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IMPORTANT DISCLAIMER: the authors of this practical guide recognise that the terms ‘male’ and ‘female’ are biological terms and differ from the terms that a person may use to describe their gender. the terms ‘man’ and ‘woman’ are commonly used for this purpose, but some people have a gender identity that is in between or beyond these terms, or that fluctuates between them; they may also consider themselves to have no gender at al . in this publication, the authors have chosen not to use the terms ‘male’ and 

‘female’ and have opted to use ‘men’ and ‘women’, sometimes to the detriment of strict grammatical correctness. 
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Foreword by Dr Eucharia Meehan, 

Science Europe Champion for Gender 

and Diversity

Gender inequality in the european research ecosystem, and across 

wider society, must be addressed for both social and economic reasons. 

Furthermore, the benefit of equality and diversity is incontrovertible. 

research funding and research performing organisations have a 

crucial y important role to play in addressing gender inequality; not only for the benefit of their own ecosystem, but to contribute to progress in wider society. these organisations also have a key role in enabling al  

researchers – regardless of gender, career stage or field of research 

– to realise their optimum potential. Science europe is dedicated to 

improving the research environment for all researchers in europe and 

thus this topic is also reflected in the Science europe roadmap. 

it is for these reasons that this practical guide is an important 

contribution in enabling mutual learning between Science europe 

Member organisations. as can be seen from it, many organisations 

have instigated elements of good practice; for example, the irish 

research council has instigated gender blinding for assessments in its 

early-stage career researcher programmes. this publication provides 

a very welcome menu of approaches for consideration across the 

breadth of organisational activity. Furthermore, it will be invaluable to other stakeholders in the research ecosystem in terms of setting out 

the current landscape vis-à-vis good practice and guiding the further 

embedding of context-specific approaches. in other words, there are 

learnings for the whole research ecosystem in this guide. 

Science europe is committed to promoting these practical and 

operational guidelines and to supporting in particular its Member 
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organisations in addressing gender inequality, which has persisted not 

due to lack of policy or legislation, but primarily due to organisational culture and unconscious bias. these guidelines set out a range of 

approaches to address some persistent issues in addition to very 

importantly making suggestions as to how we can monitor progress. 

i would final y like to sincerely thank the Science europe Working Group on Gender and diversity and its chair for their work, and for the time 

and expertise provided for the benefit of all Member organisations and 

the broader research community. 

Dr Eucharia Meehan 

 Director of the Irish Research Council 

 Member of the Science Europe Governing Board
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Introduction

Science europe (Se) is dedicated to the improvement of the scientific 

environment within the european research system, and thereby to 

ensuring that the research careers of women and men are equal y 

facilitated, and in turn that research organisations are strengthened at the national level. 

equal opportunities in research are linked to participation and success rates within research funding and promotion systems. the success 

of researchers depends on the evaluation of researchers’ grants, as 

well as upon their scientific or scholarly achievements as indicated in a researcher’s cV and track record. 

this guide provides the backbone for the implementation of gender 

equality in different research funding and performing organisations 

across europe. it starts by listing recommendations for the 

implementation of appropriate indicators, as wel  as for measures to 

avoid bias. it fol ows by providing further recommendations on how 

to implement an efficient system to monitor gender equality. Final y, 

it provides an overview of relevant grant management systems. 

the background material for this guide was col ected in the autumn 

of 2015. thirty out of 47 Se Member organisations (Mos) responded 

to a survey concerning practises on indicators and measures to 

avoid unconscious bias against researchers of any discipline, gender, 

age, and so on. the results of this survey are described and analysed 

in the report ‘Summary of implemented indicators and Measures’ 

that can be found, along with the full data set, on the Se website: 

http://scieur.org/gd-data 

additional information concerning grant management practises was 

col ected from the Se Mos represented in the Se Working Group on 

Gender and diversity. the responses to these questions are presented 
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in the section ‘data on Grant Management practises in Science europe 

Member organisations’ of this guide (p. 48). 

the Se Working Group on Gender and diversity hopes that this guide 

will be helpful for all relevant organisations aiming to address diversity and equality, and that the inclusion of good practice examples from 

many Se Mos will better support organisations in their implementation 

of gender equality measures. 

Dr Sabine Haubenwallner 

 Head of Staff Unit for Gender Issues at the Austrian Science Fund 

 Chair of the Science Europe Working Group on Gender and 

 Diversity
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How to Avoid UnconscioUs Bias 

in Peer review Processes

Introduction to Bias  





Science is stereotypically associated with senior white men. this 

stereotype evolves early on in childhood, in boys and girls alike, and is consistently found in different national contexts, stemming from exposure to pervasive cultural stereotypes (devine, 1989). a recent meta-analysis into gender stereotypes in science in 66 countries shows that in many 

places science is associated more with men than with women (Miller 

et al., 2015). the number of women researchers present in a country 

correlates with explicit, but not unconscious, gender stereotypes about science. However, in countries with more women researchers, science is 

still implicitly associated more with men than with women. 





 

 

Science foundation Ireland (SfI): Counteracting the gender 

stereotype 

 

 

 

in 2014 Science Foundation ireland commissioned a study into the career choices of young people in ireland.1 the study revealed that information about a particular  course or career will not even be sought by young 

people if they have no affinity with the associated stereotypes. parents were found to have an important role in influencing a child’s opinion on whether they ‘fit in’. this reinforces the importance of breaking perceived Good practice example stereotypes amongst this group. informed by this finding, the SFi Gender Strategy 2016–20202 will implement specific measures to increase the 

participation and interest of girls in Science, technology, engineering and Mathematics (SteM)-related activities, thereby increasing their confidence in the relevance for girls of studying SteM subjects. 



these implicit associations between science and white men also cause 

stereotypical characteristics to be more associated with success. this is known as unconscious, or implicit, gender bias: women are more negatively 12

assessed than men for the same job or achievement, because they are 

far less likely to be associated with the stereotypical men characteristics perceived as necessary for success. in a 1994 study (eagly & Mladinic, 1994) that was recently updated, researchers were asked to evaluate the applications of candidates for the position of lab manager (Moss-racusin et al., 2012). the candidates were ‘John’ and ‘Jennifer’; the applications were, apart from name and sex, identical. researchers assessed John as 

more competent than Jennifer, and were more prone to offering the job, 

including a greater salary and training possibilities, to John than to Jennifer. 

this proves that, under equal conditions, women are assessed as less able than men for scientific careers, and that therefore, women have to perform better and display more success than men to achieve the same position. 



reactions to the results of the aforementioned study show that these facts, and the conclusions drawn, are not always accepted (Moss-racusin et 

al., 2015). researchers strive to be objective in their assessments, basing them, in their conviction, on rational arguments relating to quality only. 

they can respond in a negative way when studies show that cognitive bias does affect peer review (Kaatz et al., 2014). nevertheless, evidence also shows that all humans are susceptible to biases in decision making, and that subtle gender biases are often still held by even the most egalitarian individuals (dovidio & Gaertner, 1994). 

Both boys and girls, men and women, and men and women researchers 

exhibit the same implicit gender biases; it is by no means merely a 

characteristic of men. considering that these stereotypes arise in early childhood, it is not surprising that everyone suffers from them. one way to tackle biases is by learning more about stereotypes, and by becoming aware of one’s own biases using the Harvard implicit association test.3 

also, showcasing diverse role models can help shape new perspectives 

on science and researchers, and on our understanding of excellence and 
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scientific quality (Young et al., 2013). Furthermore, evidence suggests that gender awareness training has a positive effect on countering other biases (Kalinoski et al., 2012). 

General Recommendations 

Bias is an issue in the evaluation of science and researchers. the 

Science europe Working Group on Gender and diversity therefore 

recommends the following:

1.  check indicators for differences in the success rates of men and 



women researchers. 

2.  discuss gender and other biases within your organisation. 

3.  conduct awareness-raising activities in evaluation panels, decision-making bodies, and with staff on a regular basis. 

4.  provide training to staff, evaluation panels, and decision-making 

bodies. 

5.  Monitor the success rates of men and women applicants in order 



to trace possible effects of awareness-raising activities. (see ‘How 



to monitor gender equality’ (p. 27)

6.  learn from (other) Science europe Member organisations on how  



to tackle (gender) bias (see good practice examples in this section). 
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french National Research Centre (CNRS): Awareness-raising 

activities    



Since 2012, the French national research centre has developed  

various forms of awareness-raising activities, including training 



sessions, reviews of the related scientific literature, committees, 

and changes of procedures, led by the  Mission pour la Place des 

 Femmes au CNRS (Mission for the place of Women at cnrS) and 

in col aboration with cnrS’ national committee, institutes, Hr 

Good practice example department, and governance. 

a specific committee was put into place in 2013, inspired by the 

‘Strategies and tactics for recruiting to improve diversity and excel ence committee’ (Stride),4  initial y created at the university of Michigan (uS) through the nSF-adVance programme.5  its objectives are to review 

procedures and practices for the evaluation, recruitment and promotion 

of researchers at cnrS, with respect to gender equality, and to make 

concrete proposals to improve these when relevant. its membership 

comprises the chief cnrS research officer, all chairs of the 46 cnrS 

standing peer-review evaluation panels, deputy scientific directors of 

cnrS institutes, senior Hr officers, senior women researchers and 

gender experts, and representatives from the  Mission pour la Place des Femmes au CNRS.  the committee meets one to three times a year 

and among its actions so far are: training on gender equality issues and unconscious bias (based on the latest social science expert researchers literature); production of multi-annual, sex-disaggregated statistical 

factsheets used by panels; introduction of family-related career breaks in evaluation consideration; changes in the procedures for awarding 

cnrS medals;6  and involvement of external observers during the 2015 

interviews for the cnrS entry and promotion panels. the production of 

recommendations for panel members is also foreseen. 
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Austrian Science fund (fWf): Diversity training in the context 

of research funding 

 

 

  



Since 2009, the austrian Science Fund has provided internal training 

to co-workers and board members concerning gender mainstreaming. 

in 2015, a further step was taken to improve important aspects of 

procedures. a training session on diversity in the context of research 

funding was conceived, al owing board members and FWF staff (such 

as heads of departments, scientific project officers, and administrational Good practice example project officers) to learn more about the theoretical background thereof. 

participants' feedback clearly confirmed an increased awareness of the 

importance of the topic after the workshop. 

 

Swiss National Science fund (SNSf): Advice by international 

gender experts

the Swiss national Science Fund has an international advisory board 

for gender equality. the members are international y known gender 

experts and distinguished researchers. this committee meets twice 

a year at SnSF and makes sure that gender equality issues are 

addressed in the organisation on a regular basis. committee members 

have given presentations on biases and stereotypes and their impact 

Good practice example on the evaluation process to the SnSF research council members in 2015 and 2016. 
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Swedish Research Council (VR): Observations in evaluation 

panels

Since 2008, the Swedish research council has been conducting 

biannual gender equality observations in selected evaluation panels. 

two out of three reports are available in english and contain conclusions and recommendations from the gender equality observations.7  



a new series of observations is being conducted in 2016 by Vr, with 

Good practice example a report foreseen for publication in 2017. the objective of gender equality observations in evaluation panels is to examine and unveil 

any differences in the evaluation process for funding applications with regard to gender, since they are often subtle and difficult to identify. 

the purpose of the observations is not to reveal how particular panels 

or individual panel members behave and relate to gender issues, but 

rather to discern significant patterns. to date, the observations have 

led to the production of a series of recommendations on how the 

evaluation process can be developed and improved in order to attain 

a higher level of gender equality. Furthermore, the reports from the 

gender equality observations are used in the training for review panels, by decision-making bodies, and by research council staff. 
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German Research foundation (DfG): Awareness-raising 

activities within head office and review boards

the German research Foundation has carried out various awareness-

raising activities at their head office. the internal dFG Working Group 

‘equal opportunities in research and academia’ has reviewed related 

scientific literature and has developed a training module for members 

of the head office. the first training included a scientific presentation by a renowned scientist on aspects of information processing, 

Good practice example categorising, stereotypes and implicit bias. in a fol ow-up workshop, these aspects were further discussed in relation to practical aspects 

of the evaluation and decision processes at dFG. concrete measures 

have been developed that could further avoid possible judgement and 

decision bias, and recommendations and guidelines for panels wil  

serve as basis for further discussions with dFG review boards. review 

boards evaluate proposals to fund research projects and also monitor 

the review process to ensure that uniform standards are observed. 

therefore, they play a key role within the evaluation process. as a next step, these review boards will be asked to explicitly discuss aspects of implicit bias, paying particular attention to gender bias, in one of their forthcoming review meetings. 
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Science foundation Ireland (SfI): Unconscious bias training

one of the objectives of the Science Foundation ireland Gender 



Strategy 2016–20208 is to ensure that the agency review process  

remains unbiased, as demonstrated by the annual gender- 

disaggregated analysis of the success rates of all funding 

programmes. 





to that aim, in 2016, all SFi staff, including the executive committee 

Good practice example and the Board of Management, received sector-specific, data-driven unconscious bias training by an external provider. Feedback and 

learnings from the session have been fed into process improvements 

within the organisation, such as expanded briefing to peer reviewers 

and a reconsideration of the information provided to review panels. 
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How to Monitor Gender eqUality


Introduction     

the european commission (ec) has communicated through the ‘She 

Figures 2015’ report9 that the under-representation of women at 

senior levels across both the public and private research sector is an 

issue in all european Member States. More fine-tuned data needs to 

be collected concerning research organisations in order to be able to 

actively tackle gender inequalities by taking measures that will provide effective solutions to known problems. 

the Science europe Working Group on Gender and diversity presents 

a number of recommendations on quantative indicators for gender 

equality monitoring. these are divided into four groups:

General recommendations about gender equality monitoring 

in research Funding organisations (rFos) and research 



performing organisations (rpos). 



indicators for the gender distribution in the national pool of 



researchers, where data should be col ected from national 



statistics. this section is relevant for both rFos and rpos. 





indicators specifically suitable for rFos. 



indicators specifically suitable for rpos. 

it is the hope of the Working Group that the recommended set of gender 

equality indicators can serve as an inspirational example for gender 

equality monitoring. of course, the recommendations are not meant 

to exclude the use of complementary indicators, such as bibliometric 

indicators. 

28

General Recommendations 



Organisations should define explicit objectives for gender  

 equality 







the general objectives can be linked to national objectives, or 





the organisation can choose to have more ambitious objectives. 



they should be explicit, measurable and monitored. 



Mandatory actions should be undertaken to meet the 

 objectives 









in order to make progress, there should be mandatory additional 



actions if an objective is not met. 



Gender equality data should be collected and indicators 

 

calculated annually, and the results should be made public 

 

on a regular basis   







Yearly data col ection makes it possible to observe changes, such 



as improvements in specific areas, thus helping an organisation  



to adapt its gender equality actions. if possible, success stories  



on actions taken to improve gender equality can be included in the 



progress reports. 
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Science foundation Ireland (SfI): Targets for women award 

holders and positive action

one of the objectives of the Science Foundation ireland Gender 



Strategy 2016–202010 is to achieve a target of 30% women award 

holders by 2020, against a benchmark of 21% in 2015. Several 

measures are envisaged in the strategy; however, in 2015 the Starting 

investigator research Grant (SirG) award programme incorporated a 

gender initiative, ensuring that half of eligible applicants are women. this Good practice example gender initiative led to an increase in the number of women applicants from 27% in 2013 to 47% in 2015. as a result of the usual peer-review 

process, of the 20 proposals awarded in 2015, 55% of awardees were 

women, compared to only 27% in 2013. additional y, SFi continues 

to al ow extended eligibility timeframes for applicants who undertook 

career breaks, and also annual y publishes gender-disaggregated data 

on funded award holders and research team members which inform 

redressing actions. 

Indicators for the Gender Distribution  

in the National Pool of Researchers

in order to find out if women or men are under-represented among 

applicants to a rFo or rpo, or among researchers employed at a rpo, a 

comparison should be made with the national ‘pool of researchers’. this indicator is calculated by looking at national statistics. 



Share of women and men, respectively, among researchers 



nationally
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the indicator should be broken down by:

•   scientific field 

•   age 

•   academic age, number of years since obtaining the phd  

(if available, the academic age is to replace the age) 

•   academic position 

•   sector, if relevant (for example, higher education, government, 

non-for-profit, or business)

Indicators for Research Funding Organisations

the indicators in this section are recommended for gender equality 

monitoring in rFos. the first group of indicators below concerns the 

applications for funding received. 



Share of women and men among main applicants



Share of women and men among successful main applicants



Success rate for women and men main applicants



Average size of grant for women and men

the success rate is the number of successful applications from women/

men divided by the total number of applications from women/men. 

these four indicators should be broken down by:

•   scientific 

field 



•   funding scheme 







•   age  





•   academic age, number of years since obtaining the phd  

(if available, the academic age is to replace the age)
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if relevant, these indicators can also be broken down by academic position and/or sector. 

the three first indicators above can be used to find out if women or men are under-represented among successful applicants and comparisons 

can be made against the indicator of the gender distribution in the national pool of researchers explained in part 2. the fourth indicator, the average size of grant for women and men, can be used to find out if women, on 

average, receive smal er or larger grants than men. 

in the case of large grants aimed at groups of researchers, the indicators above can be complemented by indicators that take into account the 

gender distribution of the applying groups. However, the gender of the 

principal investigator (pi) is still of interest, since the pi usual y has a decisive influence over the distribution of the grant. 

in some cases, rFos give prizes or awards for which there are no 

applications, but instead the candidates are nominated fol owing a 

procedure, such as for the austrian Wittgenstein award11 or the German 

leibniz prize.12 in such cases, data on the number of women and men 

nominees could be used instead of data on the number of applications 

from women and men. 

the last group of indicators for rFos address the gender balance in 

funding decision-making bodies, which are usual y peer-review panels. 



Share of women and men among reviewers



Share of women and men among heads of review panels



Share of women and men in funding decision-making bodies 
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these three indicators should, if possible, be broken down by:

•   scientific field   





•   funding scheme

these indicators can be used to find out if women or men are under-

represented among reviewers, heads of review panels, or in decision-

making bodies, respectively. 

For reference, the ambition when setting review panels is often that 

the share of women and men should be between 40 and 60 percent. 

exceptions are often accepted if there are very few women or men in the field national y (or international y, in the case of peer review panels with a high share of international members). 

Indicators for Research Performing Organisations

the indicators in this section are recommended for gender equality 

monitoring at rpos. the first group of indicators concerns the applications for external open research positions.13 

Share of women and men among applicants

Share of women and men among persons recruited

Success rate for women and men applicants

the success rate is the number of women/men recruited divided by the 

total number of women/men applying for a position. 
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these three indicators should be broken down by:

•   scientific field   



•   academic position 





•   temporary or permanent position 





•   part-time or ful -time position

these indicators can be used to find out if women or men are under-

represented among the recruited researchers. 

the next group of indicators address internal promotions for research 

positions in rpos. 



Share of women and men among applicants for promotion

Share of women and men among promoted researchers

Success rate for women and men applicants

the success rate is the number of promoted women/men divided by 

the total number of women/men applying for promotion. of course, this 

indicator can only be calculated if there is a formal application process for promotions. 

these three indicators should be broken down by:

•   scientific field   



•   academic position

these indicators can be used to find out if women or men are under-

represented among the researchers applying for promotion and/or among 

the promoted researchers. 
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in some cases, rpos give prizes for which there are no applications, 

but instead there can be a nomination procedure, as for the Gold, Silver and Bronze medals of cnrS.14 in such cases, data on the number of 

women and men nominees could be used instead of data on the number 

of applications from women and men. 

the next group of indicators for rpos address the gender balance in the recruitment or promotion boards and in the decision-making bodies. 



Share of women and men in recruitment or promotion boards 



Share of women and men among heads of recruitment or 



promotion boards

Share of women and men in decision-making bodies

these three indicators should, if possible, be broken down by scientific fields. 

these indicators can be used to find out if women or men are under-

represented in recruitment or promotion boards, among heads of 

recruitment or promotion boards, or in decision-making bodies. 

For reference, the ambition when establishing decision-making bodies is often that the share of women and men should again be between 40 and 

60 percent. exceptions are often accepted if there are very few women, 

or men, in the field at a rpo, or in the field in general, in the case of recruitment or promotion boards with a high share of external members. 
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the last indicator addresses the gender balance among the researchers 

employed at an rpo. 



Share of women and men among employed researchers

this indicator should be broken down by:

•  scientific field   





•  academic position 



•  temporary or permanent position 

•  part-time or ful -time position

this indicator can be used to find out if women or men are under-represented among the researchers employed at an rpo. comparisons can be made with 

the indicator on the gender distribution in the national pool of researchers. 

in addition, the average salary of women and men can be an interesting 

gender equality indicator, further broken down by academic position and scientific field. the average salary can also be broken down by age and number of years since completion of a phd. 
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How to improve   

Grant ManaGeMent Practices 

Introduction  





the underlying causes of the gender imbalance at decision-making 

levels across all sectors are numerous and complex. However, it may be 

beneficial to highlight the following:

1.   childbearing and caregiving are major determining factors for women leaving competitive research careers, but not the only factors; the lack of appropriate mentoring is also frequently cited and as such gender 

imbalance appears to be self-reinforcing.15  

2.  the working environment in research performing organisations (rpos) is often perceived as unsupportive of women candidates at all 

levels of seniority.16 

3.   one of the sharpest declines in the percentages of women in the traditional academic research career track occurs between the 

graduate and tenure track or permanent position career points. this is 

the so-called ‘leaky pipeline’.17 



Management policies related to research grants,18 as enforced by national and international research funding agencies, can have a direct and 

indirect effect on facilitating the flexibility and support required at critical career times for women researchers, such as, but not limited to, times 

associated with birth and caregiving. For example, beyond the direct 

measures to support researchers taking periods of maternity leave, the 

provision of support for paternity leave in couples where both partners are researchers is considered to be a significant indirect factor.19 providing the possibility to switch from a full-time grant to part-time grant if a more flexible time commitment is required, or the possibility of extending the grants at no cost, there are also indirect measures that can increase the likelihood of researchers being able to take their grants to completion while ensuring a suitable work-life balance. 

in order to review current practice in terms of grant management policies that are likely to affect the retention and progression of women in 
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research careers, a specific questionnaire was circulated among the Member organisations represented in the Science europe Working Group on Gender and diversity. 

the Working Group has collated and compared grant management policies 

from 17 national research Funding organisations (rFos), and three rpos 

across 15 european countries (see table a, p. 48) to identify current practice in terms of the management of researchers’ caregiving/family leave and any grant management initiatives which might promote the retention and progression of women in research careers. 

the surveyed organisations were asked to provide data related to the following aspects of grant management: (1) policies related to fully paid statutory maternity leave, such as the provision of supplementary grants for researchers on leave, or the possibility to extend research awards following a period of maternity/

adoption leave of the grant holder or a team member; (2) policies related to fully paid statutory paternity leave; and (3) the possibility of undertaking research projects on a part-time basis. 

Summary of Findings 

there is considerable variation in policies related to family leave across the surveyed organisations, which is mainly driven by differences among national welfare provisions. notwithstanding these differences, a number of remarkable similarities across organisational policies, in relation to the general post-award management of research awards, could be identified. the data collected as part of this survey can be viewed in table a (p. 48). the overarching observations stemming from the survey can be summarised as follows:  





1. the duration of statutory maternity leave20 ranges from 14 weeks (Germany, and lowest limit for Switzerland) to 43 weeks (Sweden). 

2. the duration of statutory paternity leave (which includes shared parental leave in certain countries) ranges from 0 days (austria) to 43 weeks  

(Sweden). 
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3. all new mothers employed by rpos receive 100% of their salary while on maternity leave. depending on the country and agency, there may be certain eligibility criteria which must be fulfilled in order to receive 100% of salary. 



the salary may be paid by the state, the employing rpo, the funding rFo, or a combination of all three. 

4. Most organisations21 allow their award holders to apply for no-cost extensions which allow extra time to complete the proposed research 

without extra funding. 

5. the possibility of undertaking research projects on a part time basis is available from most22 surveyed organisations. 

6. a significant number23 of the surveyed organisations have specific additional grant management initiatives to retain women within research careers. 

7. With a few exceptions,24 the policies described herewith are applicable to all funded research team members, including graduate students. 

 

Support during Maternity Leave

the levels of statutory maternity leave available across the relevant countries of the surveyed organisations range in duration from 14 weeks (Germany, and lowest limit for Switzerland) and 43 weeks (Sweden). the question 

was asked as to what extent rpos that employ researchers would pay the 

salary of researchers taking up a period of maternity leave. the percentage of current salary or cash amount provided by the state as statutory maternity pay varies considerably and ranges from a payment comparable to 

unemployment benefit in that country to 100% of the researcher’s salary. in some countries, the state pays 100% of the researcher’s salary as statutory maternity pay. in countries where the maternity pay is provided by the rpos, it ranges from 75% to 100% of the researcher’s salary. the rpos then 

usually receive a partial or total refund by the state, in accordance to the different national statutory maternity pay amounts. 
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Science foundation Ireland (SfI) and Research Councils UK (RCUK)

in the uK and ireland, the state does not pay the full salary of employees on statutory maternity leave. However, most rpos and universities have a policy to provide 100% of their salary to their employees on maternity leave, including researchers whose salary is funded through research grants, which can leave the rpos and universities financially exposed in these circumstances. in order to remove any perceived barrier towards the hiring of women researchers, research councils uK and the Science Foundation ireland provide additional Good practice example funding to rpos and universities to supplement the statutory maternity pay to 100% of the employee’s salary when team members funded through research grants take a period of maternity or adoptive leave. 

 

 

 

Swiss National Science foundation (SNSf)

in the case of adoption, where the customary local rules provide for less than two months’ adoption leave, the Swiss national Science Foundation will finance a full two-month leave and the continued payment of salary. additionally, if it is necessary to employ a replacement to ensure the successful continuation of the research work during maternity or adoption leave, SnSF may approve such an arrangement and take responsibility for the corresponding additional costs. 

Good practice example  
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Support during Paternity Leave

With the exception of a few countries – notably norway and Sweden, where both parents have the right to share the parental leave after the birth of a child – 

statutory paternity leave in the countries of the surveyed organisations generally has a limited duration. in most surveyed organisations, no policies have been implemented to provide additional supplementary grants to fathers who might want to take a period of family leave. 



 

Swiss National Science foundation (SNSf)

Mobility grant holders (early and advanced postdocs) at the Swiss national Science Foundation who become fathers may be granted paid paternity leave of up to four months in the course of a fellowship, if applied and justified, beyond the provisions of the Swiss welfare system. 

Good practice example  

 

flexibility on Time Commitment

 No-cost Extensions

the majority of the surveyed organisations25 allow grant holders to request no-cost extensions26 of their research grants. While in most organisations the granting of an extension on the grounds of family leave is not subject to any separate policy, some organisations can grant automatic extensions to research grants when the holder takes a period of family leave. 
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German Research foundation (DfG)

at the German research Foundation), fellowships are extended by three months for new mothers, based on the three-month national statutory maternity leave. 

Men and women fellows with children can extend their fellowships for up to 12 months. alternatively, unused months from this extension can be converted into funding for child-care costs. 



Good practice example  

 

Research foundation flanders (fWO)

at research Foundation Flanders, phds and postdoctoral fellowships can 

be suspended during pregnancy/maternity or parental leave, in which case a no-cost extension is automatically granted. additionally, beneficiaries of a pre- or postdoctoral fellowship at FWo, who may be required to perform a certain amount of additional tasks by their host institution – such as teaching, clinical tasks or administrative duties – are relieved from these obligations during periods of maternity/paternity leave. 

Good practice example

 

Swiss National Science foundation (SNSf)

the Swiss national Science Foundation may, at the grantees’ request, extend the duration of the grant so that it covers the period of continued salary payments in the event of maternity, adoption or other periods of absence. 

the grant may be extended by one year at the most. 



Good practice example
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Part-time Work Options for Researchers 

the majority of organisations27 allow for research grants to be received on a part-time basis by grant holders. For selected career development grants, such as the Science Foundation ireland industry Fellowship,28 flexible time commitment is built into the programme call and is approved at the evaluation stage. Such schemes were not included in the survey, which was limited to grant management provisions. post-award requests to change from full- to part-time are generally dealt with by the rFos on an ad hoc basis. 



 

Swiss National Science foundation (SNSf)

the Swiss national Science Foundation 120% Support Grant29 is aimed at 

postdoctoral researchers who are at an important stage in their career, but also need to look after their children, so therefore need more flexibility. the grant helps researchers to find the right balance between their academic career and family commitments by enabling part-time employment. the grant allows researchers to reduce their work-time percentage and hire a support person for the same period. 

Good practice example

 

German Research foundation (DfG)

at the German research Foundation, men and women grant holders can 

reduce working hours by as much as 50% due to family reasons, and by as much as eight hours per week when returning from family leave. alternatively, research projects can also keep running despite the absence of a researcher due to family reasons; this can last for up to six months. in such a case, given sufficient justification and a management plan from the grant holder, the grant is extended correspondingly and the grant holder can apply for additional funding Good practice example to support the management of the grant during their absence. 
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Table A   



data on Grant Management practises in Science europe Member organisations represented in the Working Group on Gender and diversity

Organisation

Statutory  

RPO or RfO

Country

Maternity LeaveA

Science Foundation Ireland 

(SFI)

RFO

Ireland

26 weeks

2 weeks

100%









Research Councils UK (RCUK)

RFOC

UK

39 weeks

10 daysD 

100%









Austrian Science Fund (FWF)

RFO

Austria

16 weeksE



N/AF 

N/AG 









Research Foundation Flanders 

(FWO)

RFO

Belgium

15 weeks

10 days

100%









Danish Council for  

Independent Research (DFF)

RFO

Denmark

26 weeks

2 weeks

100%









Danish National  

Research Foundation (DG)

RFO

Denmark

26 weeks

2 weeks

100%









German Research  

Foundation (DFG)

RFO

Germany

14 weeks

N/AH

100%









Netherlands Organisation for 

Scientific Research (NWO)

RFO

Netherlands

16 weeks

3 days

100%









Research Council of Norway 

(RCN)

RFO

Norway

49 weeks



10 weeksI

100%









Spanish National  

Research Council (CSIC)

RFO

Spain

16 weeks

2 weeks

100%









Swedish Research Council (VR)

RFO

Sweden

13 up to 43 weeks

2+13 up to  

J

2+43 weeks

100%









Swiss National Science  

Foundation (SNSF)

RFO

Switzerland

14–20 weeksK 

3 days

100%









National Institute for  

Nuclear Physics (INFN)

RFO

Italy

24 weeks

1 day

100%









National Centre for  

Scientific Research (CNRS)

RPO

France

16 weeks

2 weeks

100%





N/A

N/A

French National Research 

Agency (ANR)

RFO

France

16 weeks

2 weeks

100%









Slovenian Research Agency 

20 days up to 33 

(ARRS)

RFO

Slovenia

52 weeksL

weeks

100%









Estonian Research Council 

(ETAG)

RFO

Estonia

82 up to 94 weeksM

10 days

100%








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Statutory  

Statutory  

Paternity Leave

Organisational Policy

A

 Maternity PayB  

Supplementary 

Supplementary 

No-cost  

Option for  

Maternity Grants

Paternity Grants

Extensions


part-time work

Science Foundation Ireland 


(SFI)

RFO

Ireland

26 weeks

2 weeks

100%









Research Councils UK (RCUK)

RFOC

UK

39 weeks

10 daysD 

100%









Austrian Science Fund (FWF)

RFO

Austria

16 weeksE



N/AF 

N/AG 









Research Foundation Flanders 

(FWO)

RFO

Belgium

15 weeks

10 days

100%









Danish Council for  

Independent Research (DFF)

RFO

Denmark

26 weeks

2 weeks

100%









Danish National  

Research Foundation (DG)

RFO

Denmark

26 weeks

2 weeks

100%









German Research  

Foundation (DFG)

RFO

Germany

14 weeks

N/AH

100%









Netherlands Organisation for 

Scientific Research (NWO)

RFO

Netherlands

16 weeks

3 days

100%









Research Council of Norway 

(RCN)

RFO

Norway

49 weeks



10 weeksI

100%









Spanish National  

Research Council (CSIC)

RFO

Spain

16 weeks

2 weeks

100%









Swedish Research Council (VR)

RFO

Sweden

13 up to 43 weeks

2+13 up to  

J

2+43 weeks

100%









Swiss National Science  

Foundation (SNSF)

RFO

Switzerland

14–20 weeksK 

3 days

100%









National Institute for  

Nuclear Physics (INFN)

RFO

Italy

24 weeks

1 day

100%









National Centre for  

Scientific Research (CNRS)

RPO

France

16 weeks

2 weeks

100%





N/A

N/A

French National Research 

Agency (ANR)

RFO

France

16 weeks

2 weeks

100%









Slovenian Research Agency 

20 days up to 33 

(ARRS)

RFO

Slovenia

52 weeksL

weeks

100%









Estonian Research Council 

(ETAG)

RFO

Estonia

82 up to 94 weeksM

10 days

100%








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Organisation-specific Grant Management Initiatives

Austria  

 

 

Austrian Science fund (fWf)

Time flexibility: all applications from independent researchers allow for time flexibility. this researcher is defined as a principal investigator whose salary is to be paid from the funding provided for the project; this disposition is available in a series of programmes. 

Supplementary funding: in the career development programmes for women, the FWF pays for kindergarten: project leaders who are have a full-time employment contract can receive a child allowance of €9,600 per child per year (gross, including all employer’s and employee’s contributions; to be paid in 12 

payments per year) until the third birthday of the child. 

Gender-disaggregated Data Collection: the breakdown of FWF-funded projects and programmes by gender is monitored through annual reports. 

further Information: 

  

https://www.fwf.ac.at/en/research-funding/applications-from-abroad/ 

https://www.help.gv.at/portal.node/hlpd/public/content/143/Seite.1430100.html Career development programmes for women: 

 

http://www.fwf.ac.at/en/research-funding/fwf-programmes/firnberg-

programme/ 





http://www.fwf.ac.at/en/about-the-fwf/publications/  
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Belgium 

Research foundation flanders (fWO)

Time flexibility: phds and postdoctoral fellowships can be suspended during pregnancy, family or parental leave. the grant period for research positions is extended with family and parental leave, in which case a no-cost extension is automatically granted. 

family/Parental Leave: phd and postdoctoral fellows can benefit from the statutory 15 weeks of maternity leave or of paternity leave; additionally, unpaid parental leave is possible, either full-time or part-time. during periods of maternity leave and full-time parental leave, additional tasks, which host institutions may require from FWo-funded phd or postdoctoral fellows, are suspended and the grant recipient’s salary is covered by default. 

Gender-disaggregated data collection: FWo keeps track of applications and success rates of men and women applicants throughout all calls for 

funding. Similarly, FWo monitors grant management as well as the research outcome for gender by collecting gender-disaggregated data, though mostly on principal investigator-level only. 

the analysis of this monitoring is used internally for policy updates, and results are also published in the annual reports and policy reports, which may be downloaded freely at http://www.fwo.be/en/publications/. the annual report for 2012 was devoted entirely to the topic of gender and diversity (see http://www.fwo.be/media/184812/FWo-annual-2012.pdf). 



programme regulationsand specificities are updated on a regular basis 

depending on specific needs or policy choices by FWo governance or in 

compliance with national and regional laws or stakeholder requirements. 







further information: 



http://www.fwo.be/en/the-fwo/organisation/hr-strategy/  



http://www.fwo.be/media/184812/FWo-annual-2012.pdf    

http://www.fwo.be/media/205292/Folder-2013.pdf
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Denmark 

Danish Council for Independent Research (Dff)

Time flexibility: dFF allows grant holders to apply for a no-cost extension to extend the project of a time equivalent to the statutory maternity leave taken by the grant holder and other members of the research team. 

Gender-disaggregated Data Collection: dFF does collect and analyse gender-disaggregated data at the reporting stage. 



Danish National Research foundation (DG)

time Flexibility: For employees paid by a dG grant, in the case of family leave that extends beyond the stated closing date, the host institution may apply for a grant to cover additional expenses. 

Estonia 

Estonian Research Council (ETAG)

Time flexibility: no-cost extension of the grants due to parental leave can be requested. 
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Germany 

German Research foundation (DfG)

Time flexibility, family/Parental Leave and Supplementary funding: 

researchers can apply for extra funding, for example for an assistant in the project to carry out routine work, while on maternity leave or when working part-time. 

if a member of the staff has right to the extension of their working contract, the dFG will provide funding for temporary replacements during family leave. 

if an expectant mother’s research involves dealing with material with mutagenic and reproductive toxicity properties, a substitute researcher can usually be funded using the financing already granted by dFG. 

if required, additional funding can be provided to support a grant holder during family leave or during part-time work due to family reasons. 

Specific Schemes: in collaborative projects, extra funding (a lump sum payment) can be provided. this may be used for: 



recruitment of additional women project leaders. 



career development measures, for example mentoring programmes, 





coaching, or participation in networks. 



Family-friendly measures, for example to set-up a home office or a parent-child office, or to provide emergency childcare during meetings. 

further Information: 

  

http://www.dfg.de/en/research_funding/principles_dfg_funding/equal_

opportunities/index.html 
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Ireland 

Science foundation Ireland (SfI)

Time flexibility: research grants can be managed on a part-time basis by grant holders. For selected career development grants, such as the Science Foundation ireland industry Fellowship, flexible time commitment is built into the programme call and is approved at the evaluation stage. For these, and other research grants of larger scale, requests to change from full- to part-time are considered at grant management stage, and dealt with on an ad hoc basis. 

family/Parental Leave: no-cost grant extensions and reporting extensions during and after family-related leave can be granted. See ‘Supplementary Funding’ below. 

Supplementary funding: the SFi Maternity/adoptive allowance provides funding that can be used to hire additional staff to support the administration of the project, to hire a replacement team member or to extend the project so that the team member can complete their work after returning from family leave. 

Gender-disaggregated Data Collection: the gender breakdown of SFi-funded researchers (including grant holders, postdoctoral and pre-doctoral researchers, technical and administrative/management staff) in all programmes is monitored through annual reports and progress reviews, and published annually in the SFi annual report. 

Specific Schemes: in the SFi Gender Strategy 2016–2020, a target of at least 40% reviewers of each gender in all evaluation, remote and sitting evaluation panels/committees, including for on-site progress reviews, has been set. 



further Information:  http://www.sfi.ie/funding/sfi-women-in-science.html 54

Italy 



National Institute for Nuclear Physics (INfN)

 

Time flexibility: Working time for all researchers is flexible. 

family/Parental Leave: Grant extensions during maternity or parental leave are guaranteed and it is financially supported by the national social system (80%) and inFn (20%). 

Supplementary funding: limited support can be given to partially cover kindergarten. 

further information: https://web.infn.it/cuG/

The Netherlands

Netherlands Organisation for Scientific Research (NWO)

Time flexibility: no-cost extensions are usually granted up to 16 weeks or longer if extra (not paid for by the government) parental leave is taken with a usual maximum of three months. 

further Information: 



http://www.fom.nl/live/overfom/netwerken/Fomv_netwerk/fomv.pag 



http://www.nwo.nl/en/policies/gender+diversity/gender+balance+in+ 

research+funding
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Spain 

Spanish National Research Council (CSIC)

family/Parental Leave: cSic is a public rpo, therefore maternity (16 weeks) and paternity (2 weeks) leaves and measures are regulated and follow the government legislation. there is a ‘breastfeeding leave’ of one hour reduction per working day until the child is 12 months old. cSic also has a kindergarten close to the headquarters for the children of cSic employees. 

Time flexibility: pre-doctoral and postdoctoral contracts can be extended for a period equal to the duration of family leave. 

Gender-disaggregated Data Collection: Since 2002, the cSic committee for Women and Science advises the presidency of cSic to improve the status of women researchers. the committee publishes annually disaggregated statistics of the status of scientific staff, including pre- and postdoctoral contracts. 

further information: http://www.csic.es/web/guest/mujeres-y-ciencia 56

Sweden

Swedish Research Council (VR)

Time flexibility: Grant pauses with extended time for parental leave are guaranteed by Vr. 

family/Parental Leave: the salary of the researcher on parental leave is provided by the national social system (about 80%). often the hosting university complements the national social system up to 100%. 

Supplementary funding: none. Kindergarten for small children is available (and affordable) by the national social system, as well as medical care. 

Gender-disaggregated data collection: Vr has been collecting and analysing gender-disaggregated data regarding applicants since 2003. the gender 

equality analyses are published regularly. Moreover, gender-disaggregated data is published yearly in the council’s annual report. if the success rates are different for women and men, the respective scientific sub-council must explain the difference and present a plan to rectify the situation. 

also, every other year, the council conducts gender equality observations of a selection of peer review groups and the results of the observations are published. 

the analyses and the observations are used in gender equality education of decision-making bodies, of peer-review groups and of council staff. 

further information: Vr has had a gender-equality strategy since 2003. also, since 2014, Vr is commissioned by the government to gender mainstream all its activities. 

See: http://www.vr.se/inenglish/researchfunding/assessment/

genderequalitystrategy.4.5636787314bdfb2e125be7a1.html 
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United Kingdom 

Research Councils UK (RCUK)

family/Parental Leave: a specific briefing on rcuK Family and shared parental leave and pay can be found here: http://www.rcuk.ac.uk/documents/

skills/rcukmaternitybriefing-pdf/

Time flexibility: rcuK allows grant holders to apply for a no-cost extension to extend the project for up to 12 months following statutory maternity leave taken by a team member. the policy applies to funded team members including students, but not to grant holders or pooled staff. training grants allow for studentships to be extended by 12 months. 

For rcuK grants, host institutions are compensated at the end of the grant to cover any additional net costs that cannot be met within the cash limit of the grant for family and shared parental leave for staff employed on the grant. 

note: where students are not employees (most cases) they are not covered by statutory maternity leave and pay. However, rcuK-funded students are allowed six months full stipend and six months unpaid leave. 

Gender-disaggregated Data Collection: rcuK collects and publishes gender-disaggregated data on the student populations it supports. the latest 

data can be found at http://www.rcuk.ac.uk/documents/documents/research 

councilsdiversitydataapril2016-pdf/
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Glossary of Grant Management Terms

family leave: Family leave includes statutory maternity, paternity and adoption leave where statutory pay (general y up to full salary) is received by one or both new parents, who legal y retain their employment post during their absence. 

Gender-disaggregated data:  Gender-disaggregated data refers to 

information on research team members that has been (1) col ected from 

multiple and different research awards; (2) compiled into aggregate data – 

i.e. summaries of data – typical y for the purposes of publishing, reporting or statistical analysis; and then (3) broken down by gender and other parameters, such as funding programme, year, and so on. For example, data on postdoctoral researchers funded by a research centres programme in a specific year are gender-disaggregated if the number of women and men researchers is broken down. 

Grant Management: the post-award phase of the research funding process that begins when an applicant signs an agreement with a funder to accept a grant award, and becomes a grant holder. 

Parental Leave: parental leave in this document is intended as leave where a parent is legal y al owed to be absent from work on the grounds of caregiving to their children, with a salary reduction or with no salary. these provisions have not been surveyed in this study. note that in some countries the term 

‘parental leave’ is used to define paid family leave. 

Research Grant Holder:  a grant holder is an independent researcher (or principal investigator (pi)) who holds an award (‘grant’) from a funding agency. 

the grant holder is responsible for the technical direction of a funded research programme and the submission of reports to the agency. 

Research team member: this definition includes the grant holder and the postdoctoral researchers, phd candidates and research assistants funded by the grant. 
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Researcher:  a researcher in this document is the holder of a phd or equivalent, who will be an employee of a research performing organisation (rpo), either on a permanent or on a temporary basis. as such, the researcher may be a research grant holder or a research team member. in the former case, the researcher’s salary will general y be paid by the employing rpo (except, for example, for the recipients of individual research fel owships). in the latter case, the researcher’s salary will be paid through a research grant. 

For the purpose of this document, phd candidates are also included in this definition, even though in most cases they will not be employees of rpos and as such the same welfare conditions might not apply. 

Statutory maternity leave: the amount of time that a woman is legal y al owed to be absent from work in the weeks before and after she has a baby and during which she is entitled to receive statutory maternity pay. 

Statutory maternity pay: Money that must by law be paid to a woman during the time she is al owed to be absent from work in the weeks before and after she has a baby. 

Statutory paternity leave: the amount of time that a man is legal y al owed to be absent from work in the weeks before and after his partner has a baby, and during which he is entitled to receive statutory paternity pay. 

Statutory paternity pay: Money that must by law be paid to a man during the time he is al owed to be absent from work in the weeks before and after his baby is born. 
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Notes Table A (page 48)

a  Maximum duration, based on a ful -time employment contract. 

B  as covered by rpos, state or funding agency. 

c  Some uK research councils have a mixed function; for the purpose of this report, however, all are counted as rFos. 

d  partners may be entitled to up to 50 weeks of shared parental leave; this may include paid and unpaid leave, depending on the individual circumstances. 

e  For employees in austria the amount of statutory maternity pay is based on the employee’s net wage during the last three months of employment. additional y, the employee will receive an extra amount for benefits such as vacation and christmas bonuses. expectant mothers are not al owed to work beyond the eighth week prior to the expected delivery date as they are then official y on maternity leave ( Mutterschutz). 

F  in austria, a statutory paternity leave, cal ed parental leave, is possible in combination with childcare al owance after the birth of the child. this al owance can be shared between women and men after the baby is born and until the child is 36 months old. there are two models parents can choose between: flat-rate childcare allowance, and income-related childcare allowance. 

in the first model, the range is between 30+6 to 12+2 months shared between the mother and father under certain circumstances. the amount of money ranges from €436 to €1,000  

per month. the second model al ows a maximum of 12+2 months, shared between the parents and results in 80% of the income with a €2,000 upper limit. 

G  For austrian employees, maternity pay is intended as financial support for the expectant mother during this period and is paid as a substitute for missed income. the amount of statutory maternity pay is based on the employee’s net wage during the last three months of employment. 

additional y the employee will receive an extra amount for benefits such as vacation and christmas bonuses. the money will be provided by the health insurance. 

H  in Germany, additional y to statutory maternity and paternity leave, it is possible to take an additional period of paid parental leave of up to 48 weeks, which can be taken by either the mother or the father. in cases were both parents take at least two months of parental leave, this is extended to up to 56 weeks. dFG provides funding for both maternity and parental leave. 

i   in norway, new parents can take up to 49 weeks of 100% paid family leave (cal ed ‘parental leave’) which includes: 3 weeks before birth, reserved for the mother; 10 weeks after birth, reserved for the mother; 10 weeks after birth, reserved for the father; and a remaining 26 weeks, to be shared by the parents as they wish. the weeks reserved for the father cannot be transferred to the mother. this means that if the father does not take his weeks of leave, the total duration of the parental leave is reduced accordingly. in addition to the statutory pay, there might be legal options of extra leave, with reduced or no pay. 

J  in Sweden, parental leave is 56 weeks, with 13 weeks reserved for each parent. as such, the maximum statutory maternity leave is 43 weeks and the minimum is 13 weeks – in which case the father can take 43 weeks (maximum) of parental leave (on top of the 2 weeks al owed to the father in connection with the birth of the child). additional y, there are an additional 13 weeks of unpaid, or very low-paid, parental leave that can be distributed between the parents as they wish. 

K  ranges across different cantons. 

l  in Slovenia, according to the national law that regulates parental protection, each of the parents has a right to family leave (cal ed ‘parental leave’) of up to 19 weeks, 14 weeks of which can be transferred by the mother to the father. the father also has the possibility to transfer the whole parental leave to the mother. taking into account the 15 weeks of fixed maternity leave; mothers are entitled up to 52 weeks and fathers up to 33 weeks of paid leave for childcare. 

Statutory paternity pay only covers 90% of the father’s salary. 

M  in estonia, family leave includes 20 weeks for the mother, of which she can take up to 10 weeks before birth, while 62 weeks (435 days) are paid parental leave that can be shared by parents as they wish. parents are entitled to unpaid parental leave from there on until the child is 3 years old (up to 94 weeks of unpaid leave). 
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Notes and References

1  http://www.smartfutures.ie/sites/default/files/resources/basic/SFi%20Smart%20Futures%20 

 SteM%20research%20Final%20report%202014.pdf  



2 http://www.sfi.ie/assets/files/downloads/publications/organisation%20publications/SFi%20 

 Gender%20Strategy%202016-2020 



3 https://implicit.harvard.edu/implicit/takeatest.html

4  http://advance.umich.edu/stride.php  





5  https://www.nsf.gov/funding/pgm_summ.jsp?pims_id=5383  





6  http://www.cnrs.fr/en/research/awards.htm

7   observations 2015: https://publikationer.vr.se/en/product/a-gender-neutral-process/

8   http://www.sfi.ie/assets/files/downloads/publications/organisation%20publications/SFi%20 

 Gender%20Strategy%202016-2020

9   https://ec.europa.eu/research/swafs/pdf/pub_gender_equality/she_figures_2015-final.pdf 10  http://www.sfi.ie/assets/files/downloads/publications/organisation%20publications/SFi%20 

 Gender%20Strategy%202016-2020

11  https://www.fwf.ac.at/en/research-funding/fwf-programmes/wittgenstein-award/ 



12  http://www.dfg.de/en/funded_projects/prizewinners/leibniz_prize/

13  “researcher” is defined in, for example, She Figures 2015. often the term “academic staff” 

is used. 

14  http://www.cnrs.fr/en/research/awards.htm

15  reaching Gender equity in Science: the importance of role Models and Mentors, Science (careers Magazine), Feb 2010   



16  Fix the System, not the Women, Science (careers Magazine), Jan 2011 



17  http://www.irishtimes.com/news/education/universities-sign-up-to-gender-equality-  

 charter-1.2091578  

18  the terms “grant” and “award” are used interchangeably throughout this document. 



19  http://www.theatlantic.com/magazine/archive/2014/01/the-daddy-track/355746/

20   terminology varies across countries. See the Glossary (p. 60) for clarity. 



21  See table a, p. 48   



22  See table a, p. 48   





23  See table a, p. 48   





24  See table a, p. 48  

25  See table a, p. 48   



26  a no-cost extension is permission to extend the duration of the project without extra funding. 

27  See table a, p. 48   



28  http://www.sfi.ie/funding/funding-calls/open-calls/industry-fellowship-programme-2016.html 29  http://www.snf.ch/en/funding/supplementary-measures/120-support-grant/pages/default.aspx 63
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