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I DISTINGUISHING BETWEEN SEX AND GENDER

Sex refers to the biologically determined /\ !
characteristics of men and women in terms of

reproductive organs and functions based on =
chromosomal complement and physiology. )Un ‘
Gender refers to the social construction of (\/ —“
women and men, of femininity and J % -
masculinity, which varies in time and place, ' g

and between cultures. | ==

The notion of gender appeared in the
seventies and was put forward by feminist
theorists.
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I DIVERSITY

Diversity is often misunderstood as
solely multicultural matters.

It also applies to diversity of gender,
race, ethnicity, age, sexuality,
language, educational background,
etc.

Workplace inclusion is the concept
of treating all employees equally with
the same availability of
opportunities, resources, and the
possibility of success.

No one employee is assumed to
have an advantage based on race,
gender, background, or other
precursors to employment.
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I DIVERSITY, EQUALITY AND INCLUSIVITY WHAT FOR?

Fairness and Inclusivity: opportunities
and representation to all individuals,
regardless of their background.

Respect and Dignity: means
recognizing and valuing the contributions
of individuals from diverse backgrounds.

Responsibility and Justice: is a moral
responsibility that contributes to a more
just and equitable society, aligning with
ethical principles of fairness and equality. EQUALITY
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DIVERSITY, EQUALITY AND INCLUSIVITY WHAT FOR?

Diverse teams offer fresh perspectives, Economic gains _
. . . Reducing barriers to women in the workplace
leading to more creative solutions and significantly boosts welfare and growth

effective problem-solving.

70

= Welfare gains from removing barriers

Promoting Equ|ty and Fairness ensures & B B s i o i it
equal opportunities, fairness, and better ®

representation of society's needs and

concerns. ' J
o '] 11

Middle East & South Asia  Latin America Sulrsha Es(A & Europe &

Diverse teams enhance quality and hlobal o T

CompetitiveneSS, attraCting top talent and zi:l::g;cs;ar:;nc:lcc;::z:;mGenderlnclu.sion:NewMechani.sms,NewEvidence,'IMF
enhancing competitiveness in a global context. e mm——

INTERNATIONAL
MONETARY FUND
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THE LEAKY PIPELINE FOR WOMEN IN ACADEMIA

PhD -> Postdoc -> Tenure track

* Transitions are directly under the Leaks in the Academic Pipeline for Women*
control of the string thgory community. .. otk -
s therg a Iegky pipeline for women s{,','{?;" nggpt qffc";f)" '(’Trg:‘m; '(’T'g'f‘mg;
working in string theory? 7

Women PhDs
Tenure track -> senior positions Water Luvel g
» Back to cultural variations: many Leak!!
issues have to be addressed locally, A -
rather than by the string theory sitiomen  Married (% less (2% iess
community as a whole. @%less i han  mento  moiome.

single become an  come a Full

» Conference talks, organising women With-  \\omen :333?}) st
committees, journal editorships and Joentera ..‘.‘,’.,ﬁ':..','.:.‘ WA -
other measures of esteem in our position) ~ Position) -

CO m m U n |ty I’e I eva nt fO r p FO m Ot' 0 n . https://genhet.web.cern.ch/talks/gender-and-diversity-issues
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GEOGRAPHICAL DISTRIBUTION OF LEAKY PIPELINES

Women in science and technology
An anaIyS|S by age ShOWS that (% of total, by NUTS 1‘region, 2021)

more than half (53.3% or 9.4 - iy “
million) of the 17.6 million young % =D e =

EU =52% Guyane (FR) Réunion (FR)

Il >60%

people aged 25 to 34 working in oo

I 55.0% - <57.5%
[ 52.5% - <55.0%

science and technology in 2021 B
[ Datanotavailable /5
were women.

In a decade, the number of
women working in this field
increased by 14.8%, the
equivalent of +1.2 million women.

. V J ; ; ,, 4 \ . . . . L
By comparison, the number of e e e e o
. " " and Switzerland: single regions at this level of detail.
men in this area increased by ec.europa.eu/eurostati

10.8% since 2011 to 8.2 million in www davide-faranda.com
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THERE ARE OTHER LEAKY PIPELINES IN ACADEMIA...

Proportion of
Proportion of US chemistry
the US bachelor's
population degree
that is Black recipients
1 '” who are
) ! Black
D 123% | 134% || 7.9%

I ) hl

Proportion of
first-year US
college
students who
are Black

m

I 4.6% !"

n
3]
Proportion of
US chemistry
graduate
students who
are Black

_ Proportion of
Proportion of chemistry
US chemistry professors at
PhD recipients US top 50
who are Black schools who
u are Black
4.5% !‘! 32% | 1.6% |

1
1
Proportion of
US chemistry
postdocs who
are Black

LEAKY PIPELINE

Men from sexual minorities who start university specializing in science,
technology, engineering or maths (STEM) are less likely than straight men
to still be in STEM-focused degrees after four years.

Straight 26%

Sexual minority Z1057S

Left STEM Stayed in STEM

*Sample size for straight men was 1,619; for men from sexual minorities it was 124.

onature
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CAREER EXPECTATIONS AND DIVERSITY

Career intentions and reason, % Straight LGBTQ+ Straight LGBTO+
men men women women

| want to be a top executive

Opportunity to impact the success of my company ‘ ‘ 0

Opportunity to be a role model for others like me

Opportunity to have a positive impact on the world

'Original poll question: Do you want to be a top executive? If so, why?
Source: Women in the Workplace 2019, LeanIn.Org and McKinsey, 2019, womenintheworkplace.com
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ONLYNESS VS DIVERSITY

Experience of ‘onlyness, % who are often or almost always the only one in the room of their ...

@ Gender @ Race or ethnicity @ Orientation

WShti;Z[?nh(;[n Men Women LGBTQ+ women LGBTQ+ women of color
Overall 8 18 29 58 66

Source: Women in the Workplace 2019, LeanIn.Org and McKinsey, 2019, womenintheworkplace.com
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SEXUAL ARRASSMENT VS DIVERSITY

Experience at work’ Straight LGBTQO+ Straight Lesbian LGBTQ+ women Bisexual
by sexual orientation, % men men women women overall women

Experienced
microaggressions

Experienced any form .
of sexual harassment

Heard sexist comments or jokes
about people of your gender

Had obscene or sexually explicit
comments directed at you

Been pressured to “play along” or
participate in sexual discussions, 5]
humor, or actions

'Original poll question: Which of the following have you experienced at work?
Source: Women in the Workplace 2019, LeanIn.Org and McKinsey, 2019, womenintheworkplace.com
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TOWARDS EQUITY?

WS 2558 Doctoral Degrees Earned by Women

« UN 2023: The latest Gender Sl
Social Norms Index (GSNI) report - —e-e All PhDs
has revealed no improvement in : — Biology
biases against women in a 6% ~— Eartn Sciences
decade, with almost 9 out of 10 ’ S ey

. . e Math & Stats
men and women worldwide still 30% i Eria800410
holding such biases today. Half of ——Computer Science
people worldwide still believe 20% e Physics
men make better political leaders
than women, and more than 40 10% |

percent believe men make better
business executives than
women. »
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WHAT CAN WE DO TO BUILD A BETTER RESEARCH WORLD?

Each element represents a
different piece of the full
human experience.
Addressing only one or two of
these falls short on gaining,
what | think is the full human
experience — a sense of
belonging.

https://medium.com/@krysburnette/its-2019-and-we-are-still-talking-about-equity-diversity-and-inclusion-dd00c9a66 113

INCLUSION

Thoughts, ideas and
perspectives of all
individuals matter

The dominant group
or ideology is
deferred to for
decision making,
opportunities and

promotions

Over saturation
of similarity,
homogeneous
culture, and
simplified points
of view

BELONGING

An org that engages full
potential of the individual,
where innovation thrives,

and views, beliefs and
values are integrated

w

Culture assimilation
results in
disengagement and
low retention

DIVERSITY
Multiple identities
represented in an

organization

EQUITY

Constantly and
consistently recognizing
and redistributing power
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I TOWARDS EQUITY IN OUR EVERYDAY WORKING EXPERIENCE?

« Always work on building trust. That means being open, honest, vulnerable, and
embracing challenging conversations between people (even when it's uncomfortable) so
that everyone is always seeking to understand, and to improve when they learn new
information.— feedback from a thought partner and friend » Mike Tannenbaum.

DIVERSITY
ASKS

WHO

—ISIN —
THE ROOM

EQUITY
ASKS

WHO IS

— TRYING TO —
GET IN THE ROOM
BUT CAN’T

INCLUSION
ASKS

— HAVE —
EVERYONE’S
IDEAS BEEN

HEARD
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https://twitter.com/TheRoyalTbomb?s=17

WHAT | DID? => 500 QUEER SCIENTISTS

500

<« Stephen Deban

Joshua Russell »

DAVIDE
FARANDA

He/Him

| am bi and | am an atmospheric physicist.//

| am a CNRS (permanent) Researcher in Complex
Systems at the LSCE laboratory of the University of
Paris-Saclay, and the coordinator (chef d’equipe) of the
ESTIMR group. Since September 2017, | am also
external fellow of the London Mathematical Laboratory,
London, United Kingdom and of the Laboratoire de
Meteorologie Dynamique de I’'Ecole Normale
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