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Really?

The 550 participants at
the Gender Summit
agreed that …
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Keep your audience in mind
From IDEAS to MARKETS:
the Gender Factor
How gender dimension can transform and
enhance research ideas and open up new
markets for scientific knowledge

What science is missing
when women are missing
From drug discovery to seat belt design,
women matter a lot, findings show
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Keep your audience in mind
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Don’t just tell me — show me
The new perspectives emerging from the gender
in science project create opportunities to be
specific about what it means for science to be
“gender neutral,” that is, to show that the study
design has taken into account the needs of both
women and men as equally important.
Examples?

The benefits are considerable, not only for the
quality and outcomes of research, but also for
new opportunities to apply research findings to
create new markets for science knowledge.
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For example …
When voice recognition products were first introduced to the market,
they generally worked better for men than for women — and still do.
These technologies could be made better if the voice recognition algorithms
were more sensitive to the frequency of female voice, which is different to the
men’s.
The safety of cars, which are tested using crash dummies based on the
male body, could be improved for women, who are not scaled down
versions of men; they have, for instance, less muscle tissue around the neck
and upper torso than men and hence suffer considerably greater risk of
whiplash injury in a car crash than men do, almost five times as big. Women
also get pregnant but designers of car seatbelts seem to be unaware that in
this state the traditional seatbelt is a hindrance, and poses a risk to the baby.
The lack of data on women in toxicology models means potentially
greater risk that a drug will be more dangerous to women than to men,
and that the goals of personal medicine cannot be achieved.
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Huh?
Do explain
academic terms
and jargon

Gendered innovations?
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For example …
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https://genderedinnovations.stanford.edu/
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Rats are scared of men
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Apparently they prefer women …
Male, but not female, experimenters induce intense stress
in rodents that can dampen pain responses. Such
reactions affect the rodents’ behavior and potentially
confound the results of animal studies, the study suggests.
The authors discovered this surprising gender disparity
while investigating whether the presence of experimenters
affects rodent pain studies. For years, anecdotal reports
have suggested that rodents show a diminished pain
response when a handler remains in the room.
http://www.nature.com/news/male-researchers-stress-out-rodents-1.15106
Olfactory exposure to males, including men, causes stress and related analgesia in rodents,”
Nature Methods (2014) http://www.nature.com/nmeth/journal/v11/n6/full/nmeth.2935.html
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Rats are scared of men …
Mogil’s team measured the response of mice and rats to an
injection in the ankle, either in the presence of different
experimenters or while alone in an empty room (the
experimenters gave the injection and then quickly left). To
their surprise, the animals seemed to show a decrease in
pain response of about 40% when a man rather than a
woman remained in the room, based on pain levels
analysed using the mouse grimace scale.

Olfactory exposure to males, including men, causes stress and related analgesia in rodents,” Nature
Methods (2014) http://www.nature.com/nmeth/journal/v11/n6/full/nmeth.2935.html
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Rats are scared of men …

“Scientists whisper to each other at
conferences that their rodent research
subjects appear to be aware of their
presence, and that this might affect the
results of experiments, but this has never
been directly demonstrated until now,” says
Jeffrey Mogil, a psychology professor at
McGill and senior author of the paper.
https://www.mcgill.ca/newsroom/channels/news/scent-man-235492
Olfactory exposure to males, including men, causes stress and related analgesia in
rodents,” Nature Methods (2014)
http://www.nature.com/nmeth/journal/v11/n6/full/nmeth.2935.html
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Why more women in science and the workplace?

There is plenty of evidence to show
quantitatively that gender diversity
in the workplace – and in senior
management – can improve an
institution’s performance. …
But do we know why?

1. Business case for D&I

CONNECT TO COMMUNICATE

Business case for gender diversity
•

Gender is the only diversity measure that can be legally tracked globally

•

Evolution of discussion from equality and justice to competitiveness and good corporate governance1

•

Women bring in key leadership skills relevant for addressing future global challenges2
 Intellectual stimulation, inspiration, participatory decision-making and expectation setting

•

Gender equality positively correlates with company’s financial performance3
 Companies with the most female board members outperform those with the least on return on
invested capital (ROIC) by 26%
 Companies with 3+ women on their board in at least four of five years significantly outperformed
those with sustained low representation by:

84% on
Return on Sales

60% on Return on
Invested Capital

46% on
Return on Equity

Sources:
1. The Current State of Corporate Gender Equality Global Trends and Figures. Marc h 2013.
2. McKinsey’s “Women Matter”, 2008 edition
3. Catalyst, The Bottom Line: Corporate Performance and Women’s representation on Boards (2004–2008). http://www.catalyst.org/, 2011
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http://www.mckinsey.com/global-themes/women-matter
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Make a compelling case for gender diversity

Companies need to more fully
communicate why gender diversity
matters and how it benefits everyone.
Using a combination of storytelling and
data, companies should speak to the
positive impact greater gender diversity
has on individuals, on the company and
its customers, and on society more
broadly.
Lean In / McKinsey “Women in the Workplace” (2016) https://womenintheworkplace.com/
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Make a compelling case for gender diversity

Transparency is also critical, yet fewer than a
third of companies disclose any gender
metrics to employees, and a mere 4 percent
share them all. Giving employees more
information will help them better understand
the state of women in their companies and
what’s working—and what’s not—in their
efforts to reach gender equality.
14

14 The

quantitative metrics companies track could include recruiting pipeline by
gender, gender representation at promotion rounds, and salary differences at
comparable job positions by gender
Lean In / McKinsey “Women in the Workplace” (2016) https://womenintheworkplace.com/
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World Economic Forum: Global Gender Gap Report 2016

http://widgets.weforum.org/gender-gap-2016/

| 22

World Economic Forum: Global Gender Gap Report 2016

• http://widgets.weforum.org/gender-gap-2016/

http://widgets.weforum.org/gender-gap-2016/
http://reports.weforum.org/global-gender-gap-report-2016/

| 23

World Economic Forum: Global Gender Gap Report 2016

http://reports.weforum.org/global-gender-gap-report-2016/the-case-for-gender-parity/

| 24

World Economic Forum: Global Gender Gap Report 2016

Business leaders and governments increasingly note
that tackling barriers to equality can unlock new
opportunities for growth. In the World Economic
Forum’s Future of Jobs Survey, 42% of business
leaders perceived addressing gender parity in their
company as a matter of fairness and equality;
yet … more than a fifth of those surveyed also
highlighted rationales closer to their core business:
reflecting the changing gender composition of their
customer base as well as enhancing corporate
decision-making and innovation.
http://reports.weforum.org/global-gender-gap-report-2016/the-case-for-gender-parity/
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Responding to challenges and difficult questions

https://www.elsevier.com/editors-update/story/publishing-trends/why-gender-balance-at-conferencesshould-become-the-new-normal
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Responding to challenges and difficult questions
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No one should be afraid to ask difficult questions.

© istock.com/SaulHerrera
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Responding to challenges and difficult questions

Elizabeth Pollitzer: Gender balance is not a waste of time or
money. Promoting equality and status of women in research
and, in turn, changing and improving systems, is a
commitment that is shared today by major research funders
around the world. For example:
• The European Union in their Horizon 2020 programme
http://ec.europa.eu/research/participants/data/ref/h2020/gra
nts_manual/hi/gender/h2020-hi-guide-gender_en.pdf
• The Global Research Council
http://www.globalresearchcouncil.org/meetings/2016annual-meeting
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Responding to challenges and difficult questions

Elizabeth Pollitzer: … All that happened at the
Colloids Conference in Berlin was that excellent
women in the field were made visible. When men
hold most of the academic professorial positions in a
field, as is the case for many areas of science, it is
men who decide what is “the best”: women; their
needs and their talents are rendered invisible. This is
what gender-blind science is like.
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Responding to challenges and difficult questions

Elizabeth Pollitzer: Gender issues are definitely not “beyond
any scientific reason.” An extensive body of research
literature is available showing when, why, and how sex
gender difference effects (gender dimension) impact on
research outcomes and produce different quality of results for
women and men. A good place to find this information is the
Gendered Innovations website, hosted by Stanford University
(https://genderedinnovations.stanford.edu), which offers indepth scholarly explanations how gender bias can be
prevented through the application of gender analysis methods
in research process.
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Responding to difficult questions

Elizabeth Pollitzer: Most people would not argue
with taking “balance” to mean reflecting the
proportion of females in the given field/pipeline. He
says that 60% of all degrees are aware to women;
then OK, lets use this as the target for the
representation elsewhere. …
.
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Responding to difficult questions

… But even in medicine, where the proportion of
women in the field has been growing, this balance
has not been achieved. For example, see Amrein K et
al: "Women underrepresented on editorial boards of
60 major medical journals," Gender Medicine (Dec.
2011) https://www.ncbi.nlm.nih.gov/pubmed/22153882
.
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Responding to difficult questions

Elizabeth Pollitzer: The EMBO study on quotas suggests
“cascade quotas”:
http://www.embo.org/documents/science_policy/exploring_
quotas.pdf. Most people would agree that making
underrepresented groups more visible attracts others to the
field by creating role models, so the cascade quota systems
should be beneficial to more groups apart of women.
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Cascade quotas

“The cascade model can be an effective type of
quota setting,” commented Gerlind Wallon, EMBO
Deputy Director. The cascade model envisages
flexible quotas for female participation at various
levels: The quota is calculated on the percentage
of women at the level immediately below. “This
seems a reasonable method that takes into
account the number of available, qualified
candidates. I would call this a smart quota.”
http://www.embo.org/news/press-releases/2015/gender-quotas-an-analysis-ofoptions-for-their-use
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Are women and men “hard-wired” differently?
Elizabeth Pollitzer: The second argument has been
demonstrated as false by many neuroscientists, cognitive
scientists and psychologists… Nobody is born hard-wired;
the brain is “plastic” and the neural connections develop
continuously (otherwise we would not learn). The only
possible difference may be spatial reasoning, but female
students engineers who have been given training improved
their performance on this. If women were biologically
predestined for psychology, then how does he explain
Freud, Jung, Skinner, Bandura, Piaget, Rogers, James,
Maslow, Erikson, Pawlow, Vygotsky. Of course, there are
also very influential women psychologists.
Sara M. Lindberg et al: "New Trends in Gender and Mathematics Performance: A
Meta-Analysis," Psychological Bulletin (November 2010)
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3057475/
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