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Introduction

The under-representation of women in science, technology,
engineering, and mathematics (STEM) is a well documented

issue worldwide.[1] In Australia, the Women in Science, Engi-
neering and Technology Advisory Group (WISET) recognised
in 1995 that this under-representation would ultimately be det-

rimental to Australia’s capacity to develop internationally
competitive STEM research sectors and associated industries.[2]

Despite this indictment, the rate of change to address this deficit

has been slow and inefficient. Fast forward 25 years and
Australian females have become the least likely in the Asia
Pacific region to pursue STEM subjects at school (27% com-

pared with 69% and 76% in India and China, respectively),[3]

represent only 16% of the STEM workforce,[4] and despite
various gender equality initiatives, are on average, paid 23.7%
less than their male counterparts.[5,6]

Although these statistics paint a grim picture of the
Australian STEM sector, certain pockets of STEM have had
some success in addressing female under-representation. The

chemistry sector, for example, has dealt with some of these
issues through the engagement of female talent during their
schooling and tertiary studies. Consequently, females represent

49% of students enrolled in Year 12 chemistry,[7] they outnum-
ber their male counterparts in completing a Bachelor’s degree or
vocational education and training (VET) course in chemistry (56

and 65% respectively),[5] and are evenly matched in their
completions of chemistry based Honours degrees (50%) or
PhDs (51%).[8] Beyond graduate and doctorate completions,
however, retention of such talent wanes significantly with only

36% of the entire chemistry workforce comprising women.[4]

Traditionally this attrition was mostly attributed to women
leaving the sector in order to raise and care for a family, but

further investigation has highlighted that career interruptions
occur for a variety of reasons at various points in a woman’s
career and that there are significant barriers to re-establishing

themselves upon returning to work.[5,9] In the decade between
2001 and 2011, female staff at higher levels of academic
employment increased 1% per annum or less (Level C: 18 to

32.5%, Level D: 12 to 20%, Level E: 7 to 14%) in the natural
and physical sciences (including chemistry).[8] Outside acade-
mia, the proportion of female representation at higher levels of

employment in the private sector is not well documented,
despite these roles constituting 72% of the chemistry employ-
ment opportunities in Australia.[4] As such, there is a significant
need for these figures to be collected and reported in order to

improve conditions for women across the chemistry sector.[4]

Nonetheless, the disadvantage of women employed in the
chemical sciences is starkly apparent. Women employed with

a bachelor qualification in the chemical sciences are twice as
likely to be engaged in part-time work (35%) compared with
their male colleagues (17%), and at least twice as unlikely to

earn in the top income bracket (i.e.. $104000 p.a.) than men
above the age of 30.[4] At the global level, and for the chemical
sciences in particular, many of these challenges and barriers are

mirrored in the recent Royal Society of Chemistry report on
women’s retention and progression in the chemical sciences.[10]

The Australian Academy of Science’s ‘Women in STEM
Decadal Plan’ was developed in collaboration with stakeholders
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to tackle the challenges of an increasingly digital and techno-

logically driven world.[5] Much like WISET in 1995, the
Decadal Plan recognises that a strong workforce is a diverse
one, where we work to maximise the attraction, participation,

and retention of both sexes. Evidence has shown that more
diverse leadership leads to greater innovation and better perfor-
mance,[11] and when there is a higher proportion of women in

leadership, this can lead to better economic performance for the
organisation.[12,13] There is also fear that a shortage of STEM
professionals will mean that Australia is unable to meet the

growing demands of the sector, termed a ‘STEM crisis’
by some.[14,15] To ensure we maximise our nation’s STEM
workforce, we clearly need to address the leaky pipeline so as
to retain all of our best and brightest, regardless of their gender.

As part of this process, the Decadal Plan acknowledges that
women specifically face significant barriers across their educa-
tion and all levels of the workforce. This was aptly illustrated in

a career progression pipeline highlighting various barriers faced
by women in STEM spanning their experiences at school to
senior level employment.[5] Given our interest in the barriers

faced by female talent in chemistry, and since attrition for
female chemists occurs predominantly upon completion of a
graduate or doctoral degree, we have chosen for this article to

focus on the barriers faced by women in chemistry in early
career roles and beyond. Consequently, the authors noted that
the identified barriers could be summated into four specific
categories; workplace culture, work–life balance, measures of

merit, and mentorship (Fig. 1). Herein, we explore these four
classes of barriers which continue to stifle the progression of
women in chemistry and various ‘catalysts’ that could be

implemented to enact meaningful change (summarised in
Fig. 2).

Category 1: Workplace Culture

Workplace (or organisational) culture is the values, beliefs,
assumptions, and expectations shared by staff that are reflected

in their behaviour and interactions with others.[16] The preva-
lence of bullying, harassment, and discrimination towards
women in STEM workplaces is a well documented problem,

with key statistics highlighted in Table 1.[5,17] While men are
also subject to these negative behaviours, the prevalence and
impacts on women occur at a disproportionally higher rate.[5]

In many instances, discrimination against diversity occurs
without the person even knowing, as they act and make
decisions using their deeply held personal beliefs and char-
acteristics that are instinctively familiar to them.[5,24] This

manifests in homophily, or the tendency for individuals to
preference those that are like them,[25] and results in the
perpetuation of long-held stereotypes (e.g. that most scientists

are middle-aged Caucasian men[26]) and retention of the status
quo in hiring practices and the workplace. The downstream
effects of this are less access to talent, and missed opportunities

for positive outcomes that are known to occur through greater
team diversity.[5,24,27]

Informal networks within workplaces are known to be
beneficial for the development and communication of tacit

knowledge, yet can also pose a challenge for females in male-
dominated environments.[28] Many studies show that females
who are excluded from these male-only networks, commonly

referred to as ‘boys’ clubs, are disadvantaged in their career as a
result.[25] Anecdotally, women report feeling stressed and anx-
ious when excluded from these networks and, frequently being

in the minority, often find themselves taking active steps to
change their behaviour in order to assimilate.[25,28]
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Fig. 1. Categories of career progression barriers faced by women in the STEM sector. Modified from ref. [5].
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How to Address Workplace Culture: Self Strategies

A wide range of strategies and tools are available, which can
help individuals understand and challenge their own belief

systems and biases, and improve self-awareness. ‘Project
Implicit’ is a good example, a non-profit organisation whose
goal is to ‘educate the public about hidden biases’.[29] Their

implicit bias tests on social attitudes are publicly available at
https://implicit.harvard.edu/implicit/.

If you are invited to speak publicly, for example, at a

conference or panel event, take a moment to check whether
they have a diversity policy. In particular, senior leaders are
encouraged to commit to the Male Champions of Change

(MCC) Panel Pledge, a commitment by leaders to be involved
in panels that involve women in meaningful ways (https://

malechampionsofchange.com/commit-to-the-panel-pledge/).
If you are considering calling out conferences with male-
majority panels, speakers, and keynotes, we encourage you to

also contact organisers and suggest female speakers for the
conference, and provide them with resources on how to achieve
diversity. Recently launched by the Australian Academy of
Science, the STEM Women Portal (https://www.stemwomen.

org.au/) is an excellent resource. You can search for women and
promote yourself (if you are female) via this website. Another
option for public promotion is by registering as an expert with

Table 1. Definitions and supporting statistics for the incidence of harassment, bullying and discrimination in the workplace

Harassment Bullying Discrimination and bias

What is it? Aggressive pressure or intimidation.

Sexual harassment includes

unwelcome sexual advances,

unwelcome request for sexual

favours and other conduct of a

sexual nature that makes a person

feel offended, humiliated and/or

intimidated.[18]

Repeated and intentional use of words

or actions against someone or a

group of people to cause distress

and risk to their wellbeing. Perpe-

trators usually hold higher power or

influence over victims, or want to

make victims feel less powerful or

helpless.[19]

A person, or a group of people, is

treated less favourably because of

their background or certain per-

sonal characteristics. In a STEM

workplace context, discrimination

and bias are often based on gender

and perceptions of gendered

roles.[20]

Key Australian statistics 50% of women and 10% of men in

Australian STEM workplaces have

faced sexual harassment.[21]

Evidence shows that all-male teams

exacerbate toxic workplace cul-

tures, deterring female chemists.[1]

51% of women in STEM jobs have

reported being discriminated

against on the basis of their

gender.[23]

70% of people choose not to report it

due to fear of reprisal or concerns of

inadequate organisation

response.[21]

Of women who have been bullied in

their STEM workplace, 25%

responded by leaving the

workplace.[22]

41% of women experience an every-

day culture that excludes people

based on gender compared with

8% of men.[17]
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Fig. 2. Summary of self and organisation strategies that can help catalyse and drive gender equality in the Australian chemistry sector.
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the Australian Science Media Centre (AusSMC),[30] and sup-

porting and promoting the ‘Superstars of STEM’ program.[31]

How to Address Workplace Culture: Workplace Policies

A significant cultural shift in workplaces is necessary to create

gender equity for women in STEM. A culture that is inclusive
and respectful, challenges traditional stereotypes and gendered
expectations, and is free of discrimination and bias will help to
maximise women’s participation in the workforce.

Changing workplace culture is consistently touted as one of
the critical steps in shifting towards a gender balance in the
chemistry workforce.[5,27,32] Not only does this benefit women,

but a positiveworkplace culture has been shown to lead to higher
productivity, and better psychological health and overall work
satisfaction for all employees.[33] Creating a respectful and

inclusive environment requires policies to be implemented that
improve reporting mechanisms, and that take strong action on
key issues – for example, a zero-tolerance approach for bullying

and harassment.[5] When implementing these policies, it is
important that staff are supported through high-quality training
and development activities.

To achieve these desired cultural shifts, manyworkplaces are

adopting gender equity accreditation processes that encourage
transparency around diversity and inclusion goals and the
changes that are being implemented to achieve them. The

Athena SWAN accreditation framework delivered through
Science and Gender Equality in Australia (SAGE) is an excel-
lent choice as it focusses on implementing institutional awards

for higher education and STEM research organisations.[34,35]

The Australian Government’s Workplace Gender Equality
Agency (WGEA) Employer of Choice for Gender Equality[36]

is another good option, as they lead a practice recognition

program that aims to encourage, recognise, and promote active
commitment to achieving gender equality in Australian work-
places. Part of these strategies could be the development and

promotion of informal supportive female networks, which have
been demonstrated as effective at helping prolong female
participation in the chemistry workforce.[37]

As we implement strategies and work towards gender diver-
sity targets, it is important to ensure that changing workplace
policies does not inadvertently impact women in a negativeway.

There is evidence that increased pressure can arise for women
when new commitments, such as sitting on auxiliary boards and
committees that are not directly science related (e.g. diversity,
social, or wellbeing committees), reduces the time available to

conduct core work activities such as research. While important
to engage women in these strategies, it should not be to their
detriment in terms of their capacity to deliver research outcomes

and improve their career track record.

Category 2: Work–Life Balance

Work–life balance in its broadest sense involves harmony
between yourwork and non-work commitments.[38]While it can
affect both sexes, it disproportionally affects women, given the

largest impact is often associated with caring roles for children,
disabled dependants, or elderly parents.[5,39–41] Such tension can
severely impact their quality of life, or require them to abandon

critical obligations.[41] This is a widespread phenomenon, given
47.7% of women with children who leave STEM professions in
Australia, do so to seek a better work–life balance. Similarly,

women in the latter stages of career progression may be disad-
vantaged upon assuming primary care roles for ailing parents,

partners, and extended family. In Australia 72% of women

assume caring roles for elderly parents and are more likely than
men (77%) to care for members of their extended family net-
works.[42] This is often put down to the fact that long working

hours are perceived as improving STEM career progression,[43]

and are typically incompatible with carer responsibilities. Many
women hence see this as a resultant career penalty for taking on a
carer role.[23] It follows that if a workplace develops policies to

support flexible work patterns and improve work–life balance,
this can translate into significant increases in staff retention. For
instance, results from a survey run by Merck and Co. in 2008

showed that increased flexibility was a key factor for almost
50% of employees staying with the company, while areas
without such practices suffered double the turnover rate.[44] It

can also send a powerful message to staff if leaders are seen to
encourage the uptake of flexible work practices. Robbert Riet-
broek, CEO of PepsiCo Australia and New Zealand, has
encouraged his executive team to participate in a ‘Leaders

Leaving Loudly’ campaign.[45] This involves management
feeling comfortable to leave work early if they need to, but
importantly, also clearly declaring this to the team so more

junior members also feel able to adopt flexible work arrange-
ments. Through this and other policies brought into place, the
company has seen a dramatic increase in staff retention, with

annual staff turnover dropping from 12 to 7% over a two year
period.

How to Address Work–Life Balance: Self Strategies

While organisational culture often has the largest effect on a
person’s work–life balance, there are also strategies that indi-
vidualsmay be able to implement to help reduce this tension. For
instance, emphasising efficient work practices, rather than

multitasking, seeking a supportive network within the work-
place and beyond, striving to prioritise well being, and actively
cordoning off time for important tasks, can all be helpful prac-

tices to help drive a better balance.[46] It is also important to
remember that an individual is in control of what they perceive
as a successful work–life balance. This may not mean that you

feel like you are excelling in both your carer and work roles, or
striking an even balance between the two. What it does mean is
that you are meeting the essential requirements for each and no

longer strive for perfection in both worlds.[47]

How to Address Work–Life Balance: Workplace Policies

It has been identified that access to affordable, high-quality
childcare is the single largest barrier to Australian women

entering the workforce or working longer hours.[48] Organisa-
tions need to assess whether appropriate childcare access is
available near the workplace site, and if not, consider the option

of providing on-site childcare, crèche, or holiday programs for
staff.[49] Workplaces could also consider providing targeted
funding to support women travelling with or without their

children (e.g. travel grants or funding stay-at-home care, where
appropriate), ensuring they have continued access to important
career development opportunities.[9]

Flexibleworking arrangements can also be a powerful way to
allow employees to strike the appropriate balance between work
and carer roles. This can involve offering the option of part-time
roles, compressed work weeks (working the same number of

hours across fewer days), flex time (flexibility with start and
finish times beyond core business hours), working from home,
or job-sharing arrangements.
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Perhaps some of the simplest, but also powerful policies that

a workplace can implement involve striving for inclusive
scheduling. This could be through ensuring core business (e.g.
meetings and seminars) is only scheduled between 10 a.m. and

4 p.m., thus avoiding issues with school drop off and pick up; or
avoiding scheduling important events during school holiday
periods. Workplaces could also encourage the uptake of tech-
nology to allow staff to attendmeetings virtually, allowing them

greater flexibility to dial in from home or while travelling.

Category 3: Measures of Merit

Women in STEM earn up to a quarter less than their male col-
leagues,[5,6,50] a pay gap that is larger than the national average.

Their promotion and publication rates are slower, and they hold
fewer leadership positions than men, with less than one in five
STEM professors being female in Australia.[51,52] How did we
get here?

Part of the issue is that the merit and promotion processes are
inherently gendered, and allow for men with full-time, uninter-
rupted career track-records, and a high number of research

publications to be advantaged over women.[52] Hence women,
who are more likely to have career interruptions, are inherently
disadvantaged in assessments of suitability for recruitment,

career progression, and recognition. While it is recognised that
both men and women can experience career interruptions (e.g.
short-term contracts leading to periods of unemployment, and

familial responsibilities), females experience these interruptions
at a proportionately higher rate. This is because females have
historically taken on primary responsibilities for child-rearing
which exacerbates career interruptions. Thus, parenthood can be

seen as one factor that further drives gender imbalance in
science. Evidence for this can be seen in a 2019 study by Cech
and colleagues, where they found that nearly one-half of new

mothers left full-time STEM employment, as compared with
one-quarter of new fathers.[53] This is changing as younger
generations seek more balanced options, supported by parental

leave provisions and flexible workplace policies.[54]

As over 80% of senior positions are held by men, meritoc-
racy (the holding of power by people selected according to
merit) is known to strongly influence these entrenched gender

inequalities.[55] Merit is a simple formula – past performance
plus future potential – yet the factors that underlie these two
components can perpetuate inequalities, particularly when

quantitative indicators are used to assess merit.[56] A good
example of this is in the publication sphere, where meritocracy
and bias have been shown to affect the peer review process.

Studies have shown that female author names are rated lower
than male author names, and that when hidden, publication rates
for females surpassed their male colleagues.[57,58] Furthermore,

data also shows that women display a higher preference for
teaching responsibilities and are assigned more pastoral duties
than their male counterparts, placing them at an even greater
disadvantage. This not only serves to reduce their capacity to

conduct research and meet key performance targets, but also the
systems do not typically reward their efforts to support student
learning when assessing merit.[59]

How to Address Measures of Merit: Self Strategies

Aiming to adopt best practice when hiring and assessing and
awarding scientific honours is a simple yet effective strategy to

implement. When hiring, ensure equal numbers of male and
female applicants are reviewed for all positions, consider using

blind assessment processes, remove gendered language from

position descriptions, award applications, and advertisements
(e.g. gender decoder for job ads at http://gender-decoder.
katmatfield.com/), and remain open-minded about who the

‘best’ candidate is, taking into consideration non-traditional
outputs and career experiences. When building a team, look
for the best fit for the team, rather than just publication and grant
track record. To help achieve this, teams should agree ahead of

time what the ‘best fit’ looks like, considering elements such as
values and beliefs, and complementary skills, expertise, and
personality traits; and consistently look for these elements when

assessing each candidate. As an applicant, consider non-
conventional items to add to your CV that display your full
capacity and capability. This could be things like non-traditional

research outputs, engagement activities within the sector,
committee memberships, volunteer roles, and non-research
roles held in the past. In addition, in workplaces where gender
balance is severely lacking, quotas may be an appropriate

measure to improve gender balance (e.g. advertising women-
only positions in roles where female representation is below
30%).

On an annual basis, another strategy could be to highlight
gendered issues during performance appraisals, as this may help
to identify and eliminate issues more easily. For example, if a

staff member feels that their carer responsibilities may be
impacting their output at work, this could be openly discussed
to see if additional support measures may be provided by the

workplace to alleviate such pressures.
In addition, consider nominating women for awards, as they

can have an immensely positive impact on an individual’s
career, yet women often remain underrepresented in many

award categories. This often stems from a low rate of women
applying for such awards.[43,60] Part time work arrangements
and competing demands mean that there is often a delay in the

information reaching potential female applicants, and the ensu-
ing time pressure to submit an application invariably leads to it
becoming a missed opportunity. Organisations may be able to

encourage increased female participation in award schemes
through creating awards that are only open to female applica-
tions such as the creation of the RACI Rita Cornforth and
Margaret Sheil awards in 2017.[60]

On a day-to-day basis, there are simple strategies you can
implement for meetings, such as addressing the group in a non-
gendered fashion (‘Hello everyone’ rather than ‘Gents, and

Ladies’). In addition, ensure all staff members have equal
opportunities to speak up in meetings, and agree on equitable
strategies for handling administration tasks (e.g. takingminutes)

at the beginning of the meetings, so that they do not fall to the
same individual each time.

How to Address Measures of Merit: Workplace Policies

Many universities and funding bodies[34,54,61] have imple-

mented policies that incorporate principles of ‘achievement
relative to opportunity’, such as the Australian Research
Council’s Research Opportunity and Performance Evidence

(ROPE) statement to describe a candidate’s track record. While
the latter provides the opportunity to describe factors that have
led to reduced research capacity, it has received criticism due to
the fact that there is no formal process for ‘special consideration’

to be given to these candidates.[62] Given the low female
representation on grants, systematic changes are needed to
address this disparity. This will first require transparency from
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grant bodies as to the degree of gender-based discrepancies in

schemes, followed by a commitment to bring in measures to
encourage increased female participation. It is pleasing to see
that the Australian Research Council have begun to action this,

with the recent proposal of a 30% female representation target
for one of their fellowship schemes.[63] It is hoped that such
measures will further help catalyse much needed changes across
the sector.

Workplace policies that have been effective include funding
and programs to re-establish women after a career break,[64] and
offering options for childcare at conferences.[9] To satisfy

funding body requirements, allocating funding in grant propo-
sals for similar initiatives is increasingly common practice,
particularly for large research centres (e.g. ARC Centres of

Excellence).[65]

All staff, regardless of gender and career stage should be
given access to career development and networking opportu-
nities (for examples see leadership and career progression

programs listed in the Women in STEM Decadal plan[5]).
Women should be encouraged and supported to attend these
events alongside informal development opportunities such as

on-the-job learning and shadowing practices. Organisations are
encouraged to carefully monitor uptake of these opportunities
by staff to ensure they are genuinely equitable and accessible.[56]

Organisations should promote the equitable hiring practices
as outlined in Measures of Merit – Self Strategies and consider
including public engagement and outreach achievements as

measures for recruitment and promotion. Furthermore, when
female staff leave an organisation, understanding their reasons
for doing so may highlight gaps in policies and implementation
that should be addressed.

Category 4: Mentorship

Mentoring can be thought of as a partnership where a person or
peer, typically with more experience in a given area, provides
guidance and support to someone less experienced.[66] They can

help accelerate career progression for the mentee, encourage
them to take up new challenges, develop new skills, or to per-
form tasks more effectively.[67] Mentees may also choose to
seek mentorship from multiple mentors over the course of their

careers. Some mentoring relationships can also provide key
emotional support, working towards increasing the mentee’s
feeling of competence, or providing counselling and advice

regarding difficult professional situations.[68] Having a mentor
can have a large impact on your career, and has been associated
with more successful promotions, higher job satisfaction, higher

salaries, and more self-esteem and creativity.[68,69]

Often associated with mentorship, is the concept of sponsor-
ship. Sponsors can be thought of as advocates for their protégé in

professional settings, making you more visible in an organisa-
tion, or putting your name forward for opportunities.[70] This can
often involve putting their reputation on the line in the process,
so it requires a deeper level of commitment from both parties

than some mentoring relationships. However, while mentoring
can be seen to be a valuable influence, many believe that it is in
fact sponsorship that is essential for career advancement.[71,72]

How to Address a Lack of Mentorship: Self Strategies

Mentorship can be as simple as senior leaders, particularly
women, making the effort to reach out to more junior scien-

tists.[9] This could be to directly provide support and encour-
agement, or to simply provide invitations for new opportunities.

For early to mid-career researchers, it is to have the courage to

make your desire for a mentor known, and to begin to reach out
to appropriate candidates.

There is a helpful guide onmentoring produced byWomen in

STEMMAustralia that provides practical advice on how to how
to find a goodmentor, manage relationship expectations, and get
the most out of mentoring.[67] They recommend considering
your existing strengths and weaknesses before you seek a

mentor to understand what skills you wish to target. This may
mean you seek out more than one mentor, and this should not be
discouraged. To aid in identifying these mentors, they recom-

mend taking up activities to broaden your networks such as
committees or attending social events, symposia, seminars, and
conferences. While the authors acknowledge that most mentor-

ing is informal in nature, they also recommend investigating
what formal programs might be available in their networks.
They also point out that while finding a mentor is the first step,
maintaining a productive mentoring relationship takes good

communication and hard work. It may also be helpful to join
female focussed networks such as the RACI Women in Chem-
istry or Women in STEMM Australia groups. This will allow

you to learn from the collective wisdom of women who have
faced similar career challenges, and may give you the opportu-
nity to identify new potential mentors.

How to Address a Lack of Mentorship: Workplace Policies

The obvious solution for a lack of mentorship, is for organisa-
tions to create formal mentoring programs that match willing,

more senior employees with more junior ones. The issue with
such approaches is that they often suffer from low uptake and
engagement.[73] One potential mechanism to offset this is to
incentivise mentorship[9] through measures such as integrating

it into annual performance metrics, or by providing recognition
for outstanding mentoring relationships.

It can also be powerful in an organisation if leaders are seen

to advocate for the role of mentoring in the workplace. A recent
Male Champions of Change (MCC) report that investigates how
to best harness our innovation potential recommends that all

Male Champions be visible in their sponsorship of women
working in STEM roles, and request that all leaders within their
organisations do the same.[17]

Summary and conclusion

There is a clear and growing body of evidence that indicates we

are not maximising Australian female talent in the chemistry
sector. The reasons behind this are not straightforward, with
women facing many and varied challenges throughout each

stage of their career. If we as a nation want to address this issue
and ensure that we retain the best and brightest in our field, we
all need to work towards implementing incremental change

now, to see these actions translate into the long-term impacts we
desire. We all need to recognise that we can act as catalysts to
speed up this process, and that no change is too small to make a
difference.

Here we have identified the four major categories of career
challenges faced by women, workplace culture, work–life
balance, measures of merit, and mentorship (Fig. 2). For each,

we present strategies that can be implemented personally, as
well as at the organisational level to offset these. Self-strategies
not only aim to better equip you to face these challenges, but also

allow you to act as a positive role model for other colleagues,
potentially helping others on their journey. We also present
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organisation level approaches that aim to ‘change the system’

and create workplaces that are truly more equitable for all.
While these approaches can sometimes be the most difficult to
action, through enlisting the help of similarly motivated indivi-

duals in your workplace, such measures can often translate into
the largest impacts on the problem. Ultimately, increasing the
visibility of women at all levels in chemistry will have positive
effects on diversity, create role models for future generations

and improve overall retention.
It is our hope that this article not only inspires you to take up

this task, but that it also provides practical advice that you can

share with your fellow colleagues as to how we might all work
towards true gender equality in chemistry. We challenge you to
become a #catalystforchangeinchemistry.
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