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Conference                                                                                                                       Brussels, Autumn 2011                                                               in collaboration with the European Science Foundation   

Science Leaders Panel
Role: arrive at consensus on gender dimension 
and provide advisory function on implementation 
of the recommendations
Science Strategy Group
Role: provide expertise and guidance on gender 
issues in the European Research Area
Gender Expert Group
Role: provide expert advice and participate in the 
dialogue and knowledge transfer activities
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Dialogue and Action for Equality & Excellence in Science in the 21st century

see overleaf
NEW!

Gender Dimension as Driver for Science Innovation and Excellence in the 21st Century

Funding A gencies, Prof essional  Associat ions, Universit ies , 
Professional Journals, Policy Bodies, Industry, Cross-European Associations, 
Civil Society Institutions,Human Resources, Regulator y Bodies

To jo in  the  Stakeholde r  Net w ork  please  send  an  emai l  to  inf o@gende r insc ience .org

 

�e dialogue has �ve areas of focus: 
1) Gender equality in recruitment, advancement and retention; 
2) Gender equality in assessment and recognition of abilities
and work; 
3) Gender in research process, context, values and directions;
4) Gender analysis in science knowledge-making; 
5) Gender dimension as part of science excellence value system

Dublin, Ireland, 5th November 2010
in collaboration with EUROSCIENCE

Advancing E xcel lence  in  S cience  through Gender  
E qual i t y
  
                 Linköping, Sweden, 28-29 March 2011

Advancing R&D through Gender-Fair Recruitment 
and Retention Strategies.
                                
                   Vienna, Austria, 19-20 May, 2011

A d d r e s s i n g  g e n d e r  s t e r e o t y p e s  a n d  g e n d e r e d  
a t t i t u d e s  i n  t h e  a s s e s s m e n t  o f  w o m e n’s  w o r k

                 Athens, Greece, 3-4 March 2011 
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G e n d e r  i n  S c i e n c e

�e Role of Gender in Scienti�c Enterprise

Warsaw, Poland, 25th October 2010
in collaboration with the University of Warsaw

Gender and Research Excellence in Poland 



Recommendation 1:  Leaders must be convinced that there is a need to incorporate methods of sex and gender analysis 
into basic and applied research; they must “buy into” the importance of the gender-dimension within knowledge making. �e 
most e�ective way of doing this will be to illustrate how continually incorporating sex and gender analysis promotes research 
excellence. Such examples should be inventoried by European institutions (e.g. DG Research, ESF) and made available to 
institutional “change agents” (e.g. deans, provosts, opinion makers, department heads). 

Recommendation 2: Scientists should be trained in using methods of sex and gender analysis. Both managerial levels 
and researchers should be educated in such sex and gender analysis.  Training in methods in sex and gender analysis should 
be integrated into all subjects across all basic and applied science curricula. 

Recommendation 3: In all assessments – paper selection for journals, appointments and promotions of individuals, 
grant reviews, etc. – the use and knowledge of methods for sex and gender analysis in research must be an explicit topic for 
consideration.  Granting agencies, journal editors, policy makers at all levels, leaders of scienti�c institutions, and agencies 
responsible for curricula accreditation, should be among those responsible for incorporating these methods into their 
assessment procedures.

Recommendation 4: Research teams should be gender diverse. Institutions should promote gender diversity of research 
teams through a variety of incentives (e.g. quality recognition and allocation of resources) and through transparency in hiring.

Recommendation 5: Gender balancing e�orts should be made in all committees, with priority given to key decision-
making committees.  Panels for selection of grants and applicants must be gender diverse. �is must be the goal for management 
teams as well.

Recommendation 7: Women already within scienti�c institutions must be made more visible.  All public relations activi-
ties from scienti�c institutions should be gender-proofed (represent women appropriately), while avoiding tokenism. �is 
could be done by including women in all promotional campaigns for scientni�c careers, by leaders nominating women for 
prizes, and by recognising women’s achievements appropriately. Deciding what to highlight should be informed by data from 
gender-mainstreaming tools such as gender-disaggregated data, information on resource allocation by gender, achievement 
records, etc.

Recommendation 8: Assessment procedures must be re-de�ned to focus on the quality, rather than quantity, of 
individuals’ publications and research output. �is must be consistently applied in individual, departmental, and other levels 
of assessment.   For instance, researchers should select the most important articles that they have produced in a set number 
of years, rather than listing all publications.  However, qualitative assessment must also avoid gender bias (e.g. reliance on 
recommendation letters in appointment procedures).

Recommendation 9: Persons with disproportionate committee and administrative duties should be provided with 
additional support sta� or reduced teaching assignments to ensure that their research does not su�er.

Recommendation 10: Policies and procedures speci�cally a�ecting working conditions that di�erentially impact men 
and women in scienti�c institutions must be reviewed and revised, ensuring positive bene�ts for personal and professional 
development for both men and women.  Revisions are needed in: i) implementing maternity and paternity leave policies at 
the institutional level; ii) procedures for dual-career couples that speci�cally target increasing mobility of researchers by 
supporting partners in �nding suitable employment in the same region (taking care to avoid nepotism);  iii) institutional 
strategies for careers developed later in life (e.g. maintaining contact with individuals taking career breaks; providing grant 
opportunities for individuals at critical career/life moments and returners); and;  iv) awareness regarding salary negotiation 
tactics (through, for instance, targeted workshops and training for women)

Recommendation 11: Speci�c strategies should be employed for attracting women to apply for scienti�c positions.  
Announcements for recruitment should be formulated so that they encourage women to apply.  �at is, announcements 
should be broad, rather than narrowly focused.  Job criteria for employment should be objective and transparent.  Additionally, 
leaders should not just rely on self-initiated promotion but also encourage and promote applications, not just accept them.  Finally, 
if there are no women in the applicant pool, the positions should be re-advertised.

Recommendation 13:  Gender issues must be an integral part of internal and external evaluation of institutions.  Policies 
at all levels must require this inclusion.  �is should begin with a critical review of gender mainstreaming processes within 
each institution, identifying current successes and failures.   A member of the leadership team should be responsible for 
gender-related issues, such as following up on the gender action strategy for the institution.

Recommendation 12:  Explicit targets to improve gender balance and action plans to reach them must be included in 
the overarching gender strategy of scienti�c institutions.  �e progress must subsequently be regularly monitored and be 
made public.

Recommendation 6:  Institutions should seek to improve the quality of  their leadership by creating awareness, under-
standing, and appreciation of  different management styles.  This can be achieved through training, self-reflection, and 
various feedback mechanisms.  Diversity training, specifically, is essential in this process.
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The way assessment, recruitment and working conditions can be improved to better accommodate the gender dimension

The  way  women and  men in  sc ien t i f i c  ins t i tu t ions  a re  managed ,  o rgan ised ,  and  a re  pub l i c i sed

The way research quality can be immediately improved by addressing sex and gender analysis in scientific research

Full text of the Consensus Report and the supporting research evidence used by the Science Leaders Panel is available on www.genderinscience.org

�e Gender Dimension in Science: Institutional Actions Recommended by Science Leaders 

The means of ensuring that gender dimension is indeed recognised in processes within science institutions


