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Background
• Despite increased awareness of the lack of gender equity in academia and
a growing number of initiatives to address issues of diversity, change is
slow, and inequalities remain
• A major source of inequity is gender bias, which has a substantial negative
impact on the careers, work-life balance, and mental health of
underrepresented groups in science
• Gender bias is not a single problem but manifests as a collection of distinct
issues that impact researchers’ lives

Gender biases amplified through career stages
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Though gender stereotypes are
already strongly shaped in
childhood (Makarova et al., 2019),
college or university study is a
further bottleneck to gender equity

Even in their first year beyond high
school, women are 1.5 times more
likely than men to leave the STEM
higher education pipeline (Ellis
et al., 2016)

Gender biases amplified through career stages

In more advanced university
degrees and career stages,
the women-to-men ratio
progressively decreases,
referred to as the “scissors
effect”

The point where the effect
begins is at the start of the
university years with equal
numbers of women and
men enrolled

The gap widens (like an
open pair of scissors) by the
end of the postdoctoral
career stage (European
commission report
2015, GARCIA Project)

• Multiple studies have systematically documented
bias in every aspect of academia (Fernandes
et al., 2020),

Gender bias
at the
university
level

• including journal article and innovation
citations (Dworkin et al., 2020b; Hofstra
et al., 2020),
• publication rates (West et al., 2013),
• patent applications (Jensen et al., 2018),
• hiring decisions (Nielsen, 2016),
• research grant applications (Burns et al.,
2019),

• Multiple studies have systematically documented bias
in every aspect of academia (Fernandes et al., 2020),
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• evaluations of conference abstracts (KnoblochWesterwick et al., 2013),
• symposia speaker invitations (Schroeder et al.,
2013),
• postdoctoral employment (Sheltzer and Smith,
2014),
• prestigious science awards (Lunnemann et al.,
2019), and
• tenure decisions (Weisshaar, 2017)
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These forms of bias are intertwined and
evolve and accumulate along the career path

Form a further bottleneck for gender equity
in STEM and their combination can lead to a
gradual abandonment of scientific careers by
many women, the numbers of which
decrease as career stages progress

Effects of
gender bias in
academia

• Gender bias hinders scientific
productivity, authorship, and peer
review
• Leads to lower representation of women
in leadership positions and consequently
in decision- and policy-making
• Leads to women being perceived as
worse scientific leaders (Smyth FL, Nosek
BA, 2015; Linda L et. al., 2016)

Effects of
gender bias in
academia

• Stereotyped as not possessing the innate
talent that is required in some fields
• These and other gender stereotypes may
explain why women receive similar levels of
research funding when they are judged on
the quality of their research but less funding
when judged on the excellence of the
researcher (Witteman HO, et. al., 2019)

Effects of gender bias in academia
Women are less frequently
invited to conferences
(Casadevall A, Handelsman
J, 2014; Klein RS et. al.,
2017)

Are less likely to be selected
for scientific awards
(Popejoy AB et. al., 2014;
Lincoln AE et. al., 2011)

Are less represented on
editorial boards (Cho AH et.
al., 2014)

Their work is less likely to be
cited (Larivière V et. al.,
2014)

They have less chances of
being invited to participate
in peer review (Larivière V
et. al., 2014; Lerback J &
Hanson B, 2017)

They have a more restricted
access to influential
networks (NASPA Journal
About Women in Higher
Education: Vol 1, No 1)

Effects of
gender bias
in academia

• A lack of understanding of these issues,
especially at the senior level, will likely result in
fewer measures put in place to tackle them
• It is therefore necessary to understand how
gender biases are perceived by researchers in
their workplace, and, importantly, whether
gender, seniority, research area and type of
institution influence these perceptions

Gender differences in perceptions of gender equality in the respondents’ departments.

In a sample of 1,295
adults from 63
institutions of which
36% were men and
64% were women

García-González J, Forcén P, Jimenez-Sanchez M (2019) Men and women differ in their perception of gender bias in research institutions. PLOS
ONE 14(12): e0225763. https://doi.org/10.1371/journal.pone.0225763
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0225763

Suggestions for decreasing gender
bias at an individual level

• All scientists could seek out education in gender bias and proactively
consider how to adjust their own behaviour to ensure equity in their
reviews

Suggestions for
decreasing
gender bias at
the institutional
level

Importantly, institutions need to pay attention to
potential sources of gender bias in order to be able
to identify ways to mitigate them

To note
Two steps forward, one step
back

When we put new
interventions in place, we
tend to lose motivation to
keep pushing (effectively
thinking, “ok, my work here
is done”).

This is true even if the
intervention has no effect!

Treat effective interventions
as evidence that we can
make progress if we keep
trying, not that we have met
all our goals

When we make progress,
then we will remind
ourselves how far we still
have to go!

When there are setbacks,
then we will keep fighting!

Thank you

ISP for the continued
support of women in
sciences
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tremendous support of
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support more women
in sciences

The orgamizers and
the participants

