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Dear Reader,

The Danish Society for Women in Science is a national non-profit 

organization committed to bridging the gender gap in Denmark, by liaising 

closely with the Universities, funding agencies, industry and government.

DANWISE represents women from academia, industry and business that span 

Science, Technology, Engineering, Mathematics and Medicine (STEMM), 

as well as the Humanities.

DANWISE aims to reduce the gender gap by promoting initiatives and 

programs that: 

i. Increase awareness of gender imbalance in the STEMM areas in 

Denmark

ii. Improve the hiring and promotion of women into more senior academic 

and industry positions

iii. Instill new policies that improve gender diversity in Danish Universities 

and in industry

Sincerely,

The Editor 

University of Copenhagen Career Day at the Panum

Institute, October 10th 2019.

On the International Women’s 

Day, March 8th 2019, DANWISE 

was officially launched at the 

University of Copenhagen 

(UCPH). Prorector of UCPH, 

Bente Merete Stallknecht, 

opened the event and cut our 

celebratory cake.

DANWISE co-hosted the ”Lead the Future” event with the Above &

Beyond group at Aarhus University on December 2nd 2019.

DANWISE attended the L'Oréal-UNESCO “For

Women in Science” Awards, May 15th 2019.

Quick Stats

o During 2009-2017, women in Denmark

had lower success rates of receiving

grants from the Danish Government in

the basic science and health research

fields

o In Denmark, the pay gap between men

and women is almost 10% in the private

sector (McKinsey & Company, 2018)

o Only 21% of female Ph.D. graduates

are promoted to Professor level in

Denmark (Ministry of Higher Education

and Science report 2019)

www.danwise.org page 1 of 4

On March 8th 2020 

DANWISE celebrates its 

first year as an NGO!

4th April 2020, Copenhagen

DANWISE annual general meeting 

13th March 2020, Aarhus

AU “Promoting Diversity” conference

21st May 2020, Aarhus

CV writing and negotiating skills workshop

August 2020, Copenhagen

Grant writing workshop

https://danwise.org/
https://danwise.org/event/conference-promoting-diversity/
https://danwise.org/facts-and-statistics/hiring-statistics/
https://danwise.org/about-us/the-danwise-team/
https://danwise.org/event/open-talk-lead-the-future/
https://danwise.org/
https://danwise.org/events/


Often we hear the opinion that we should not create grants/quotas only for females because the potential applicants

will find it humiliating. What are your thoughts? According to the official evaluation report on the DFF website, a few female

researchers stressed this point of view. However, in my opinion there is a big difference between quotas for positions and a

program directed towards female research leaders. The YDUN program was not about positions, but on giving female

researchers a better chance in the competition for positions. Unfortunately, not everyone has seen it that way. The case ended

up with some political scepticism towards DFF from some parties and caused many sleepless nights for me. My conclusion

was that I would not propose such a program again. Nevertheless, we formulated an “Equal opportunities policy” for the

organisation (DFF Ligestillingspolitik). We introduced new initiatives in order to increase awareness and to contribute to an

improved gender distribution among the grant receivers. We decided to provide time compensation for maternity/paternity

leave and family-related absence with a factor 2 in relation to the actual absence by applications with limitation of PhD age.

Furthermore, applications for grants of major research projects should account for the gender distribution in the group of

researchers to be established, although, the gender composition is not an assessment criterion itself. The relevance of the

latest initiative was not well understood among the applicants. However, data from Norway has provided some evidence that

such an initiative is a successful tool by eliminating unconscious gender bias and I believe it had a positive effect in Denmark,

too. By stressing this point in applications we created awareness with the project manager about the gender problem and

therefore more awareness of the favourable effects of a broader composition in research groups.

BACKGROUND

The Independent Research Fund

Denmark (DFF) is apart of the Danish

national budget. In 2019, DFF was

awarded 1.172 million Danish kroner.

DFF funds specific research activities

within all scientific areas that are

based on the researchers' own

initiatives to improve both the quality

and internationalization of Danish

research output. In addition, DFF

provides advice in all scientific areas

for the Danish Minister for Higher

Education and Science, the Danish

Parliament and the Government. You

can learn more about the foundation

by visiting their website and find a

grant to apply for here.

Former chairman of the Independent Research Fund Denmark 

(Danmarks Frie Forskningsfond)

Peter Munk Christiansen

Recent analytics indicate that less women apply for research grants

than men, and amongst those that do apply, women have a reduced

grant success rate compared to their male counterparts. To address this,

Danmarks Frie Forskningsfond (DFF) has made changes to their granting

policy from a male-dominated to a more gender-balanced one. This was

achieved by specific strategies; they provided equal opportunities for both

genders, and recruited more female talents. In 2014, the DFF initiated a

gender equality funding program for female researchers, called YDUN. Close

to 500 women applied for the grant and, due to the enormous amount of

applications, only 3% of them could be funded. Overall, the program was

interpreted to be a success and to promote female leaders in research.

Politically, the YDUN grant roused some dissent and was accused of reverse-

discrimination. As a result, the program was abandoned.

Peter, could you tell us more about your time as chair of DFF? The story

starts in 2013 when I became the chair of DFF. We organised a conference

where we gathered all the 84 members of DFF plus external parties to address

the topic of gender equality. During the course of the meeting we realised that we

may all be unconsciously biased against women. We then decided to address

DFFs current gender balance politics. So, I suggested to the minister for

Research, Innovation and Higher Education, Morten Østergaard to create a

program only for female research leaders. This program was very similar to the

former FREJA program in the 1990s and a program called “Kvindelige

forskningsledere” in 2007-2008. I remember I was on a conference in Berlin

when I received the e-mail asking about the name of the program. I thought: the

first program was called FREJA, after the Nordic goddess, and suddenly it came

to me… Ydun is a Nordic goddess associated with youth. So, there it was!

Younger women Devoted to a UNiversity career. Although we got an extremely

large amount of applications we could fund only 3% of the applicants, so the

overall success rate was low. Nevertheless, the program proved to have an

impact since a huge number of female scientists got inspired in the first round

and was ready to apply for the next ordinary call. In another sense, the program

was not a success itself. There were a lot of political discussions and the

spokesperson of the Liberal Party (Venstre) mobilized a collision against the

program. Apparently, such a program was OK when the Liberal Party were in the

government, but not when in opposition.
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https://dff.dk/en/application/#calls
https://danwise.org/


Why is it difficult to involve female members in the board of the granting bodies? The members of the councils are

chosen based on the recommendation of external parties, most often the universities, but also other organisations. Despite the

fact that DFF reminds them constantly to propose a sufficient number of female and male professors to the board, the number

suggested female professors is far from sufficient.

What can the universities do to increase the number of female

professors? They should suggest more female members for the

councils, as well as for prizes and travel grants of the Elite Research

Initiative (EliteForsk). The department heads should encourage

potential female applicants to apply for grants. The number of female

professors has increased in our department, although, I have to admit

that we have the lowest number of female researchers (amongst the

departments of the School of Business and Social sciences at Aarhus

University) and this number has not changed much while I have been

the head of the department. On the other hand, I have to accept that

we should do what we can. But, if we don’t have enough female

applicants, we cannot appoint good candidates for the positions. So,

the problem is not a one-man problem, but rather roots in the whole

society.

Why does your department have the lowest number of female researchers at Aarhus University? Unfortunately, our

department has been male-dominated for a long time. It took a long time before the first female professor was hired. Therefore,

we have missed out on having good female role models until around six to seven years ago. Despite the fact that our

department has continuously open positions, we receive too few applications from female researchers. What I personally

experience as head of the department is that women in early career stages are less mobile than males. I think our role is to

encourage and enlighten possibilities and career paths for our younger female colleagues. All in all, I believe our problem lies in

the fact that we do not receive enough strong female applicants for associate and assistant professor positions, so we must

strengthen this layer.

What would be your advice to alter the tendency that less women apply for grants and higher leadership positions? I

don’t have any quick fixes. Nobody has. The main thing is to have sufficient awareness, especially at the department

management level where the real decisions are made. When we select the applicants for a job interview, I make sure that

amongst the decision makers there are also females to avoid unconscious biases. I think it is also important to enlighten the

path and possibilities for younger female colleagues – to give them sufficient mentoring.

How do we get women to risk more in case of applications as well in working their way up towards department chairs?

Danes are modest. They are modest in pushing themselves forward. So, I think it is the responsibility of department heads to

be aware of female talent and encourage them to apply for grants and research prizes or promotions. Having a role model at

the early career stage helps. Furthermore, family-friendly working conditions are important, such as avoiding early and late

teaching hours for employees with small children. Small things at work places can have a high impact.

Read more on the topic:

Danmarks Frie Forskningsfond (DFF)

DFF Equal Opportunities Policy

YDUN

• Videnskab.dk article

• Ministry of Higher Education and Science (YDUN grants)

EliteForsk (Elite Research Initiative)

UPCOMING INTERVIEWS

Jenifer Clausell-Tormos, PhD

Founder and CEO of Develop Diverse, a 

company that provides technological tools for 

bringing diversity to the workplace.

www.developdiverse.com

Ashley Pearcy Buitenwerf, PhD

Wildlife ecologist, lecturer at Aarhus 

University, and Science Communicator. 

Dr. Buitenwerf coordinates events to promote 

women and girls in Science.

ADVICE

❖ Have a gender equality strategy; ask applicants

to report on gender composition and know your

own data and monitor them.

❖ The management must take responsibility for

equal opportunities for men and women.

❖ Department heads must be more aware of

female talents and to a higher degree suggest

them for awards and boards, and mentor the

women towards applications, jobs, international

stays etc.

Additionally, we have monitored the composition of the decision-making bodies at the academic level to further both the

diversity and quality of Danish research. Our target is that the under-represented gender should account for at least 40% of all

boards, academic councils, sub-councils, and external assessor groups. We still have difficulties with some of the councils to

involve the appropriate number of female members. For example, it is highly challenging to involve female professors in the

board of medical sciences where only 8% are women and 92% are men.
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https://danwise.org/
https://dff.dk/en/about-us?set_language=en
https://dff.dk/en/about-us/goals-and-policies/equal-opportunities-policy-for-the-independent-research-fund-denmark
https://videnskab.dk/kultur-samfund/ydun-ligestillingsprogram-kvindelige-forskere-drukner-i-et-hav-af-ulighed
https://ufm.dk/en/research-and-innovation/funding-programmes-for-research-and-innovation/who-has-received-funding/2014/ydun-grants-from-the-danish-council-for-independent-research-october-2014
https://ufm.dk/en/research-and-innovation/communicating-research/elite-research?set_language=en&cl=en


MENTORING PROGRAM

Mentoring is a proven approach to drive rich learning and

development for both mentees and mentors. In November 2019,

the DANWISE mentoring program was initiated, and it has so far

successfully brought together 8 mentor-mentee pairs.

The program is FREE of charge, nation-wide and focuses on

women in STEMM and humanities in Denmark from the private

sector as well as academia.

Follow us on social media!

2019 AU Biomedicine Diversity Award

2020 Athena SWAN Charter Meeting

On January 21st, Gender Equality Teams from four

Danish universities together with representatives from

DANWISE, UNESCO Denmark, The Ministry of Higher Education and

Science, and the Athena SWAN Ireland Charter, among others, met to

discuss the implementation of a gender diversity scheme in DK. Through

positive dialogue on the advantages and challenges, including the

feasibility of the internationally recognised Athena SWAN scheme, we

reached consensus on the next steps, which involve the formation of a

national task force to push the initiative. It is time for less talk and more

action! Read more about Athena SWAN here.

As a novel initiative by Ass. Prof. at AU and

DANWISE team member Mette Richner,

the AU Biomedicine Diversity Award,

aiming at favouring and promoting diversity

and inclusion, was granted to Assoc. Prof.

Christian Holm in December 2019. Among

other things, the nominators said about the

recipient: “He allows flexible working hours

to match the unexpected things in life like

sick children” and “His door is always open

and he listens”. Read more about the

award here.

RECENT INITIATIVES WISE UP!

Sign up!

If this has sparked your interest, please sign up for

the program at our Women’s Network page.

The next round begins in September 2020.

How does it work?

At DANWISE, we wish to improve gender balance by providing

an online mentoring program lasting for one year. We have

established a platform to pair mentees with mentors and ensure

the structures necessary for a successful mentoring relationship.

Our program targets female mentees, but the mentors can be of

any gender.

DANWISE Workshop on

Confidence and Communication

Many women struggle to find the confidence

in themselves that is crucial to surviving the

competitive academic environment. This

issue was the focus of the DANWISE

workshop held in Copenhagen at UCPH on

January 13th 2020. Keynote speakers

included: Prof. Eva Hoffman (pictured), Co-

founder of On the Agenda, Lynn Roseberry,

and Rector from RUC, Hanne Leth Andersen.

The panel discussed and shared their

thoughts on confidence from a gender

perspective, and how important confidence

and good communication skills are for career

success and progression.

More workshops and seminars of this kind 

will be held during 2020 - so stay tuned! 

Information will be posted on our website and 

social media platforms.
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https://twitter.com/DANWISE_DK
https://www.linkedin.com/company/danwise/about/
https://www.facebook.com/danwiseDK/
https://www.instagram.com/danishwomeninscience/
https://www.ecu.ac.uk/equality-charters/athena-swan/
https://biomed.medarbejdere.au.dk/organisation/diversity-award/
https://danwise.org/event/workshop-on-confidence-and-communication/
https://danwise.org/
https://biomed.medarbejdere.au.dk/organisation/diversity-award/
https://www.linkedin.com/posts/healthau_workplaceculture-diversityequityinclusion-activity-6612711273530556416-HRIc
https://danwise.org/event/workshop-on-confidence-and-communication/
https://www.ecu.ac.uk/equality-charters/athena-swan/
https://danwise.org/register/

