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Gender quality plan for the research groups at the Nansen Center  
 

Introduction 

The proportion of female researchers at the Nansen Center is low and has been low over time. As of 
September 2021, the proportion is 17 %. 

Our biggest challenge is the lack of female candidates among the applicants for advertised researcher 
positions. Recruitment measures will therefore have a main focus in our equality plan. 

Relevant recruitment measures: 

- measures directly aimed at students, e.g., mentoring programs and internships 

- improvement of recruitment processes 

- increased visibility of female employees' research activities 

- allocation of funds to special recruitment positions 

Female employees' research activities shall be made visible through media initiatives and participation 
in research schools and workshops. This highlights role models that female candidates can identify with. 

The measures shall - in addition to the design of action plans - be laid down in the company's other 
guidelines to ensure clarity and compliance, such as in the media action plan. 

The individual measures 

1. Measures aimed at students at educational institutions locally and nationally: 

Systematic initiatives for students early in the study program, and prepare drafts of   
assignments for both bachelor and master's level, which are sent to relevant departments 

Invitation to an open day for selected groups 

Creation of 10 % positions for participation in project work 

Registration of female employees in UiB's mentoring program 

2. Measures related to the recruitment process: 

The job advertisement texts are developed - it is emphasized that the company is "an equal 
opportunity company" etc. 

Requirement for at least one female candidate for an interview, when women apply and are 
otherwise qualified for the position. 

When choosing between several otherwise equal candidates, where one of them is a woman, 
the female candidate must be chosen. 
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Prepare clear guidelines for the qualification assessment and provide training in how 
unconscious attitudes can influence both selection and decision-making in the recruitment 
process, to prevent unconscious discrimination. 

3. Increased visibility of women in research: 

Prepare a media plan where women are highlighted and made visible through news items, 
articles, interviews, and visual material 

Encourage women to participate in other external activities such as giving lectures, attending 
conferences, workshops, etc. 

4. Parental leave / family measures: 

For employees on parental leave, it is recommended to plan tasks for their return after the end 
of the leave, such as time for professional updating, and earmarked project hours. 

Parents of young children shall be given the opportunity for shorter stays at national institutions 
as an alternative to longer stays abroad. 

5. Participation in networks: 

Based on the fact that professional networks essentially consist of men, women's participation 
must be increased by being supported in networking. Participation in formal networks shall be 
facilitated. Furthermore, training in networking will be offered, especially with regard to access 
to the more informal networks. 

NERSC must take special responsibility for the role of female researchers as supervisors, and 
participation in relevant councils and committees where the center has the opportunity to 
suggest candidates or exert influence on such. 

6. Development measures at management level: 

Training in general gender equality work with a focus on raising awareness of how our 
perceptions and decisions are affected. This training should cover all forms of equality; also 
when it comes to ethnicity, worldview, sexual orientation, developmental disabilities, etc. 

7. Funds for recruitment positions: 

Funds shall be set aside for the creation of recruitment positions that are considered 
appropriate to increase the proportion of female researchers. 

Target figures 

Achieving a significant increase in the proportion of women, with the main focus on recruiting students 
at Norwegian educational institutions, means that the perspective must be long-term. Today's low 
proportion of women among our researchers makes it a long way to go towards the desired gender 
balance. The number of employees and expected departure at the center is also an obstacle to rapid 
goal achievement. 
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A target figure for the proportion of women among researchers of 40 % is therefore established, 
without setting a deadline for the achievement of goals, but targets for the desired situation. 

Individual target figures can be set for each of the individual measures in connection with the 
preparation of further action descriptions and guidelines, where this is considered appropriate. 
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