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Abstract
The first woman to earn a Professorship at a University in Europe was
Laura Maria Caterina Bassi, who earned a professorship in physics at the
University of Bologna in 1732. Almost 300 years and three waves of
feminism later, in 2016, women typically still only comprise 20% (or less) of
the number of full professors in Europe. This opinion article will discuss the
experiences of being a female academic today and the factors contributing
to the academic gender gap from the perspective of a “young” natural
scientist, as well as providing constructive suggestions for strategies to
empower women in the academic world.
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Introduction
As women occupy an increasing number of prominent roles in 
society, it is easy for us to forget just how recent many advances 
in women’s rights that we currently take for granted actually are. 
For example, women have only held the right to vote for about 
100 years or less in most European countries1. Women have only 
been allowed to attend European Universities (and initially often 
only as auditors) since the late 1800s2. In Sweden, before 1859, 
women did not even have the right to be college teachers3. In such 
an environment, it is perhaps unsurprising that, when Lise Meitner 
headed to Germany with the hope of working at the University of 
Berlin in the early 1900s, women were not even allowed on the 
premises4. Almost half a century later, when Rosalind Franklin 
was a research fellow at King’s College London, women were still 
barred from even entering the senior common room5, effectively 
cutting them off from college life.

Despite such hostile-to-women environments, female pioneers 
in science and technology have made countless contributions to 
science, including developing the first published computer algo-
rithm (Ada Lovelace Byron)6, developing the technique of X-ray 
crystallography (Dorothy Hodgkins)7, taking the first X-ray diffrac-
tion image of DNA (Rosalind Franklin)5, giving us unprecedented 

insight into the world of chimpanzees, which also helped us bet-
ter understand ourselves (Jane Goodall)8, co-discovering nuclear 
fission (Lise Meitner)4 and co-inventing a frequency hopping  
communication system that is the basis for modern day WiFi tech-
nology (Hedy Lamarr)9, to name just a few examples. However, 
even with the seminal contributions of such women to natural  
sciences, technology, social sciences and the humanities, we are 
very far from achieving anything near gender equity at the senior 
levels of academia. I will explore herein the causes of this inequality 
and some of the barriers facing women’s progression in the aca-
demic world. I will also discuss briefly some of the work I have 
personally engaged in to fight this inequality, as well as providing 
suggestions for how we can all contribute to create a more equal 
working environment.

The focus of this opinion article will primarily be on natural 
sciences and the academic ladder in Sweden, simply because these 
are the worlds I know best. I strongly emphasize that this is in 
no way meant to be a value judgment on the Swedish system 
with respect to other European academic systems, but rather I use 
Sweden as my example only based on familiarity. Additionally, 
clearly gender is not the only form of inequality in the academic 
world, and arguably many other forms of inequality are even more 
aggravated. The fact that I do not specifically discuss these here 
is not due to lack of interest, but rather due to the finite scope of 
this article. Despite these limitations, I believe that many of the 
discipline- and country-specific challenges we face have universal 
underlying roots, and therefore that my overall observations are 
independent of discipline and country. 

Examining the current state of gender (in)equality in 
academia
In order to set the scene, I would like to start by discussing some 
statistics of the participation of women in Swedish academia. By 
all measures, Sweden is a pioneering country in terms of gender  
equality parameters. For example, Sweden consistently ranks very 
highly on the World Economic Forum’s Global Gender Gap report, 
coming in at 4th place in 2015, behind only three other Nordic 
countries (Norway, Finland and Iceland)10. Having achieved such a 
standing in the Global Gender Gap rankings is something I believe 
the Nordic countries should justifiably be very proud of. However, 
despite overall equality in these societies, once one moves to the 
Academic world, the situation changes rapidly. That is, as can 
be seen from the European Commission’s 2012 She figures for 
the % of women in Grade A and B positions in Europe in 2012  
(Figure 111), not only does Sweden no longer occupy the top posi-
tions for female participation in Grade A positions, it barely makes 
the European Union average, coming in at 13th place. I will return 
to discuss these statistics later in this opinion article; however, it 
is worth noting that this comparison also throws up an unexpected 
surprise: arguably among the most socially conservative countries 
in Europe, Turkey also has the among the largest number of female 
professors among European countries (ranking first in 2005 in 
data by ref. 12), whereas countries such as Germany, Austria, the 
Netherlands and Denmark, in fact all come in at the bottom half of 
the list. Note here that a Grade A position is defined by the Com-
mission as the single highest post at which research is normally 
conducted (in this case a Professorial position), and a Grade B 

            Amendments from Version 1

The following changes have been introduced in response to 
reviewer comments:

•	 With regard to the work of Ceci & Williams, although the 
authors are not scholars in the field of gender studies, 
the views they summarize align fairly well with my “on 
the ground” experiences. This has now been stated 
explicitly in the manuscript to explain what that section is 
doing there.

•	 A statement has been added cautioning against 
allowing the “motherhood question”, which remains 
a major challenge, to take over and obfuscate other 
aspects of discrimination, which are also very potent, 
and thus why it’s important to approach this issue with 
care.

•	 A statement has been made about the problems with an 
over-reliance on domestic help simply redistributing the 
problem amongst women and other categories of class 
and ethnicity.

•	 A statement has been made about implicit bias training 
for decision makers before sitting on grant and hiring 
committees. Although this is controversial and only 
raises awareness of rather than solves problems, 
nevertheless it’s an important first step. Here, I would 
like to also point out that implicit bias is not only a 
gender issue, but involves also bias based on ethnicity, 
academic rank, geographic location, and any other 
number of variables, and poses a significant problem in 
grant evaluation and recruitment processes. Therefore, 
implicit bias training should not be limited to gender 
awareness alone.

•	 A short paragraph discussing gender bias in 
recommendation letters (based on the study of Trix 
and Penska from 2003) has been now included in the 
manuscript.

See referee reports
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Figure 1. Proportion of female academic staff in Grade A and B positions in Europe in 2010 (for definitions of grades see main text). 
Data obtained from the 2012 European Commission She figures for gender in research and innovation11. For description of the source data 
see ref. 11.

position comprises researchers that are more qualified than newly 
minted PhD holders, but not as senior as those in Grade A.

There are also a number of stereotypes about women’s involve-
ment in academia that I believe need to be readdressed. For 
example, when discussions are held about how gender parity 
could be achieved in academia, it is often asked “why are women 
leaving?”13. Therefore, I would like to present two more sets of 
statistics, shown in Figure 2 and Figure 3. Figure 2 shows the per-
centage of women in different academic career stages after having 
started a PhD, data from 2013 and averaged over all disciplines14. 
From this figure, it can be seen that like many other countries, 
Sweden has a vertical gender balance in academia, such that women 
comprise the majority (55%) of university entrants, just slightly 
under the majority of doctoral and postdoctoral candidates, 
and even senior lecturers/associate professors (46, 42 and 42% 
respectively), and yet there is a very sharp decline such that this 
number drops to only 20% of full Professors. This occurs across all 
disciplines (Table 1)14, and worryingly even in otherwise heav-
ily female dominated fields such as pharmacology and veterinary 
medicine. However, importantly, the statistics show that at both 
undergraduate and doctoral levels, irrespective of the percentages 
of entrants to these degree programs, women are slightly more 
likely to stick it out and actually be awarded a degree.

Finally, as shown in Figure 3, if one compares the percentage 
of women and the number of men who have left academia five 
years after the award of a doctoral degree14, one sees that in all  
disciplines except social sciences, contrary to stereotypes, more 
men are likely to leave academia than women, although this is 
then not reflected at the highest levels, for example in the number 
of full professors. This then raises some really crucial questions: 
where did all the women go? What barriers are facing women in  
academia today? And how can we empower more women to lead 
and excel in the academic world?

Examples of obstacles facing the empowerment of women 
in academia
Gender studies is a broad field, and many hypotheses have been 
put forward to rationalize the lack of women in the academic 
world. Ceci and Williams have summarized these15, providing three 
general broad arguments that are put forward to explain the dearth 
of women in academia:

1. �The fraction of women who have the native intellectual 
capacity to do science, particularly at the highest levels, is 
much smaller than the fraction of men. I should note that 
I personally find this argument deeply offensive, but it is 
lamentably a not uncommonly held belief, as was  
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Figure 2. Vertical gender balance in Swedish academia. Data obtained from ref. 14.

Figure 3. Academic exit rates (in percentages) for men versus women sorted by discipline, measured five years after completion of 
PhD. Data obtained from ref. 14, based on the 1993 cohort of doctoral students.
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Table 1. Percentages of female professors and senior lecturers, 
as well as total percentage of women in different disciplines in 
Sweden, based on data presented in 14.

Academic Field % Female 
Professors

% Female 
Senior 

Lecturers

Total % 
Women

Ontology 24 64 58

Veterinary medicine 30 74 71

Humanities and 
theology 33 50 49

Social science 25 47 47

Medicine 24 51 49

Agricultural science 
and forestry 23 37 39

Law 30 46 44

Pharmacy and 
pharmacology 15 65 44

Natural sciences 18 27 32

Mathematics 11 24 25

Engineering and 
Technology 11 24 22

Total 23 44 43 

demonstrated in its most high profile example in 2005, 
when then Harvard President Larry Summers claimed at 
a conference that the barriers to women’s advancement in 
academia have been removed, and that the underrepresenta-
tion of women at elite universities may stem from “innate” 
biological differences in ability between the genders16.

2. �An inherent lack of interest among women in the hard 
sciences and engineering.

3. �Societal and cultural biases that push women out of the 
pipeline and lead to the devaluation of those that remain.

I would like to note that Ceci & Williams are not scholars in 
the field of gender studies. However, the arguments they sum-
marize above align fairly well with my own “on-the-ground” 
experiences of talking to colleagues in different countries. I will  
therefore proceed to systematically discuss the main barriers I 
observe through both my own experiences as a female academic 
and from discussion with my colleagues below.

Ongoing challenges balancing career and family obligations 
for female academics
In most European countries, there have been major advances and 
improvements in mechanisms to allow women to balance career 
and family obligations. Paid maternity leave, extensions on grants 
that take into account childcare responsibilities, availability of 
time off to care for children when they are sick are among only a 
few of these advances. However, the problem still remains that the 

crucial formative early years that determine a young scientist’s 
future career trajectory also coincide in age with the years in which 
many young scientists need to start seriously considering their fam-
ily plans. Clearly, balancing the two is not easy, particularly in an 
environment where hyper-competition is now the norm to attain 
coveted grants and permanent faculty positions17. Gender studies 
of course take this challenge into account, and it is a large research 
area, where the literature can take on scathing titles such as “Career 
progress relative to opportunity: How many papers is a baby 
‘worth’?”18, “How much do children really cost?”19; “Balancing 
work-family life in academia: The power of time”20, and “Pinstripes 
and breast-pumps: Navigating the tenure-motherhood track”21. 
This issue has also been taken up at great length in recent years in 
editorials and opinion pieces in leading newspapers and magazines, 
such as Slate Magazine22, the New York Times23, the Chronicle of 
Higher Education24, and the Atlantic25.

If one were to summarize the viewpoint of these latter publica-
tions on balancing children and an academic career track for 
female academics, they could be distilled into one simple word: 
“Don’t”. Additional arguments put forward include that while 
becoming a parent is not necessarily as bad for a man, having 
children is a career killer for a woman. This is in practice not 
always the case, of course, and while children clearly pose a par-
ticular challenge, many women have gone on to have successful 
academic careers while being mothers. Such women, in turn, can 
make a major contribution as role models for younger colleagues. 
Additionally, as I will discuss further in this section, ongoing biases 

Page 5 of 20

F1000Research 2016, 5:1224 Last updated: 16 MAY 2019



against women in academia in my opinion pose a much larger prob-
lem than balancing family issues, at least in Sweden. However, it 
does remain a challenge, as childbirth is often a point at which many 
women either decide or are forced to leave an academic career tra-
jectory, due to competing personal and professional obligations.  
For example, a 2009 survey of University of California postdoc-
toral fellows (Figure 4) showed that those who already had or were 
considering having children were more likely to also consider  
leaving research26. Additionally, the penalties on women who decide 
to try to have children and not leave research are quite severe. Well-
document coping strategies include: waiting until tenure to have 
children, not having children at all, timing children around the 
academic calendar, moving to part-time work, increasing research 
collaborations (presumably to hide “lost time” due to childcare 
responsibilities), sleeping less, sacrificing personal lives, and  
moving to “second-tier” institutions18. Clearly, although these strat-
egies are employed as a means to cope, they will have a highly  
detrimental effect on a female academic’s scientific productivity 
and career progress.

Additionally, while there has been massive progress in provisions 
for helping women balance careers and family life, in particular 
in terms of maternity leave, these are a mixed blessing. Central 
European countries such as Sweden, Denmark, the Netherlands and 
Germany have amongst the longest paid parental leave provisions 
in the world, at 48027, 36428, 11229 and 9830 days parental leave 
respectively. One would assume from this that these countries also 
therefore provide excellent opportunities for women to integrate 
into the workplace, yet as shown in Figure 1, in particular Denmark, 

the Netherlands and Germany are among Europe’s poorest per-
forming countries in terms of female integration into the academic 
world at senior (Grade A) positions. Additionally, Turkey, with 
the same length maternity leave as the Netherlands (112 days)31, 
also has among the highest percentage of female professors among 
European countries.

Clearly, therefore, the link between length of maternity leave and 
professional success in academia is not as straightforward, and 
other factors including childcare provisions and societal attitudes 
play a major role. For example, of the 480 days parental leave 
in Sweden, 60 days are reserved explicitly for the father, and  
parents are strongly encouraged to split time equally between them. 
This would of course have a benefit of distributing the burden of 
childcare, although there have also been criticisms of the fact that 
“time” is not divided equally among the genders and the more 
stressful of childcare duties such as putting uncooperative chil-
dren to sleep, getting up in the middle of the night to tend to their 
needs, and the frantic rush to get them out the door in the morn-
ing, is more often than not taken on by the female member of the 
household32. Additionally, even with encouragement to try to split 
time in Sweden, according to 2012 statistics, women still took 76% 
of parental leave days with men only taking 24%, and only 13% 
of parents share parental leave days equally33. Therefore, Sweden 
is long from splitting parental responsibilities equally between 
both parents34, and this inequality has been directly linked to both 
an increased gender-based wage gap and also to hardening the 
glass ceiling for women in Sweden35. That is, ironically, despite 
the numerous measures to promote gender equality in the Nordic 

Figure 4. Percentage of postdoctoral researchers who decided against academic research careers, sorted by gender. Results from a 
2009 survey of postdoctoral fellows at the University of California, based on data presented in ref. 26.
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countries, women in the Nordic countries are actually less likely 
to reach top leadership positions, compared to, for example, the 
United States, which has fairly minimal regulations with respect 
to childcare and maternity leave36. This is due to a combination of 
many factors: actually taking the extended maternity leave options 
offered can lead to women becoming ect to childcare and e simul-
taneously becoming rusty on important career skills and social  
contacts36, which impairs opportunities for further career develop-
ment. Therefore, while work-family commitments are not the only 
barrier to the empowerment of women in the academic world, even 
in 2016, they clearly form a major part of the problem. It is also 
important to point out however, that as discussed below, implicit 
biases and structural inadequacies play a very significant role in 
placing barriers to women’s career progression in academia. While 
enabling and supporting motherhood is clearly important, there 
remains a real risk that working out of the “motherhood question” 
actively obscures other aspects of discrimination, which remain 
very potent too, and therefore this balance needs to be approached 
with care.

Taking on the “Matilda” effect: implicit bias impeding 
female career progression
In 1968, Merton coined the term the “Matthew” effect, to describe 
over-recognition of those at the top of the scientific elite, which 
can extend to even credit misallocation to already well-known 
scientists37. Following from this, in 1993, Rossiter borrowed this 
concept to coin the term “Matilda” effect38, which refers to the 
systematic under-recognition of the contributions of female scien-
tists. The question is, therefore, whether such a “Matilda effect” 
actually exists in science. While I would really like to be able to say 
no, unfortunately, there is a large amount of qualitative and quanti-
tative evidence pointing to the contrary.

The biggest challenge with the Matilda effect, i.e. systematic bias 
and discrimination against the contributions of women, is that 
its roots start at a very early age. For example, in 2007, Steinke 
and coworkers performed the “Draw-a-Scientist” test39. This was 
essentially a sociological experiment, to get 304 seventh-grade 
students, to draw what they think a scientist should look like. A sum-
mary of the characteristics attributed to male vs. female scientists 
are summarized in Table 2. From the statistics it can be seen that 
already in the seventh grade, children are heavily influenced by 
media stereotypes, with the vast majority of children believ-
ing that a scientist is a man, in a lab coat and glasses, and 42.4% 
also assumed that scientists are stern and do not smile. While this 
may seem whimsical in itself, the implications are severe, because 
it suggests that already at a young age, children have a distorted 
image of what it means to be a “scientist” – and therefore a distorted 
image of their own ability to be an excellent scientist.

Unfortunately, the bias that was already being observed in these 
young middle-schoolers does not go away, but rather is con-
solidated as the children grow up progress through the academic 
ranks. For example, in 2010, Amy Bug from Swarthmore College 
performed another sociological experiment, in which 126 students 
had to watch 4 ten-minute lectures given by two male and two 
female physics professors40. The students then had to evaluate 
both the lecture, and the professor’s knowledge ability. What Bug 

Table 2. Percentage of Draw-a-Scientist test 
stereotypes of scientists by gender. Based on 
data presented in 39.

Question Girls Boys Total

1 Male gender 20.7 36.2 56.9

2 Lab coat 37.5 29.3 66.8

3 Glasses 28.0 29.6 57.6

4 Facial hair 0.7 5.3 5.9

5 Elderly 3.3 8.2 11.5

6 Lab work 17.4 14.5 31.9

7 Work site/laboratory 14.5 13.8 28.3

8 Expression/not smiling 20.4 22.0 42.4

9 Crazy hair 14.8 19.7 34.5

10 Research symbols 14.8 13.5 28.3

11 Knowledge symbols 8.6 10.2 18.8

12 Technology present 0.7 0.7 1.3

13 Indications of danger 0.3 0.7 1.0

14 Signs of secrecy 0.3 0.0 0.3

observed was that, on average, female students gave slightly higher 
marks to the women than to the men, but that this was more than 
compensated for in the fact that male students on average gave 
massively higher marks to men than to women. In addition, neither 
group was aware of the fact that their professors were paid actors, 
reading from exactly the same script, with no prior background in 
physics!

Taking this one step further, when it comes to recruitment of 
undergraduate lab assistants, Moss-Racusin and coworkers41 per-
formed a randomized double blind study in which a broad, US-wide 
sample of science faculties (n=127) received a hypothetical appli-
cation pack for recruitment to a position as an undergraduate 
laboratory assistant. The materials were randomly assigned either 
a male (n=63) or female (n=64) name. All other parameters were 
identical. Faculty members were then asked to rate students’ 
competence, hirability, and the salary and mentoring they would 
offer the student. The results of this are shown in Figure 5. Criti-
cally, all faculties believed that students would see the feedback. 
From this figure, it can be seen that not only were “male” lab 
assistants routinely deemed to be more hirable, competent and 
worthy of mentoring, the salary gap for applicants with exactly 
the same CV was in excess of $3000/year. Additionally, both male 
and female faculty members judged the female student as less 
competent, and less worthy of being hired than an identical male 
applicant, and also offered her less salary and mentorship. This 
faculty member bias was observed to be independent of gender, 
scientific discipline, age and tenure status. Female and male fac-
ulty members are equally biased. While this may in itself again 
seem to be just a trivialized local study, clearly such subconscious 
bias can in turn translate into large real world disadvantages in the  
judgment and treatment of female students. This in turn raises  
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Figure 5. Collapsed results, independent of gender of evaluator, showing (A) competence, hirability and mentoring scores (assessed on a 
scale from 1 to 7), and (B) offered salaries, for male and female students. Based on data presented in ref. 41. Error bars represent standard 
deviation over the two genders. For methodological details and raw data, see ref. 41.
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concern about the extent to which negative pre-doctoral experiences 
may shape women’s subsequent career decisions41.

Finally, in a by now quite famous study on sexism in Swedish 
peer review42, the authors explored the discrepancy between the 
fact that in 1997, women were awarded 44% of Swedish biomedi-
cal PhDs, but held only 25% of postdoctoral and 7% of profes-
sorial positions (a statistic that Figure 1 shows has fortunately 
almost tripled in under 20 years). Additionally, the success rates 
of women applying to prestigious medical research council (MRC) 
postdoctoral fellowships was only half that of male applicants. The 
reasons put forward to justify this were variants on the theme pre-
sented at the start of this section, that women are “less productive”, 
“less motivated”, “less career oriented”, “less …”. Unconvinced, 
the authors decided to explore whether reviewers can truly do a 
“gender-free” evaluation. At the time, the postdoctoral fellowship 
applications comprised of a Curriculum Vitae, publications list 
and proposal. These were then reviewed by five people from one 
of 11 topical evaluation committees. Each reviewer awarded the 
applicant a score of between 0 and 4 each for scientific compe-
tence, relevance of the research proposal, and the quality of the 
methodology. The scores were then multiplied to give a product 
score between 0 and 64, and averaged over all five reviewers to 
give a final score to the applicants, with candidates being ranked 
according to the final score received. Under Sweden’s Freedom of 
the Press Act, the authors were allowed to see the MRC evalua-
tions by court order. From this, they observed that female applicants 
had lower scores on all three evaluation points, and that these were, 
on average, 0.25 lower for competence, 0.17 lower for methodol-
ogy and 0.13 lower for the quality of the research proposal. The 
multiplicative nature of the different criteria then led to substan-
tially lower overall final scores.

What stood out from this assessment was the fact that the female 
candidates appeared to be deemed particularly deficient in sci-
entific competence compared to their male counterparts. Since 
assessment of scientific competence is normally related to the 
number and quality of the applicant’s scientific publications, the 
authors wondered if the female applicants are really less productive 
than the male ones. To assess this, the authors constructed a model, 
in which each applicant was given a “mean competence score”, as 
a function of scientific productivity, measured as total impact. On 
top of this, the authors used multiple regression analysis to cor-
rect for external factors such as nepotism, university affiliation, and 
connections to members of the evaluation committee. Once com-
pleted, the authors observed that, even after correction, the female 
applicants needed to, on average, be 2.5 times as productive as 
man for the same competence score, with a worrying trend that 
the higher impact the applicant, the higher a male applicant’s 
contributions were scored compared to their female counterpart 
(an extreme incarnation of the Matilda effect). In concrete terms, 
this translates to three extra papers in Nature or Science, or 
20 extra paper in a journal with an impact factor of 3, and with 
such expectations it would hardly be surprising that fewer women 
manage to achieve academic career success than men.

Clearly, the Swedish Research Council responded strongly to 
these observations, and put systems in place to improve the peer 

review process and promote applicants receiving equal treatment 
irrespectively of gender. While things have improved dramati-
cally since then, in particular with women receiving 35% of grants 
awarded by the Swedish Research Council for 201543, there are 
still clear areas that need addressing before a truly “gender free” 
peer review process can be achieved44. Additionally, clearly gen-
der bias in peer review is far from a uniquely Swedish problem, 
and a 2007 meta-analysis of 21 such studies demonstrated that, on 
average, male applicants have a 7% greater change of obtaining 
research funding than female applicants, which can be quite a 
dramatic difference at a time when grant success rates are going 
into the single digits45. This is problematic, in particular in light of 
the fact that in such a low-success environment, even small biases 
can have major negative impact46 (creating a “mountain of feath-
ers”). Many other examples of the Matilda effect have also been 
observed, in selecting women for conference presentations47,48, 
assessing publication quality and citations49,50, recruitment and 
tenure processes51,52, and even in recent arguments that elite male 
faculty members in the life sciences employ fewer women than 
men to their labs, thus creating an unbalanced career start for young 
female scientists53, or that papers in which the lead author is a 
man are more likely to get cited than corresponding work led by a 
woman49. Therefore, unfortunately, the Matilda effect is alive and 
well in science, and one of the biggest current barriers to the true 
empowerment of women in the academic world.

Focus 2016: how can we empower women in the 
academic world?
Having explored some of the major barriers to women in the 
academic ladder, I would like to focus on constructive examples 
of how these barriers can be removed, in order to achieve greater 
gender equity in academia.

The Turkey example: how did Turkey beat these 
unfavorable odds?
To open this section, I would like to briefly come back to the 
example of Turkey, which is leading in Europe in percentage of 
women in academic positions12. In some cases where women are 
highly represented in senior academic positions (Figure 1), it has 
been argued that this is in part because of the willingness of women 
to take more insecure and poorly paid career trajectories, and that 
academia in general is considered a less prestigious career path, 
thus increasing female representation in this sector (see for example 
ref. 54, and references cited therein). However, in this respect, 
Turkey’s example is therefore worth highlighting, because the 
high female representation in Turkey is not by accident, but rather 
a result of concrete policies over a longer period of time. In par-
ticular, Healey and coworkers argue that the higher representation 
of Turkish women in academia can be brought down to five key 
features of the Turkish system55:

1. �The existence of historical long-term state-driven ideol-
ogy, promoting the participation of women in the Turkish 
academic labor force.

2. �The fact that, in general, academia has been considered 
a “female appropriate” career choice, resulting in little 
gender disparity among university graduates (even in the 
sciences).
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3. �The existence of significant university expansion in the 
1990s, which created demand for both male and female 
professors.

4. �The existence of a comparatively transparent employment 
and promotion system.

5. �The reliance of female faculty on domestic help, making it 
easier to balance family and professional commitments.

Clearly, when these factors are brought together, they lead to a 
holistic picture that is productive for the empowerment of women 
in the academic world, and show that even though there are many 
structural and practical problems that still need addressing, nev-
ertheless, the barriers facing the empowerment of women in the 
academic world are surmountable ones, if we are only willing to 
take them on. I would like to note, however, that every silver lining 
has a cloud, and as pointed out by a reviewer of this opinion peace, 
that while career-promoting, the reliance on domestic help among 
academic professors simply redistributes domestic labor among 
(mainly) women and other categories of class and ethnicity.

Mentorship and raising the visibility of academic women
A few years ago, in discussion with a postdoctoral scholar in a 
colleague’s research group about her career prospects, she asked 
me why she should even remain in academia, when there are no 
women. This remained with me and is in part the reason for why I 
have taken a lot of the mentorship work I discuss in the conclud-
ing section. Young women need strong role models: it is important 
for successful women in academia to be one. This can be achieved 
in many ways. Mentoring of junior colleagues is particularly 
important, as is encouraging them to actually apply for grants, 
fellowships, faculty positions and promotions. In my work men-
toring junior colleagues, I often hear my mentees insist that they 
are not yet ready to do so, what if they only had just a few more 
papers, the call for appointment is not really in their field, and 
maybe they can apply the next year. This creates a problem, because 
it means that many women don’t think they are good enough, and 
don’t get on the academic ladder in the first place. This can be 
addressed through greater mentorship opportunities, as well as rais-
ing the visibility of women who do exist in academia.

To partly address this issue, I have together with the Young 
Academy of Europe and Uppsala SciLifeLab organized a one-
day symposium at Uppsala University, with 12 outstanding  
speakers from disciplines across natural sciences and technology, 
and four similarly prestigious session chairs56. This was tremen-
dously successful, with the participation of 166 delegates from  
12 different countries and four continents. Additionally, the Uni-
versity of Southern California Women in Science and Engineering 
(WiSE) program have compiled a database of women in theoreti-
cal/computational chemistry, material science and biochemistry57. 
In these fields, women provide only a smaller percentage of total 
faculty in any given department, and can therefore easily be lost 
in the crowd at individual institutions. However, this database 
highlights the fact that globally, there are several hundred  
examples of women working in these research areas, and provides 

for example a quick reference list of outstanding women one can 
refer to when putting together seminar series, conference speaker 
lists, and similar activities. Such lists can provide a quick reference 
point for conference organizers who want to ensure a more equal 
gender distribution when planning meetings and symposia, by 
highlighting outstanding women in different research areas. This 
is particularly important in light of the ongoing poor gender dis-
tribution among invited speakers for many key conferences, as 
was for instance highlight in the recent controversy with regard 
to the speakers list for the 15th International Congress in Quantum 
Chemistry (ICQC), which is the triannual flagship conference of 
the International Academy of Quantum Molecular Science48,58, to 
name just one example.

Finally, in addition to giving (academically) younger women more 
confidence, how we represent and promote our junior colleagues 
is also critical. On this note, there has been an interesting study 
examining the gendered aspects of letters of recommendation writ-
ten at a large American medical school in the mid-1990s, and clear 
differences were observed in letters written for male and female 
applicants59. This included not just lengths of the letters and the 
kind of language used, but also gendered representations in the let-
ters themselves. This ties in, to some extent, also with the issue of 
implicit bias, and something we need to be aware of when promot-
ing our junior colleagues, and assessing those who have trusted us 
with recommending them for their future careers.

Raising awareness of implicit bias
As discussed in this contribution, a major contribution to the low 
percentages of female science professors is the existence of a 
“Matilda effect” in science, that manifests itself from a very early 
career stage, and which women fall as easily prey to the exercis-
ing of as men do. Here, there have been significant advances in 
strategies to address implicit bias in the workplace, as well as in 
funding and promotion panels and peer review (a quick internet 
search on this topic will provide countless hits), and I would also 
strongly recommend taking an implicit association test such as 
that provided by Harvard University (https://implicit.harvard.edu/
implicit/takeatest.html) to test your own implicit biases. Unfortu-
nately, by the very nature of being “implicit” we all carry some level 
of bias, and self-awareness and self-correcting for our biases can 
go a very long way towards fighting the Matilda effect in science. 
Finally, it is clear that implicit bias is not the only barrier facing 
women in academia, and thus awareness of this issue will not  
somehow magically make all other problems go away. Neverthe-
less, it is impossible to fix a problem one doesn’t know exists, and 
therefore I personally believe that implicit bias training should be 
an important pre-requisite of preparation of decision makers before 
serving for example on grant award and recruitment committees. 
In this way, although not foolproof, candidates would nevertheless 
have an elevated chance of being judged primarily on merit.

Conclusion
In this opinion article, I have discussed at length the role in which 
explicit and implicit bias, both in terms of external perceptions 
and personal perceptions of one’s competence and ability, can play 
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as barriers to female progression in academia. As a tenured faculty 
member working in computational biology (which is a research 
area which still maintains lower participation of women), I put 
my academic success strongly down to the fact that from an 
early stage, I had very strong role models giving me support and 
encouragement, and believing in my ability to achieve this. I 
believe, therefore, it is extremely important to give back to other 
younger colleagues, to give them the same opportunities and sup-
port to succeed in a system where the odds are still stacked against 
female academics. To facilitate this, I actively recruit and mentor 
highly promising young women to my research team, and take great 
pleasure from watching their own career success in turn. Here, I do 
my best to pay particular care to the knowledge that in the Matilda  
effect, women are just as biased as men. Amelia Earhart once 
said, “Women must try to do things as men have tried. When they 
fail, their failure must but be a challenge to others”60. Tremendous 
contributions have been made by structured programs to increase 
the presentation of woman in senior academic positions, such as 
the NSF Advance program61 in the US, or the Athena Swan pro-
gram in the UK62. Ultimately, however, academia is comprised of  
each and every one of us, and it is the choices we make that will  

References

1.	 Sneider A: The new suffrage history: Voting rights in international perspective. 
History Compass. 2010; 8(7): 692–703. 
Publisher Full Text 

2.	 Gary CS: Bildung and gender in nineteenth-century Bourgeois Germany: A 
cultural studies analysis of texts by women writers. 2008. 
Reference Source

3.	 Göteborgs Universitetsbibliotek: Årtalslistor. [20th May 2016]. 
Reference Source

4.	 Chiu CS: Women in the shadows: Mileva Einstein-Marié, Margarete Jeanne 
Trakl, Lise Meitner, Milena Jesenká and Margarete Schütte-Lihotzky. Borchardt 
TE editor. New York: Peter Lang Publishing Inc.; 2008. 
Reference Source

5.	 Maddox B: The double helix and the ‘wronged heroine’. Nature. 2003; 421(6921): 
407–8. 
PubMed Abstract | Publisher Full Text 

6.	 Essinger J: Ada’s algorithm: How Lord Byron’s daughter Ada Lovelace 
launched the digital age. London: Gibson Square Books Ltd.; 2013. 
Reference Source

7.	 Nobel Foundation: Enhancing X-ray Vision. [20th May 2016]. 
Reference Source

8.	 Holloway M: Profile: Jane Goodall - Gombe’s famous primate. Sci Am. 1997; 
277: 42–4. 
Publisher Full Text 

9.	 Keats J: Hollywood star whose invention paved the way for Wi-Fi. 2011; [20th 
May 2016]. 
Reference Source

10.	 Schwab K, Samans R, Zahidi S, et al.: The global gender gap report 2015. 10th 
anniversary edition. World Economic forum, 2015; [3rd April 2015]. 
Reference Source

11.	 European Commission: She figures 2012: Gender in research and innovation. 
Statistics and indicators. 2012. 
Reference Source

12.	 Seierstad C, Healy G: Women’s equality in the Scandinavian academy: A 
distant dream? Work Employ Soc. 2012; 26(2): 296–313. 
Publisher Full Text 

13.	 Rice C: Why women leave academia. 2012; [20th May 2016]. 
Reference Source

14.	 Silander C, Haake U, Lindberg L: The different worlds of academia: A horizontal 
analysis of gender equality in Swedish higher education. High Educ. 2013; 
66(2): 173–88. 
Publisher Full Text 

15.	 Ceci SJ, Williams WM: The mathematics of sex: How biology and society 
conspire to limit talented women and girls. New York: Oxford University Press; 

2009. 
Reference Source

16.	 Hemel DJ: Summers’ comments on women and science draw ire. 2005; [20th 
May 2016]. 
Reference Source

17.	 Alberts B, Kirschner MW, Tilghman S, et al.: Rescuing US biomedical research 
from its systemic flaws. Proc Natl Acad Sci U S A. 2014; 111(16):  
5773–7.  
PubMed Abstract | Publisher Full Text | Free Full Text 

18.	 Klocker N, Drodzewski D: Career progress relative to opportunity: How many 
papers is a baby ‘worth’? Environ Plann A. 2012; 44(6): 1271–7. 
Publisher Full Text 

19.	 Epifanio M, Troeger VE: How much do children really cost? Maternity benefits 
and career opportunities of women in academia. Department of Economics, 
University of Warwick, 2013. 
Reference Source

20.	 Rafnsdóttir GL, Heijstra TM: Balancing work-family life in academia: The power 
of time. Gend Work Organ. 2013; 20(3): 283–96. 
Publisher Full Text 

21.	 Trussell DE: Pinstripes and breast pumps: Navigating the tenure-motherhood-
track. Leisure Sci. 2015; 37(2): 160–175. 
Publisher Full Text 

22.	 Mason MA: In the ivory tower, men only. 2013; [20th May 2016]. 
Reference Source

23.	 Miller CC: The motherhood penalty vs. the fatherhood bonus. 2014; [cited 20th 
May 2016]. 
Reference Source

24.	 Kittelstrom A: The academic-motherhood handicap. 2010; [20th May 2016]. 
Reference Source

25.	 Wolfinger NH: For female scientists, there’s no good time to have children. 
2013; [20th May 2016]. 
Reference Source

26.	 Shen H: Inequality quantified: Mind the gender gap. Nature. 2013; 495(7439): 
22–4. 
PubMed Abstract | Publisher Full Text 

27.	 Försäkringskassan: Föräldrapenning. [2nd June 2016]. 
Reference Source

28.	 European Platform for Investing in Children: Denmark: Combining work and 
family life successfully. [2nd June 2016]. 
Reference Source

29.	 Government of the Netherlands: Q&A pregnancy and maternity leave. [20th May 
2016]. 
Reference Source

determine the future representation of women in the academic 
world.

Competing interests
No competing interests were declared.

Grant information
The author(s) declared that no grants were involved in supporting 
this work.

Acknowledgments
I am not an expert in gender studies, but rather a scientist, writing 
from my own personal experiences, interpretation of the literature, 
and through extensive discussion with numerous colleagues. On 
this front, I would like to in particular like to thank Anna Krylov 
(University of Southern California), Mikael Widersten (Uppsala 
University), Sherry Mowbray (Uppsala University) and Karin 
Stensjö (Uppsala University) for their valuable insights into and 
helpful discussions about this topic.

Page 11 of 20

F1000Research 2016, 5:1224 Last updated: 16 MAY 2019

http://dx.doi.org/10.1111/j.1478-0542.2010.00689.x
http://drum.lib.umd.edu/bitstream/handle/1903/8490/umi-umd-5539.pdf?sequence=1&isAllowed=y
http://www.ub.gu.se/kvinn/artal/
https://searchworks.stanford.edu/view/8397506
http://www.ncbi.nlm.nih.gov/pubmed/12540909
http://dx.doi.org/10.1038/nature01399
http://www.mhpbooks.com/books/adas-algorithm/
http://www.nobelprize.org/nobel_prizes/chemistry/laureates/1964/perspectives.html
http://dx.doi.org/10.1038/scientificamerican1097-42
http://www.newscientist.com/blogs/culturelab/2011/12/hedylamarr.html
http://www3.weforum.org/docs/GGGR2015/cover.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/she-figures-2012_en.pdf
http://dx.doi.org/10.1177/0950017011432918
https://www.insidehighered.com/blogs/university-venus/why-women-leave-academia
http://dx.doi.org/10.1007/s10734-012-9597-1
https://global.oup.com/academic/product/the-mathematics-of-sex-9780195389395?cc=in&lang=en&
http://www.thecrimson.com/article/2005/1/14/summers-comments-on-women-and-science
http://www.ncbi.nlm.nih.gov/pubmed/24733905
http://dx.doi.org/10.1073/pnas.1404402111
http://www.ncbi.nlm.nih.gov/pmc/articles/4000813
http://dx.doi.org/10.1068/a4547
http://wrap.warwick.ac.uk/59345/1/WRAP_171-2013_epifanio.pdf
http://dx.doi.org/10.1111/j.1468-0432.2011.00571.x
http://dx.doi.org/10.1080/01490400.2014.980590
http://www.slate.com/articles/double_x/doublex/2013/06/female_academics_pay_a_heavy_baby_penalty.html
http://www.nytimes.com/2014/09/07/upshot/a-child-helps-your-career-if-youre-a-man.html
https://chronicle.com/article/The-Academic-Motherhood/64073/
http://www.theatlantic.com/sexes/archive/2013/07/for-female-scientists-theres-no-good-time-to-have-children/278165
http://www.ncbi.nlm.nih.gov/pubmed/23467149
http://dx.doi.org/10.1038/495022a
https://www.forsakringskassan.se/privatpers/foralder/nar_barnet_ar_fott/foraldrapenning
http://europa.eu/epic/countries/denmark/index-2013_en.htm
http://www.government.nl/government/documents-and-publications/leaflets/2011/08/24/q-a-pregnancy-and-maternity-leave.html


30.	 Flüchtlinge BfMu: Elterngeld und Elternzeit. [20th May 2016]. 
Reference Source

31.	 Angloinfo: Maternity leave and allowances. [20th May 2016]. 
Reference Source

32.	 The Wall Street Journal: Why Mom’s time is different from Dad’s time. [cited 20th 
May 2016]. 
Reference Source

33.	 Hansen AA, Cedstrand S, Gisselman M, et al.: Ojämställd arbetsborda: 
Föräldraledighetens betydelse för fördelning av betalt och obetalt arbete. 
Försäkringskassan; 2013. 
Reference Source

34.	 Bennhold K: In Sweden, men can have it all. 2010; [20th May 2016]. 
Reference Source

35.	 Albrecht J, Skogman Thoursie P, Vroman S: Glastaket och föräldrarförsäkringen 
i Sverige. Institutet för arbetsmarknads- och utbildningspolitisk utvärdering (IFAU); 
2015. 
Reference Source

36.	 Hymowitz K: Longer maternity leave not so great for women after all. 2013; 
[20th May 2016]. 
Reference Source

37.	 Merton RK: The Matthew Effect in Science: The reward and communication 
systems of science are considered. Science. 1968; 159(3810):  
56–63. 
PubMed Abstract | Publisher Full Text 

38.	 Rossiter MW: The Matthew Matilda effect in science. Soc Stud Sci. 1993; 23(2): 
325–41. 
Publisher Full Text 

39.	 Steinke J, Lapinski MK, Crocker N, et al.: Assessing media influences on middle 
school-aged children’s perceptions of women in science using the draw-a-
scientist test (DAST). Sci Commun. 2007; 29(1): 35–64. 
Publisher Full Text 

40.	 Bug A: Swimming against the unseen tide. Phys World. 2010; 23: 16–7. 
Publisher Full Text

41.	 Moss-Racusin CA, Dovidio JF, Brescoll VL, et al.: Science faculty’s subtle gender 
biases favor male students. Proc Natl Acad Sci U S A. 2012; 109(41):  
16474–9.  
PubMed Abstract | Publisher Full Text | Free Full Text 

42.	 Wenneras C, Wold A: Nepotism and sexism in peer-review. Nature. 1997; 
387(6631): 341–3. 
PubMed Abstract | Publisher Full Text 

43.	 Vetenskapsrådet: Kvinnor på frammarsch i Vetenskapsrådets bidragsbeslut. 
2014; [20th May 2016]. 
Reference Source

44.	 Ahlqvist V, Andersson J, Söderqvist L, et al.: En jämställd process? 
Vetenskapsrådet; 2015. 
Reference Source

45.	 Bornmann L, Mutz R, Daniel HD: Gender differences in grant peer review: A 
meta-analysis. J Informetr. 2007; 1(3): 226–38. 
Publisher Full Text 

46.	 Day TE: The big consequences of small biases: A simulation of peer review. 

Research Policy. 2015; 44(6): 1266–1270. 
Publisher Full Text 

47.	 Schroeder J, Dugdale HL, Radersma R, et al.: Fewer invited talks by women in 
evolutionary biology symposia. J Evol Biol. 2013; 26(9): 2063–9. 
PubMed Abstract | Publisher Full Text | Free Full Text 

48.	 Krylov A, Carter E, Gagliardi L: Stop gender discrimination in science. 2014; 
[20th May 2016]. 
Reference Source

49.	 Larivière V, Ni C, Gingras Y, et al.: Bibliometrics: global gender disparities in 
science. Nature. 2013; 504(7479): 211–3. 
PubMed Abstract | Publisher Full Text 

50.	 Cameron EZ, Gray ME, White AM: Is publication rate an equal opportunity 
metric? Trends Ecol Evol. 2013; 28(1): 7–8. 
PubMed Abstract | Publisher Full Text 

51.	 van der Brink M: Scouting for talent: appointment practices of women 
professors in academic medicine. Soc Sci Med. 2011; 72(12): 2033–40. 
PubMed Abstract | Publisher Full Text 

52.	 van der Brink M, Benschop Y: Gender practices in the construction of academic 
excellence: Sheep with five legs. Organization. 2011; 19(4): 507–24. 
Publisher Full Text 

53.	 Scheltzer JM, Smith JC: Elite male faculty in the life sciences employ fewer 
women. Proc Natl Acad Sci U S A. 2014; 111(28): 10107–12. 
PubMed Abstract | Publisher Full Text | Free Full Text 

54.	 Vázquez-Cupeiro S, Elston MA: Gender and academic career trajectories in 
Spain: From gendered passion to consecration in a Sistema Endogámico? 
Employee Relat. 2006; 28(6): 588–603. 
Publisher Full Text 

55.	 Healey G, Ozbilgin M, Aliefendioglu H: Academic employment and gender: A 
Turkish challenge to vertical sex segregation. Eur J Ind Relat. 2005; 11(2):  
247–64. 
Publisher Full Text 

56.	 Young Academy of Europe, Uppsala SciLifeLab: Pathways to excellence: 
Experiences of illuminating women in science. 2015; [20th May 2016]. 
Reference Source

57.	 Krylov AI: Women in theoretical/computational chemistry, material science, and 
biochemistry. [20th May 2016]. 
Reference Source

58.	 International Academy of Quantum Molecular Science: The 15th ICQC: 
International Congress of Quantum Chemistry. [20th May 2016]. 
Reference Source

59.	 Trix F, Psenka C: Exploring the color of glass: Letters of recommendation for 
female and male medical faculty. Discourse Soc. 2003; 14(2): 191–220. 
Publisher Full Text

60.	 Earhart A: Amelia Earhart: The official website. [20th May 2016]. 
Reference Source

61.	 National Science Foundation: ADVANCE: Increasing the participation and 
advancement of women in academic science and engineering careers. 
[22nd May 2016]. 
Reference Source

62.	 Equality Challenge Unit: Athena Swan Charter. [22nd May 2016]. 
Reference Source

Page 12 of 20

F1000Research 2016, 5:1224 Last updated: 16 MAY 2019

http://www.bamf.de/DE/Willkommen/KinderFamilie/Elterngeld/elterngeld-node.html
http://turkey.angloinfo.com/healthcare/pregnancy-birth/leave-allowances
http://www.wsj.com/articles/SB10001424052702304757004579335053525792432
https://www.forsakringskassan.se/wps/wcm/connect/a7aa26e3-9587-40e2-ad69-57a24cc11f6e/socialforsakringsrapport_2013_09.pdf?MOD=AJPERES
http://www.nytimes.com/2010/06/10/world/europe/10iht-sweden.html
http://www.ifau.se/globalassets/pdf/se/2015/r-2015-1-glastaket-och-forladraforsakringen-i-sverige.pdf
http://ideas.time.com/2013/09/30/longer-maternity-leave-not-so-great-for-women-after-all/
http://www.ncbi.nlm.nih.gov/pubmed/17737466
http://dx.doi.org/10.1126/science.159.3810.56
http://dx.doi.org/10.1177/030631293023002004
http://dx.doi.org/10.1177/1075547007306508
http://dx.doi.org/10.1088/2058-7058/23/08/27
http://www.ncbi.nlm.nih.gov/pubmed/22988126
http://dx.doi.org/10.1073/pnas.1211286109
http://www.ncbi.nlm.nih.gov/pmc/articles/3478626
http://www.ncbi.nlm.nih.gov/pubmed/9163412
http://dx.doi.org/10.1038/387341a0
http://www.vr.se/nyheterpress/nyheter2014/kvinnorpaframmarschivetenskapsradetsbidragsbeslut
http://jamda.ub.gu.se/bitstream/1/931/1/VR_process.pdf
http://dx.doi.org/10.1016/j.joi.2007.03.001
http://dx.doi.org/10.1016/j.respol.2015.01.006
http://www.ncbi.nlm.nih.gov/pubmed/23786459
http://dx.doi.org/10.1111/jeb.12198
http://www.ncbi.nlm.nih.gov/pmc/articles/4293461
https://www.change.org/p/scientific-community-stop-gender-discrimination-in-science
http://www.ncbi.nlm.nih.gov/pubmed/24350369
http://dx.doi.org/10.1038/504211a
http://www.ncbi.nlm.nih.gov/pubmed/23146579
http://dx.doi.org/10.1016/j.tree.2012.10.014
http://www.ncbi.nlm.nih.gov/pubmed/21636196
http://dx.doi.org/10.1016/j.socscimed.2011.04.016
http://dx.doi.org/10.1177/1350508411414293
http://www.ncbi.nlm.nih.gov/pubmed/24982167
http://dx.doi.org/10.1073/pnas.1403334111
http://www.ncbi.nlm.nih.gov/pmc/articles/4104900
http://dx.doi.org/10.1108/01425450610704515
http://dx.doi.org/10.1177/0959680105053966
http://yacadeuro.org/workshops/womeninscience2015.htm
http://iopenshell.usc.edu/wtc
http://www.icqc2015.org/dct/page/1
http://dx.doi.org/10.1177/0957926503014002277
http://www.ameliaearhart.com/about/quotes.html
http://www.nsf.gov/funding/pgm_summ.jsp?pims_id=5383
http://www.ecu.ac.uk/equality-charters/athena-swan


 

Open Peer Review

    Current Peer Review Status:

Version 2

 14 July 2016Reviewer Report

https://doi.org/10.5256/f1000research.9927.r14999

© 2016 Wittung-Stafshede P. This is an open access peer review report distributed under the terms of the Creative
, which permits unrestricted use, distribution, and reproduction in any medium, provided theCommons Attribution Licence

original work is properly cited.

 Pernilla Wittung-Stafshede
Department of Biology and Biological Engineering, Chalmers University of Technology, Gothenburg,
Sweden

 No competing interests were disclosed.Competing Interests:

I have read this submission. I believe that I have an appropriate level of expertise to confirm that
it is of an acceptable scientific standard.

Version 1

 24 June 2016Reviewer Report

https://doi.org/10.5256/f1000research.9566.r14198

© 2016 Müller R. This is an open access peer review report distributed under the terms of the Creative Commons
, which permits unrestricted use, distribution, and reproduction in any medium, provided the originalAttribution Licence

work is properly cited.

 Ruth Müller
Munich Center for Technology in Society (MCTS), Technical University of Munich, Munich, Germany

I enjoyed reading this opinion piece. The author, a researcher from the natural sciences, engages with
different quantitative and qualitative studies from gender studies and science & technology studies and
relates the results on how gender influences career development and recognition to her own experiences.
She clearly states that this is the position she is writing from and hence adequately situates her
contribution. 

I have minor comments to improve this opinion piece:

Page 13 of 20

F1000Research 2016, 5:1224 Last updated: 16 MAY 2019

https://doi.org/10.5256/f1000research.9927.r14999
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.5256/f1000research.9566.r14198
https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/


 

I have minor comments to improve this opinion piece:

First, I am not sure what purpose the section that discusses Ceci & William's work serves within the
opinion piece; the section seems disconnected from the rest of the piece; I think this section could be left
out or rewritten. For a rewrite I want to note that Ceci & Williams are not scholars in the field of gender
studies, but rather study sex differences (e.g. in relation to I.Q. or career choice).

Second,  the author draws our attention very clearly to how gender discrimination is not only a question of
parenthood but based on deeply rooted stereotypical assumptions about the interests and capabilities of
the dichotomously constructed categories of women and men. One could add that reframing gender
discrimination as mainly a problem of working out the "motherhood question" and enabling and supporting
motherhood actively obscures other aspects of discrimination, which, as the author elaborates, are very
potent factor, too.

Third, I would like to draw attention to how in the Turkey example the reliance of academic professors on
domestic help may be very favorable for their careers, at the same this constellation redistributes
domestic labour mainly among women and along categories of class and ethnicity. I would invite the
author to mention that.

Forth, with regard to the "Raising awareness of implicit bias" section, I would invite the author to discuss
the question if decision makers (referees for grants, hiring committees... etc) should undergo gender bias
awareness training before being granted the power to decide? This has been a controversial question and
I am interested in the authors opinions.

Last, as the author, much to my pleasure, is interested in concrete action to better the situation, I would
like to draw attention to a study by Trix & Psenka from 2003 that describes gender bias in
recommendation letters. I find this study instructive for checking you own language in describing and
assessing those who trust you to recommend them for career relevant positions. 
http://das.sagepub.com/content/14/2/191.abstract
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I am delighted that the reviewer enjoyed reading the opinion piece, and appreciative of the
constructive suggestions for further improving it. Based on the reviewer’s suggestions, a revision
has now been submitted in which the following modifications have been made to the manuscript:
 

With regard to the work of Ceci & Williams, although the authors are not scholars in the field
of gender studies, the views they summarize align fairly well with my “on the ground”
experiences. This has now been stated explicitly in the manuscript to explain what that
section is doing there.
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A statement has been added cautioning against allowing the “motherhood question”, which
remains a major challenge, to take over and obfuscate other aspects of discrimination,
which are also very potent, and thus why it’s important to approach this issue with care.

 
A statement has been made about the problems with an over-reliance on domestic help
simply redistributing the problem amongst women and other categories of class and
ethnicity.

 
A statement has been made about implicit bias training for decision makers before sitting on
grant and hiring committees. Although this is controversial and only raises awareness of
rather than solves problems, nevertheless it’s an important first step. Here, I would like to
also point out that implicit bias is not only a gender issue, but involves also bias based on
ethnicity, academic rank, geographic location, and any other number of variables, and
poses a significant problem in grant evaluation and recruitment processes. Therefore,
implicit bias training should not be limited to gender awareness alone.

 
A short paragraph discussing gender bias in recommendation letters (based on the study of
Trix and Penska from 2003) has been now included in the manuscript.
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 Sarah de Rijcke
Centre for Science and Technology Studies, Leiden University, Leiden, The Netherlands

This is an excellent, well-written and well-researched opinion paper about barriers to female progression
on the academic career ladder. Though Kamerlin carefully positions herself in the context of the Swedish
research system and in the natural sciences, her observations (unfortunately) apply to many more
contexts and fields.

I would like to pick up on one point that Kamerlin discusses at quite some length: the issue of implicit bias.
This is an issue facing many women from very early on in their academic career, as a result of deeply
entrenched stereotypes about what constitutes a proper scientist, what a scientist looks like and what a
scientist does. Kamerlin rightly points out how these implicit biases affect women's own career choices, in
addition to the hiring and promotion procedures they are subjected to, and even the peer review of their
grant proposals and papers.

There is one point about implicit bias that the author leaves untouched though in an otherwise

broad-ranging and very comprehensive article. And this is the point about how  notacademic merit itself is 
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broad-ranging and very comprehensive article. And this is the point about how  notacademic merit itself is 
objective and a-political, but  . I recommend reading the excellent article by Margaretheavily masculinised
Thornton on the contemporary re-masculinisation of the academy (Thornton, 2013), in which she shows
how academic capitalism also exercises incidental gender effects. In today's highly competitive and
precarious climate, Thornton argues, researchers of any gender are incentivised to focus mainly on
masculinised performance measures that promote productivity and accumulation of capital. In the
process, other - feminised - activities are seen as unproductive. This includes pastoral care for students,
thinking, reading, anonymous reviewing, and mentoring of junior researchers. What counts is that which
can be counted. Anything else is rendered as 'waste'.

I hope that discussions about barriers to female career progression will also spearhead into an open
debate about  . Does 'thethe kind of science we currently hold in highest regard in the first place
gendered sub-text of technopreneurialism' (Thornton, 2013: 134) override more complex notions of
quality and academic virtues? Does 'benchmark masculinity' (ibid: 136) affect the kinds of knowledge we
produce under such conditions?

That said, I wholeheartedly agree with Kamerlin that we need more mentors, and more role models. And
she is definitely one of them. Many researchers should find inspiration in how Kamerlin uses the networks
and platforms at her disposal to further the discussion about the gender gap in the academy, and how she
is putting into practice a different set of leadership skills, in order to make a difference.
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Author Response (   and   ) 20 Jun 2016Member of the F1000 Faculty F1000Research Advisory Board Member
, Department of Chemistry - BMC, Uppsala University, SwedenLynn Kamerlin

Thank you for your careful reading of the manuscript, and for your kind words, both of which are
much appreciated. Thank you also for the valuable reference, which covers a point that is often
overlooked, and I think actually very important in terms of understanding the parameters shaping
our experiences as researchers. One can only hope that such researcher trickles down to
practitioners to cause a paradigm shift towards a more healthy working environment for the next
generation of academics. 

 No competing interests were disclosed.Competing Interests:
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 Anna I. Krylov
Department of Chemistry, University of Southern California, Los Angeles, CA, USA

This is an excellent paper discussing the factors responsible for slow advancement of women in
academe. The author points out to societal pressures and expectations, uneven distribution of family
responsibilities, and unconscious biases. Her points are well documented and supported by data and
numerous studies.

As far as biases are concerned, I would also mention Steinpreis et. al, Sex Roles, v. 41 (1999). In this
study, identical academic resumes (differing only by the gender of the candidate) were mailed for expert
evaluation for hireability and tenurability. The outcome was that the male name on the resume resulted in
higher competence scores. Particularly disconcerting was that female tenure candidates were four times
as likely to receive cautionary comments such as "We would have to see her job talk", "I would need to
see evidence that she had gotten these grants and publications on her own", "It is impossible to make
such a judgment without teaching evaluations".

While the existence of biases has been well documented and is now reluctantly recognized in the
community, the implications of societal pressures and cultural expectations are usually not openly
discussed. I applaud the author for pointing out that what some consider to be family friendly practices,
such as unnecessary long maternity leaves practiced in Nordic countries, are hugely detrimental for
women's advancement and gender equality. What is needed is not long maternity leaves, but the
availability of high-quality affordable child care and domestic help.

In my opinion, outdated societal expectations and cultural reality are primarily responsible for women
dropping out from the workforce. Even when child-care options are available, there is an expectation that
mothers have to provide personal day-to-day care to their children, be involved in school activities through
volunteering, provide support for extra-curriculum activities, etc. These expectations stem from the culture
of  stay-home moms or women choosing mommy-track (which exists both in the US and in Europe) leads
to over-parenting practices and creates a pressure for normal women to follow the suit. I believe we
cannot achieve true gender equality as long as it is considered to be acceptable to be married to a
stay-home wife.

Besides the child-care practices, broader implications of this is that men in traditional marriages
contribute to perpetuation of biases and create an unhealthy workplace environment. This is documented
in the following study: Desai, Sreedhari D. and Chugh, Dolly and Brief, Arthur, The Organizational
Implications of a Traditional Marriage: Can a Domestic Traditionalist by Night be an Organizational
Egalitarian by Day? (March 12, 2012). UNC Kenan-Flagler Research Paper No. 2013-19. The quote
below illustrates the point.

"Based on five studies with a total of 993 married, heterosexual male participants, we found that marriage
structure has important implications for attitudes, beliefs, and behaviors related to gender among
heterosexual married men in the workplace. Specifically, men in traditional marriage (married to women
who are not employed) disfavor women in the workplace and are more likely than the average of all

married men to make decisions that prevent the advancement of qualified women. Results show that
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married men to make decisions that prevent the advancement of qualified women. Results show that
employed men in traditional marriages tend to (a) view the presence of women in the workplace
unfavorably, (b) perceive that organizations with higher numbers of female employees are operating less
smoothly, (c) perceive organizations with female leaders as relatively unattractive, and (d) deny qualified
female employees opportunities for promotions more frequently than do other married male employees."

In sum, this is an excellent viewpoint paper. I will recommend it to others as a valuable resource. My only
criticism of the paper is the choice of the venue for its publication. The author should have submitted this
paper to a reputable journal adhering to established publication and peer-reviewing practices.
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Thank you very much for the thoughtful and valuable comments on the paper, and also for the
useful additional references. I am very glad that the reviewer appreciated the work, and also agree
fully with all the additional points raised in the report. From the two referee reports it's clear that this
is an issue that is significantly under-discussed, but that resonates strongly with other female
professors as well, and I hope this encourages greater debate around (and constructive solutions
to) this issue. 
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This is an excellent text on gender bias in academia with a focus on Sweden but with a general
perspective. The topic is  , especially since people in many countries believe Sweden is ahighly important
gender equal country.
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As the author clearly demonstrates with facts and numbers, this is not true. The text is well written: it
contains a historical perspective and the most famous studies demonstrating gender bias in academia are
described.

The solution that senior women must mentor younger women and help them believe in themselves and
pursue careers in academia is very good. Nonetheless, I believe more must be done at Swedish
universities to achieve a true change in a foreseeable future. All faculty and administrators need to be
educated about gender bias, both conscious and unconscious, and every academic leader must strive for
equal treatment in every situation and decision. See below where I outlined some actions to take around
the same topic:

  http://www.stemwomen.net/is-the-gender-gap-solved-in-liberal-sweden/

 No competing interests were disclosed.Competing Interests:
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I would like to thank the reviewer for the positive assessment of my perspective piece, and also for
the link to their related piece in STEM Women. It is clear from that piece that the problems I
describe in my work only increase as one moves up the seniority ladder, and therefore it is
refreshing to see the constructive 6-point plan at the end of the STEM Women piece. In particular, I
fully agree with the importance of gender bias training, since the nature of implicit biases is that
they are implicit, and therefore the people who carry them are not even aware that this is the case. I
hope that debate about this issue increases, as well as proactive action, so we can move towards
true equality of opportunity in academia. 
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