating Connections Conference 2013. However,
the actual participation at the conference was projected to be between 200-250 people. The
demographics of registered participants can be found in Table 2.

Table 2. Participant Demographics at CC2013
by Sector
Engineering
Science
Education
Technology
Other

n/a
total
by Role
Graduate Student
Undergraduate students
Junior industry and Academe
Senior Industry and Academe
Industry (unknown level)
Junior Management
Currently seeking
Employment
Executive
Senior Management
Teacher/Counsellor/Advisor
Highschool student
HR and Admin
Other
n/a
total

% total
(exclude n/a)
Note
n
124
43%
106
37%
31
11%
13
4%
15
5% 1 not-for-profit, 1 consulting, 1 media, 1
commerce, 1 family services, 1 political
science, 2 psychology, 7 presenters
27
316
% total
(exclude n/a)
Note
n
66
23%
52
18%
46
16%
38
13%
14
5%
14
5%
13
12
10
8
4
4
12

4%
4%
3%
3%
1%
1%
4% 1 not-for-profit, 1 citizen journalist, 3
conference staff, 7 presenters

23
316

The result from four hypothesis tests is summarized in

Table 3. The columns lists the two psychometric measures being evaluated, and row
indexes either short term or medium term change. Detailed item by item results are found in
Appendix A.

Table 3. summary of changes in self‐efficacy and awareness‐BGD
Short term
(post – pre)
Medium
term
(follow-up
– pre)

Self-efficacy
Paired-t-test with FPC (n = 135,
∆ 1.27 2.28 )
p-value << 0.01

Awareness-BGD
Paired-t-test with FPC (n = 113,

Paired-t-test (n = 33,
∆ 0.42 2.55
p-value= 0.34

Paired-t-test (n = 32,
∆ 1.46 3.41
p-value= 0.02

∆

0.97 3.84

p-value < 0.01

Discussion
The results of our study show that, overall people who attend CC2013 experienced
positive changes in self-efficacy and awareness-BGD in the short term that are statistically
significant. Recall that self-efficacy is correlated with career persistence, and awareness-BGD
addresses an important barrier for women in STEM in general; our result indirectly suggest that
CC2013 had a positive impact on women’s participation and persistence in STEM.
After six months, however, there was some evidence of improved awareness-BGD, but
no evidence of lasting improvement in self-efficacy. This is likely due to competing confounding
factors that we cannot control, such as obstacles and challenges in participants’ daily lives that
diminished the effects of increased self-efficacy. This observation has an important implication
in the design of interventions for women in STEM. Much of the existing research on the effects
of STEM interventions tests the hypothesis that interventions improve self-efficacy for women in
STEM. These studies focus on the effects of one-shot intervention on short term self-efficacy,
e.g. immediately post intervention (Betz and Schifano, 2000; Dawes et al., 2000), or at four
weeks’ time (Luzzo et al., 1999). However, our study is one of the first to explore the persistence
of increased self-efficacy six months post intervention. The lack of persistence after six months
may indicate that the one-shot intervention format, on its own, is not well suited to increasing
self-efficacy, and that other intervention targets are more suitable for long-term outcomes of
these type of events.
Of course, it is not possible to show a causal relationship between the attendance at a
STEM conference and the measured changes. We examine a number of potential explanations
for the observed changes, also known as confounding factors. First, we believe that during the
conference the participants did not experience external influences, e.g. a competing intervention,
given the short time-frame of eight hours that separated the pre and post surveys. However, a
phenomenon known as “response-shift bias” - the change in the participants’ metric for
answering questions from the pre-test to the post-test due to a new understanding of a concept
being taught (Klatt and Taylor-Powell, 2005) - cannot be ruled out completely. The use of a

retrospective pre-test design could prevent response-shift bias (Howard and Dailey, 1979), but
incurs further problems such as: recall bias, social desirability, effort justification, and cognitive
dissonance (Colosi, 2006). Had we chosen a retrospective-design, the problem of social
desirability and effort justification could not be ignored. Some research reports that responseshift bias in pre-post design led to more conservative p-values and estimated effects, compared to
a retrospective design (Rohs and Langone, 1997; Rohs et al., 2001). In our study context, we
believe conservatism on concluding statistical significance to be a benign error, and thus the prepost design remained the better option.
We believe the chance of volunteerism bias occurring in the measured short-term changes
is also low. First, our post-test sample was highly representative of the whole participating
population (~50%) given its voluntary nature. Secondly, our staff deduced that the reduced
participation in the post-event survey was likely due to other personal commitments at the end of
the day, as the conference was held on a Saturday. This factor is not related to self-efficacy, nor
awareness-BGD, thus we do not have an indication of volunteerism bias. While a larger drop-out
in participation was observed for the follow-up survey, 33 respondents completed a follow-up
survey out of 80 who consented to be contacted – an excellent participation rate. Furthermore,
we found that whether a person responded to the follow-up survey or not did not correlate with
the self-efficacy score (p-value = 0.24), nor with the awareness-GBD score (p-value = 0.73) at
the closing of the intervention (see Appendix B).
As the follow-up survey was administered over the internet, we had no means of
guaranteeing that participants had intentionally learned the correct answers to the awarenessBGD knowledge testing questions for the purpose of survey completion. However, we note that
the majority of questions that were unrelated to awareness-BGD knowledge also showed positive
changes in the follow-up surveys (see Appendix A).
We note that the evaluation framework itself potentially offered value-added for our
conference aside from enabling better reporting to stakeholders. The use of the awareness-BGD
instrument, which in part measures a person’s intention and belief toward advancing gender
diversity in the technical workplace, potentially creates a mere-measurement effect on
participants’ future behavior. The mere-measurement effect is a change in the future behavior of
a person who is asked to self-report on either attitude, intention or belief towards a subject
(Sprott et al., 2006; Chapman, 2001; Godin et al., 2008). In the context of the awareness-BGD
survey, the effect of mere-measurement may result in a changed behavior relating to the
attendance of events related to gender diversity, participation in advocacy, and public support for
actions increasing gender diversity. We are unable to confirm nor reject this conjecture as it is
outside of the scope of this study, but recognize the potential for future work.
Lastly, positive results achieved at CC2013 serve as evidence in support of using STEM
conference as a tool for increasing gender diversity in STEM. Furthermore, as a tool for creating
change, we believe the evaluation framework detailed in this paper could serve well as a

measurement standard for future STEM conference since it utilizes a collection of standardized
procedures, instruments, tests for establishing impact. An adoption of this framework in future
conferences will enable a more consistent comparison on the effects, necessary for identifying
best practices.

Conclusion
In this paper, we present the first documented evaluation framework for a STEM
conference type intervention and demonstrate its impact on women’s participation and
persistence in STEM. We did this through targeting and measuring two proxy measures, career
self-efficacy and the awareness of the benefit of gender diversity (awareness-BDG) in the
workplace, which are correlated to women’s participation and persistence based on theory and
empirical evidence. We targeted self-efficacy and awareness-BGD through embedded messaging,
and measure them with a pre-post-follow-up evaluation design to capture both short term and
medium term effects while minimizing the chance of bias.
We applied this evaluation framework to a conference, Creating Connections 2013, and
found that it succeeded in positively impacting both self-efficacy and awareness-BGD in the
short term, confirming the value of our intervention to women’s participation and career
persistence. Furthermore, despite being a short-term event, our conference produced an increase
in awareness-BGD that persisted at least six months after the conference ended. This suggests
that short-term interventions may create sustained impact after its conclusion for certain
constructs.
This study is a first investigation on the value of conference to women’s in STEM based
on two measures only, which is by no means an exhaustive exploration. Future work lies in
identifying and evaluation other constructs related to women’s participation and persistence in
STEM. In particular we hope to compare the sensitivity to change and duration of impact
sustained by the various constructs, to identify the most effective set of programming goals for a
conference type interventions. We also hope extend the comparison to other interventions to
select the most effective programming target for other types of intervention activities.
Furthermore, program design can also largely influence the sensitivity to change and
duration of impact sustained by different constructs being evaluated. In our conference we
addressed the selected conference objectives with an embodied learning approach and without
any comparison cases. We hope to test out other approaches to program designs in the future to
understand of how program design affects the duration of conference impact. Only with an
understanding of both “what to target in an intervention” and “how to target” can we ensure that
resources are spent efficiently for the best sustained effect to increase women’s participation and
persistence in the field of science, technology, engineering, and mathematics.

Appendix A
Table 4. Summary of survey results on self‐efficacy
Short Term
Change

Medium Term
Change

M

M

SD

SD

Career Self-efficacy items
I can remain calm when facing difficulties in my
job because I can rely on my abilities.

0.26

0.60

0.21

0.93

When I am confronted with a problem in my job, I
can usually find several solutions.

0.10

0.61

0.06

0.83

Whatever comes my way in my job, I can usually
handle it.

0.14

0.65

-0.21

0.72

My past experiences in my job have prepared me
well for my occupational future.

0.18

0.91

0.12

0.82

I meet the goals that I set for myself in my job.

0.22

0.65

0.21

0.65

I feel prepared for most of the demands in my job.

0.36

0.83

0.03

0.98

TOTAL

1.27

2.28

0.42

2.55

Table 5. Summary of survey results on Awareness‐BGD
Short term change

Medium term change
SD

categ
ory

M

SD

M

Awareness-BGD items
I am likely to attend gender
diversity workshops in the
future.
Companies should not actively
promote gender diversity in the
workplace.

1.16
a

0.08

1.13

0.18

e

0.20

1.51

0.36

1.17

Companies should spend more
resources toward creating a
gender diverse workplace.
Within my current knowledge, I
know where to find information
on how I can help advance
gender diversity.

0.68
e

0.04

1.25

0.03
1.2

a

0.52

1.31

Gender diversity in the technical
workplace benefits society on a:

0.54

0.03
0.88

personal level

e

0.13

0.93

0.03

interpersonal level
(e.g. when interacting with
people around us)

e

0.04

0.88

-0.15

Corporate level

e

-0.03

0.90

-0.03

National level

e

-0.03

0.95

-0.03

Access to foreign markets

k

-0.23

0.81

0.00

0.62

Access to a broader talent base

k

0.08

0.30

0.06

0.24

Increase in innovation potential

k

0.04

0.27

0.03

0.17

Increase in cash reserves

k

-0.03

0.77

-0.09

0.46

Increase in cost of staffing

k

0.17

1.03

0.06

0.70

Solution to skill shortages

k

0.05

0.69

0.09

0.52

Enhanced market development

k

0.11

0.60

0.24

0.44

Stronger financial performance

k

0.07

0.81

0.39

0.61

Greater return on human
resource investment

k

-0.03

0.72

0.00

0.56

3.84

1.46

3.41

0.91
0.92
0.81

Are the following items a result
of increased gender diversity in
the workforce for technical
industries?

Weighted* TOTAL

0.97

* Weighted total is calculated by rescaling each of the 3 subcomponents (action (a), empathy (e) and
knowledge (k)) such that each contribute 10 marks to the total score.

Appendix B
In Appendix B we provide a summary of the observed correlation between responding to the
follow-up survey and self-efficacy score, and for the correlation between responding to the
follow-up survey and awareness-BGD score. Sample correlation coefficients were calculated,
along with 95% confidence interval on the true correlation coefficients and the p-value from the
test for Pearson’s correlation coefficient on the hypothesis that the true correlation is 0. This
result is summarised in Table 6.
Table 6. Correlation between a respondent’s participation in the follow‐up survey and
his/her psychometric measurements at post‐event
Self-efficacy at post- Awareness-BGD at
event
post-event
n= 152;
r = -0.096;
95%CI [-0.25, 0.06];
p-value* = 0.24
*Test of Pearson's product moment correlation coefficient
Status as participating in the follow-up
survey (yes/no)

n=147;
r= -0.34;
95%CI [-0.19, 0.13];
p-value* = 0.73
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