Empowering women in research careers

Training early career researchers to promote gender equality

While women are increosingly pursuing research careers, i‘ney continue to face cno//enges in odvoncing
to senior positions in research organisations. MINDtheGEPs offers specialised training programmes
tailored for eorly-cgreer researchers to address these c/’ro/lenges.

Successful orggnisoﬁonol cnonge towards gender equci/ify requires acfion on mu/ﬁp/e orgonisgrionol

levels. Our fraining initiatives aim to empower egrly-cgreer researchers in partner organisafions both
in terms of skills deve/opmeniL and to ne/p them contribute to a culture of gender equg/iry within their
organisations. We empnosise the importance of boffom—up gpproocnes in driving orggnisoﬁonol cngnge,

encouraging staff to become agents of cnonge within their depgri‘menfs.

Pursuing a Fu|i[i||ing career porh does not just
depend on one’s individual traits and skills. Working
conditions icrequenﬂy favour certain |iiesfy|es or
i(gmi|y models and the leaky pipeline is a real
prob|em in research peri[orrning organisations,
academic as well as non-academic. To reduce
the impact of these factors on women’s careers,
we present five steps fo empower women in their
careers through training.

MINDtheGEPs' training philosophy emphasises
evidence-bosed, continuous, and |ong—+erm
initiatives that address unconscious gender
biases throughout organisations. Our training
programmes for junior staff are designed fo
be accessible and inc|usive, ensuring that all
ernp|oyees have the opportunity tfo contribute to
gender equg|iiy efforts within their institutions.

Training prepared occording to this outline can
especially help PhD students, post-docs and
temporary assistant professors in academia or
to women at the beginning or in the middle of
a career in non-academic research performing
organisations. The fraining can also be addressed
fo permanent assistant professors and associate

professors in academia or women in middle
rank positions in private research perforrning
organisations in order to reduce the glass ceiling
phenomenon.

MINDtheGEPs

gender equality in research

The European Commission mandates training
activities on gender equo|i’ry in Horizon
Europe’s eligibility criteria for gender equality
plans. Our guidelines align with these
requirements, providing support to trainers
and academics in promoting gender—bo|gnced
solutions across academia.
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Step 1) Needs analysis

Collect existing data on the intersections
of gender inequo|iries in your institution
and make informed choice of the pgrricu|gr
groups that should be trained.

Assess needs at individual level and
recognise the intended participants’
know|edge, skills and attitudes

towards gender issues as well as their
disempowerrnenr risk (erg. barriers and
difficulties fney experience in their academic
careers). Make sure that you ask about the
needs in all three areas (supporring skills
deve|oprnenf, deconsrrucfing unconscious
biases, becoming a leader).

Assess needs at institutional level - base
your know|edge on data concerning gender
inequg|i‘rie5 in your institution (e.g. databases,
reports and studies prepdred during the
imp|ernen’rcrrion of gender equo|i‘ry projects,
your institution’s GEP etc.)

Step 2) Prepare the training

When preparing training for your organisation, it is important to consider the specific needs mapped
out in the needs analysis. MINDtheGEPs training is composed of three modules: supporting skills
development, deconsrrucﬂng unconscious gender biases, and becorning a leader.

The recommendations below can ne|p ensure that the fraining prepored upno|ds a hign standard.

Choose adequate methodology that takes 2. Prepare high quality content and materials.
into account the institutional context and the Please make sure that you include all module
assessment of participants’ needs. topics in the workshop.

Differenf recnniques COUIC/ inc/ude lOfUS 3. Choose a Suifqble experf frqinerl ](or

b/ossom, sroryboords, cultural web exercises
(e.g. ACT Co-Creation Toolkit 2021; National
Women's Council of Ireland 2014; SUPERA

example a professional EDI/DEI trainer.
It is imperative that the style, values, and
beliefs of the trainer from a gender equo|ify

Webinar on Unconscious bias SUPERA
Webpage on Tools and Technigues).

perspective are d|igned with the goo|s of your

organisation.
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Step 3) Promotion & recruitment

Trainings related to gender equo|iry are not o|wgys very well attended. A we||-p|onned promotion and
recruitment p|on is neccessary.

1. Ensure leadership commitment: for the gender equality training. This
Committment from key stakeholders can can be used to promote the training on
|'1e|p ensure aftenance. It is advisable to get various posters, documents and make key
buy in for the need for this fraining from agents aware of its existence within your
the start. There needs to be unders’ronding organisation. Also include fraining information
and support from top-management. You on HR communications and post-recruitment
may also want to require senior, middle documentation.
and line managers to encourage staff to
attend the training, and hold pre-workshop 3. Consider obligatory training: For example,
discussion with line managers to ensure gender equality training can be made
’rhey're aware of the fraining and the benefits mondorory for new emp|oyee54
entails, and ensure fraining is supporfed by
a career development/research office and 4. Engage men as equity allies: Ensure male
HR department. Expand the organisation’s participants are targeted in the training.
transformational agent network by invo|ving Using men as agents of chonge is critical
different actors and departments. fo odvoncing gender equo|iry, however,

discussions about privi|ege is advised.
2. Communicate with key stakeholders:
This involves actions such as shgring
Expressions of Interest on websites and
email networks, using specific bronding

Step 4) Topics to cover during the training

1.  Supporting skills deve|opmen’r: Effective, individuals can address unconscious gender
consistent and assertive communication bias in decision moking
and effective obi|iry of pub|isning scientific

Provi ing list, vi tt
contributions and attaining research funding, rovide rectdrng 1, vrdeos/podccrs ©
exp/ore the fopic further.

decision moking, recognition of the situations

vio|crring persono| boundaries, discrimination . . .
. . . 3. Becoming a leader: The following topics
and violence, reacting assertively and based Id be ncluded t ot
on the insfiruriono“y and |ego||y available to cou e‘ mcn eato _OSSlS |n career
those situations progression: information on internal and
' external |eodersnip programmes directed

Examples of workshops could include 'How at women, CV development, project
to write a research paper’ ‘Conference management, on successful female “different”
presentations skills training’ 'Effective leaders (role models: women being excellent
communication’; leaders without comp|ying with dominant
culture and prdcrices), barriers to chcmge and
2. Deconstructing unconscious gender how to overcome them.

biases: By for example providing an
Y ple p 9 Deconstruct the association between maleness

and leodersnip and provide information on
effective /eodership behaviours and ways for
women to increase self-confidence as a leader.

overview of inequality and unconscious bias,
examining individual biases in groups and
how to odjus‘r them, exp|oring the poren’rio|
negafive implications of not oddressing
unconscious bias, providing exomp|es how



Step 5) Evaluate the training

Remember to collect feedback from both trainers and trainees after the fraining. For the best resu|fs,
we advise that you use...

1. Prepare a standardised course evaluation 2. Organise a follow-up meeting (for example
(1-2 questions) to gauge the participants’ a nerworking event, lean in circles, or Zoom
perceptions of the course’s effectiveness calls) with participants to provide continuous
in addressing gender-related issues and support, reinforcement and networking
promoting gender equality. This ensures that opportunities related to the skills covered in
feedback on gender sensitivity training is the training. This can help participants stay
sysfemoﬁco”y collected and can be used to engoged, deepen their undersfonding, and
improve future iterations of the course. opp|y what fhey have learned.

MINDtheGEPs’ holistic approach to training

There are different strategies for preparing Instead, a holistic opprooch is required -
fraining for orgonisoﬁond| chonge processes. deve|oping a universal fraining programme that
can be modified for different target audiences to
ensure that the fraining responds to their needs
and relates to their experiences.

Bottom-up opprooches start from the
grassroots of the organisations and move up
the management ladder. Top—down opprooches

target management first and trickles down. A final important aspect is the constant
Different organisations have different needs. ovoi|obi|iry of fraining. The goo| is not to check
In the case of large and highly hierarchical a box by training the whole organisation at once.

organisations, like many universities, the Jrop—down Instead, fraining should be repeored periodico||y
opftion is often more appropriate, as it |egiﬂmises or be made available on a continuous basis,

the practices and values that the fraining brings so that new peop|e in the organisation, or
peop|e who are promo’red or chonge positions,
can benefit from it when f|’1e\/ can and from a
perspective that suits their current perspective.

Different groups in an organisation have different
needs and experiences. Training programmes
cannot be static and dup|ico+ed ACross groups.
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