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The Gender Diversity Advisory Panel’s assignment, 

members and work 

Late summer 2021, head of department Peter Munk Christiansen formed a local gender diver-

sity advisory panel consisting of: 

 Professor Jens Blom-Hansen 

 Associate Professor Lise Degn 

 Assistant Professor Mathilde Cecchini 

 Assistant Professor Viki Lyngby Pedersen 

 Professor Lasse Lindekilde 

 Professor Vibeke Lehmann Nielsen (chair) 

This report, combined with the PowerPoint Presentation “Gender Imbalance at Department of 

Political Science: Invitation to Discussion and Idea Development”, summarizes the group’s 

work and recommendations. 

The panel’s assignment was to discuss and recommend, based on documented knowledge, spe-

cific and realistic ways in which the Department can improve gender1 diversity. 

The panel decided early on that it would obtain the documented knowledge on which its dis-

cussions and recommendations via the following two methods (see Appendix 1 for a more de-

tailed description): 

1. An interview study to analyze the motivating and demotivating factors for women and men 

in relation to starting, staying on and working in a research and teaching position at the 

Department of Political Science. 

2. A literature review to provide insight into the evidence for gender equality initiatives in 

academia. 

The purpose of sub-study 1 was to identify specific problems at the Department and narrow 

down the targets of the panel’s recommendations. The aim of sub-study 2 was to find inspira-

tion for effective initiatives. 

As stated, the panel’s terms of reference called for specific as well as realistic recommenda-

tions. The panel finds that realism in management initiatives is contingent on, among other 

things, how management prioritizes the problem– i.e., management’s commitment, allocation 

of time and resources – and implementation individual initiatives. Therefore, panel has chosen 

                                                        

1 The panel operates with a binary – genetic – definition of gender but acknowledges that not everyone 

identifies with such a definition. Furthermore, it is worth noting that a gender diversity perspective is 

not the only relevant diversity aspect at the Department, but it is the perspective the panel has been 

instructed to apply. 
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to interpret realism broadly and deliberately does not limit its recommendations to initiatives 

that will only be implemented at department level. We also recommend initiatives that require 

the management to work for changes in administrative practices and rules at faculty, university 

and possibly national level.  

The justification for this is that vertical gender segregation in the labor market – and thus at 

the Department – is caused by a complex interplay of factors at many levels (society, faculty, 

department, section and individual). It therefore makes sense that the management also di-

rects its initiatives towards multiple levels and not only at the department.  

Finally, we want to mention that the panel’s work does not entail an exhaustive list of the De-

partment’s challenges in recruiting and retaining female academic staff, and therefore our rec-

ommendations do not cover all challenges. For example, the methods chosen do not allow us 

to identify a regular challenge for the Department, namely that it is often more difficult to re-

cruit younger female researchers than younger male researchers if this requires moving from 

another country or even from another part of Denmark. 

Gender imbalance at the Department of Political 

Science 

As shown in Table 1, the Department has a predominance of male staff in all academic catego-

ries. Moreover, the phenomenon of the leaking pipeline, i.e. the higher the position category, 

the greater the gender imbalance, is also found at the Department. 

It is also worth noting that: 

1. the imbalance is not a new phenomenon 

2. the predominance of men at the entry to VIP positions – i.e., at PhD level – has increased 

from 2014 to 2022 

3. the predominance of men increases significantly from PhD level to postdoc level where 

recruitment is more informal, and where research project owners have a large say in the 

final decision to hire 

4. the gender distribution among assistant professors is equal in 2021 

5. the gender imbalance has continued in a period when the total number of VIPs has grown 

considerably 

Moreover, the Department exceeds comparable BSS departments in terms of gender imbal-

ance, despite a relatively equal gender composition in the student body over the past more than 

20 years. There are thus no indications that the Department’s gender imbalance will rectify 

itself anytime soon. 
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The gender imbalance varies among the Department’s sections, but even at this level, the gen-

eral picture is that the women are – and have been for many years – in the minority, especially 

in the tenured positions. 

According to the literature, gender imbalance in academia is generally caused by a mix of the 

following three factors: 

1. Relatively fewer women than men apply for positions (recruitment challenges) 

2. Relatively more women are eliminated in hiring rounds (unconscious selection bias and 

implicit bias in qualification requirements) 

3. Relative more women actively leave academia (retention challenges) 

As shown in Table 2, there are significantly fewer female than male applicants for all academic 

positions. Table 3 shows that selection bias based on gender is not present in the assessment 

work; rather, a small majority of female applicants compared to men are declared qualified. In 

other words, there is no indication that female applicants are systematically eliminated in the 

assessment of their qualifications. However, these numbers do not say anything about possible 

biases in the final two steps before employment, namely (1) who among the qualified is offered 

the position, and (2) who among the candidates accepts the position. 

We should add that actively leaving academia (item 3 above) also includes situations where 

potential applicants deep down would have liked to stay in academia but decided not to be-

cause they estimate that chances of getting the position as minimal. 

Table 2: Number of applicants for academic positions* at the Department of Political 

Science. Sum of 2019**-2022***. Distributed by gender 
    

Percent 

Applicants 2019-2022 Women Men Total Women Men 

Associate Professor 53 188 241 22 78 

Assistant Professor 165 389 554 30 70 

Postdoc 171 323 494 35 65 

PhD**** 239 437 676 35 65 

* Professors are excluded because there was only one special posting (professor of health management) in the pe-

riod. 

** Data for 2019 is uncertain because HR changed to a new recruitment system in 2019 and already posted position 

were finalized in the old system. 

*** Until August 19, 2022. 

**** Data for PhD only contains applicants who applied via postings. In cases of full external funding, it is possible 

to apply without postings, but that only applies to a few persons per year. 
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Table 3: Number of applicants deemed qualified for positions* at the Department of 

Political Science. Sum of 2019**-2022***. Distributed by gender 
  

Percent 

Qualified applicants 2019-2022 Women Men Total Women Men 

Associate Professor 15 43 58 26 74 

Assistant Professor 155 357 512 30 70 

Postdoc 146 260 406 36 64 

PhD**** 204 362 566 36 64 

* Professors are excluded because there was only one special posting (professor of health management) in the pe-

riod. 

** Data for 2019 is uncertain because HR changed to a new recruitment system in 2019 and already posted position 

were finalized in the old system. 

*** Until August 19, 2022. 

**** Data for PhD only contains applicants who applied via postings. In cases of full external funding, it is possible 

to apply without postings, but that only applies to a few persons per year. 

In terms of well-being as a researcher and teacher at the Department, Tables 4 and 5 (from the 

2021 APV) show that women on close to all parameters report slightly lower well-being than 

men. The differences are minor but systematic. It is especially worth noting that women to a 

lesser extent than men experience that their team – regardless of gender – offers equal oppor-

tunities for interesting tasks, promotion, managerial responsibility, career development etc. 

Overall, however, well-being is good among both women and men. 

Tables 4 and 5: Excerpts from the Department’s APV 2021 
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The following five arguments highlight why the gender imbalance in the academic staff and 

well-being are problematic:  

1. Optimizing the resource pool: A department has an interest in having access to the largest 

possible share of the qualified resource pool. This does not occur if more women than men 

are eliminated or self-select out. 

2. Diversity effects: A department has an interest in achieving diversity effects, which arise 

when difference competences and interests are represented in the organization and be-

cause diversity in itself ensures dynamics and change. 

3. Representativity as a norm: It is considered a value that a university department reflects 

the gender distribution in society. 

4. Rights argument: Women and men have equal right to – and should therefore have equal 

opportunities for – an academic career, and a public university has a moral and political 

responsibility to ensure that. 

5. The Departments reputation: Since society and the university management regularly focus 

on the gender balance at university departments, not engaging in the problem would dam-

age the Department’s reputation. 

Arguments 3 and 4 are normative, while the rest are strategic-rational. The arguments are not 

mutually excluding. 

According to the interviews conducted in sub-study 1, almost all female and male employees, 

current as well as former, find the gender imbalance at the Department problematic. The im-

balance is perceived as problematic in relation to general gender equality, the organizational 

culture, society’s exploitation of talent, the diversity in research. The interviewees thus seem 

to express a mandate that the Department prioritizes the problem and its resolution. 

However, the interviews also reveal a gender differences in how the gender imbalance and re-

lated problems are perceived. For the men, it is acknowledged but abstract, whereas many of 

the women experience it as a real aspect of their work life, at the coffee machine and the lunch 
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table, in teaching, around the meeting tables, in counseling situation, in assessment work, dur-

ing conferences, at project presentations and at section meetings. Almost constantly, the fe-

male VIPs are underrepresented – and the women are conscious of it. 

In their considerations about gender imbalance and gender issues at the Department, the in-

terviewed (especially young) women mention more often than the men other female employ-

ees’ specific experiences. The women see female colleagues’ individual bad experiences and 

injustices as instances of general gender-related problems. Often, the same incidents are men-

tioned, but the incidents become fueled because when they occur, they hit a form of “accumu-

lated frustration” in the female employees. 

Several women feel that the Department’s leadership and those they see as prominent at the 

Department do not take gender imbalance and gender discrimination in academia seriously. 

The leadership et al. say that they care about it and take it seriously, but they do nothing about 

it in practice. Moreover, the structural nature of the problem is ignored. The women talk about 

a certain understanding among men who are seen as prominent that basically says: I (us prom-

inent VIPs) are not gender biased, ergo we don’t have a problem (any longer).”  

As we will discuss below, such an understanding represents a person-oriented approach to the 

problem of gender imbalance in academia, according to which we simply have to fix both men’s 

and women’s preferences and thought patterns to solve the gender imbalance. This approach 

cannot stand alone (see next section). According to the interviewed women, this understanding 

is often combined with “and besides, world-class research is the Department’s primary task.” 

Several women interpret this as a claim that the initiatives the Department can launch against 

more structural causes of gender imbalance will hurt the quality of the research. 

The Panel sees the combination of “accumulated frustration” and the experience of a lacking 

sincere engagement in the issues as a problematic cocktail. It is therefore our hope that our 

work and recommendations will contribute to the implementation of a series of initiatives.  

The correlation between a gender-political point of 

departure and choice of policy instrument 

As demonstrated by sub-study 2 (Appendix 2), studies indicate that there is a correlation be-

tween the organizational decision makers’ understanding of gender imbalance and the types 

of initiatives they launch to improve the gender balance in their organization (see Figure 1). 
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Figure 1: Correlation between gender-political point of departure and choice of policy 

instrument (from Wynn 2020) 

 

If decision makers in the organization are of the understanding that men and women basically 

are different, they often use change initiatives that focus on individual development, e.g., men-

tor programs, diversity training, that aims to strengthen the individual researcher’s career 

and/or check unconscious bias. Either the individual (most often the women) has to be fixed 

to match academia and its demands, and/or all members of an organization have to be trained 

to see each others’ differences in a positive light. If, in contrast, the decision makers think that 

inequality is caused by structural conditions in the organization, the responsibility for rectify-

ing this inequality is placed with the organization itself, and relevant initiatives could include 

recruitment/hiring (e.g., minimum one woman in the hiring committee, stop the clock policy, 

affirmative action). Finally, an understanding that gender imbalance is a result of deeply 

rooted gender norms in society will place the responsibility for change outside the organiza-

tion. 

As mentioned in Appendix 2, Danish universities traditionally address equal opportunity prob-

lems at the personal level. However, there is very little evidence that this approach – in itself – 

has any major effect on gender imbalance; especially initiatives that aim to fix the women to 

match academia. This is perhaps not that surprising considering that a self-selection and se-

lection process has already taken place on the road to a career as researcher and teacher, i.e., 

a PhD stipend, and those who make it to the entry level in academia are already relatively ho-

mogenous on many academic and personal parameters. This argument is supported by the fact 

that we do not encounter major gender differences in our interview material in terms of 

whether the interviewees feel that they have the competences and personality traits that are 

required for a job as researcher and teacher. 
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We will get back to the question whether the Department, via its organizational culture and the 

way it talks about it to the outside world, contributes to a gender-biased self-selection/selec-

tion process especially among potential female academic employees. 

However, it is worth noting that the large number of analyses and studies of the causes of the 

vertically and horizontally gender-divided labor market combined paint a both/and rather 

than an either/or picture of whether the causes of gender bias are found at the level of the 

individual, the organization or society (Borchorst, 1984; Preston, 1999). Therefore, the best 

solution seems to be to view the gender-divided labor market – including the vertical gender 

imbalance at the Department – as a complex interplay between factors at all three levels. 

It is important for the Panel to point out that research and teaching at a department like Polit-

ical Science requires diversity of knowledge, research interests and competences at the organ-

ization level and specialized ditto at the individual level. Research and teaching would stagnate 

and become very narrow if everyone had the same interests and studied them in the same way. 

It is imperative for a strong research institution to attract, recognize and retain a diversity of 

competent, specialized individuals. In other words, the ideal is an organization that recog-

nizes and promotes research diversity and is based on inclusive professional 

communities. 

Results of the interview study 

In this section, we will report the main results from the interview study in the form of a local 

problem diagnosis in terms of recruiting and retaining female academic staff. Since we did not 

interview potential – external – applicants for positions at assistant professor, associate pro-

fessor and professor level, we discuss problems regarding recruitment based on data from the 

student assistants and to a lesser extent on data from former/current staff. The consequence 

is that we primarily discuss recruitment challenges related to the entry into an academic career, 

namely the PhD level. We are aware, of course, that the Department also faces challenges at-

tracting external female applicants to the other levels. 

As mentioned in Appendix 1, we paraphrase statements from the interviews in order to pre-

serve the interviewees’ anonymity. 

Recruitment challenges: 

Interesting but demanding job … but the benefits disappear as you climb 

the career ladder and in connection with family life 

Across gender, the student assistants have an image of the Department as a good workplace 

where you thrive and have fund with your colleagues, and where you are good at giving each 

other constructive feedback. 
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They see the actual job as academic researcher and teacher as having many attractive elements 

like flexibility in your day, academic freedom and immersion, opportunities for stays abroad, 

participation in conferences, opportunities for interesting fieldwork, etc. 

However, they also see it as a demanding job and a demanding work place. It is always about 

how good you are. Competition for positions is hard, which means an uncertain future. The 

workload is perceived as massive, the stress level as high, and you have to teach many different 

subjects. 

They especially think that once you are on the other side of your PhD, you no longer have time 

to sit around and enjoy your research. Furthermore, they see the immediate benefits like stays 

abroad, conferences, fieldwork and “being in an academically immersed workflow” as incom-

patible with family life. Many of the good opportunities in the job are lost if you want to have 

children. The latter is a concern that primarily the female student assistants express. 

It’s best if someone picks you 

It is a common idea among the student assistants, and across gender, that it is best if someone 

picks you to apply for a PhD. You can’t just apply. As a minimum, you have to have someone 

from the academic staff read and comment on your application. But the best thing is if an aca-

demic employee takes you under their wing and has, if not included you in a major research 

project, then at least has guided you in all stages of writing the application. 

A PhD stipend locks your career path 

Across gender, the student assistants have a clear idea – and concern – that a PhD stipend does 

not contribute positively to a career outside academia. If you do not want to continue or does 

get an opportunity to continue a career as academic researcher after the PhD, the years are 

wasted. 

A career as academic researcher is more an ongoing self-development 

project than a contribution to society 

We see a tendency in the interviews – and in academic staffers’ conversations with talented 

especially female students – that a career as academic researchers is seen partly as a job that 

is disconnected from “reality”, partly as an individual project with focus on what “I” can do, 

and how “I” can develop academic and personal competences, instead of how group projects 

and the Department as a whole can be improved and succeed. These aspects are seen as dis-

couraging. 

According to the students, the story about the career as academic researcher is it is a unique 

opportunity to develop personally and do exactly the kind of research you want. The focus is 

on you becoming something special, not on you delivering something to society in the form of 

research results like educating the future workforce. 
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The Department of Political Science in Aarhus has a reputation as an 

explicit knowledge hierarchy 

Both student assistants and externally recruited staffers state in their interviews that the De-

partment is known for an explicit knowledge hierarchy, especially in terms of method. Inter-

esting knowledge relies on causal inference based on quantitative data. Anything else is per-

haps intriguing, but it is not real knowledge. 

This reputation deters potential applicants from applying. It is widely claimed that it discour-

ages women more than men, but we cannot conclude anything based on our data. 

Retention challenges 

Retention challenges are another cause of gender imbalance in academia – and at the Depart-

ment. As mentioned, the core of retention challenges is that relatively more women are elimi-

nated in the application rounds, and that relatively more female employees actively – and more 

or less voluntarily – leave academia. Although there is little indication that women are elimi-

nated in the assessment process at the Department, significantly fewer women are hired, es-

pecially in postdoc positions. 

Two factors cause retention challenges: the women are less keen to continue an academic ca-

reer at the Department, and/or they refrain from applying because they anticipate not getting 

the position. The first cause is about job satisfaction, i.e., taking pleasure in one’s job and in 

working at the Department; the second cause is about equal conditions for qualifying. As we 

point out below, however, the two factors are connected. 

As far as job satisfaction, our interviews reveal many positive aspects of being an academic 

researcher the Department that are broadly shared across gender. Basically, former and cur-

rent employees find the Department a wonderful place to work socially and collegially. They 

mention nice, funny, interesting and caring colleagues, whom many describe as "friends". In 

terms of the professional aspect of the organization, the Department is perceived – again across 

gender – as having high professional standards and professionally dedicated staff who are very 

willing to give feedback on papers, ideas and applications. 

The tasks (research and teaching) are seen as meaningful, and combined with the opportunity 

to develop competences and achieve knowledge, good colleagues and the flexibility in terms of 

work hours and job content, they are essential motivators for both female and male staff. 

Admin support (especially at the Department) is seen as professional and top level. Finally, the 

interviewees overall express satisfaction with the management. 

The interviews also reveal several concerns regarding job satisfaction. We focus on demotivat-

ing gender-biased aspects, as we expect them to shed light on the Department’s challenges in 
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retaining women. However, we also discuss the experience of a massive work pressure, a con-

cern that is not gender biased but is related to whether an employee has small children). We 

include this concern, partly because it is very prominent in the interviews, partly because the 

data indicates a tendency that the consequences of the workload are different for female and 

male employees. 

Concern #1: Women’s experience of marginalization 

All the interviewed women convey a fundamental experience of academic marginalization; 

some also social marginalization.  

Almost all interviewed women, but almost none of the men, talk about a fundamental experi-

ence of being “on the fringes” of the Department’s academic communities, and they see the 

Department as characterized by very strong research teams. The women feel that they a recog-

nized as persons rather than for their professionalism. According to the data, this has the fol-

lowing consequences: 

1. The women feel that they also – and more than the men – have to perform in other arenas 

besides the purely academic in order to achieve recognition and inclusion, e.g., teaching, 

administration/management and for the social cohesion of the organization. 

2. The women find that they are invited to join fewer academic collaborations (co-authoring, 

project applications etc.), and if they are invited, it is more often with other women than 

with men. 

3. The women experience more academic isolation than men. 

4. It is a major contributing factor in women’s decision to leave the Department. 

In addition to academic marginalization, some women experience social marginalization. The 

women talk about closed social male environments (soccer, Friday beers, dinners, celebrations 

etc.) in sections and research groups where women are not invited even though they belong to 

those sections/research groups. The women see social marginalization as especially problem-

atic because they also experience that academic collaborations are born in and borne by infor-

mal relations. 

Concern #2: Explicit knowledge hierarchy and narrow conception of “a 

good researcher” 

Many of the interviewees – including current and former female and some former male em-

ployees – mention that they experience a narrow and explicit knowledge hierarchy at the De-

partment. In terms of topics and especially methods, some things are quite clearly better and 

“more proper research” than others. Some have literally been told that they things they work 

on are not political science. “Mainstream political science” is thus a frequently mentioned con-

cept at the Department, and it is considered a quality to work mainstream. Others experience 

a lack of recognition that causal inference based on quantitative data is not the only way to 



 

15 

obtain socially relevant knowledge and insights. It is quite remarkable that there are male em-

ployees in the data material who are unaware and uncomprehending of the phenomenon of 

knowledge hierarchy.  

Furthermore, interviewees – again mainly women – describe how demotivating this narrow 

conception of a good academic researcher is. Publication in top journals and winning – large 

– grants are celebrated, rewarded and recognized disproportionately at the Department com-

pared to, e.g., being a good teacher, a popular supervisor, being in dialogue with practice 

and/or contributing to awareness of or solutions to societal problems – or simply being a won-

derful colleague who once again “takes one for the team.” 

The collective experience is that several important elements of being a good academic research 

– also for the Department – in reality are given less priority. 

Concern #3: Unpleasant feedback culture at section meetings 

Almost all interviewees positively acknowledged that the academic staff is very willing to give 

feedback on papers, ideas and applications. However, some of them – especially women – find 

the tone of the feedback at section meetings hard, unpleasant and demotivating, and that feed-

back is not targeted at the research question or the type of knowledge the paper/project aims 

to provide. 

Their impression is, partly, that the point of the feedback is more to show how smart you are 

than to improve colleagues’ work; partly that the feedback is used intentionally or unintention-

ally to cement the mentioned knowledge hierarchy (regarding methods and topics) instead of 

commenting on the research ambition of the paper/project. 

In addition, many of the interviewees, especially young women, experience a widespread norm 

at the Department that if you cannot take criticism in a specific way, you cannot work here. In 

other words, the unpleasant tone in the criticism is something they have to learn to live with if 

they want an academic position at the Department. 

Concern #4: The informal hiring procedures for externally funded 

positions and establishment of research collaborations 

In recent years, the Department has landed several externally funded, including some very big, 

research projects that imply temporary short- and long-term positions. The Department may 

co-finance some of these positions if the person who is hired performs an agreed amount of 

teaching. 

The hiring procedures for these positions – especially the short-term positions (e.g., 6 months) 

– appear very informal and murky. Especially the female interviewees found it demotivating 

that the positions are filled based on existing social and professional relations rather than 

based on a broader screening of possible candidates in the organization. In addition, it is a 
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complete mystery what determines how much co-financing the Department offers and thus the 

length of employment. 

The female interviewees express the same frustration about the way teams are established 

around research applications/projects. Again, informal relations seem to be the point of de-

parture rather than a professional determination of relevant resources and competences in the 

organization. 

For female employees, procedures that are informal and furthermore based on existing rela-

tions only add to the professional marginalization mentioned earlier. 

The Panel is concerned that the effects of the so-called “old boy network” may increase the 

gender imbalance since the Department has more male employees and thus potentially more 

male employees with external grants to which they recruit more men than women based on 

informal social relations. This is very clear in the skewed gender balance among assistant pro-

fessors and postdocs. 

Concern #5: The public utility of our work is unclear 

More female and male interviewees say that they often experience that their academic work is 

not important for anyone. They are not motivated to the same extent as men by contributing 

to an abstract research agenda. The demotivating aspect increases when some – especially 

young – women also experience that their teaching is not recognized and rewarded as much as 

research, and that methodically strong but relatively nerdy/narrow publications and interests 

are rewarded. 

Concern #6: Uncertainty about what management is actually doing about 

gender discrimination and gender imbalance 

Especially the young female interviewees generally find that management does not prioritize 

and seriously address individual cases of gender discrimination or the gender imbalance at the 

Department specifically. 

Individual cases are subject to rules about confidentiality, which makes it difficult for manage-

ment to communicate action on these cases broadly to the organization, but the Panel finds 

that there is a need for a form of communication in these cases. Likewise, the Panel sees a need 

to be more explicit about the actual initiatives that management has already informally 

launched, e.g., search committees to identify qualified women in connection with open posi-

tions, female representation in assessment and hiring committees etc. 

Concern #7: Work pressure combined with high expectations 

Finally, the massive work pressure is, as discussed, something both women and men experi-

ence, but they draw different consequences of it. Our data shows that having small children or 

not determines how the work pressure affects you. 
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The interviews show that mainly employees with small children suffer under the work pres-

sure, and the pressure is especially hard because it is typically employees in temporary posi-

tions who have small children. Due to the competitive pressure and the career structure in 

academia, you cannot put your career on hold while you have small children, which several 

interviewees mention is possible in other career jobs, e.g., special consultant and departmental 

manager. 

They find that the work pressure is big because they have perform on multiple research param-

eters, but the increasing ambitions have been placed on the individual employees and have not 

changed, e.g., the K-norm. In light of the ambitions for teaching, the teaching norm is so high 

that many employees fear “landing on 0 in the K bank”. 

They experience a culture at the Department that expects you to work hard, and you have to 

work hard to be here, regardless of your life situation. 

Another manifestation of the work pressure is that many experience an expectation from the 

teaching system and sometimes direct pressure from especially supervisors and project owners 

to work during parental leave, e.g., revise and resubmit articles, respond to survey and inter-

view guides for joint projects, grade exams, plan teaching etc. The expectation is that you just 

do it or take advantage of the possibilities of flexible parental leave. Flexible parental leave is 

valued by both female and male employees, but especially many women interpret the way it is 

communicated as almost a demand and unwarranted interference in a decision that belongs in 

their private lives. 

While women and men, as mentioned, experience work pressure and expectations in more or 

less the same way, the data shows a tendency towards gender differences in terms of how they 

process the work pressure and how they seek to combine it with small children in practice. The 

interviewed women reflect on and worry more than men do that many work hours and great 

mental focus at work may turn out to be “a bad investment” and cause major life risks, such as 

divorce, childlessness, your children’s psychosocial wellbeing, your own health, loss of other 

identities than “the researcher”. As a consequence, women have more considerations about 

and are less discouraged by an alternative to a career as academic researcher than men. 

The data also shows that men and women with small children tend to handle the work pressure 

in different ways. The women seem to explicitly prioritize the children over work and often sit 

down to work again when the children are asleep. The men attempt to get some work done 

when they are at home with sick children, are on paternity leave and have picked up children 

from daycare, and then again when the children a asleep. 
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Some also experience that the work pressure, particularly in combination with small children, 

undermines some of the joys of working, especially “being in an academically immersed work-

flow” and “access to nice, fun and interesting colleagues.” A large number of tasks crowd out 

the time for research, and when the tasks are done, there is not much time left before you have 

to pick up the children. Finally, you simply no longer have time to be social during work hours.  

We should also mention in parentheses, that several interviewees experience mixed signals 

from management about work-life balance. They say that they are about it but also expect you 

to perform on all parameters and be flexible when it is time to plan the Department’s courses. 

They experience that the staff development interview focuses on what you as an employee de-

livers/should deliver in the form of articles, applications, student evaluations etc. instead of on 

the employee’s wellbeing and development. 

Summary 

The Panel identifies two factors that explain the Department’s challenges in recruiting and re-

taining female academic staff: Work pressure and high expectations combined with mecha-

nisms in the organizational culture that marginalize women, primarily because of informal es-

tablishment of research collaborations. 

The women experience being sidelined by research teams and see male colleagues being invited 

as co-authors, to join data teams, develop good ideas together, being included in grant appli-

cations and having their employment extended on project funding. Women with small children 

experience having fewer work hours available than the men with whom they compete for posi-

tions, and they worry about life risks due to spending so many hours and mental energy on 

work. These aspects combined may seem like an insurmountable hurdle, and many women 

anticipate that they will not get the job anyway and it is not worth it. 

Likewise, the work pressure and its anticipated incompatibility with family life is also a factor 

that stop especially talented female students from choosing a career as academic researcher. 

Finally, the Department faces the challenge that women eliminated to a greater extent in the 

hiring decision, especially for postdoc positions, which are more narrowly described, and pro-

ject owners have more influence. The Panel finds that the concerns regarding informal hiring 

procedures in externally funded positions (concern #4), pronounced knowledge hierarchy and 

a narrow conception of “a good researcher” (concern #2), and the women’s experience of mar-

ginalization (concern #1) are related to this. When informal social relations play a role, AND 

women are invited into those relations less often, the result is gender bias. The gender bias is 

reinforced if the hiring committee ultimately finds that the best of the qualified applicants is 

the researcher with the most publications, preferably in certain mainstream journals, AND 

women are included in mainstream less often. 
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Results of the literature review 

The overall results of the literature review are listed in Appendix 2. 

An important overall conclusion of the literature review is that there is a lack of solid impact 

studies of initiatives targeting the structural as well as the individual level, and the existing 

studies tell us more about what does not work than about what does work on gender balance. 

However, our study concludes that the greatest effect is found in initiatives that implement 

change at the structural rather than at the individual level. 

There is no solid documentation that initiatives at the individual level actually increase the 

number of female employees. Awareness raising initiatives (teaching and discussion) is gener-

ally effective in impeding individual employees’ implicit biases about women, but we lack ro-

bust quantitative evidence that they have a direct effect on the gender balance. 

Individual-oriented mentoring is received positively by employees and strengthens individual 

factors like competence awareness, productivity, network etc. (Kalpazidou Schmidt & Faber 

2016; Beech et al. 2013; Ehrich et al. 2004). This may be an effective tool if the goal is to im-

prove wellbeing and individual career development for female researchers, but we lack docu-

mentation that the positive effect on these factors contribute directly to gender equality at the 

structural level. In other words, we lack quantitative long-term studies that measure the long-

term results of mentor initiatives. 

Initiatives that aim to create structural change (i.e., affirmative action, hiring/recruitment and 

WLB/family-friendly initiatives) have mixed effects. Studies of WLB/family-friendly initia-

tives like stop the clock find limited evidence of positive effects and a few negative effects in 

terms of gender balance. 

The picture is different for initiatives linked to the hiring/recruitment process (e.g., explicit 

encouragement of both women and men to apply, search committees, use of equity advisors to 

monitor and influence the process) as well as affirmative action, which is one of the most evi-

dence-based initiatives according to the identified articles. All studies that focus on improving 

women’s opportunities in the recruitment/hiring process conclude that they initiatives may 

yield positive effects (although we need more data to draw broader conclusions). Finally, the 

effects of affirmative action are among the best documented. All studies find that financial in-

centives or quotas have a direct effect on the gender balance. 

Strong commitment by management contributes to successful implementation (cf. Pitts 2007; 

Timmers et al. 2010; Kellough & Naff 2004), and it is important to consider the best way to 

make this commitment clear to the staff. 
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As mentioned by Nielsen (2016), Danish universities traditionally address gender equality at 

the individual level, which reflects an individualistic conception of gender differences (cf. 

Wynn 2020). However, our literature review indicates that the individualistic ideology (cf. 

Wynn 2020) or “fixing the woman” approach (cf. Nielsen 2016) should be replaced by an or-

ganizational ideology that places the responsibility and the driving force of change with the 

organization. 

Recommendations 

Based on the above problem diagnosis, the identified concerns and the results of the literature 

review, the Panel recommends that the Department’s management implement the following 

initiatives. We have aimed to highlight whether the recommendations are targeted at individ-

uals in the organization, i.e., the way we think and act as individuals in the organization, or at 

structural conditions in the organization, i.e., working conditions, procedures and rules that 

frame our individual thought patterns and actions. The recommendations are divided into the 

following categories: Management’s commitment and transparency (Table 6), change of as-

pects of culture and norms and the Department (Table 7), working conditions (Table 8), af-

firmative action (Table 9). 

In addition to the specific initiatives, the Panel recommends the following: 

1. The Department’s management reacts to our report/recommendations and prioritizes the 

recommendations. 

2. The staff discuss the Panel’s analysis and recommendations and develop ideas. 

Our recommendations focus on new initiatives, but we recommend that the Department con-

tinues existing initiatives like a search committee with focus on women and female represen-

tation in assessment and hiring committees. 
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Table 6: Recommendations re management’s commitment and transparency 

Recommendation Cause of challenge Concerns (argument) 

Management prepares an annual 

gender diversity report that 

describes self-define goals and 

defines new goals 

Structural factors at the 

Department 

 

Concern #6: Lacking transparency 

about what management is actually 

doing in relation to gender 

discrimination and imbalance. 

 

Concern ¤4: The informal hiring 

procedures for externally funded 

positions and establishment of research 

collaborations 

Gender distribution among 

applicants, number of qualified 

applicants and those who are hired 

in connection with applications 

Management becomes more 

transparent regarding hiring 

procedure and criteria, and about 

who is included in the hiring 

committee  

Management prepares an annual 

account of temporary short-term 

employments including gender 

Formal appointment of an equity 

advisor, cf. page 8, Appendix 2 

Management and seniors become 

more aware of encouraging women 

to apply for posted positions at all 

levels 

Individuals in the organization Student assistants: It’s best if someone 

picks you. 

 

Partially: The women anticipate poor 

changes due to concern #1: Women’s 

experience of marginalization and 

concern #7: Work pressure combined 

with high expectations. 

More transparency and clarity 

regarding the principles for 

assignment of offices 

Structural factors at the 

Department 

Concern #1: Women’s experience of 

marginalization 
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Table 7: Recommendations re change of aspects of culture and norms at the Department 

Recommendation Cause of challenge Concerns (argument) 

Launch a process to develop a 

shared codex for recognition and 

constructive feedback 

Individuals in the organization Concern #2: Explicit knowledge 

hierarchy and narrow conception of “a 

good researcher” 

 

Concern #3: Unpleasant feedback 

culture at section meetings 

 

Concern #1: Women’s experience of 

marginalization 

 

Student assistants and external: 

Political Science in Aarhus is known for 

an explicit knowledge hierarchy 

Launch a process in sections and at 

the Department in general 

regarding knowledge hierarchy and 

the need for diversity in research 

topics and methods 

Rename the designation “general 

political science” 

Make it clear that you can be a good 

academic research, also for the 

Department, in many ways 

Make research director course 

mandatory for all permanent 

academic staff and make sure that 

they have specific focus on 

handling friendships/social 

relations and professional 

responsibility  

Individuals in the organization Concern #1: Women experience 

marginalization 

Establish a formal forum for 

presentation of ideas in relation to 

research applications with 

representation of seniors across 

sections and gender 

Individuals in the organization 

Individuals in the organization 

Concern #1: Women experience 

marginalization 

 

Partially: Concern #4: The information 

hiring procedures for externally funded 

positions and establishment of research 

collaborations Seniors actively include juniors in 

project applications (peer-to-peer 

training) 

Focus on creating a narrative about 

an academic researcher’s 

contribution to society and thus 

tone down the narrative of a career 

as academic researcher as a self-

development project, e.g., by 

critically assessing how the 

Department communicates on its 

webpage and at PhD info meetings  

Individuals in the organization Concern #5: The public utility of our 

work is unclear. 

 

Student assistants: A career as academic 

researcher is more an ongoing self-

development project than a contribution 

to society 

 

Student assistants: A PhD stipend locks 

your career path 
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Table 8: Recommendations re working conditions 

Recommendation Cause of challenge Concerns (argument) 

Option of part-time employment in VIP 

positions 

Structural factors at the 

Department 

Concern #7: Work pressure 

combined with high 

expectations 

 

Student assistants: 

Interesting but demanding 

job … but the benefits 

disappear as you climb the 

career ladder and in 

connection with family life 

Reduced K for parents with small children Structural factors at the 

Department 

Allocation of catch-up time after parental 

leave (percentage-wise based on the amount 

of used leave) 

Structural factors at the 

Department 

Table 9: Recommendations re affirmative action for female VIPs 

Recommendation Cause of challenge Concerns (argument) 

Increase the Department’s activity in the Inge 

Lehmann program, e.g. by organizing and 

info and idea workshop for female VIPs 

Structural factors at the 

Department 

Concern #1: Women’s 

experience of marginalization 

Earmark parts of small grants to projects that 

include female researchers 

Management works for research funds 

earmarked for female researchers at 

university and national level  

 

The Panel is quite certain that the above recommendations will establish the Department as an 

organization that recognizes and promotes diversity and that is capable of creating strong pro-

fessional inclusive communities and thus strengthen its ability to recruit and retain female ac-

ademic staff. 
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Appendix 1: Method and data of the two sub-studies 

Sub-study 1: Interview study 

As mentioned, the Panel has conducted an interview study in order to analyze which motivat-

ing/demotivating factors women and men see in terms of starting, continuing and functioning 

in a position as researcher at the Department of Political Science. The purpose of the study was 

to generate locally anchored information about how future, current and former employees as-

sess the job as researcher and teacher at the Department, including work environment and 

gender diversity. 

The interviews were conducted among the following three groups: 

1. Male and female student assistants in different courses at the Department. The interview 

was conducted as a focus group interview. All student assistants were invited. Two men 

and two women participated. The interview was conducted by Matilde Cecchini and Lasse 

Lindekilde. 

2. Former academic staff from the Department. Five men and seven women. It was a require-

ment that the interviewees had actively chosen to leave the Department within the past 10 

years, i.e., they had not been eliminated in a hiring round. The interviewees left the De-

partment from temporary as well as permanent positions. The interviews were mainly con-

ducted as individual physical interviews, but a few were conducted online. 

3. Current female and male employees at the Department. Six women and six men. All job 

categories are represented for both genders. The interviews were conducted as individual 

physical interviews. 

The selection of both former and current academic staff was based on lists from HR. For the 

groups of former and current staff, interviewees of both Danish and non-Danish background 

were included, and an interview guide was prepared in both Danish and English. 

To ensure anonymity and confidentiality in the individual interviews and thus data validity, 

the interviews were conducted by an experienced external interviewer (a male research assis-

tant from VIVE with broad experience in qualitative interviews). In addition, the following 

procedure was established: 

 Only two panel members prepared the list of possible interviewees and thus knew which 

staff members were initially selected for interview. 

 If a respondent declined to participate, a replacement was found. The two panel members 

were not informed about who accepted/declined to participated, but were informed about 

gender and position category in order to find a suitable replacement. 

 Student assistants from CFA transcribed the interviews and their duty of confidentiality 

was emphasized. 
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 Before the audio files were handed over to the student assistants, the interviewer from 

VIVE had edited the start of the audio file to erase any information about name and posi-

tion. This was done to minimize the chance that the student assistants could identify the 

interviewee and that the panel members recognized people in the individual interviews. 

 Interviews conducted in English were translated to Danish after transcription (by a lan-

guage editor at the Department). This further minimized the panel members’ possibilities 

of identification. 

 The panel members observed confidentiality once they received the transcribed inter-

views. 

Finally, we promised the interviewees that the final report would not analyze and repeat inter-

view material via, e.g., displays and quotes. 

Of course, the procedures do not guarantee 100 percent anonymity in relation to the panel 

members and therefore do not ensure a totally free interview situation (if that is possible). 

There is thus a risk that experiences and perceptions are not communicated with a certain 

filter. However, both the interviewer and the panel find that the majority of interviewees were 

quite candid. 

A fundamental methodological challenge in studies of gender differences based on self-re-

ported data is that norms and interests may function was filters or catalysts for what the inter-

viewee talks about. Specifically in this study, it is worth pondering whether the men, due to 

norms of masculinity, under-reported frustrations, whereas the women saw the interview as 

an opportunity to “unload”. The interviewees were aware beforehand that the occasion was 

gender imbalance at the Department of Political Science. We cannot test whether such a bias 

is present in the data, but it is a challenge we have to keep in mind when we analyze data and 

identify and discuss possible gender differences. 

Overall, the data material consists of 600+ pages of transcribed interviews. The Panel analyzed 

the data in the following way: First, each panel member read one individual interview and the 

focus group interview with the student assistants. The interviews were distributed so that the 

first reading overall covered interviews with male respectively female and former respectively 

current employees. The purpose of the first reading was to identify interesting topics, which 

the panel subsequently focused on in the overall material. The first reading led to some, though 

not major, changes in the list of topics of analysis that were defined in the interview guide. 

To use our resources efficiently, each interview was read by two panel members, and they filled 

out a table based on the topics identified above. The focus group interviews of student assis-

tants were read by all panel members. Once the tables for all interviews were filled out, the 

panel convened to discuss findings from and interpretations of the material. 
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Table A1: Topics in the interview guides: 

Student assistants Former employees Current employees 

Perceptions about 

 life as a PhD student 

 work environment/collegiate 

spirit at the Department 

 competition among staff at the 

Department 

 freedom, flexibility and 

autonomy among PhD students 

Pros and cons re applying for a PhD 

at the Department 

Road into academia/Department of 

Political Science 

Experience of working at the 

Department 

 most motivating/demotivating 

 professional 

integration/exclusion 

 social integration/exclusion 

 recognition 

 hierarchies 

 work-life balance 

 impression of the management 

 

Road away from the Department 

 What prompted the decision? 

 What were the pros of 

stopping/leaving? 

 What were the cons of 

stopping/leaving 

 Was it a tough decision? 

Why/why not? 

 Could something have made you 

stay? 

Current work situation at the 

Department 

Interviewee’s opinion about/ 

experience of diversity/gender 

equality at the Department 

Road into academia/Department of 

Political Science 

Experience of working at the 

Department 

 most motivating/demotivating 

 professional 

integration/exclusion 

 social integration/exclusion 

 recognition 

 hierarchies 

 work-life balance 

 impression of the management 

 

Experience of the process of 

applying for promotion at the 

Department. 

Interviewee’s opinion about/ 

experience of diversity/gender 

equality at the Department  

 

Based on the above procedure, resource considerations and the fact that anonymity of the in-

terviewees prevents us from quoting from the interviews, the report does not provide docu-

mentation. The reliability of the interpretation of data and identification of patterns rests solely 

on the panel members’ collective competences and integrity. 

Sub-study 2: Literature review 

Sub-study 2 consisted of a literature review that aimed to map which gender equality initiatives 

are effective in terms of 

1. increasing recruitment of female academic staff 

2. retaining fame academic staff 

Amalie Due Svendsen and Lise Degn, CFA were responsible for sub-study 2. 
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The study focused on the effect of specific equality initiatives, not on analyses of barriers/un-

derlying factors of gender imbalance. In other words, the selected articles/reports had to be 

empirical effect evaluation studies. 

The first part of the search process was exploratory through searches in three major databases: 

Web of Science, Scopus and Google Scholar. Keywords were refined throughout the process as 

the literature searched introduced new relevant concepts in gender equality approaches. Ex-

amples of search strings are listed below. 

The second part of the search consulted the reference lists from the included studies for further 

contributions to the mapping of the area. 

The individual studies were screened for compliance with two inclusion criteria: 

1. empirically founded impact study 

2. academia as empirical setting 

The initial search included a third criterion: investigation of initiatives at department level. 

However, this criterion was rejected since there are relatively few studies with this specific fo-

cus. The literature review thus includes impact studies at different organizational levels in ac-

ademia. In order to identify studies, specific methodological inclusion criteria were not applied 

(see Appendix 2). Instead, the methodological foundation and possible weaknesses of each 

study were reported. 

Thirty studies were identified, which can be categorized in six groups based on the focus of the 

initiatives: (1) mentoring, (2) recruitment/hiring, (3) awareness raising, (4) affirmative action, 

(5) work-life balance, (6) other initiatives. 
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Appendix 2: Evidence-based initiatives to improve the 

gender balance in academia 

Literature review 

By Amalie Due Svendsen and Lise Degn 

 

Introduction: Trends in Scandinavian academia 

According to a comparative study by Nielsen (2016), Denmark general exhibits a low prioriti-

zation of equality in education compared to its neighbors. This is primarily reflected in the fact 

that gender equality issues are much less visible in Danish education legislation compared to 

Norwegian and Swedish legislation, which is much clearer about the responsibility of univer-

sities to work for gender equality. This is also reflected at departmental level, where the largest 

Danish universities, KU and AU, have the lowest proportion of action plans in this area com-

pared to their neighboring countries (Nielsen 2016).  

Nielsen (2016) argues that there is a positive correlation between a systemic prioritization of 

gender issues and the number of female researchers at universities. The study shows that the 

universities of Oslo and Uppsala, which have the highest proportion of female senior research-

ers, also show the greatest efforts to comply with institutional commitments in this area. In 

comparison, Danish universities have the lowest proportion of female senior researchers and 

the lowest proportion of action plans to promote gender balance. This correlation is further 

supported by Pitts (2007), who observes that systematic gender equality strategies at organi-

zational level promote the representation of women at the higher levels of the hierarchy. 

Specific strategies to promote gender balance also vary across the three national contexts. Nor-

way and Sweden are generally taking action within two approaches, respectively “creating 

equal opportunities” and “revising equal opportunities”, both of which (albeit in different 

ways) address gender inequality as a structural problem requiring structural change (Nielsen 

2016). Denmark, by contrast, focuses more on measures within a “fixing the women” approach, 

which explains inequality as a result of individual factors, such as women’s level of ambition 

or motivations. Thus, the Danish approach focuses more on changes at the individual level 

rather than at the structural level (Nielsen 2016). 

According to Nielsen (2016), the existing literature shows that the structural approaches to 

inequality used in Norway and Sweden have some effect in counteracting inequality in organ-

izations. This may explain why Norwegian and Swedish universities have a more equal gender 

distribution than Danish universities. However, it is difficult to separate the effect of gender 

equality plans from other factors, such as the fact that a higher proportion of female staff may 
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also increase the focus and priority given to gender equality work, which in turn leads to more 

female staff.  

This literature review aims to provide insight into the evidence in the field of gender equality 

initiatives in the university world, including structural as well as individual approaches, with a 

view to presenting evidence-based recommendations for concrete initiatives to improve gender 

balance at the Department of Political Science at Aarhus University. The selected articles de-

scribe empirical studies investigating the impact of concrete gender balance initiatives. Thus, 

the literature review does not include studies that examine the barriers/factors underlying gen-

der imbalance.  

The literature review is structured as follows. First, the methodology and search strategy are 

briefly explained. Next, the different groups of interventions are reviewed, with a focus on 

whether the studies find an effect of these interventions. This is followed by a presentation of 

key findings from studies examining the impact of gender equality interventions in other parts 

of the labor market. Finally, the ideological beliefs associated with the choice of gender equality 

measures are discussed, and conclusions are presented based on the findings of the literature 

review. 

Method 

The first part of the search process was exploratory through searches in three major databases: 

Web of Science, Scopus and Google Scholar. Keywords were refined throughout the process as 

the literature searched introduced new relevant concepts in gender equality approaches. Ex-

amples of search strings are listed below: 

“Women in research” or  

“women in academia” and 

 effects 

 preferential treatment 

 quotas 

 affirmative action 

 selection  

 recruitment 

 hiring  

 mentoring 

 work-life balance 

 diversity training 

 awareness-raising 

 networking 

 work environment  

 recruitment 

 management 

 accountability  

 stop the clock 

 tenure track 

 gender equality initiative(s) 

 gender equality measure(s) 

 

In the second part of the search, the literature lists of included studies were consulted for fur-

ther contributions to the mapping of the field.  
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The individual studies were screened in terms of whether they met two inclusion criteria: 1) 

the study had to be an empirically based impact study, and 2) the empirical setting had to be 

academia. The initial search included a third inclusion criterion: the study had to examine in-

terventions at the departmental level. However, this criterion was rejected as there are rela-

tively few studies with this specific focus. Therefore, the literature review includes impact stud-

ies dealing with different organizational levels in academia.  

The search identified thirty studies, which can be divided into six groups according to the focus 

of the initatives: (1) mentoring, (2) recruitment/employment, (3) awareness raising, (4) af-

firmative action, (5) work-life balance, (6) other interventions (see Table 1 in the Appendix for 

an overview). It is important to stress that this classification is analytical and that the groups 

overlap. For example, awareness raising overlaps with several groups, as several interventions 

(e.g. mentoring or other training of staff) aim to raise awareness of the structural barriers that 

prevent gender balance. Table 2 in the Appendix provides an overview of the studies’ focus, 

study questions, methodology, key findings and limitations. 

Mentoring 

The majority (15) of the identified studies deal with mentoring schemes, i.e., schemes that pro-

vide researchers with social/professional support and coaching in their career development. 

The nature of the interventions varies: some focus on mentoring schemes for both genders 

(Sambunjak et al. 2006), others focus on schemes targeting women or even female-to-female 

mentoring (Palmer & Jones 2019), and one study focuses on group mentoring (McCormack & 

West 2006). Furthermore, five literature reviews examine the evidence on the impact of such 

interventions on (women’s) career development (House et al. 2021; Sambunjak et al. 2006; 

Ehrich et al. 2004; Beech et al. 2013; Shen et al. 2022).  

Overall, the identified studies present a positive picture of mentoring: the schemes are gener-

ally popular and participants report several beneficial effects in terms of both well-being and 

academic success. More specifically, the studies highlight that mentees benefit in terms of: 

 career development, skills awareness, navigating the research environment and network-

ing (Kalpazidou Schmidt & Faber 2016). 

 collegial community and networking (Ehrich et al. 2004) 

 personal development, career guidance, career choice and productivity (e.g. number of 

publications and success in obtaining grants) (Sambunjak et al. 2006) 

 retention and productivity (Beech et al. 2013) 

 promotion and retention of junior staff (Shen et al. 2022) 

 support with work-life balance issues, support with process leading up to permanent em-

ployment (Palmer & Jones 2019) 
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 increased awareness of the structural conditions at the university,2 strengthened sense of 

belonging and networking, increased self-confidence (McCormack & West 2006) 

 increased awareness of gendered structures at university, exchange of experiences, per-

sonal development (Eliasson et al. 2000) 

 retention, increased income in terms of funds, promotion, enhanced self-perception as an 

academic (Gardiner 2007) 

 strengthened self-perception in terms of own competences (Laver et al. 2018) 

 increased critical awareness of structural issues, strengthened navigation in a gendered 

context (Grada et al. 2015) 

 support of individual career development (Müller et al. 2011; Devos et al. 2003). 

As shown above, most of the studies focus on individual-level effects. However, Kalpazidou 

Schmidt & Faber (2006) stress that there are also positive effects at the institutional level, as 

the mentoring effects can contribute to a strengthened research environment that is successful 

in appealing to young female researchers. Thus, the individual effects may lead to broader ef-

fects at the institutional level. 

The studies on mentoring schemes are mostly qualitative and rely in most cases on partici-

pants’ self-reporting of their experience of the scheme and its effects. Therefore, there is a lack 

of studies examining the direct impact of mentoring schemes on gender balance and career 

advancement. This is also highlighted in the literature reviews by House et al. (2021) and Sam-

bunjak et al. (2006), who acknowledge that participants generally experience these schemes 

as rewarding, but point out that robust evidence in this area is lacking.  

A few studies evaluate the impact of mentoring schemes based on quantitative data. For exam-

ple, the literature review by Beech et al. (2013) highlights that mentoring programs in medicine 

have immediate positive effects on both productivity (measured by the number of grant appli-

cations, publications and scientific presentations) and retention. Further, results from a 10-

year longitudinal study showed that a mentoring scheme had a positive effect on participants’ 

career advancement as 11 out of 12 had advanced to associate professor. However, this finding 

is based on a very small sample. The follow-up was only conducted with 12 of the original 30 

mentees, leaving some uncertainty about the actual impact of the mentoring scheme. In gen-

eral, Beech et al. (2013) point out that the available evaluations (here focusing on medicine) 

are insufficient due to the small number of participants. 

Another quantitative study (Timmers, Willemsen & Tijdens 2010) examines whether the im-

plementation of gender equality policies at 14 Dutch universities promotes the participation of 

                                                        

2 There is some overlap between the categories mentoring schemes/networking and education/aware-

ness raising as awareness raising is reported as an effect of participation in mentoring schemes. 
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women in academia. Each university was ranked according to its implementation of gender 

equality measures (mentoring, leadership training, tenure tracks, affirmative action, etc.), af-

ter which it was measured whether there was a correlation between the university’s ranking 

and the proportion of women in the institutions. The conclusion is a significant correlation: 

the more measures implemented, the thinner the glass ceiling for women. However, it must be 

pointed out that Timmers et al. (2010) have certain methodological pitfalls. First, a control 

group is not used, and second, the ranking system shows the university as a whole, even though 

the measures may not be implemented evenly across departments.  

It is worth noting that while the studies are generally positive about the effects of mentoring 

schemes, there are some challenges associated with them. For example, the literature review 

by Ehrich et al. (2004) highlights that factors such as a lack of professional expertise among 

mentors and/or personality mismatches can reduce the benefits of mentoring. Furthermore, 

both Sambunjak et al. (2006) and Shen et al. (2022) point out that women may have difficulties 

in finding a mentor. Finally, the ubiquitous problem that mentoring arrangements are re-

source-intensive both in terms of time and money must be highlighted (Ehrich et al. 2004; 

Beech et al. 2013). 

Based on the above, we can conclude that mentoring is a frequently studied approach in gender 

equality research in academia. However, there is a preponderance of qualitative studies dealing 

with participants’ perceptions of the schemes rather than more objective measures such as ad-

vancement, retention, productivity and gender distribution. Thus, it is difficult to assess 

whether the self-reported career-enhancing and well-being effects are also reflected quantita-

tively in an increase in the number of female researchers.  

Recruitment/hiring 

Unconscious biases in recruitment and hiring processes are often attributed to the imbalance 

of female and male employees in academia. Nielsen (2021) points out that at Aarhus University 

certain tendencies in the recruitment processes are at odds with the meritocratic principle. 

This is illustrated by, among other things, the extensive use of informal hiring processes: from 

2004 to 2013, 19 percent of newly hired associate professors and professors were hired through 

informal procedures (Nielsen 2021). According to Nielsen, these trends contribute to the gen-

der imbalance at universities, as women are less likely to be hired through informal hiring pro-

cesses than men (Ståhle 2014 in Nielsen 2021). Despite the importance of practices related to 

the hiring process, it was only possible to identify four studies that address actions to create 

more gender equality in the selection of candidates in academia. The following briefly presents 

the four studies and their findings.  

Gibson and Dyer (2017) examined the Juno project, which aimed to promote the representa-

tion of women in the physics profession. The project introduced six principles to achieve this, 
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including a principle that recruitment and selection processes should encourage both women 

and men to apply for positions at all academic levels. It is concluded that the principles are 

associated with visibly more women in the research environment, but this depends on a sub-

jective evaluation by department heads. Thus, it is not well documented whether the imple-

mentation of these measures has had a real impact. 

Smith et al. (2015) more systematically and methodically examined the effects of an interven-

tion on a STEM faculty at Montana State University that focused on improving search commit-

tee skills for a broader graduate search. In addition, it sought to increase committee independ-

ence by discouraging unintended biases in the decision-making process. This approach had an 

impact, as more women were shortlisted and interviewed by telephone in the participant group 

than in the control group. Specifically, nine women in the participant group were offered ten-

ure track positions, while only two women in the control group were offered the same. Unlike 

the majority of studies identified, the research design here included both the participant group 

and the control group, indicating some methodological strength. However, the approach was 

only used in 23 graduate searches.  

Similarly, Stepan-Norris and Kerrissey (2016) examined the impact of a program (ADVANCE) 

that aimed to promote female participation, female hiring, and female retention on a Univer-

sity of California campus. ADVANCE included several interventions, but particular emphasis 

is placed on interventions related to the recruitment/hiring process. So-called equity advisors 

were tasked with monitoring and influencing the process in three phases: 1) job postings were 

screened for bias by an advisor, 2) the committee was required to report on the gender and 

ethnicity of can-do candidates when shortlisting candidates, 3) where the search committee 

was required to report on the characteristics of the final candidate and justify the rationale 

behind the final selection. Advisors had the opportunity to intervene at all three stages if they 

found the processes affected by bias. Through T-test and regression analysis, Stepan-Norris 

and Kerrissey (2016) show that the campus in question had a higher proportion of female em-

ployees and hired more women under the ADVANCE program compared to other campuses at 

the University of California.3 However, the campus was no more successful in retaining female 

employees than the other campuses.  

Stewart et al. (2004) found similar positive effects in their evaluation of a gender equity inter-

vention at a science and technology faculty at the University of Michigan. Here, a committee 

was set up to improve the selection process through peer training. The training consisted of a 

series of presentations that raised awareness of unconscious biases about women and men in 

                                                        

3 It should be noted that this is the impact of the total number of actions under the ADVANCE program 

(including mentoring, awareness raising, etc.), not just the impact of the action on recruitment processes 
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academia. This approach had a more indirect character than the approach described in Stepan-

Norris and Kerissey (2016), which showed a more direct or “hands-on” approach to the issue 

of bias. The results of the early effects of this intervention showed a significant increase in the 

number of female hires during the first year of the intervention. However, the authors 

acknowledge that it is difficult to isolate the link, as the increase in female employment may 

also be the result of a general increase in awareness of this issue.  

In general, the four studies present positive results for interventions in selection and recruit-

ment processes, but it must be stressed that these are minor studies focusing on a limited/local 

context. Therefore, there is a need for more comprehensive studies on gender equality inter-

ventions in recruitment/hiring processes.  

Awareness raising 

This section presents the results of the few studies that examine the effects of interventions to 

raise awareness of gender bias in academia.  

The three identified studies by Carnes et al. (2015), Girod et al. (2016) and Jackson et al. (2014) 

all focus on awareness-raising interventions in the form of diversity or anti-bias education ses-

sions lasting between twenty minutes and two and a half hours. By comparing pre- and post-

intervention surveys, they all found positive effects of the interventions. Jackson et al. (2014), 

focusing on implicit bias towards women in STEM, found significantly increased positive im-

plicit associations post-intervention among men in the intervention group versus men in the 

control group. Women’s positive implicit associations did not increase, which is explained by 

the fact that they already had more positive implicit associations before the intervention. Sim-

ilarly, Girod et al. (2016) conclude that an awareness-raising intervention was successful in 

changing perceptions of bias among medical school faculty members. However, they found no 

change in explicit bias after the intervention. Finally, also Carnes et al. (2015) conclude that 

intervention faculty at the University of Wisconsin-Madison showed increased bias awareness 

after the intervention as well as an increase in self-reported equality-promoting actions.  

Thus, all studies conclude positive effects of the interventions. Awareness-raising approaches 

inhibit implicit bias, but evidence is lacking on whether increased bias awareness is reflected 

in the gender balance of departments in terms of more female staff. 

Affirmative action 

Measures that use affirmative action to accelerate the process towards a more equal gender 

distribution are often the subject of debate and controversy. However, relatively few studies 

examine the impact of such approaches in academia. Our literature review only identified four 

such studies.  
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Peterson (2011) examined the effects of a so-called “gender mix policy” that sought to address 

structural inequalities in higher education in Sweden by including both men and women in 

positions at all levels. The target was a minimum of 40 percent of each gender. The policy 

thereby established gender as an important factor to be taken into account in the recruitment 

process and that gender balance is an end in itself. Peterson (2011) finds that the implementa-

tion of a gender balance policy has been the main explanatory factor in increasing the number 

of female top managers in Swedish institutions, but at the same time points out that this ap-

proach has failed to address the structural and cultural barriers that redress gender gaps when 

these have been challenged.  

Through two case studies, Bührer et al. (2020) evaluate the effects of two flagship language 

frameworks designed to contribute to a more balanced gender distribution in academia in Ger-

many. The “Women Professorship Program” provides increased funding to higher education 

institutions for hiring women in permanent positions (up to three professorships in five years), 

and the “Pact for Research and Innovation”, which targets German RPOs (Research Perform-

ing Organizations), receives financial support if they meet certain commitments (e.g., increas-

ing the number of women in research teams and leadership positions). The results indicate 

that the programs contributed to a higher proportion of female researchers in the institutions 

and had a positive impact on the publication and citation rates of female staff. 

In a longitudinal study (2001-2017) from South Korea, Park (2020) examines whether the in-

troduction of gender quotas at entry-level leads to an increased representation of women in 

academia. The quantitative data shows that the representation of women increases at several 

levels in the position hierarchy due to quotas, but not in the top administrative positions (e.g. 

dean). Unlike the majority of identified studies, Park (2020), as mentioned, examines the long-

term effects of a specific measure, which gives the study a certain robustness.  

Müller et al.’s (2011) meta-study of gender equality interventions in academia also looks at the 

impact of affirmative action in terms of grants and fellowships targeting female researchers. 

The studies generally show that these initiatives have a positive effect on reaching the next 

qualification level. However, there is no evidence of effects at organizational level in depart-

ments and universities. The reason may be that fixed-term positions generated by fellowships 

and grants are less likely to lead to permanent positions. They therefore conclude that 

measures such as financial support for the creation of specific posts are more effective in 

achieving structural change. 

Logically, the four identified studies conclude that affirmative action has a positive effect on 

gender balance in academia. If institutions are required to adopt quotas or if they are given 

substantial financial incentives, this will naturally increase the proportion of female staff. The 

meta-study by Müller et al. (2011) points out that the barriers to the implementation of such 
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measures lie largely in the negative perceptions of this approach; several studies find that this 

type of affirmative action conflicts with a strong perception of academia as an objective and 

meritocratic system. This perception is also true at Aarhus University. Nielsen (2021) observes 

that AU has a strongly institutionalized view that merit and qualifications are the key factors 

in the recruitment process. Paradoxically, several experimental studies by Castilla and Ber-

nard (2010) show that organizations that explicitly express such ideals are more affected by 

unconscious biases in decision-making.  

Work-life balance 

Our literature review only identified five studies that examine the impact of initiatives address-

ing work-life balance in researchers' careers.  

Müller et al. (2011) present a meta-study of the effects of local, regional and national initiatives 

on gender balance in academia. In discussing initiatives targeting work-life balance, they find 

that, despite the strong focus on this area in terms of women's career advancement, relatively 

few studies have been conducted on specific initiatives. The few studies in this area conclude 

that family-friendly initiatives are effective tools in the gender equality process, but that such 

initiatives are not enough to reduce publication pressure. Finally, it is stressed that more re-

search is needed to investigate how such measures affect female and male researchers differ-

ently and to what extent they can contribute to women's advancement and generally increase 

the proportion of women in academia.  

In an impact study from 2018, Antecol et al. examined the effect of implementing tenure clock-

stopping policies in 50 economics departments at US universities. Such policies gave assistant 

professors the option to freeze their tenure clock for (typically) one year per newborn child 

(though no more than twice). The authors measured the extent to which assistant professors 

who made use of this measure obtained tenure and the impact of the measure on their research 

productivity. The study was divided into two tracks, one in which the intervention targeted 

women only, and one in which the intervention was gender-neutral. Surprisingly, the study 

showed that the gender-neutral implementation achieved the opposite of its objective: after 

implementation, women's tenure rates decreased by 19 percentage points, while men's tenure 

rates increased by 17 percentage points. The reason for this difference, according to the au-

thors, is that more men published in top-5 journals after implementation, while this was not 

the case for women. However, it is pointed out that there is no evidence that this intervention 

reduced the number of women who obtained tenure. Similarly, there was no evidence that the 

intervention targeting women had either positive or negative effects on women's tenure or pub-

lications. Thus, there were no immediate positive measurable effects associated with the inter-

vention, but it must be pointed out that other objectives (e.g. obtaining funding) might have 

yielded different results.  
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Feeney et al. (2014) conducted a survey study of the effects of several family-friendly interven-

tions at US universities. The dependent variable, “faculty productivity”, was operationalized as 

journal publications and teaching load, while the independent variable counted seven family-

friendly interventions.4 The authors found that these measures (overall) affected the produc-

tivity of female and male researchers differently: Women increased their publication produc-

tivity but were not affected in terms of the number of publications. In contrast, men's publica-

tion productivity was almost unchanged, while it had a negative effect on teaching load. Con-

sistent with Antecol et al. (2018), the authors generally found that the specific measure “stop 

tenure clock policies” did not have significant effects on either women's or men's academic 

productivity.  

Stop the clock policies are also the focus of Manchester et al.'s (2010) quantitative study, which 

examines whether there is a relationship between stop the clock policies and career develop-

ment (with a particular focus on advancement and gender). The study is based on data for 

tenure track faculty members hired in the years 1998-2002 at a major US research institution, 

where 53 of the faculty members chose to take advantage of this measure. Manchester et al. 

(2010) find an insignificant relationship between the use of stop the clock and the probability 

of promotion, which may indicate that the measure works as intended. However, they find that 

researchers who use stop the clock for family reasons are more likely to experience a gap be-

tween normal salary and actual salary; this was not the case for researchers who used the meas-

ure for reasons other than family.5 This could indicate that the use of stop the clock in the 

context of family reasons gives rise to an unintended bias in salary allocation.  

In 2017, Villablanca et al. conducted an evaluation of an intervention aimed at increasing 

awareness and use of family-friendly policies at a medical school in the US. More specifically, 

they focused on the intervention's impact on female employees, including women's career ad-

vancement. Data consisted of survey results on researchers' awareness of the intervention, the 

outcomes of researchers' attempts at career advancement, and the number of resignations and 

new hires. The survey showed an overall increase in awareness of the family-friendly approach, 

however there was an overall decrease in the number of promotions (for both men and 

women). This could be a result of promotion schemes and the increased use of tenure clock 

extensions.  

Based on the five studies identified, it must be concluded that there is limited evidence for the 

positive effects of family-friendly measures such as stop the clock. Furthermore, several of the 

                                                        

4 Spousal hiring policy, stop tenure clock policy, maternity leave, paternity leave, adoption leave, paren-

tal leave, on-site child care (Feeney et al. 2014). 
5 More women than men took advantage of this measure for family reasons (Manchester et al. 2010). 
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studies suggest potentially negative effects associated with the use of these measures, such as 

decreases in promotions or merit (Villablanca et al. 2017; Antecol et al. 2018) or pay disad-

vantages (Manchester et al. 2010). 

Other initiatives 

This section briefly describes the two studies identified that mention interventions that fall 

outside the five established categories. 

In the comprehensive study of gender equality interventions at fourteen Dutch universities, 

Timmers, Willemsen and Tijdens (2010) examine the impact of different categories of inter-

ventions. The category “cultural perspective” focuses on the responsibility and support of man-

agers and decision-makers for gender equality initiatives at the university. This may include 

accountability measures that hold management responsible for supporting the gender equality 

policy, or initiatives to include at least one woman on the hiring committee. The quantitative 

analysis shows that initiatives in the cultural perspective correlate positively and significantly 

with the proportion of female professors. However, the results show a negative correlation be-

tween the cultural perspective and the proportion of female PhD students, with the plausible 

justification that the gender distribution among students and PhD students is influenced by 

factors other than the university's gender initiatives. Against this background, Timmers et al. 

(2010) conclude that cultural perspective interventions have been effective in some areas.  

Latimer et al. (2014) represent the only study to focus on group dynamics and the work envi-

ronment. In eight STEM departments at West Virginia University, a model was introduced that 

aimed to promote inclusive decision-making and democratic communication, ultimately cre-

ating a more positive environment for women. A pre- and post-intervention survey showed 

that attitudes towards hiring, retaining and promoting women were more positive after the 

intervention. In addition, there were positive effects in terms of cooperation and collegiality in 

the departments. It should be noted that the survey is based on a relatively small sample, with 

only 24% of respondents being women, and it cannot be concluded that the change in attitudes 

observed translates into direct effects on gender balance.  

Key studies on the effects of gender equality interventions in 

other contexts 

While this literature review focuses on impact studies in an academic context, it is relevant to 

complement with findings from key studies of similar gender equality approaches in a broader 

context. It is fair to assume that many barriers to women's advancement and employment have 

similarities across workplaces/work environments, and that there is some transferability to a 

university context. The following findings from impact studies in other contexts will broaden 

the foundation of the Panel’s final recommendations.  
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With regard to awareness-raising measures, the few studies identified and presented above 

show immediately positive results: education and awareness raising inhibit implicit bias. How-

ever, these conclusions may be misleading, as increased awareness does not necessarily result 

in a higher proportion of women in academia. Studies of gender distribution in companies 

point out that awareness raising in the form of so-called diversity training does not work as 

intended, even though US companies and organizations have a long tradition of investing con-

siderable resources in this type of initiative. This is illustrated, for example, in a longitudinal 

study by Kalev, Dobbin and Kelly (2006), which examined whether the implementation of dif-

ferent types of programs (including diversity training) in 708 US companies had a positive 

effect on the proportion of women and other minorities in management. It concluded that di-

versity training and diversity assessments were the least effective tools for increasing the pro-

portion of women and ethnic minorities at management level. Thus, Kalev et al. (2006) support 

Liza Reisel's claim that awareness raising is ineffective in the fight for gender equality (Re-

searcher Forum).6 

However, it should be highlighted that Kalev et al. (2006) find that other types of interventions, 

e.g. mentoring and networking, have a greater effect on gender balance. However, the most 

effective programs are associated with measures that seek to establish organizational respon-

sibility for promoting diversity in the workplace, such as affirmative action plans, diversity 

committees and diversity managers. Through such initiatives, management and specialized 

working groups are made responsible for monitoring progress in gender balance. Timmers et 

al. (2010) also find that accountability measures are the most effective. Further, in a federal 

agency context, Kellough and Naff (2004) find that diversity programs are more effective if 

management expresses support and endorsement. Thus, management attitude is an essential 

factor in trying to bring about change in organizations.  

Similarly, in a 2007 study, Pitts discusses what factors are essential for the successful imple-

mentation of diversity programs in public administration in the US. Based on an extensive 

literature review, it concludes that the following are important for effective implementation 

and minimizing white male backlash:  

1. “The more resources devoted to diversity management programs, the more likely they are 

to be fully implemented” (p. 1581). 

2. “The more specific the components of the program, the more likely it is to be fully imple-

mented” (p. 1582).  

                                                        

6 We have contacted Liza Reisel to obtain published material to support her claims in ForskerForum 

(No. 2/2022), but in vain. 
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3. “There should be a causal theory in place that makes an obvious link between the compo-

nents of the program and the goals it seeks to achieve” (p. 1582).  

4. “Communication related to the program should be clear, consistent, frequently repeated, 

and articulated from credible sources” (p. 1583). 

5. “While the program should be implemented from the top down, supported should be gar-

nered from all levels of the organization during the formulation stage” (p. 1583). 

Thus, Pitts (2007) also stresses that management commitment and visibility is an essential 

factor that should be considered in the implementation of any kind of initiative.  

Discussion 

When we look at the categories of action presented above, it becomes clear that there is a dif-

ference between whether they operate at the individual or the structural level. Measures such 

as mentoring and awareness raising relate to change at the individual level, while measures 

such as affirmative action, employment measures and family-friendly/WLB measures operate 

at the structural level. The choice of interventions thus reflects policy-makers' general beliefs 

about the causes of inequality and thus which strategies are relevant to address it.  

This point is also illustrated by Wynn (2020), who, in a case study of a tech company in Silicon 

Valley, examined the ideologies behind management's understanding of gender inequality and 

how they shaped their efforts to bring about change in the workplace. Wynn found that, overall, 

managers positioned themselves in relation to three idealtypical ideologies that correlated with 

particular types of action (see Figure A1). If the starting point was a belief that men and women 

are fundamentally different, it included an assumption that change is created through individ-

ual development. Thus, the choice of interventions could fall on mentoring program, diversity 

training or other means to enhance the career of the individual researcher and/or to inhibit 

the unconscious bias of individuals. If, on the other hand, there was an understanding that the 

cause of inequality stemmed from the structural conditions within the organization, the re-

sponsibility for addressing this inequality was placed with the organization itself, and relevant 

actions could therefore address recruitment/staffing. However, Wynn (2020) emphasizes that 

managers often tend to mix elements from the different ideologies. 

As mentioned by Nielsen (2016), Danish universities have a tradition of addressing gender 

equality issues at the individual level, reflecting an individualistic understanding of gender dif-

ferences (cf. Wynn 2020). However, our literature review suggests that there is a lack of solid 

evidence that this type of approach actually increases the number of female employees. Aware-

ness raising is generally effective in inhibiting individual employees' implicit bias about 

women, but robust quantitative evidence that it has a direct effect on gender balance is lacking.  
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Figure A1: Individualistic, societal, and organizational change ideologies 

 

Source: Wynn (2020). 

 

Similarly, individual-focused mentoring is positively received by employees and strengthens 

individual factors like competence awareness, productivity, networking etc. (Kalpazidou 

Schmidt & Faber 2016; Beech et al 2013; Ehrich et al 2004). It can therefore be an effective 

tool if the aim is to enhance well-being and individual career development of female research-

ers, but there is no evidence that the positive impact on these factors directly contributes to 

gender equality at the structural level. We need longitudinal quantitative studies that can 

measure the long-term outcomes of mentoring interventions, which according to Nielsen 

(2016) are likely to take longer to show their impact compared to more direct interventions 

such as affirmative action.  

Interventions that seek to bring about structural change (i.e., affirmative action, recruit-

ment/retention, and WLB/family-friendly interventions) show mixed results in terms of im-

pact. Studies of WLB/family-friendly interventions such as stop the clock find limited evidence 

of positive effects and some negative effects. However, initiatives linked to the recruitment 

process and positive discrimination are considered the most evidence-based interventions ac-

cording to the articles we identified. The studies that focus on creating better opportunities for 

women in the recruitment/employment process all conclude that there may be positive effects 

associated with these (although a larger data base is needed to draw broader conclusions). Fi-

nally, positive action is (not surprisingly) the group of interventions with the best-documented 

impact. All studies find that financial incentives or quotas have a direct effect on the gender 

balance.  
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We can thus conclude that the greatest impact is found in measures that initiate change at the 

structural rather than the individual level (especially affirmative action and recruitment/hir-

ing). This requires a change of direction away from the individualist ideology (cf. Wynn 2020) 

or the fixing-the-women approach (cf. Nielsen 2016) towards the organizational ideology that 

places the responsibility and drive for change with the organization. Furthermore, the litera-

ture shows that strong management commitment facilitates successful implementation (cf. 

Pitts 2007; Timmers et al. 2010; Kellough & Naff 2004), and it should therefore be considered 

how, for example, management commitment is best made visible to employees.  

  



 

44 

Literature 

Impact studies in an academic context 

Antecol, Bedard, K., & Stearns, J. (2018). Equal but Inequitable: Who Benefits from Gender-

Neutral Tenure Clock Stopping Policies? The American Economic Review., 108(9), 2420–

2441. 

Beech, B. M., Calles-Escandon, J., Hairston, K. G., Langdon, M. S. E., Latham-Sadler, B. A., & 

Bell, R. A. (2013). Mentoring programs for underrepresented minority faculty in academic 

medical centers: a systematic review of the literature. Academic medicine: journal of the 

Association of American Medical Colleges, 88(4). 

Bührer, S., Kalpazidou Schmidt, E., Palmén, R., & Reidl, S. (2020). Evaluating gender equality 

effects in research and innovation systems. Scientometrics, 125(2), 1459-1475. 

Carnes, M., Devine, P. G., Manwell, L. B., Byars-Winston, A., Fine, E., Ford, C. E., ... & Sheri-

dan, J. (2015). Effect of an intervention to break the gender bias habit for faculty at one 

institution: a cluster randomized, controlled trial. Academic medicine: journal of the As-

sociation of American Medical Colleges, 90(2), 221. 

Ehrich, L. C., Hansford, B., & Tennent, L. (2004). Formal mentoring programs in education 

and other professions: A review of the literature. Educational administration quarterly, 

40(4), 518-540. 

Eliasson, M., Berggren, H., & Bondestam, F. (2000). Mentor programmes-a shortcut for wom-

en's academic careers?. Higher Education in Europe, 25(2), 173-179. 

Feeney, Bernal, M., & Bowman, L. (2014). Enabling work? Family-friendly policies and aca-

demic productivity for men and women scientists. Science and Public Policy., 41(6), 750–

764.  

Devos, A., McLean, J., & O'Hara, P. (2003). The potential of women's programmes to generate 

institutional change'. In Learning for an unknown future. Proceedings of the 2003 An-

nual International Conference of Higher Education Research and Development Society 

of Australasia (HERDSA) (pp. 143-151). 

Gardiner, M., Tiggemann, M., Kearns, H., & Marshall, K. (2007). Show me the money! An em-

pirical analysis of mentoring outcomes for women in academia. Higher Education Re-

search & Development, 26(4), 425-442. 

Gibson, V., & Dyer, J. (2017, July). Project Juno: Advancing Gender Equality in Physics Careers 

in Higher Education in the United Kingdom. In Proceedings of the European Physical 

Society Conference on High Energy Physics. 5-12 July (p. 555). 

Girod, S., Fassiotto, M., Grewal, D., Ku, M. C., Sriram, N., Nosek, B. A., & Valantine, H. (2016). 

Reducing implicit gender leadership bias in academic medicine with an educational inter-

vention. Academic Medicine, 91(8), 1143-1150. 

Gráda, A. O., Laoire, C. N., Linehan, C., Boylan, G., & Connolly, L. (2015). Naming the parts: a 

case-study of a gender equality initiative with academic women. Gender in Management: 

An International Journal. 

House, A., Dracup, N., Burkinshaw, P., Ward, V., & Bryant, L. D. (2021). Mentoring as an in-

tervention to promote gender equality in academic medicine: a systematic review. BMJ 

open, 11(1), e040355. 

Jackson, S. M., Hillard, A. L., & Schneider, T. R. (2014). Using implicit bias training to improve 

attitudes toward women in STEM. Social Psychology of Education, 17(3), 419-438. 

Kalpazidou Schmidt, E., & Faber, S. T. (2016). Benefits of peer mentoring to mentors, female 

mentees and higher education institutions. Mentoring & Tutoring: Partnership in Learn-

ing, 24(2), 137-157. 



 

45 

Latimer, M., Jackson, K., Dilks, L., Nolan, J., & Tower, L. (2014). Organizational change and 

gender equity in academia: Using dialogical change to promote positive departmental cli-

mates. In Gender transformation in the academy. Emerald Group Publishing Limited. 

Laver, K. E., Prichard, I. J., Cations, M., Osenk, I., Govin, K., & Coveney, J. D. (2018). A sys-

tematic review of interventions to support the careers of women in academic medicine and 

other disciplines. BMJ open, 8(3), e020380. 

Manchester, Leslie, L. M., & Kramer, A. (2010). Stop the Clock Policies and Career Success in 

Academia. The American Economic Review., 100(2), 219–223. 

McCormack, C., & West, D. (2006). Facilitated group mentoring develops key career compe-

tencies for university women: A case study. Mentoring & Tutoring, 14(4), 409-431. 

Müller, Jörg C. Collado, A. González, R. Palmén (2011). Policy Towards Gender Equality in 

Science and Research. Brussels Economic Review (2-3). pp. 295-316. 

Palmer, E. M., & Jones, S. J. (2019). Woman–woman mentoring relationships and their roles 

in tenure attainment. Journal of women and gender in higher education, 12(1), 1-17. 

Park, S. (2020, March). Seeking changes in ivory towers: The impact of gender quotas on fe-

male academics in higher education. In Women's Studies International Forum (Vol. 79, p. 

102346). Pergamon. 

Peterson, H. (2011). The gender mix policy–addressing gender inequality in higher education 

management. Journal of Higher Education Policy and Management, 33(6), 619-628. 

Sambunjak, D., Straus, S. E., & Marušić, A. (2006). Mentoring in academic medicine: a sys-

tematic review. Jama, 296(9), 1103-1115. 

Shen, M. R., Tzioumis, E., Andersen, E., Wouk, K., McCall, R., Li, W., ... & Malloy, E. (2022). 

Impact of Mentoring on Academic Career Success for Women in Medicine: A Systematic 

Review. Academic medicine: journal of the Association of American Medical Colleges, 

97(3). 

Smith, J. L., Handley, I. M., Zale, A. V., Rushing, S., & Potvin, M. A. (2015). Now hiring! Em-

pirically testing a three-step intervention to increase faculty gender diversity in STEM. 

BioScience, 65(11), 1084-1087. 

Stepan-Norris, J., & Kerrissey, J. (2016). Enhancing gender equity in academia: Lessons from 

the ADVANCE program. Sociological Perspectives, 59(2), 225-245. 

Stewart, A. J., La Vaque-Manty, D., & Malley, J. E. (2004). Recruiting female faculty members 

in science and engineering: Preliminary evaluation of one intervention model. Journal of 

Women and Minorities in Science and Engineering, 10(4). 

Timmers, T. M., Willemsen, T. M., & Tijdens, K. G. (2010). Gender diversity policies in univer-

sities: a multi-perspective framework of policy measures. Higher Education, 59(6), 719-

735. 

Villablanca, A. C., Li, Y., Beckett, L. A., & Howell, L. P. (2017). Evaluating a medical school's 

climate for women's success: outcomes for faculty recruitment, retention, and promotion. 

Journal of Women's Health, 26(5), 530-539. 

Secondary literature 

Castilla, & Benard, S. (2010). The Paradox of Meritocracy in Organizations. Administrative 

Science Quarterly, 55(4), 543–576. https://doi.org/10.2189/asqu.2010.55.4.543  

Kalev, A., Dobbin, F., & Kelly, E. (2006). Best practices or best guesses? Assessing the efficacy 

of corporate affirmative action and diversity policies. American sociological review, 71(4), 

589-617. 

Kellough, J. E., & Naff, K. C. (2004). Responding to a wake-up call: An examination of federal 

agency diversity management programs. Administration & society, 36(1), 62-90. 

https://doi.org/10.2189/asqu.2010.55.4.543


 

46 

Nielsen, M. W. (2016). Scandinavian approaches to gender equality in academia: a compara-

tive study. Scandinavian Journal of Educational Research, 61(3), 295-318. 

Nielsen, M. W. (2021). Gender in academic recruitment and selection. In The Gender-Sensitive 

University, eds. Drew, E. and Siobhán Canavan. Routledge (pp. 29-40).  

Pitts, D. W. (2007). Implementation of diversity management programs in public organiza-

tions: Lessons from policy implementation research. Intl Journal of Public Administra-

tion, 30(12-14), 1573-1590. 

Wynn, A. T. (2020). Pathways toward change: ideologies and gender equality in a Silicon Val-

ley technology company. Gender & society, 34(1), 106-130. 

  



 

47 

Appendix  

Table 1: Literature reviewed (focus) 

Studie Mentoring 

Recruitment/ 

hiring 

Awareness 

raising 

Affirmative 

action 

Work-life 

balance 

Other 

initiatives 

Antecol, Bedard, K., & 

Stearns, J. (2018). 
    X  

Beech, B. M., Calles-Escan-

don, J., Hairston, K. G., Lang-

don, M. S. E., Latham-Sadler, 

B. A., & Bell, R. A. (2013). 

X      

Bührer, S., Kalpazidou 

Schmidt, E., Palmén, R., & 

Reidl, S. (2020). 

   X   

Carnes, M., Devine, P. G., 

Manwell, L. B., Byars-Win-

ston, A., Fine, E., Ford, C. E., 

... & Sheridan, J. (2015). 

  X    

Ehrich, L. C., Hansford, B., & 

Tennent, L. (2004). 
X      

Eliasson, M., Berggren, H., & 

Bondestam, F. (2000). 
      

Feeney, Bernal, M., & Bow-

man, L. (2014). 
    X  

Devos, A., McLean, J., & 

O'Hara, P. (2003). 
X      

Gardiner, M., Tiggemann, M., 

Kearns, H., & Marshall, K. 

(2007). 

X      

Gibson, V., & Dyer, J. (2017, 

July). 
 X     

Girod, S., Fassiotto, M., 

Grewal, D., Ku, M. C., Sriram, 

N., Nosek, B. A., & Valantine, 

H. (2016). 

  X    

Gráda, A. O., Laoire, C. N., 

Linehan, C., Boylan, G., & 

Connolly, L. (2015). 

X      

House, A., Dracup, N., Burkin-

shaw, P., Ward, V., & Bryant, 

L. D. (2021). 

X      

Jackson, S. M., Hillard, A. L., 

& Schneider, T. R. (2014). 
  X    

Kalpazidou Schmidt, E., & 

Faber, S. T. (2016). 
X      

Latimer, M., Jackson, K., 

Dilks, L., Nolan, J., & Tower, L. 

(2014). 

     
X (group 

dynamic) 



 

48 

Laver, K. E., Prichard, I. J., 

Cations, M., Osenk, I., Govin, 

K., & Coveney, J. D. (2018). 

X      

Manchester, Leslie, L. M., & 

Kramer, A. (2010). 
    X  

McCormack, C., & West, D. 

(2006). 
X      

Müller, Jörg C. Collado, A. 

González, R. Palmén (2011).  
X   X X  

Palmer, E. M., & Jones, S. J. 

(2019). 
X      

Park, S. (2020, March).    X   

Peterson, H. (2011).    X   

Sambunjak, D., Straus, S. E., 

& Marušić, A. (2006). 
X      

Shen, M. R., Tzioumis, E., An-

dersen, E., Wouk, K., McCall, 

R., Li, W., ... & Malloy, E. 

(2022). 

X      

Smith, J. L., Handley, I. M., 

Zale, A. V., Rushing, S., & Pot-

vin, M. A. (2015). 

 X     

Stepan-Norris, J., & Kerrissey, 

J. (2016). 
X X     

Stewart, A. J., La Vaque-

Manty, D., & Malley, J. E. 

(2004). 

 X     

Timmers, T. M., Willemsen, T. 

M., & Tijdens, K. G. (2010). 

X     

X (cultural 

perspec-

tive, e.g. ac-

countabil-

ity-

measures) 

Villablanca, A. C., Li, Y., Beck-

ett, L. A., & Howell, L. P. 

(2017). 

    X  

 



 

 

49 

T
a

b
le

 2
: 

L
it

e
r

a
tu

r
e

 r
e

v
ie

w
e

d
 

A
u

th
o

rs
 

R
Q

 
Em

p
ir

ic
al

 s
et

ti
n

g/
d

at
a 

In
it

ia
ti

ve
s 

Fi
n

d
in

gs
 

Li
m

it
at

io
n

s 

A
n

te
co

l, 
B

ed
ar

d
, K

., 
&

 S
te

ar
n

s,
 

J.
 (

2
0

1
8

).
  

Ex
am

in
es

 t
h

e 
im

p
ac

t 
o

f 
te

n
u

re
 

cl
o

ck
 s

to
p

p
in

g 
p

o
lic

ie
s 

in
 r

el
a-

ti
o

n
 t

o
. p

ro
fe

ss
io

n
al

 a
n

d
 p

u
b

li-

ca
ti

o
n

 p
er

fo
rm

an
ce

 a
t 

5
0

 e
co

-

n
o

m
ic

s 
d

ep
ar

tm
en

ts
 a

t 
U

S 

u
n

iv
er

si
ti

es
 

1
9

8
0

-2
0

0
5

 

M
ea

su
re

s 
w

h
et

h
er

 a
ss

is
ta

n
t 

p
ro

fe
ss

o
rs

 o
b

ta
in

ed
 t

en
u

re
 

an
d

 t
h

ei
r 

re
se

ar
ch

 a
ct

iv
it

y 

Ex
am

in
es

 t
h

e 
im

p
ac

t 
o

f 
b

o
th

 

fe
m

al
e-

o
n

ly
 a

n
d

 g
en

d
er

-n
eu

-

tr
al

 t
en

u
re

 c
lo

ck
 s

to
p

p
in

g 
p

o
li-

ci
es

 

(t
yp

ic
al

ly
 t

en
u

re
 c

lo
ck

 is
 f

ro
-

ze
n

 f
o

r 
o

n
e 

ye
ar

 p
er

 n
ew

b
o

rn
 

ch
ild

, m
ax

. t
w

ic
e)

 

W
o

rk
-l

if
e 

b
al

an
ce

 

Te
n

u
re

 c
lo

ck
 s

to
p

p
in

g 
p

o
lic

ie
s 

”t
h

e 
ad

o
p

ti
o

n
 o

f 
ge

n
d

er
-n

eu
-

tr
al

 t
en

u
re

 c
lo

ck
 s

to
p

p
in

g 
p

o
li-

ci
es

 s
u

b
st

an
ti

al
ly

 r
ed

u
ce

d
 f

e-

m
al

e 
te

n
u

re
 r

at
es

 w
h

ile
 s

u
b

-

st
an

ti
al

ly
 in

cr
ea

si
n

g 
m

al
e 

te
n

-

u
re

 r
at

es
. H

o
w

ev
er

, t
h

es
e 

p
o

l-

ic
ie

s 
d

o
 n

o
t 

re
d

u
ce

 t
h

e 
p

ro
b

a-

b
ili

ty
 t

h
at

 e
it

h
er

 m
en

 o
r 

w
o

m
en

 e
ve

n
tu

al
ly

 e
ar

n
 t

en
-

u
re

 in
 t

h
e 

p
ro

fe
ss

io
n

.”
 

“W
e 

al
so

 f
in

d
 n

o
 c

o
n

si
st

en
t 

ev
id

en
ce

 t
h

at
 w

o
m

en
 a

re
 e

i-

th
er

 h
u

rt
 o

r 
h

el
p

ed
 b

y 
cl

o
ck

 

st
o

p
p

in
g 

p
o

lic
ie

s 
th

at
 o

n
ly

 a
p

-

p
ly

 t
o

 w
o

m
en

.”
 

“w
e 

d
o

 n
o

t 
o

b
se

rv
e 

ac
tu

al
 

te
n

u
re

 d
ec

is
io

n
s,

 o
n

ly
 o

u
t-

co
m

es
. S

o
m

e 
p

eo
p

le
 w

h
o

 

w
o

u
ld

 h
av

e 
b

ee
n

 g
ra

n
te

d
 t

en
-

u
re

 le
av

e 
at

 o
r 

b
ef

o
re

 t
h

e 
te

n
-

u
re

 d
ec

is
io

n
. W

e 
o

b
se

rv
e 

o
n

ly
 

ac
tu

al
 p

ro
m

o
ti

o
n

s 
to

 t
en

u
re

d
 

p
o

si
ti

o
n

s,
 w

h
ic

h
 u

su
al

ly
 o

cc
u

r 

w
h

en
 in

d
iv

id
u

al
s 

ar
e 

p
ro

-

m
o

te
d

 f
ro

m
 a

ss
is

ta
n

t 
to

 a
ss

o
-

ci
at

e 
p

ro
fe

ss
o

r”
 

B
ee

ch
, B

. M
., 

C
al

le
s-

Es
ca

n
d

o
n

, 

J.
, H

ai
rs

to
n

, K
. G

., 
La

n
gd

o
n

, M
. 

S.
 E

., 
La

th
am

-S
ad

le
r,

 B
. A

., 
&

 

B
el

l, 
R

. A
. (

2
0

1
3

).
 

Sy
st

em
at

ic
 r

ev
ie

w
.  

Ex
am

in
es

 t
h

e 
im

p
ac

t 
o

f 
m

en
-

to
ri

n
g 

p
ro

gr
am

s 
d

es
ig

n
ed

 t
o

 

su
p

p
o

rt
 t

h
e 

ac
ad

em
ic

 a
d

-

va
n

ce
m

en
t 

o
f 

u
n

d
er

re
p

re
-

se
n

te
d

 m
in

o
ri

ti
es

 (
in

 a
ca

-

d
em

ic
 m

ed
ic

in
e)

 

1
8

 a
rt

ic
le

s 
(d

es
cr

ib
in

g 
1

3
 p

ro
-

gr
am

s)
 w

er
e 

ch
o

se
n

. 

M
o

st
 o

f 
th

e 
ar

ti
cl

es
 e

va
lu

at
ed

 

th
e 

in
it

ia
ti

ve
 b

as
ed

 o
n

 t
h

e 

n
u

m
b

er
 o

f 
gr

an
t 

ap
p

lic
at

io
n

s 

an
d

 s
at

is
fa

ct
io

n
 w

it
h

 t
h

e 
co

n
-

te
n

t 
o

f 
th

e 
p

ro
gr

am
 

 

M
en

to
ri

n
g 

sc
h

em
es

 

”T
h

e 
st

at
ed

 g
o

al
s 

o
f 

th
e 

p
ro

-

gr
am

s 
w

er
e 

to
 a

d
d

re
ss

 n
u

-

m
er

o
u

s 
b

ar
ri

er
s 

d
is

p
ro

p
o

r-

ti
o

n
at

el
y 

ex
p

er
ie

n
ce

d
 b

y 
U

R
M

 

fa
cu

lt
y,

 in
cl

u
d

in
g 

co
m

p
et

in
g 

ac
ad

em
ic

 d
em

an
d

s,
 t

h
e 

h
is

-

to
ri

c 
la

ck
 o

f 
in

st
it

u
ti

o
n

al
 s

u
p

-

p
o

rt
 a

n
d

 d
iv

er
si

ty
, a

n
d

 t
h

e 

ch
al

le
n

ge
 o

f 
id

en
ti

fy
in

g 
q

u
al

i-

fi
ed

 a
n

d
 in

te
re

st
ed

 s
en

io
r 

fa
c-

u
lt

y 
m

em
b

er
s 

in
 s

p
ec

if
ie

d
 a

r-

ea
s 

o
f 

re
se

ar
ch

” 

Id
en

ti
fi

ab
le

 b
ar

ri
er

s:
  

ti
m

e-
re

st
ri

ct
ed

 f
u

n
d

in
g 

in
su

ff
ic

ie
n

t 
ev

al
u

at
io

n
 d

u
e 

to
 

fe
w

 p
ar

ti
ci

p
an

ts
 

co
n

si
d

er
ab

le
 t

im
e 

co
m

m
it

-

m
en

t 
b

y 
m

en
to

r 
n

ee
d

ed
 

p
ro

b
le

m
s 

ad
d

re
ss

in
g 

u
n

-

d
er

re
p

re
se

n
te

d
 m

in
o

ri
ti

es
’ i

n
-

st
it

u
ti

o
n

al
 c

h
al

le
n

ge
s 

Im
p

ac
t:

 

ge
n

er
al

 s
at

is
fa

ct
io

n
 w

it
h

 p
ro

-

gr
am

 

ea
rl

y 
p

o
si

ti
ve

 e
ff

ec
ts

 in
 t

er
m

s 

o
f 

fa
cu

lt
y 

re
te

n
ti

o
n

 a
n

d
 

p
ro

d
u

ct
iv

it
y 

G
en

er
al

ly
 t

o
o

 f
ew

 s
tu

d
ie

s 
th

at
 

d
o

cu
m

en
t 

th
e 

im
p

ac
t 

o
f 

m
en

-

to
ri

n
g 

sc
h

em
es

 



 

 

50 

A
 lo

n
gi

tu
d

in
al

 s
tu

d
y 

sh
o

w
ed

 

ef
fe

ct
s 

o
n

 c
ar

ee
r 

ad
va

n
ce

-

m
en

t 
 

B
ü

h
re

r,
 S

., 
K

al
p

az
id

o
u

 

Sc
h

m
id

t,
 E

., 
P

al
m

én
, R

., 
&

 

R
ei

d
l, 

S.
 (

2
0

2
0

).
  

P
re

se
n

ts
 a

n
 e

va
lu

at
io

n
 f

ra
m

e-

w
o

rk
 f

o
r 

st
u

d
yi

n
g 

th
e 

ef
fe

ct
s 

o
f 

eq
u

al
it

y 
in

it
ia

ti
ve

s 

Ev
al

u
at

io
n

 o
f 

tw
o

 p
ro

gr
am

s 

in
te

n
d

ed
 t

o
 s

tr
en

gt
h

en
 

w
o

m
en

 in
 r

es
ea

rc
h

 

Ex
am

in
es

 t
h

e 
ef

fe
ct

s 
o

f 
th

e 

p
ro

gr
am

s 
b

as
ed

 o
n

 t
h

e 
n

u
m

-

b
er

 o
f 

w
o

m
en

 in
 le

ad
in

g 
p

o
si

-

ti
o

n
s 

an
d

 w
h

et
h

er
 a

n
 in

-

cr
ea

se
d

 n
u

m
b

er
 o

f 
fe

m
al

e 

m
an

ag
er

s 
af

fe
ct

s 
p

u
b

lic
at

io
n

 

p
at

te
rn

s.
 

Tw
o

 c
as

e 
st

u
d

ie
s 

G
er

m
an

y 

A
ff

ir
m

at
iv

e 
ac

ti
o

n
 

Tw
o

 f
la

gs
h

ip
 p

ro
gr

am
s 

”W
o

m
en

 P
ro

fe
ss

o
rs

h
ip

 P
ro

-

gr
am

m
e”

 t
ar

ge
te

d
 a

t 
in

st
it

u
-

ti
o

n
s 

o
f 

h
ig

er
 e

d
u

ca
ti

o
n

. I
n

-

cr
ea

se
s 

fu
n

d
in

g 
fo

r 
h

ir
in

g 
o

f 

w
o

m
en

 in
 p

er
m

an
en

t 
p

o
si

-

ti
o

n
s.

  

”P
ac

t 
fo

r 
R

es
ea

rc
h

 a
n

d
 In

n
o

-

va
ti

o
n

” 
ta

rg
et

ed
 a

t 
G

er
m

an
 

R
P

O
s 

– 
in

st
it

u
ti

o
n

s 
re

ce
iv

e 
fi

-

n
an

ci
al

 s
u

p
p

o
rt

 if
 t

h
ey

 li
ve

 u
p

 

to
 c

er
ta

in
 r

eq
u

ir
em

en
ts

 (
e.

g.
 

in
cr

ea
se

 t
h

e 
n

u
m

b
er

 o
f 

w
o

m
en

 in
 r

es
ea

rc
h

 t
ea

m
s 

an
d

 

le
ad

in
g 

p
o

si
ti

o
n

s)
 

 

”t
h

e 
fi

n
d

in
gs

 s
u

gg
es

t 
th

at
 t

h
e 

fl
ag

sh
ip

 p
ro

gr
am

s 
h

av
e 

co
n

-

tr
ib

u
te

d
 n

o
t 

o
n

ly
 t

o
 h

ig
h

er
 

sh
ar

es
 o

f 
w

o
m

en
 r

es
ea

rc
h

er
s 

b
u

t 
al

so
 t

o
 im

p
ro

ve
d

 f
em

al
e 

p
u

b
lic

at
io

n
 a

n
d

 c
it

at
io

n
 

ra
te

s.
” 

”T
h

e 
ca

se
s 

p
re

se
n

te
d

 a
b

o
ve

 

sh
o

w
 t

h
at

, n
o

t 
le

as
t 

d
u

e 
to

 

th
e 

tw
o

 la
rg

e 
n

at
io

n
al

 G
E 

in
-

te
rv

en
ti

o
n

s,
 t

h
e 

ro
le

 o
f 

w
o

m
en

 a
ca

d
e

m
ic

s 
in

 t
h

e 
G

er
-

m
an

 p
u

b
lic

at
io

n
 la

n
d

sc
ap

e 

h
as

 c
h

an
ge

d
 s

ig
n

if
ic

an
tl

y 
o

ve
r 

th
e 

p
as

t 
1

5
 y

ea
rs

 a
n

d
 t

h
er

e 

h
as

 b
ee

n
 a

 c
le

ar
 in

cr
ea

se
 in

 

th
e 

n
u

m
b

er
 o

f 
(c

o
-)

p
u

b
lic

a-

ti
o

n
s 

b
y 

fe
m

al
e 

au
th

o
rs

. F
u

r-

th
er

m
o

re
, a

lt
h

o
u

gh
 t

h
e 

o
ve

r-

al
l n

u
m

b
er

 o
f 

w
o

m
en

 h
as

 a
ls

o
 

in
cr

ea
se

d
 s

ig
n

if
ci

ca
n

tl
y 

si
n

ce
 

th
e 

in
tr

o
d

u
ct

io
n

 o
f 

th
e 

fl
ag

-

sh
ip

 p
ro

m
o

ti
o

n
al

 p
ro

gr
am

s 
o

f 

th
e 

“W
o

m
en

 P
ro

fe
ss

o
rs

h
ip

 

P
ro

gr
am

m
e”

 a
n

d
 “

P
ac

t 
fo

r 
R

e-

se
ar

ch
 a

n
d

 In
n

o
va

ti
o

n
”,

 it
 h

as
 

n
o

t 
ri

se
n

 t
o

 t
h

e 
sa

m
e 

ex
te

n
t 

as
 w

o
m

en
’s

 p
ar

ti
ci

p
at

io
n

 in
 

sc
ie

n
ti

fc
 p

u
b

lic
at

io
n

s.
 T

h
u

s,
 

w
e 

ca
n

 s
h

o
w

 t
h

at
 G

E 
p

ro
ga

m
s 

m
ay

 h
av

e 
b

ro
ad

 p
o

si
ti

ve
 e

f-

fe
ct

s 
o

n
 s

ci
en

ce
 a

s 
w

el
l”

 

C
h

al
le

n
gi

n
g 

to
 c

o
n

d
u

ct
 d

ir
ec

t 

im
p

ac
t 

st
u

d
y;

 m
an

y 
in

fl
u

en
c-

in
g 

fa
ct

o
rs

 



 

 

51 

C
ar

n
es

, M
., 

D
ev

in
e,

 P
. G

., 

M
an

w
el

l, 
L.

 B
., 

B
ya

rs
-W

in
st

o
n

, 

A
., 

Fi
n

e,
 E

., 
Fo

rd
, C

. E
., 

...
 &

 

Sh
er

id
an

, J
. (

2
0

1
5

).
 E

ff
ec

t 
o

f 

an
 in

te
rv

en
ti

o
n

 t
o

 b
re

ak
 t

h
e 

ge
n

d
er

 b
ia

s 
h

ab
it

 f
o

r 
fa

cu
lt

y 
at

 

o
n

e 
in

st
it

u
ti

o
n

: a
 c

lu
st

er
 r

an
-

d
o

m
iz

ed
, c

o
n

tr
o

lle
d

 t
ri

al
. A

ca
-

d
em

ic
 m

ed
ic

in
e:

 jo
u

rn
a

l o
f 

th
e 

A
ss

o
ci

a
ti

o
n

 o
f 

A
m

er
ic

a
n

 M
ed

i-

ca
l C

o
lle

g
es

, 9
0

(2
),

 2
2

1
. 

Ex
am

in
es

 t
h

e 
ef

fe
ct

 o
f 

a 
ge

n
-

d
er

 b
ia

s-
in

h
ib

it
in

g 
in

te
rv

en
-

ti
o

n
 a

t 
U

n
iv

er
si

ty
 o

f 
W

is
co

n
-

si
n

-M
ad

is
o

n
  

9
2

 d
ep

ar
tm

en
ts

 a
t 

U
n

iv
er

si
ty

 

o
f 

W
is

co
n

si
n

-M
ad

is
o

n
  

”p
ai

r-
m

at
ch

ed
, s

in
gl

e-
b

lin
d

, 

cl
u

st
er

-r
an

d
o

m
iz

ed
, c

o
n

-

tr
o

lle
d

 s
tu

d
y”

 

P
re

- 
an

d
 p

o
st

-i
n

te
rv

en
ti

o
n

 

su
rv

ey
 m

ea
su

re
d

 g
en

d
er

 b
ia

s 

aw
ar

en
es

s 
+ 

im
p

lic
it

 g
en

d
er

 

b
ia

s 
 

+ 
w

o
rk

lif
e 

su
rv

ey
  

“A
w

ar
en

es
s-

ra
is

in
g”

 

In
te

rv
en

ti
o

n
 =

 2
.5

-h
o

u
r 

w
o

rk
-

sh
o

p
 

”L
in

ea
r 

m
ix

ed
-e

ff
ec

ts
 m

o
d

el
s 

sh
o

w
ed

 s
ig

n
if

ic
an

tl
y 

gr
ea

te
r 

ch
an

ge
s 

p
o

st
-i

n
te

rv
en

ti
o

n
 f

o
r 

fa
cu

lt
y 

in
 e

xp
er

im
en

ta
l v

s.
 

co
n

tr
o

l d
ep

ar
tm

en
ts

 o
n

 s
ev

-

er
al

 o
u

tc
o

m
e 

m
ea

su
re

s,
 in

-

cl
u

d
in

g 
se

lf
-e

ff
ic

ac
y 

to
 e

n
ga

ge
 

in
 g

en
d

er
 e

q
u

it
y 

p
ro

m
o

ti
n

g 

b
eh

av
io

rs
 (

P
 =

 .0
1

3
).

 W
h

en
 ≥

 

2
5

%
 o

f 
a 

d
ep

ar
tm

en
t’

s 
fa

cu
lt

y 

at
te

n
d

ed
 t

h
e 

w
o

rk
sh

o
p

 (
2

6
 o

f 

4
6

 d
ep

ar
tm

en
ts

),
 s

ig
n

if
ic

an
t 

in
cr

ea
se

s 
in

 s
el

f-
re

p
o

rt
ed

 a
c-

ti
o

n
 t

o
 p

ro
m

o
te

 g
en

d
er

 e
q

u
it

y 

o
cc

u
rr

ed
 a

t 
3

 m
o

n
th

s 
(P

 =
 

.0
0

7
).

 P
o

st
-i

n
te

rv
en

ti
o

n
, f

ac
-

u
lt

y 
in

 e
xp

er
im

en
ta

l d
ep

ar
t-

m
en

ts
 e

xp
re

ss
ed

 g
re

at
er

 p
er

-

ce
p

ti
o

n
s 

o
f 

fi
t 

(P
 =

 .0
2

4
),

 v
al

u
-

in
g 

o
f 

th
ei

r 
re

se
ar

ch
 (

P
 =

 

.0
1

9
),

 a
n

d
 c

o
m

fo
rt

 in
 r

ai
si

n
g 

p
er

so
n

al
 a

n
d

 p
ro

fe
ss

io
n

al
 

co
n

fl
ic

ts
 (

P
 =

 .0
2

5
).

” 

 

Eh
ri

ch
, L

. C
., 

H
an

sf
o

rd
, B

., 
&

 

Te
n

n
en

t,
 L

. (
2

0
0

4
) 

Li
te

ra
tu

re
 r

ev
ie

w
  

Ex
am

in
es

 t
h

e 
ef

fe
ct

 o
f 

m
en

-

to
ri

n
g 

In
cl

u
d

es
 s

tu
d

ie
s 

th
at

 r
ep

o
rt

ed
 

o
ri

gi
n

al
 f

in
d

in
gs

 a
n

d
 t

h
at

 f
o

-

cu
se

d
 o

n
 u

se
 o

f 
m

en
to

ri
n

g 
in

 

ei
th

er
 a

n
 e

d
u

ca
ti

o
n

al
 c

o
n

te
xt

, 

b
u

si
n

es
s 

co
n

te
xt

 o
r 

m
ed

ic
al

 

co
n

te
xt

 (
fr

o
m

 t
h

e 
m

id
-1

9
8

0
s 

to
 2

0
0

0
) 

D
at

a 
co

d
ed

 f
o

r 
p

o
si

ti
ve

 a
n

d
 

p
ro

b
le

m
at

ic
 e

ff
ec

ts
 o

f 
m

en
-

to
ri

n
g 

fo
r 

m
en

to
r,

 m
en

te
e 

an
d

 o
rg

an
iz

at
io

n
 

M
en

to
ri

n
g 

sc
h

em
es

  
R

e 
th

e 
st

u
d

ie
s 

in
 a

n
 e

d
u

ca
-

ti
o

n
al

 c
o

n
te

xt
:  

3
5

.8
%

 o
f 

th
e 

st
u

d
ie

s 
re

p
o

rt
ed

 

o
n

ly
 p

o
si

ti
ve

 e
ff

ec
ts

 o
f 

m
en

-

to
ri

n
g 

2
.5

%
 r

ep
o

rt
ed

 o
n

ly
 p

ro
b

le
m

-

at
ic

 e
ff

ec
ts

 

8
2

.4
 %

 r
ep

o
rt

ed
 p

o
si

ti
ve

 e
f-

fe
ct

s 
fo

r 
m

en
te

es
.  

P
re

d
o

m
in

an
tl

y 
d

ea
ls

 w
it

h
 

st
u

d
ie

s 
fr

o
m

 E
n

gl
is

h
-s

p
ea

ki
n

g 

co
u

n
tr

ie
s 

Ti
m

e 
fr

am
e:

 m
o

re
 c

o
n

te
m

p
o

-

ra
ry

 s
tu

d
ie

s 
m

ay
 h

av
e 

b
ee

n
 

o
ve

rl
o

o
ke

d
 



 

 

52 

M
o

st
 c

o
m

m
o

n
 m

en
to

r 
ef

fe
ct

: 

co
lle

gi
al

it
y 

an
d

 n
et

w
o

rk
 (

2
1

%
 

o
f 

th
e 

st
u

d
ie

s)
 

M
o

st
 c

o
m

m
o

n
 m

en
te

e 
ef

fe
ct

: 

4
2

.1
 %

 o
f 

th
e 

st
u

d
ie

s 
re

p
o

rt
ed

 

p
o

si
ti

ve
 e

ff
ec

ts
 li

ke
 s

u
p

p
o

rt
, 

em
p

at
h

y,
 e

n
co

u
ra

ge
m

en
t,

 

co
u

n
se

lin
g 

an
d

 f
ri

en
d

sh
ip

 

3
5

.8
%

 o
f 

th
e 

st
u

d
ie

s 
sh

o
w

ed
 

p
o

si
ti

ve
 e

ff
ec

ts
 li

ke
 h

el
p

 w
it

h
 

te
ac

h
in

g 
st

ra
te

gi
es

, c
o

n
te

n
t,

 

re
so

u
rc

es
, c

la
ss

ro
o

m
 p

la
n

n
in

g 

an
d

 d
is

ci
p

lin
e 

3
2

.1
%

 o
f 

th
e 

st
u

d
ie

s 
sh

o
w

ed
 

p
o

si
ti

ve
 e

ff
ec

ts
 li

ke
 c

o
n

ta
ct

 

an
d

 d
is

cu
ss

io
n

s 
w

it
h

 o
th

er
s 

A
m

o
n

g 
th

e 
re

p
o

rt
ed

 p
ro

b
le

m
s 

fo
r 

b
o

th
 m

en
to

rs
 a

n
d

 

m
en

te
es

 a
re

: l
ac

k 
o

f 
ti

m
e 

an
d

 

p
ro

fe
ss

io
n

al
 e

xp
er

ti
se

 a
n

d
/o

r 

p
er

so
n

al
it

y 
m

is
m

at
ch

 

El
ia

ss
o

n
, M

., 
B

er
gg

re
n

, H
., 

&
 

B
o

n
d

es
ta

m
, F

. (
2

0
0

0
).

  

St
u

d
ie

s 
th

e 
ef

fe
ct

 o
f 

a 
m

en
-

to
ri

n
g 

sc
h

em
e 

fo
r 

w
o

m
en

 a
t 

U
p

p
sa

la
 U

n
iv

er
si

ty
 

Q
u

al
it

at
iv

e 
ca

se
 s

tu
d

y 

1
4

 a
ca

d
em

ic
 w

o
m

en
 +

 m
en

-

to
rs

 

(1
0

 f
ro

m
 s

ci
en

ce
 o

r 
m

ed
ic

in
e,

 

th
e 

re
st

 f
ro

m
 s

o
ci

al
 s

ci
en

ce
 o

r 

la
w

) 

Su
rv

ey
s,

 o
b

se
rv

at
io

n
s 

an
d

 in
-

te
rv

ie
w

s 
 

M
en

to
ri

n
g 

sc
h

em
es

 
”T

h
e 

m
o

st
 im

p
o

rt
an

t 
fu

n
c-

ti
o

n
s 

o
f 

th
e 

m
en

to
r 

re
ga

rd
in

g 

ca
re

er
 d

ev
el

o
p

m
en

t 
as

 p
er

-

ce
iv

ed
 b

y 
p

ro
te

ge
es

 w
er

e 

"S
u

p
p

o
rt

er
",

 a
n

d
 "

Ex
p

er
t"

, 

an
d

 a
m

o
n

g 
p

sy
ch

o
so

ci
al

 r
o

le
s,

 

"A
d

vi
so

r"
 a

n
d

 "
D

is
cu

ss
io

n
 

p
ar

tn
er

",
 w

h
ile

 "
P

ar
en

t"
 w

as
 

th
e 

le
as

t 
d

es
ir

ed
 f

u
n

ct
io

n
.”

 

”T
h

ey
 le

ar
n

ed
 m

o
re

 a
b

o
u

t 

w
h

at
 it

 is
 t

o
 b

e 
a 

w
o

m
an

 in
 

th
e 

U
n

iv
er

si
ty

 o
f 

U
p

p
sa

la
, a

 

ro
le

 a
b

o
u

t 
w

h
ic

h
 m

an
y 

h
ad

 

C
o

n
te

xt
-s

p
ec

if
ic

 



 

 

53 

n
o

t 
re

fl
ec

te
d

, a
n

d
 g

ai
n

ed
 a

 

su
ff

ic
ie

n
t 

n
u

m
b

er
 o

f 
n

ew
 in

-

si
gh

ts
 t

o
 p

as
s 

o
n

 t
o

 y
o

u
n

ge
r 

w
o

m
en

.”
 

”T
h

e 
m

en
to

rs
 a

ls
o

 h
ad

 f
av

o
u

r-

ab
le

 im
p

re
ss

io
n

s 
o

f 
th

e 
p

ro
-

je
ct

, b
u

t 
o

n
ly

 e
ig

h
t 

m
en

to
rs

 

o
u

t 
o

f 
fo

u
rt

ee
n

 w
is

h
ed

 t
o

 c
o

n
-

ti
n

u
e 

af
te

r 
ei

gh
te

en
 m

o
n

th
s-

-

if
 t

h
e 

p
ro

te
ge

e 
so

 d
es

ir
ed

. 

So
m

e 
w

er
e 

su
rp

ri
se

d
 t

o
 f

in
d

 

th
at

 t
h

e 
ex

p
er

ie
n

ce
 w

as
 d

e-

m
an

d
in

g 
b

o
th

 in
 t

er
m

s 
o

f 
ti

m
e 

an
d

 o
f 

em
o

ti
o

n
s,

 b
u

t 
th

ey
 s

ti
ll 

co
n

ve
ye

d
 s

u
p

p
o

rt
 a

n
d

 c
o

m
-

m
it

m
en

t 
to

 t
h

ei
r 

p
ro

te
ge

es
.”

 

Fe
en

ey
, B

er
n

al
, M

., 
&

 B
o

w
-

m
an

, L
. (

2
0

1
4

).
  

“A
re

 f
o

rm
al

 u
n

iv
er

si
ty

-l
ev

el
 

fa
m

ily
-f

ri
en

d
ly

 p
o

lic
ie

s 
re

la
te

d
 

to
 w

o
rk

 o
u

tc
o

m
es

 f
o

r 
ac

a-

d
em

ic
 s

ci
en

ti
st

s?
 

D
o

 f
o

rm
al

 u
n

iv
er

si
ty

-l
ev

el
 

fa
m

ily
-f

ri
en

d
ly

 p
o

lic
ie

s 
d

if
fe

r-

en
tl

y 
sh

ap
e 

ac
ad

em
ic

 p
ro

d
u

c-

ti
vi

ty
 f

o
r 

m
en

 a
n

d
 w

o
m

en
 a

ca
-

d
em

ic
 s

ci
en

ti
st

s?
” 

H
ie

ra
rc

h
ic

 m
u

lt
i-

le
ve

l a
n

al
ys

is
 

(o
rg

an
iz

at
io

n
al

 le
ve

l a
n

d
 in

d
i-

vi
d

u
al

 le
ve

l)
 

Su
rv

ey
 (

1
5

9
8

 r
es

p
o

n
d

en
ts

 a
t 

A
m

er
ic

an
 u

n
iv

er
si

ti
es

 –
 6

 d
if

-

fe
re

n
t 

re
se

ar
ch

 f
ie

ld
s)

 

D
ep

en
d

en
t 

va
ri

ab
le

: f
ac

u
lt

y 

p
ro

d
u

ct
iv

it
y 

o
p

er
at

io
n

al
iz

ed
 

as
 “

jo
u

rn
al

 p
u

b
lic

at
io

n
s”

 a
n

d
 

“t
ea

ch
in

g 
lo

ad
s”

 

In
d

ep
en

d
en

t 
va

ri
ab

le
: S

p
o

u
sa

l 

h
ir

in
g 

p
o

lic
y;

 s
to

p
 t

en
u

re
 c

lo
ck

 

p
o

lic
y;

 m
at

er
n

it
y 

le
av

e;
 p

at
er

-

n
it

y 
le

av
e;

 a
d

o
p

ti
o

n
 le

av
e;

 p
a-

re
n

ta
l l

ea
ve

; o
n

-s
it

e 
ch

ild
 c

ar
e 

W
o

rk
-l

if
e 

b
al

an
ce

 

 

“T
h

e 
h

ie
ra

rc
h

ic
al

 m
u

lt
ile

ve
l 

an
al

ys
is

 in
d

ic
at

es
 t

h
at

 g
en

er
-

o
u

s 
fa

m
ily

-l
ea

ve
 p

o
lic

ie
s,

 o
n

-

si
te

 c
h

ild
ca

re
, a

n
d

 s
p

o
u

sa
l h

ir
-

in
g 

p
o

lic
ie

s 
d

if
fe

re
n

tl
y 

af
fe

ct
 

w
o

m
en

 a
n

d
 m

en
 a

ca
d

em
ic

 

sc
ie

n
ti

st
s”

 

“w
e 

fi
n

d
 t

h
at

 m
o

re
 g

en
er

o
u

s 

le
av

e 
p

o
lic

ie
s 

in
cr

ea
se

 p
u

b
li-

ca
ti

o
n

 o
u

tc
o

m
es

 f
o

r 
w

o
m

en
, 

b
u

t 
ar

e 
n

o
t 

si
gn

if
ic

an
tl

y 
re

-

la
te

d
 t

o
 t

ea
ch

in
g 

o
u

tc
o

m
es

. 

Fo
r 

m
en

, w
e 

fi
n

d
 t

h
at

 in
-

cr
ea

se
d

 le
av

e 
p

o
lic

ie
s 

ar
e 

n
o

t 

si
gn

if
ic

an
tl

y 
re

la
te

d
 t

o
 jo

u
rn

al
 

p
u

b
lic

at
io

n
s 

b
u

t 
ar

e 
n

eg
a-

ti
ve

ly
 r

el
at

ed
 t

o
 t

ea
ch

in
g 

lo
ad

s.
” 

M
o

re
 im

p
o

rt
an

t 
va

ri
ab

le
s,

 

su
ch

 a
s 

ch
ild

re
n

’s
 a

ge
, m

an
-

ag
em

en
t,

 u
n

io
n

s,
 e

tc
., 

ar
e 

n
o

t 

in
cl

u
d

ed
 in

 t
h

e 
m

o
d

el
 



 

 

54 

“t
h

er
e 

is
 n

o
t 

a 
si

gn
if

ic
an

t 
re

la
-

ti
o

n
sh

ip
 b

et
w

ee
n

 t
h

e 
p

re
s-

en
ce

 o
f 

a 
fo

rm
al

 p
o

lic
y 

fo
r 

st
o

p
p

in
g 

o
r 

d
el

ay
in

g 
th

e 
te

n
-

u
re

 c
lo

ck
 a

n
d

 a
ca

d
em

ic
 

p
ro

d
u

ct
iv

it
y,

 f
o

r 
m

en
 o

r 

w
o

m
en

.”
 

“o
n

-s
it

e 
ch

ild
ca

re
 w

ill
 in

cr
ea

se
 

p
ro

d
u

ct
iv

it
y 

fo
r 

w
o

m
en

 a
n

d
 

m
en

 f
ac

u
lt

y,
 r

es
p

ec
ti

ve
ly

. F
o

r 

w
o

m
en

, o
n

-s
it

e 
ch

ild
ca

re
 is

 

n
o

t 
si

gn
if

ic
an

tl
y 

re
la

te
d

 t
o

 

jo
u

rn
al

 p
u

b
lic

at
io

n
 r

at
es

 b
u

t 
is

 

si
gn

if
ic

an
tl

y 
re

la
te

d
 t

o
 a

n
 in

-

cr
ea

se
 in

 t
ea

ch
in

g 
lo

ad
s.

 In
 

co
m

p
ar

is
o

n
, m

en
 w

h
o

 w
o

rk
 a

t 

u
n

iv
er

si
ti

es
 w

it
h

 o
n

-s
it

e 
d

ay
-

ca
re

 r
ep

o
rt

 p
u

b
lis

h
in

g 
m

o
re

 

jo
u

rn
al

 a
rt

ic
le

s 
th

an
 m

en
 a

t 

u
n

iv
er

si
ti

es
 w

it
h

o
u

t 
o

n
-s

it
e 

d
ay

ca
re

.”
 

D
ev

o
s,

 A
., 

M
cL

ea
n

, J
., 

&
 

O
'H

ar
a,

 P
. (

2
0

0
3

).
 

- 
la

ck
 f

u
ll 

ac
ce

ss
 

To
 w

h
at

 e
xt

en
t 

h
as

 t
h

e 
p

ro
-

gr
am

 in
cr

ea
se

d
 t

h
e 

u
n

d
er

-

st
an

d
in

g 
o

f 
th

e 
ch

al
le

n
ge

s 
fe

-

m
al

e 
re

se
ar

ch
er

s 
fa

ce
? 

To
 w

h
at

 e
xt

en
t 

h
as

 t
h

e 
p

ro
-

gr
am

 f
o

st
er

ed
 in

st
it

u
ti

o
n

al
 

ch
an

ge
s?

 

  

Q
u

al
it

at
iv

e 

P
ar

ti
ci

p
an

t 
ev

al
u

at
io

n
s 

(+
4

0
 

p
ar

ti
ci

p
an

ts
) 

M
en

to
ri

n
g 

sc
h

em
es

 

W
o

m
en

R
es

ea
rc

h
2

1
 

(d
ev

el
o

p
ed

 t
o

 s
u

p
p

o
rt

 a
n

d
 e

n
-

co
u

ra
ge

 f
em

al
e 

ac
ad

em
ic

s 
at

 

th
e 

st
ar

t 
o

f 
th

ei
r 

ca
re

er
) 

”E
ac

h
 c

yc
le

 o
f 

th
e 

p
ro

gr
am

m
e 

ru
n

s 
fo

r 
tw

el
ve

 m
o

n
th

s 
an

d
 

in
cl

u
d

es
 s

em
in

ar
s,

 in
fo

rm
al

 

su
p

p
o

rt
 a

n
d

 n
et

w
o

rk
in

g,
 a

 r
e-

se
ar

ch
 p

ro
je

ct
, a

n
d

 t
h

e 
o

p
p

o
r-

tu
n

it
y 

to
 w

o
rk

 w
it

h
 a

 r
es

ea
rc

h
 

ad
vi

se
r.

” 
 

”P
ar

ti
ci

p
an

t 
ev

al
u

at
io

n
s 

o
f 

th
e 

fi
rs

t 
tw

o
 y

ea
rs

 in
d

ic
at

e 
th

e 

p
ro

gr
am

m
e 

h
as

 b
ee

n
 v

er
y 

su
cc

es
sf

u
l i

n
 s

u
p

p
o

rt
in

g 
th

e 

d
ev

el
o

p
m

en
t 

o
f 

m
o

st
 p

ar
ti

ci
-

p
an

ts
.”

 

”O
u

r 
su

cc
es

s 
in

 r
eg

ar
d

 t
o

 t
h

e 

se
co

n
d

 a
im

 o
f 

co
n

tr
ib

u
ti

n
g 

to
 

in
st

it
u

ti
o

n
al

 c
h

an
ge

 is
 le

ss
 

cl
ea

r.
” 

 



 

 

55 

G
ar

d
in

er
, M

., 
Ti

gg
em

an
n

, M
., 

K
ea

rn
s,

 H
., 

&
 M

ar
sh

al
l, 

K
. 

(2
0

0
7

).
 

Ev
al

u
at

io
n

 o
f 

th
e 

ef
fe

ct
 o

f 

m
en

to
ri

n
g 

sc
h

em
es

 f
o

r 
ju

n
io

r 

w
o

m
en

 in
 a

ca
d

em
ia

 (
e

ff
ec

ts
 

fo
r 

w
o

m
en

 a
n

d
 f

o
r 

th
e 

u
n

iv
er

-

si
ty

) 

Lo
n

gi
tu

d
in

al
 s

tu
d

y 
+ 

co
n

tr
o

l 

gr
o

u
p

 

2
2

 w
o

m
en

 in
 t

re
at

m
en

t 
gr

o
u

p
 

M
ea

su
re

s:
  

O
b

je
ct

iv
e 

ca
re

er
 o

u
tc

o
m

es
 

Su
b

je
ct

iv
e 

ca
re

er
 o

u
tc

o
m

es
  

P
er

ce
p

ti
o

n
s 

o
f 

m
en

to
ri

n
g 

M
en

to
ri

n
g 

sc
h

em
e 

(s
ta

rt
ed

 in
 

1
9

9
8

) 
ta

rg
et

ed
 a

t 
w

o
m

en
 a

t 

th
e 

st
ar

t 
o

f 
th

ei
r 

ca
re

er
) 

G
o

al
s 

o
f 

m
en

to
ri

n
g 

sc
h

em
e:

 

1
) 

im
p

ro
ve

 t
h

e 
w

o
m

en
’s

 p
er

-

fo
rm

an
ce

, 2
) 

in
cr

ea
se

 t
h

e 

n
u

m
b

er
 o

f 
w

o
m

en
 in

 m
id

d
le

 

an
d

 s
en

io
r 

p
o

si
ti

o
n

s 
 

M
en

te
es

 w
er

e 
m

o
re

 li
ke

ly
 t

o
 

st
ay

 a
t 

th
e 

u
n

iv
er

si
ty

, r
ec

ei
ve

d
 

h
ig

h
er

 in
co

m
e 

in
 t

er
m

s 
o

f 

fu
n

d
in

g,
 a

ch
ie

ve
d

 h
ig

h
er

 d
e-

gr
ee

s 
o

f 
p

ro
m

o
ti

o
n

 a
n

d
 h

ad
 a

 

m
o

re
 p

o
si

ti
ve

 s
el

f-
im

ag
e 

as
 

ac
ad

em
ic

s 
 

A
u

st
ra

lia
n

 c
o

n
te

xt
 –

 t
ra

n
sf

er
a-

b
ili

ty
? 

G
ib

so
n

 &
 D

ye
r 

(2
0

1
7

) 
B

ri
ef

 r
es

u
m

e 
o

f 
th

e 
Ju

n
o

 p
ro

-

je
ct

 d
ev

el
o

p
ed

 b
y 

In
st

it
u

te
 o

f 

P
h

ys
ic

s 
(I

o
P

) 
in

 t
h

e 
U

K 

Ju
n

o
 a

im
s 

fo
r 

in
cl

u
si

o
n

 o
f 

w
o

m
en

 in
 t

h
e 

p
h

ys
ic

s 
en

vi
ro

n
-

m
en

t 

U
K

 

1
6

 p
h

ys
ic

s 
d

ep
ar

tm
en

ts
 

W
it

h
in

 p
h

ys
ic

s 
ac

ad
em

ia
 

R
ec

ru
it

m
en

t/
h

ir
in

g 

Ju
n

o
-p

ri
n

ci
p

le
s:

 

1
) 

A
 r

o
b

u
st

 o
rg

an
iz

at
io

n
al

 

fr
am

ew
o

rk
 t

o
 d

el
iv

er
 e

q
u

al
 

o
p

p
o

rt
u

n
it

ie
s 

an
d

 r
ew

ar
d

s.
 

2
) 

R
ec

ru
it

m
en

t 
an

d
 s

el
e

ct
io

n
 

p
ro

ce
ss

es
 a

n
d

 p
ro

ce
d

u
re

s 

th
at

 e
n

co
u

ra
ge

 m
en

 a
n

d
 

w
o

m
en

 t
o

 a
p

p
ly

 f
o

r 
ac

ad
e

m
ic

 

p
o

si
ti

o
n

s 
at

 a
ll 

le
ve

ls
. 

3
) 

D
ep

ar
tm

en
ta

l s
tr

u
ct

u
re

s 

an
d

 s
ys

te
m

s 
th

at
 s

u
p

p
o

rt
 a

n
d

 

en
co

u
ra

ge
 c

ar
ee

r 
d

ev
el

o
p

-

m
en

t 
an

d
 p

ro
m

o
ti

o
n

 o
f 

al
l 

p
er

so
n

n
el

 a
n

d
 e

n
ab

le
 m

en
 

an
d

 w
o

m
en

 t
o

 a
d

va
n

ce
 a

n
d

 

co
n

ti
n

u
e 

in
 t

h
ei

r 
ca

re
er

s.
 

4
) 

D
ep

ar
tm

en
ta

l o
rg

an
iz

at
io

n
, 

st
ru

ct
u

re
, m

an
ag

em
en

t 
ar

-

ra
n

ge
m

en
ts

 a
n

d
 c

u
lt

u
re

 t
h

at
 

ar
e 

o
p

en
, i

n
cl

u
si

ve
 a

n
d

 t
ra

n
s-

p
ar

en
t 

an
d

 e
n

co
u

ra
ge

 p
ar

ti
ci

-

p
at

io
n

 b
y 

al
l s

ta
ff

. 

Ju
n

o
 h

ad
 a

n
 e

ff
ec

t 
(m

o
re

 

w
o

m
en

 in
 t

h
e 

p
h

ys
ic

s 
en

vi
ro

n
-

m
en

t)
, b

u
t 

d
if

fi
cu

lt
 t

o
 s

ay
 

w
h

et
h

er
 t

h
e 

ef
fe

ct
 is

 lo
n

g-

te
rm

. 

 



 

 

56 

5
) 

Fl
ex

ib
le

 a
p

p
ro

ac
h

es
 a

n
d

 a
r-

ra
n

ge
m

en
ts

 t
h

at
 e

n
ab

le
 in

d
i-

vi
d

u
al

s,
 a

t 
al

l c
ar

ee
r 

an
d

 li
fe

 

st
ag

es
, t

o
 o

p
ti

m
iz

e 
th

ei
r 

co
n

-

tr
ib

u
ti

o
n

 t
o

 t
h

ei
r 

d
ep

ar
tm

en
t 

an
d

 in
st

it
u

ti
o

n
. 

6
) 

A
n

 e
n

vi
ro

n
m

en
t 

w
h

er
e 

p
ro

-

fe
ss

io
n

al
 b

eh
av

io
r 

is
 e

m
b

ed
-

d
ed

 in
 t

h
e 

cu
lt

u
re

 a
n

d
 b

eh
av

-

io
r 

o
f 

th
e 

d
ep

ar
tm

en
t.

 

In
 a

d
d

it
io

n
, a

n
 a

w
ar

d
 f

o
r 

o
ve

r-

ac
h

ie
ve

m
en

t 
o

f 
p

ri
n

ci
p

le
s:

 t
h

e 

"J
u

n
o

 A
w

ar
d

".
 

G
ir

o
d

, S
., 

Fa
ss

io
tt

o
, M

., 

G
re

w
al

, D
., 

K
u

, M
. C

., 
Sr

ir
am

, 

N
., 

N
o

se
k,

 B
. A

., 
&

 V
al

an
ti

n
e,

 

H
. (

2
0

1
6

).
 

Ex
am

in
es

 t
h

e 
ef

fe
ct

 o
f 

an
 in

-

te
rv

en
ti

o
n

 t
h

at
 a

im
s 

to
 r

ed
u

ce
 

im
p

lic
i b

ia
s 

th
at

 f
av

o
rs

 m
en

 a
s 

le
ad

er
s 

(b
o

th
 a

m
o

n
g 

m
en

 a
n

d
 

w
o

m
en

) 

 

2
8

1
 f

ac
u

lt
y 

p
ar

ti
ci

p
at

ed
  

A
re

a:
 A

ca
d

em
ic

 m
ed

ic
in

e 

”T
h

e 
p

re
- 

an
d

 p
o

st
-a

ss
es

s-

m
en

ts
 c

o
n

si
st

ed
 o

f 
th

e 
fo

llo
w

-

in
g:

 (
1

) 
a 

su
rv

ey
 m

ea
su

ri
n

g 

ge
n

er
al

 p
er

ce
p

ti
o

n
s 

o
f 

b
ia

s,
 

(2
) 

an
 a

ss
es

sm
en

t 
o

f 

m
ea

su
re

s 
o

f 
ex

p
lic

it
 a

tt
it

u
d

es
 

re
la

te
d

 t
o

 g
en

d
er

 a
n

d
 le

ad
er

-

sh
ip

, a
n

d
 (

3
) 

a 
ve

rs
io

n
 o

f 
th

e 

Im
p

lic
it

 A
ss

o
ci

at
io

n
 T

es
t 

(I
A

T)
 

m
ea

su
ri

n
g 

th
e 

as
so

ci
at

io
n

 b
e-

tw
ee

n
 g

en
d

er
 a

n
d

 le
ad

er
-

sh
ip

.”
 

A
w

ar
en

es
s 

ra
is

in
g 

In
te

rv
en

ti
o

n
 =

 2
0

 m
in

u
te

s’
 e

d
-

u
ca

ti
o

n
 a

b
o

u
t 

im
p

lic
it

 b
ia

s 

an
d

 c
o

p
in

g 
st

ra
te

gi
es

  

”R
es

u
lt

s 
in

d
ic

at
ed

 t
h

at
 t

h
e 

in
-

te
rv

en
ti

o
n

 s
ig

n
if

ic
an

tl
y 

ch
an

ge
d

 a
ll 

fa
cu

lt
y 

m
em

b
er

s’
 

p
er

ce
p

ti
o

n
s 

o
f 

b
ia

s 
(P

 <
 .0

5
 

ac
ro

ss
 a

ll 
ei

gh
t 

m
ea

su
re

s)
. A

lt
-

h
o

u
gh

, a
s 

ex
p

ec
te

d
, e

xp
lic

it
 

b
ia

se
s 

d
id

 n
o

t 
ch

an
ge

 f
o

llo
w

-

in
g 

th
e 

in
te

rv
en

ti
o

n
, t

h
e 

in
te

r-

ve
n

ti
o

n
 d

id
 h

av
e 

a 
sm

al
l b

u
t 

si
gn

if
ic

an
t 

p
o

si
ti

ve
 e

ff
ec

t 
o

n
 

th
e 

im
p

lic
it

 b
ia

se
s 

su
rr

o
u

n
d

-

in
g 

w
o

m
en

 a
n

d
 le

ad
er

sh
ip

 o
f 

al
l p

ar
ti

ci
p

an
ts

 r
eg

ar
d

le
ss

 o
f 

ag
e 

o
r 

ge
n

d
er

 (
P

 =
 .0

0
8

).
” 

”w
e 

ac
kn

o
w

le
d

ge
 t

h
e 

p
o

ss
ib

il-

it
y 

th
at

 o
b

se
rv

ed
 c

h
an

ge
s 

o
n

 

th
e 

p
er

ce
p

ti
o

n
s 

o
f 

b
ia

s 
su

rv
ey

 

d
o

 n
o

t 
re

fl
ec

t 
a 

ge
n

u
in

e 
im

-

p
ro

ve
m

en
t 

in
 in

d
iv

id
u

al
 p

er
-

ce
p

ti
o

n
s 

o
f 

b
ia

se
s 

b
u

t,
 r

at
h

er
, 

th
at

 t
h

e 
p

re
se

n
ta

ti
o

n
 w

as
 e

f-

fe
ct

iv
e 

in
 c

o
n

ve
yi

n
g 

th
e 

in
fo

r-

m
at

io
n

 w
e 

h
ad

 c
o

m
p

ile
d

.”
 

G
ra

d
a,

 L
ao

ir
e,

 L
in

eh
an

, B
o

yl
an

 

&
 C

o
n

n
o

lly
 (

2
0

1
5

) 

Ef
fi

ci
en

cy
 o

f 
d

if
fe

re
n

t 
ty

p
es

 o
f 

eq
u

al
it

y 
in

te
rv

en
ti

o
n

s 
in

 a
ca

-

d
em

ia
 

Ir
el

an
d

. 

B
u

ild
s 

o
n

 t
h

e 
“T

ro
u

gh
 t

h
e 

G
la

ss
 C

ei
lin

g”
 p

ro
je

ct
, w

h
ic

h
 is

 

an
 a

ct
io

n
-r

es
ea

rc
h

 c
as

e 
st

u
d

y 

co
n

d
u

ct
ed

 a
t 

an
 Ir

is
h

 (
U

C
C

) 
in

 

M
en

to
ri

n
g 

sc
h

em
e 

In
it

ia
ti

ve
s 

th
at

 …
 s

u
p

p
o

rt
 

w
o

m
en

 (
in

d
iv

id
u

al
) 

A
ct

io
n

s 
th

at
 s

u
p

p
o

rt
 w

o
m

en
 

in
 t

h
ei

r 
ca

re
er

s 
h

av
e 

th
e 

p
o

-

te
n

ti
al

 t
o

 a
ch

ie
ve

 a
 d

eg
re

e 
o

f 

tr
an

sf
o

rm
at

io
n

 a
t 

in
d

iv
id

u
al

, 

cu
lt

u
ra

l a
n

d
 s

tr
u

ct
u

ra
l l

ev
el

s 

w
h

en
 s

u
ch

 a
ct

io
n

s 
ar

e 
d

e-

si
gn

ed
 w

it
h

 a
n

 u
n

d
er

st
an

d
in

g 

B
u

ild
s 

o
n

 d
at

a 
fr

o
m

 o
n

ly
 o

n
e 

ac
ad

em
ic

 in
st

it
u

ti
o

n
. 

D
id

 n
o

t 
w

o
rk

 w
it

h
 t

h
e 

m
al

e 

co
lle

ag
u

e 
o

r 
le

ad
in

g 
se

n
io

rs
. 

 



 

 

57 

H
o

w
 w

e 
u

n
d

er
st

an
d

in
g 

(r
e)

p
ro

d
u

ct
io

n
 o

f 
an

d
 t

h
e 

p
o

-

te
n

ti
al

 t
ra

n
sf

o
rm

at
io

n
 o

f 
ge

n
-

d
er

 r
el

at
io

n
s 

in
 a

ca
d

em
ia

 

2
0

1
0

-2
0

1
2

. E
xa

m
in

ed
 t

h
e 

gl
as

s 
ce

ili
n

g 
ef

fe
ct

. 

A
t 

th
e 

sa
m

e 
ti

m
e,

 t
h

e 
ge

n
d

er
 

st
ru

ct
u

re
 in

 s
o

ci
et

y 
an

d
 a

ca
-

d
em

ia
 is

 c
h

al
le

n
ge

d
 (

st
ru

c-

tu
ra

l)
 

B
ec

au
se

 s
tr

u
ct

u
re

s 
ar

e 
in

co
r-

p
o

ra
te

d
 in

 in
d

iv
id

u
al

s 

In
tr

o
d

u
ce

 p
ar

ti
ci

p
an

ts
 t

o
 r

e-

sp
ec

ti
ve

ly
 P

ro
fe

ss
io

n
al

 D
ev

el
-

o
p

m
en

t 
P

ro
gr

am
m

e 
+ 

M
en

-

to
ri

n
g 

P
ro

gr
am

m
e 

 

o
f 

h
o

w
 in

d
iv

id
u

al
s 

in
co

rp
o

ra
te

 

th
e 

ge
n

d
er

ed
 s

o
ci

al
 s

tr
u

c-

tu
re

s/
va

lu
es

 t
h

at
 e

xi
st

 a
n

d
 a

re
 

re
p

ro
d

u
ce

d
 in

 s
o

ci
et

y 
an

d
 a

c-

ad
em

ia
. 

=>
 In

te
rv

en
ti

o
n

s 
in

 t
h

e 
fo

rm
 

o
f 

su
p

p
o

rt
 f

o
r 

w
o

m
en

 a
re

 

m
o

st
 e

ff
ec

ti
ve

 w
h

en
 t

h
ei

r 
im

-

p
le

m
en

ta
ti

o
n

 t
ak

es
 in

to
 a

c-

co
u

n
t 

th
at

 w
o

m
en

 c
an

 p
la

y 
a 

ke
y 

ro
le

 in
 c

h
an

gi
n

g 
th

e 
st

ru
c-

tu
re

 (
d

ev
el

o
p

in
g 

cr
it

ic
al

 g
en

-

d
er

 a
w

ar
en

es
s)

. 

P
o

si
ti

ve
 f

ee
d

b
ac

k 
fr

o
m

 

w
o

m
en

 r
e.

 m
en

to
ri

n
g 

p
ro

-

gr
am

 +
 in

cr
ea

se
d

 c
ri

ti
ca

l 

aw
ar

en
es

s 
o

f 
is

su
es

 in
 t

h
e 

so
-

ci
o

-c
u

lt
u

ra
l c

o
n

te
xt

 +
 m

ad
e 

it
 

ea
si

er
 t

o
 n

av
ig

at
e 

in
 a

 g
en

-

d
er

ed
 c

o
n

te
xt

 

H
o

u
se

, D
ra

cu
p

, B
u

rk
in

sh
aw

, 

W
ar

d
 &

 B
ry

an
t 

(2
0

2
1

) 

Is
 t

h
er

e 
ev

id
en

ce
, p

u
b

lis
h

ed
 

si
n

ce
 a

 p
re

vi
o

u
s 

co
m

p
re

h
en

-

si
ve

 r
ev

ie
w

 p
u

b
lis

h
ed

 in
 2

0
0

6
, 

o
n

 w
h

et
h

er
 o

rg
an

iz
ed

 m
en

-

to
ri

n
g 

sc
h

em
es

 r
ed

u
ce

 g
en

d
er

 

in
eq

u
al

it
ie

s 
in

 a
ca

d
em

ia
 in

 

m
ed

ic
in

e?
 

B
as

ed
 o

n
 3

2
 s

tu
d

ie
s 

si
n

ce
 

2
0

0
6

, s
el

ec
te

d
 if

 t
h

ey
 w

er
e 

fo
u

n
d

 r
el

ev
an

t 
to

 t
h

e 
to

p
ic

: 

Sh
o

u
ld

 d
ef

in
e 

M
en

to
ri

n
g 

sc
h

em
e 

as
 1

),
 2

) 
an

d
 3

).
 

Sh
o

u
ld

 b
e 

in
 a

ca
d

em
ia

 in
 

m
ed

ic
in

e.
 

Sh
o

u
ld

 b
e 

fr
o

m
 la

te
r 

th
an

 

2
0

0
6

. 

M
en

to
ri

n
g 

sc
h

em
e 

D
ef

in
ed

 a
s 

(1
) 

a 
fo

rm
al

ly
 o

rg
a-

n
iz

ed
 in

te
rv

en
ti

o
n

 in
vo

lv
in

g 
a 

su
p

p
o

rt
iv

e 
re

la
ti

o
n

sh
ip

 b
e-

tw
ee

n
 a

 m
en

to
r,

 d
ef

in
ed

 a
s 

a 

m
o

re
 s

en
io

r/
ex

p
er

ie
n

ce
d

 p
er

-

so
n

 a
n

d
 a

 m
en

te
e 

d
ef

in
ed

 a
s 

a 

m
o

re
 ju

n
io

r/
in

ex
p

er
ie

n
ce

d
 

p
er

so
n

; (
2

) 
th

e 
m

en
to

ri
n

g 
in

-

te
rv

en
ti

o
n

 in
vo

lv
ed

 a
ca

d
em

ic
 

ca
re

er
 s

u
p

p
o

rt
; (

3
) 

th
e 

m
en

-

to
ri

n
g 

re
la

ti
o

n
sh

ip
 w

as
 o

u
t-

Fi
n

d
in

gs
 a

re
 a

t 
th

e 
in

d
iv

id
u

al
 

le
ve

l, 
e.

g.
 s

at
is

fa
ct

io
n

, w
el

l-

b
ei

n
g,

 c
ar

ee
r 

p
ro

gr
es

si
o

n
. 

M
en

to
ri

n
g 

sc
h

em
e 

is
 p

o
p

u
la

r 

am
o

n
g 

m
an

y 
w

h
o

 r
ec

ei
ve

 it
. 

H
o

w
ev

er
, n

o
 r

o
b

u
st

 e
vi

d
en

ce
 

o
f 

ef
fe

ct
iv

en
es

s 
in

 r
ed

u
ci

n
g 

ge
n

d
er

 in
eq

u
al

it
ie

s.
 

O
n

ly
 in

 m
ed

ic
al

 a
ca

d
em

ia
. 

M
an

y 
o

f 
th

e 
st

u
d

ie
s 

u
se

d
 in

 

th
e 

ar
ti

cl
e 

d
id

 n
o

t 
fo

cu
s 

o
n

 

sp
ec

if
ic

 g
en

d
er

. 

Se
ve

ra
l o

f 
th

e 
st

u
d

ie
s 

h
av

e 
a 

w
ea

k 
re

se
ar

ch
 d

es
ig

n
. 

D
if

fe
re

n
t 

d
ef

in
it

io
n

s/
o

p
er

a-

ti
o

n
al

iz
at

io
n

s 
o

f 
"m

en
to

ri
n

g 

sc
h

em
e"

 in
 t

h
e 

st
u

d
ie

s 
u

se
d

.  

O
n

ly
 p

u
b

lic
at

io
n

s/
st

u
d

ie
s 

in
 

En
gl

is
h

 w
er

e 
u

se
d

. 



 

 

58 

si
d

e 
m

an
ag

em
en

t 
o

r 
p

er
fo

r-

m
an

ce
 m

o
n

it
o

ri
n

g 
an

d
 w

as
 

d
ef

in
ed

 b
y 

co
n

ta
ct

 o
ve

r 
ti

m
e.

 

Ja
ck

so
n

, S
. M

., 
H

ill
ar

d
, A

. L
., 

&
 

Sc
h

n
ei

d
er

, T
. R

. (
2

0
1

4
).

  

Ev
al

u
at

es
 t

h
e 

ef
fe

ct
 o

f 
d

iv
er

-

si
ty

 t
ra

in
in

g 
o

n
 b

o
th

 f
em

al
e 

an
d

 m
al

e 
re

se
ar

ch
er

s'
 im

p
lic

it
 

an
d

 e
xp

lic
it

 a
tt

it
u

d
es

 t
o

w
ar

d
s 

w
o

m
en

 in
 S

TE
M

. 

Q
u

an
ti

ta
ti

ve
 s

tu
d

y 

2
3

4
 U

S 
ST

EM
 f

ac
u

lt
y 

(1
5

3
 

m
en

 +
 5

8
 w

o
m

en
) 

In
te

rv
en

ti
o

n
 g

ro
u

p
 a

n
d

 c
o

n
-

tr
o

l g
ro

u
p

 

M
ea

su
re

d
 e

xp
lic

it
 a

n
d

 im
p

lic
it

 

at
ti

tu
d

es
/a

ss
u

m
p

ti
o

n
s 

ab
o

u
t 

w
o

m
en

 in
 S

TE
M

 p
re

- 
an

d
 

p
o

st
-i

n
te

rv
en

ti
o

n
 

A
w

ar
en

es
s 

ra
is

in
g 

In
te

rv
en

ti
o

n
 =

 3
0

 m
in

u
te

s’
 d

i-

ve
rs

it
y 

tr
ai

n
in

g 
 

”A
ft

er
 d

iv
er

si
ty

 t
ra

in
in

g,
 m

en
 

h
ad

 a
 s

ig
n

if
ic

an
t 

in
cr

ea
se

 in
 

p
er

so
n

al
, p

o
si

ti
ve

 im
p

lic
it

 a
s-

so
ci

at
io

n
s 

to
w

ar
d

 w
o

m
en

 in
 

ST
EM

. C
o

m
p

ar
at

iv
el

y,
 w

o
m

en
 

h
ad

 m
o

re
 p

o
si

ti
ve

 in
it

ia
l i

m
-

p
lic

it
 a

ss
o

ci
at

io
n

s,
 w

h
ic

h
 d

id
 

n
o

t 
ch

an
ge

, w
h

er
ea

s 
m

en
’s

 

sc
o

re
s 

h
ad

 r
o

o
m

 t
o

 im
p

ro
ve

. 

P
er

so
n

al
 a

ss
o

ci
at

io
n

s 
fo

r 
m

en
 

in
 t

h
e 

ex
p

er
im

en
ta

l g
ro

u
p

 d
id

 

im
p

ro
ve

 s
ig

n
if

ic
an

tl
y,

 w
h

er
ea

s 

th
er

e 
w

as
 n

o
 c

h
an

ge
 f

o
r 

m
en

 

in
 t

h
e 

co
n

tr
o

l g
ro

u
p

, i
n

d
ic

at
-

in
g 

a 
p

o
si

ti
ve

 e
ff

ec
t 

o
f 

th
e 

d
i-

ve
rs

it
y 

tr
ai

n
in

g”
 

N
o

 e
vi

d
en

ce
 o

f 
an

y 
lo

n
g-

te
rm

 

ef
fe

ct
s 

o
r 

w
h

et
h

er
 t

h
is

 c
h

an
ge

 

h
as

 a
n

 im
p

ac
t 

o
n

 t
h

e 
p

ro
p

o
r-

ti
o

n
 o

f 
w

o
m

en
 in

 S
TE

M
. 

N
o

te
: v

er
y 

lim
it

ed
 in

te
rv

en
-

ti
o

n
 (

o
n

ly
 h

al
f 

an
 h

o
u

r 
p

re
se

n
-

ta
ti

o
n

) 

La
ti

m
er

, M
., 

Ja
ck

so
n

, K
., 

D
ilk

s,
 

L.
, N

o
la

n
, J

., 
&

 T
o

w
er

, L
. 

(2
0

1
4

).
  

R
Q

: “
C

an
 a

n
 in

te
rv

en
ti

o
n

 t
h

at
 

d
o

es
 n

o
t 

d
ir

ec
tl

y 
ta

rg
et

 g
en

-

d
er

 b
ia

s 
in

 f
ac

t 
p

ro
d

u
ce

 s
ig

n
if

-

ic
an

t 
ch

an
ge

 in
 e

xi
st

in
g 

ge
n

-

d
er

ed
 p

ro
ce

ss
es

?”
 

Im
p

ac
t 

o
f 

th
e 

in
te

rv
en

ti
o

n
 o

n
 

th
e 

gr
o

u
p

's
 a

tt
it

u
d

e 
to

w
ar

d
s 

ch
an

ge
 a

n
d

 s
en

se
 o

f 
gr

o
u

p
 

ag
en

cy
  

R
Q

2
: ”

In
 a

d
d

it
io

n
, d

o
es

 t
h

e 

d
ep

ar
tm

en
ta

l i
n

te
rv

en
ti

o
n

 d
e-

cr
ea

se
 t

h
e 

le
ve

l o
f 

d
ep

en
d

-

en
ce

 a
n

d
 c

o
n

fl
ic

t 
b

et
w

ee
n

 

8
 S

TE
M

 d
ep

ar
tm

en
ts

 a
t 

W
es

t 

V
ir

gi
n

ia
 U

n
iv

er
si

ty
 

In
te

rv
en

ti
o

n
 w

as
 e

va
lu

at
ed

 

th
ro

u
gh

 s
u

rv
ey

 -
 q

u
al

it
at

iv
el

y 
 

Ex
am

in
ed

 le
ve

l o
f 

"d
ep

ar
t-

m
en

ta
l c

h
an

ge
 in

 t
h

e 
co

lle
c-

ti
ve

 p
ro

p
er

ti
es

 o
f 

a 
gr

o
u

p
" 

P
re

- 
an

d
 p

o
st

-s
u

rv
ey

 c
o

m
p

ar
i-

so
n

  

R
es

p
o

n
d

en
ts

: 7
6

%
 m

en
, 2

4
%

 

w
o

m
en

 

G
ro

u
p

 d
yn

am
ic

 in
te

rv
en

ti
o

n
  

To
 c

re
at

e 
a 

m
o

re
 p

o
si

ti
ve

 e
n

-

vi
ro

n
m

en
t 

fo
r 

w
o

m
en

 (
su

p
-

p
o

rt
in

g 
b

eh
av

io
r 

th
at

 p
ro

-

m
o

te
s 

ge
n

d
er

 e
q

u
al

it
y)

 

In
tr

o
d

u
ce

 a
 m

o
d

el
 t

h
at

 p
ro

-

m
o

te
s 

in
cl

u
si

ve
 d

ec
is

io
n

-m
ak

-

in
g 

an
d

 g
o

o
d

 (
d

em
o

cr
at

ic
) 

co
m

m
u

n
ic

at
io

n
 

In
d

ir
ec

t 
ap

p
ro

ac
h

: n
o

 d
ir

ec
t 

fo
cu

s 
o

n
 u

n
co

n
sc

io
u

s 
b

ia
s 

et
c.

 

B
u

t 
m

o
re

 o
ve

ra
ll 

fo
cu

s 
o

n
 

gr
o

u
p

 d
yn

am
ic

s 

“I
n

 g
en

er
al

, o
u

r 
re

su
lt

s 
in

d
i-

ca
te

 t
h

at
 o

u
r 

d
ep

ar
tm

en
t 

fa
-

ci
lit

at
io

n
 h

ad
 a

 p
o

si
ti

ve
 im

p
ac

t 

o
n

 t
h

e 
ge

n
er

al
 a

tt
it

u
d

es
 t

o
-

w
ar

d
 h

ir
in

g,
 r

et
ai

n
in

g,
 a

n
d

 

p
ro

m
o

ti
n

g 
w

o
m

en
 f

ac
u

lt
y 

as
 

w
el

l a
s 

co
lle

gi
al

it
y 

an
d

 c
o

o
p

er
-

at
io

n
 a

m
o

n
g 

fa
cu

lt
y.

” 

Sm
al

l s
am

p
le

 –
 a

ll 
gr

o
u

p
s 

at
 

th
e 

sa
m

e 
u

n
iv

er
si

ty
 (

U
S 

co
n

-

te
xt

) 

(s
m

al
le

r 
sh

ar
e 

o
f 

th
e 

sa
m

p
le

 

ar
e 

w
o

m
en

) 

 



 

 

59 

an
d

 in
cr

ea
se

 t
h

e 
le

ve
ls

 o
f 

co
-

o
p

er
at

io
n

 a
n

d
 r

el
ia

n
ce

 a
m

o
n

g 

fa
cu

lt
y 

m
em

b
er

s?
” 

In
te

rv
en

ti
o

n
 a

t 
d

ep
ar

tm
en

ta
l 

le
ve

l -
 8

 h
o

u
rs

 s
p

re
ad

 o
ve

r 

se
ve

ra
l m

ee
ti

n
gs

. 

Th
e 

in
te

rv
en

ti
o

n
 w

as
 in

tr
o

-

d
u

ce
d

 a
t 

d
ep

ar
tm

en
t 

m
ee

t-

in
gs

.  

In
cl

u
d

ed
 ”

id
en

ti
fi

ca
ti

o
n

 o
f 

th
re

e 
ac

ti
o

n
s 

fr
o

m
 V

is
io

n
 

2
0

2
0

 t
o

 f
o

cu
s 

th
e 

w
o

rk
, b

ra
in

-

st
o

rm
in

g 
ab

o
u

t 
th

e 
id

ea
l d

e-

p
ar

tm
en

t,
 a

 S
to

p
-S

ta
rt

-C
o

n
-

ti
n

u
e 

ex
er

ci
se

 t
o

 g
et

 t
h

e 
fa

c-

u
lt

y 
to

 t
h

in
k 

in
d

iv
id

u
al

ly
 a

b
o

u
t 

h
o

w
 t

o
 a

ch
ie

ve
 t

h
e 

ac
ti

o
n

s,
 

gr
o

u
p

 p
ro

ce
ss

in
g 

o
f 

th
es

e 
re

-

su
lt

s 
to

 id
en

ti
fy

 t
h

em
es

, s
em

i-

an
o

n
ym

o
u

s 
p

ri
o

ri
ti

za
ti

o
n

 o
f 

th
em

es
 b

y 
in

d
iv

id
u

al
 f

ac
u

lt
y,

 

p
ro

ce
ss

in
g 

an
d

 f
u

rt
h

er
 d

ev
el

-

o
p

m
en

t 
o

f 
th

e 
St

ra
te

gi
c 

P
la

n
 

u
si

n
g 

th
e 

te
m

p
la

te
 w

e 
p

ro
-

vi
d

ed
, f

ee
d

b
ac

k 
o

n
 d

ra
ft

 

p
la

n
s,

 a
n

d
 d

ev
el

o
p

m
en

t 
o

f 
fi

-

n
al

 p
la

n
s.

” 

La
ve

r,
 K

. E
., 

P
ri

ch
ar

d
, I

. J
., 

C
at

i-

o
n

s,
 M

., 
O

se
n

k,
 I.

, G
o

vi
n

, K
., 

&
 

C
o

ve
n

ey
, J

. D
. (

2
0

1
8

) 

 

Sy
st

em
at

ic
 r

ev
ie

w
 o

f 
in

te
rv

en
-

ti
o

n
s 

th
at

 s
u

p
p

o
rt

 w
o

m
en

’s
 

ca
re

er
 p

ro
gr

es
si

o
n

 in
 a

ca
-

d
em

ia
 

R
ev

ie
w

 o
f 

1
8

 s
tu

d
ie

s 
(m

aj
o

ri
ty

 

in
 m

ed
ic

in
e)

 

M
en

to
ri

n
g 

sc
h

em
es

, e
d

u
ca

-

ti
o

n
, p

ro
fe

ss
io

n
al

 d
ev

el
o

p
-

m
en

t 
an

d
/o

r 
n

et
w

o
rk

in
g 

p
ro

-

gr
am

s 
(a

ll 
p

ro
gr

am
s 

re
q

u
ir

ed
 

w
o

m
en

 t
o

 s
ig

n
 u

p
 a

n
d

 d
ed

i-

ca
te

 t
im

e 
to

 t
h

e 
p

ro
gr

am
) 

G
en

er
al

ly
 lo

w
 q

u
al

it
y 

o
f 

st
u

d
-

ie
s.

 

A
ll 

st
u

d
ie

s 
re

p
o

rt
ed

 a
 p

o
si

ti
ve

 

ef
fe

ct
 o

n
 a

t 
le

as
t 

o
n

e 
in

d
ic

a-

to
r 

- 
m

ai
n

ly
 in

 t
er

m
s 

o
f 

im
-

p
ro

vi
n

g 
se

lf
-p

er
ce

iv
ed

 c
o

m
p

e-

te
n

ce
 o

r 
sa

ti
sf

ac
ti

o
n

 w
it

h
 t

h
e 

p
ro

gr
am

 

St
u

d
ie

s 
o

f 
lo

w
 q

u
al

it
y 



 

 

60 

M
an

ch
es

te
r,

 L
es

lie
, L

. M
., 

&
 

K
ra

m
er

, A
. (

2
0

1
0

).
  

Ex
am

in
in

g 
th

e 
lin

k 
b

et
w

ee
n

 

st
o

p
-t

h
e-

cl
o

ck
 p

o
lic

ie
s 

an
d

 c
a-

re
er

 d
ev

el
o

p
m

en
t 

(w
it

h
 s

p
e-

ci
fi

c 
fo

cu
s 

o
n

 a
d

va
n

ce
m

en
t 

an
d

 p
ay

) 

In
 a

d
d

it
io

n
, i

t 
ex

am
in

es
 

w
h

et
h

er
 o

u
tc

o
m

es
 o

f 
ST

C
 p

o
l-

ic
ie

s 
va

ry
 b

y 
ge

n
d

er
 a

n
d

 r
ea

-

so
n

 f
o

r 
ch

o
o

si
n

g 
ST

C
 

Q
u

an
ti

ta
ti

ve
 s

tu
d

y 

D
at

a 
se

t 
w

it
h

 t
en

u
re

 t
ra

ck
 f

ac
-

u
lt

y 
m

em
b

er
s 

h
ir

ed
 b

et
w

ee
n

 

1
9

9
8

 a
n

d
 2

0
0

2
 (

5
3

 w
h

o
 u

se
d

 

ST
C

) 

W
o

rk
-l

if
e 

b
al

an
ce

 

”S
to

p
 t

h
e 

cl
o

ck
”-

p
o

lic
ie

s 

”W
e 

fi
n

d
 a

n
 in

si
gn

if
ic

an
t 

re
la

-

ti
o

n
sh

ip
 b

et
w

ee
n

 S
TC

 u
se

 a
n

d
 

p
ro

m
o

ti
o

n
 p

ro
b

ab
ili

ty
, y

et
 w

e 

al
so

 f
in

d
 a

 s
ig

n
if

ic
an

t,
 p

er
si

s-

te
n

t 
w

ag
e 

p
en

al
ty

 a
ss

o
ci

at
ed

 

w
it

h
 S

TC
 u

se
 f

o
r 

fa
m

ily
 r

ea
-

so
n

s,
 b

u
t 

n
o

t 
fo

r 
n

o
n

fa
m

ily
 

re
as

o
n

s.
 O

n
e 

in
te

rp
re

ta
ti

o
n

 o
f 

th
es

e 
re

su
lt

s 
is

 t
h

at
 S

TC
 p

o
li-

ci
es

 a
cc

o
m

p
lis

h
 t

h
ei

r 
in

te
n

d
ed

 

go
al

. H
o

w
ev

er
, t

h
e 

d
if

fe
re

n
ti

al
 

ef
fe

ct
 o

f 
ST

C
 u

se
 b

y 
re

as
o

n
 f

o
r 

u
se

 s
u

gg
es

ts
 a

n
 a

lt
er

n
at

e 
ex

-

p
la

n
at

io
n

—
th

at
 t

h
is

 p
o

lic
y 

m
ay

 in
tr

o
d

u
ce

 b
ia

s 
in

to
 s

al
ar

y 

al
lo

ca
ti

o
n

s.
 W

e 
al

so
 f

in
d

 t
h

at
 

w
o

m
en

 a
re

 m
o

re
 li

ke
ly

 t
h

an
 

m
en

 t
o

 u
se

 S
TC

 f
o

r 
fa

m
ily

 r
ea

-

so
n

s…
” 

“O
n

e 
lim

it
at

io
n

 o
f 

th
e 

p
re

se
n

t 

w
o

rk
 is

 o
u

r 
in

ab
ili

ty
 t

o
 a

d
d

re
ss

 

en
d

o
ge

n
ei

ty
 s

u
rr

o
u

n
d

in
g 

ST
C

 

p
o

lic
y 

u
se

. C
o

n
d

it
io

n
al

 o
n

 e
li-

gi
b

ili
ty

, a
n

 in
d

iv
id

u
al

’s
 d

ec
i-

si
o

n
 t

o
 u

se
 t

h
e 

p
o

lic
y 

m
ay

 b
e 

af
fe

ct
ed

 b
y 

h
is

 o
r 

h
er

 p
ro

b
a-

b
ili

ty
 o

f 
p

ro
m

o
ti

o
n

.”
 

M
cC

o
rm

ac
k 

&
 W

es
t 

(2
0

0
6

) 
Ex

am
es

th
e 

ef
fe

ct
s 

o
f 

a 
gr

o
u

p
 

m
en

to
ri

n
g 

p
ro

gr
am

 f
o

r 
u

n
i-

ve
rs

it
y 

w
o

m
en

 

C
as

e 
st

u
d

y 
(1

9
9

9
-2

0
0

3
) 

U
n

iv
er

si
ty

 o
f 

C
an

b
er

ra
  

1
2

2
 w

o
m

en
 (

1
0

3
 p

ar
ti

ci
p

an
ts

 

an
d

 1
9

 f
ac

ili
ta

to
rs

) 
- 

"a
ca

-

d
em

ic
 a

n
d

 g
en

er
al

 s
ta

ff
 

w
o

m
en

" 

Su
rv

ey
s,

 f
o

cu
s 

gr
o

u
p

, e
va

lu
a-

ti
o

n
s 

M
en

to
ri

n
g 

sc
h

em
e 

”T
h

e 
W

o
m

en
’s

 G
ro

u
p

 M
en

to
r-

in
g 

P
ro

gr
am

” 

”B
en

ef
it

s 
o

f 
p

ro
gr

am
 p

ar
ti

ci
-

p
at

io
n

 r
ep

o
rt

ed
 b

y 
th

e 

w
o

m
en

 in
cl

u
d

ed
 a

n
 in

cr
ea

se
d

 

kn
o

w
le

d
ge

 a
n

d
 u

n
d

er
st

an
d

in
g 

o
f 

th
e 

u
n

iv
er

si
ty

 s
tr

u
ct

u
re

 a
n

d
 

go
ve

rn
an

ce
; a

cq
u

is
it

io
n

 o
f 

w
o

rk
-r

el
at

ed
 k

n
o

w
le

d
ge

 a
n

d
 

sk
ill

s;
 a

 s
en

se
 o

f 
b

el
o

n
gi

n
g 

an
d

 

co
n

n
ec

te
d

n
es

s 
th

ro
u

gh
 n

et
-

w
o

rk
s 

o
f 

re
la

ti
o

n
sh

ip
s;

 a
n

d
 in

-

cr
ea

se
d

 c
o

n
fi

d
en

ce
 a

n
d

 s
el

f-

ef
fi

ca
cy

.”
 

”T
h

e 
ex

p
er

ie
n

ce
s 

o
f 

th
e 

w
o

m
en

 in
 t

h
e 

p
ro

gr
am

 h
ig

h
-

lig
h

t 
th

at
 a

 u
n

iv
er

si
ty

-w
id

e 
fa

-

Th
e 

au
th

o
rs

 p
o

in
t 

o
u

t 
th

at
 

th
es

e 
ef

fe
ct

s 
co

u
ld

 p
er

h
ap

s 

al
so

 b
e 

ac
h

ie
ve

d
 in

 a
 o

n
e-

to
-

o
n

e 
m

en
to

ri
n

g 
re

la
ti

o
n

sh
ip

, 

b
u

t 
th

is
 w

as
 n

o
t 

p
o

ss
ib

le
 a

t 

th
e 

u
n

iv
er

si
ty

 in
 q

u
es

ti
o

n
 (

to
o

 

fe
w

 s
en

io
r 

w
o

m
en

 c
o

m
p

ar
ed

 

to
 ju

n
io

r 
w

o
m

en
).

 

C
as

e 
st

u
d

y 
- 

co
n

te
xt

 s
p

ec
if

ic
 

(t
ra

n
sf

er
ab

ili
ty

 m
ay

 b
e 

lim
-

it
ed

) 



 

 

61 

ci
lit

at
ed

 g
ro

u
p

 m
en

to
ri

n
g 

p
ro

-

gr
am

 c
o

u
ld

 d
ev

el
o

p
 t

h
e 

th
eo

-

re
ti

ca
l (

‘k
n

o
w

in
g 

w
h

y’
),

 p
ra

ct
i-

ca
l (

‘k
n

o
w

in
g 

h
o

w
’)

 a
n

d
 s

tr
a-

te
gi

c 
kn

o
w

le
d

ge
 (

‘k
n

o
w

in
g 

w
h

o
m

’)
 n

ee
d

ed
 b

y 
w

o
m

en
 t

o
 

fa
ci

lit
at

e 
ca

re
er

 e
n

h
an

ce
-

m
en

t.
” 

M
ü
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