
Minimizing Hidden Biases in Hiring
Evidence-Based Strategies for PIs

Minimizing Hidden Biases in Hiring 
Evidence-Based Strategies for PIs 



A project finance by the Ministerium für Kultur
 und Wissenschaft of Nordrhein-Westfalia 

Publication Details: 
Published by: QuGrids: Quantum-based Energy Grids. Year: 2026. Authors: Alice Leri (Equal 
Opportunities Bureau, Forschungszentrum Jülich) and Eva Kanis (ML4Q Central Office: University of 
Cologne). Cover Picture: Adobe Stock •  Email: a.leri@fz-juelich.de,  e.kanis@uni-koeln.de. 



Table of contents 
�ore2ord 

Why a handboo& for Principal 
n1esti"atorsղ       
Why Gender Equity Still Matters in Research 
Gender Equity Beyond Representation: A Systemic Challenge               
Gender Representation Across QuGrids-Relevant STEM Fields     
Beyond the Pipeline: Understanding Persistent Representation Gaps              

�nderstandin" and Miti"atin" 	idden �ias in Academic 	irin" 
Individual strategies for reducing hidden bias 
Gender biases in academia        

�eha1ioral approaches to bias reduction       
Developing effective job descriptions      
Designing evaluation processes       
Assessment components in early- and mid-stage selection processes 
Interviews: the final stage of the selection process 
Extending a job offer  

�ables           
�i"ures            
�lossary 
�eferences 

1 

2 

4 
5 
5 
6   
7 

Ծ               
12 
12 

16 
26 
20 
21 
29 
30 

34 
39 
45 
4Լ 



Across Europe, the evolution of the energy system from centralized, fossil-based infrastructures 
to decentralized, renewable-driven networks is reshaping both technological and societal 
priorities. The design, planning, monitoring, and operation of energy systems with distributed 
resources, user engagement, and multi-energy carriers is driving the advancement of digital 
solutions, including the emerging capabilities offered by quantum technologies. 
As the interconnected energy system expands, the complexity of this evolving landscape 
stretches the computational needs, both for methods and infrastructure, to infeasible points, and 
it exposes the challenges in data transfer, latency, reliability, and cybersecurity. Quantum 
computing promises powerful means and tools for addressing computational scaling in planning 
and optimization, whereas quantum-based communication may form the foundation of more 
secure and resilient cyber-layer for operation. 
This technological evolution unfolds alongside broader European efforts to secure long-term 
competitiveness and technological sovereignty. The 2024 Draghi Report identified quantum 
technologies as a critical driver of Europe s̓ economic future, reflecting their growing influence 
across health care, logistics, finance, energy, and defense. Europe is a global leader in quantum 
scientific publications and hosts a strong talent base, yet a shortage of quantum-skilled 
professionals threatens to slow progress across key sectors. 
In response, the 2025 European Quantum Strategy sets an ambitious goal: establishing Europe as 
a global leader in quantum by 2030. Within this strategy, five main areas of action were identified, 
with one priority (Area 5) being the building of a diverse, world-class quantum workforce. As a 
Quantum European Action Plan is expected in 2026, Germany has also released its Action Plan on 
Quantum Technologies, aimed at supporting Europe's Quantum Strategy and establishing 
Germany as a global leader in the field. Talent development is a central element of these 
strategies, with a focus on attracting and retaining excellence. 
Within this context, diversity, equity, and inclusion (DEI) efforts play a crucial role. The quantum 
workforce, emerging from disciplines historically lacking diversity such as physics, engineering, 
and computer science, remains rather homogeneous. As Europe seeks to expand its quantum 
talent pool, questions about attracting and retaining talent at all levels are of key importance. 
This priority is also recognized in Germany's latest Hightech Agenda (Hebel 5). Broadening 
participation through DEI is essential to expanding the quantum talent pool and addressing the 
current shortage of skilled professionals. Germany and Europe cannot afford to overlook the 
potential of a diverse quantum workforce. 
DEI is everyone s̓ responsibility. Yet, when responsibility is shared by everyone, it can risk 
becoming no one s̓ work. Within QuGrids, we recognize that advancing diversity, equity, and 
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inclusion in research requires collective commitment and action across the scientific 
community. As leaders of research teams, Principal Investigators (PIs) have a key role in shaping 
fair and inclusive recruitment and hiring practices. The choices they make throughout the 
recruitment and hiring process influence who has the opportunity to contribute to research and 
how teams evolve over time. 
This manual is intended to support PIs in strengthening inclusive recruitment and hiring 
practices. It provides evidence-based insights and practical approaches to help guide 
decision-making and promote greater fairness, transparency, and inclusion throughout the 
hiring process. 
At the same time, PIs do not operate in isolation. �reating more equitable research environments 
requires a shared commitment across the wider research ecosystem. �niversities, research 
institutions, professional networks, and scientific societies all have a fundamental role in 
establishing the conditions that allow equitable and inclusive practices to be effectively 
implemented and sustained. This includes supporting fair selection processes through 
appropriate candidate management platforms, fostering reflection on how academic merit is 
defined and assessed, and ensuring that diverse perspectives inform institutional decisions. 
The future of quantum technologies will depend not only on scientific and technological 
advances, but also on the people who drive them. While meaningful progress requires action at 
multiple levels across the research ecosystem, PIs have an important role in shaping the research 
teams that will develop the knowledge and innovations needed to address these challenges. We 
hope that the reflections and practical approaches offered here will encourage reflection and 
support recruitment and hiring practices that are fair, transparent, and inclusive. 
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Gender equity is a central dimension of inclusive 
recruitment and hiring practices. The 
underrepresentation of women has historically 
affected many STE� disciplines, including 
several fields represented within QuGrids. 
However, gender does not operate in isolation: 
researchersʼ opportunities and experiences are 
shaped by multiple, intersecting dimensions of 
diversity. Addressing gender equity therefore 
requires attention to the broader contexts in 
which recruitment, career progression, and 
retention take place. 
Gender equity in academia is oƤen treated either 
as an abstract value to uphold or as a numerical 
target to achieve. Yet, now more than ever, 
diversity in all its forms is essential to the 
effective functioning and success of scientific 
teams. �ostering gender equityǸand diversity 
overallǸis, first and foremost, a commitment to 
scientific excellence. Inclusive and equitable 
recruitment and hiring processes are among the 
most effective ways to attract, retain, and 
advance talented researchers across all career 
stages. 
The following sections examine available data on 
gender representation across disciplines relevant 
to QuGrids to provide context for current 
recruitment challenges and opportunities. They 
also introduce the concept of hidden biases and 
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In recent years, increased public and private 
investment in research and development, 
combined with a persistent shortage of highly 
specialized STE� professionals, has 
intensified competition for talent and placed 
public research institutions at a structural 
disadvantage in attracting and retaining 
researchers. At the same time, the STE� 
talent pool has become increasingly diverse, 
underscoring the need for recruitment 
practices that effectively reach, assess, and 
engage a broad range of candidates. 
In this context, equipping PIs with the tools 
required to recruit excellent scientists, 
postdoctoral researchers, and doctoral 
candidates is essential to ensuring that 
institutes and research organizations can 
fulfill their missions. Effective recruitment 
requires processes that reach the full pool of 
qualified candidates and support fair 
assessment throughout the hiring process, 
including recognition of how hidden biases 
and structural barriers can influence 
recruitment, evaluation, and career 
progression. This handbook provides QuGrids 
PIs with practical tools to address these 
challenges and support more equitable hiring 
processes. While additional best practices in 
Diversity, Equity, and Inclusion (DEI) are 
relevant to hiring, they fall outside the scope 
of this handbook. 

Why a handbook for Principal 
Investigators? 
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discuss how these biases may influence 
perceptions, categorization processes, and 
decision-making during the hiring process. 
Individual-level approaches aimed at recognizing 
and reflecting on these processes are discussedǢ 
however, because such approaches alone have 
shown limited effectiveness in producing 
sustained changes in decision-making and 
outcomes, the handbook subsequently focuses 
on structural approaches. These approaches aim 
to embed equity throughout the hiring processǸ 
from draƤing %ob descriptions and developing 
evaluation criteria to implementing diverse 
assessment methods and extending offers. 
PIs remain responsible for assessing the 
feasibility of these measures within the 
structures of their teams and institutions and for 
coordinating their implementation. Interested 
PIs are encouraged to consult institutional 
resources or their respective HR departments for 
further guidance. 

In 202ƭ, the ERA reaƦrmed its commitment to 
gender equality and gender mainstreaming 
through the 
%ubl%ana Declaration on Gender 
Equality in Research and Innovation, the Pact for 
Research and Innovation, and the Policy Agenda 
for 2022Ƿ2024. Within this framework, gender 
equality and inclusiveness are recognized as 
characteristics of excellent research systems. 
These principles are not only fundamental to 
democratic values but are also essential for 
retaining valuable talent, fostering diverse 
perspectives, and generating knowledge and 
technologies that benefit society as a whole 
(European �ommission, 202ƭa, 202ƭbǢ �ouncil of 
the European �nion, 202ƭ). 

Why Gender Equity Still �atters in 
Research Womens̓ representation in scienceǸat all career 

levelsǸis both a matter of social %ustice and 
scientific excellence. However, gender equity 
cannot be understood solely as a question of 
numerical representation or target achievement. 
Increasing womens̓ participation in STE� 
research is not only about improving recruitment 
outcomesǢ it also requires ensuring that talented 
researchers can enter, remain, and progress 
within scientific careers. Recruitment initiatives 
and institutional outreach may contribute to 
improving representation, but addressing only 
visible outcomes without considering underlying 
barriers does not lead to sustainable change. 
Addressing gender inequality requires action 
across multiple and interconnected levels. 
Relevant factors range from early educational 
experiences and societal perceptions of gender 
to the cultures and practices of academic 
institutions, research teams, professional 
societies, %ournals, and funding agencies. While 
research institutions cannot address all societal 
drivers of inequality, they have an important role 
in examining and improving the structures, 
practices, and environments within their own 
spheres of influence. 
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In 20ƭ2, the European Research Area (ERA) 
established gender equality and gender 
mainstreaming as strategic priorities. �ey 
ob%ectives included removing barriers to the 
recruitment, retention, and career progression 
of women researchers, improving womens̓ 
access to decision-making processes in science, 
and strengthening the integration of the gender 
dimension in research programs (European 
�ommission, 20ƭ2). 
Gender equality, however, remains an ongoing 
challenge. In 20ƭƴ, cross-country evaluations 
revealed limited progress toward the ERAs̓ 
gender equality ob%ectives. Although most 
European countries had developed strategies to 
promote gender equality in research, progress 
remained slow. �ontinued efforts were needed to 
increase womens̓ representation in science, 
reduce gender-based inequalities in research 
careers, remove barriers to advancement in 
research and innovation (RƪI), and strengthen 
the integration of gender considerations into 
research and innovation activities (European 
�ommission, 20ƭƵ). 

Gender Equity Beyond 
Representation: A Systemic 
�hallenge 
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This document does not aim to provide a 
comprehensive overview of systemic 
approaches to gender equity. However, 
contextualizing QuGridsʼ gender equity 
measures is essential to understanding what 
can realistically be achieved within a research 
consortium and to highlighting the role of 
individual actors, particularly established 
scientists, in supporting more equitable 
research environments Ȁƭȁ. 
To place these considerations in context, the 
following section examines current patterns 
of gender representation across STE� 
disciplines relevant to QuGrids. 

�nderrepresentation of women among STE� 
graduates is particularly pronounced in 
information and communication technologies, 
engineering, manufacturing, and construction, 
as well as in natural sciences disciplines such as 
physics and astronomy. Data from the 
�ompetenzzentrum Technik Diversity 
�hancengleichheit show that, although Germany 
has increased the number of women graduating 
from Bachelor s̓ and �aster s̓ programs in 
electrotechnics, informatics, and physics over 
the past ten to fiƤeen years, womens̓ 
representation has remained low due to a 
parallel increase in the total number of graduates 
(�igures 2, 6, and ƭ0). Thus, while the pool of 
qualified candidates for positions requiring 
Bachelor s̓ and �aster s̓ degrees has become 
larger, its overall gender composition has 
changed only slightly. 
Regarding doctoral graduates, there have been 
no significant changes in womens̓ representation 
in physics and electrotechnics. The overall 
number of doctoral graduatesǸlargely 
dependent on available fundingǸhas remained 
relatively stable, and the proportion of women 
completing PhDs has increased only marginally. 
Informatics, however, displays a more positive 
trend, with both the total number of graduates 
and the percentage of women among them 
showing a modest but steady increase over time 
(Tables 3, 4, and 5). 
At first glance, across Europe, countries with a 
higher proportion of women graduating from 
doctoral programs appear to offer a somewhat 
larger pool of potential candidates for 
postdoctoral positions in physics, informatics, 
and electrotechnics. In Germany, women remain 
particularly underrepresented compared with 
several other countries (see Table 2). 
�evertheless, Germany remains among the 
countries graduating the largest absolute 
numbers of women in physics, electrotechnics, 
and informatics Ȁ2ȁ. 
�ver the past decade, efforts to increase womens̓ 
participation in STE� disciplines have yielded 
measurable results. The number of women 
enrolling in Bachelor s̓ programs has increased 

Gender Representation Across 
QuGrids-Relevant STE� �ields 
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According to the Institut der deutschen 
WirtschaƤ (IW), in the third quarter of 2022, only 
ƭ6ʻ of all STE� workers in Germany were 
women. Womens̓ representation in STE� 
occupations varies across the countryǢ in states 
such as �orth Rhine-Westphalia (�RW), womens̓ 
representation was even lower (ƭ4ʻ) than the 
federal average. The lack of women among STE� 
graduates is oƤen cited as a main explanation for 
the low representation of women in STE� 
careers. However, data on STE� graduates show 
that differences in interest and participation 
patterns vary across disciplines and countries. In 
other words, womens̓ representation among 
STE� students and graduates differs 
substantially across fields, cultural contexts, and 
administrative systems (see Tables ƭ and 2). 
These differences become particularly visible 
when examining individual STE� disciplines. In 
the natural sciences, mathematics, and statistics, 
women are not underrepresented among 
Bachelor s̓ and �aster s̓ graduates. Among 
German graduates in biology, chemistry, and 
geosciences, women have been equitably 
representedǸor overrepresentedǸfor more than 
a decade (�ompetenzzentrum Technik Diversity 
�hancengleichheit). Womens̓ representation 
among �aster s̓ graduates in mathematics has 
remained above 30ʻ since at least 2005. 
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While women remain a minority in these fields, 
the pipeline narrative is potentially misleading 
because it overlooks the multiple factors that 
contribute to persistent underrepresentation in 
male-dominated STE� disciplines. Research 
shows that gender stereotypes, the scarcity of 
female role models and mentors, math anxiety 
and stereotype threat, biases in hiring, 
assessment, evaluation, and funding, as well as 
experiences of isolation, hostile climates, and 
early ability-related beliefs and preferences (see, 
e.g., Spencer et al., ƭƵƵƵǢ �asad et al., 202ƭǢ �eci, 
20ƭƴǢ Rosser, 20ƭ3Ǣ Shen, 20ƭ3) can all shape 
womens̓ educational choices, persistence, and 
career tra%ectories. 
A subtle risk of the pipeline narrative is that it 
may be interpreted as a rationale for focusing 
gender equity efforts exclusively on recruitment, 
rather than adopting a more comprehensive 
approach that also addresses retention, career 
progression, and structural barriers. Attention to 
these broader factors is essential to ensure that 
recruitment gains translate into sustained 
improvements in representation. 
In this context, PIs play a key role in connecting 
recruitment efforts with discussions within 
institutes and faculties on student graduation 
rates and their intersections with gender and 
other dimensions of diversity. Differences in 
graduation rates have implications not only for 
gender equity but also for the long-term 
sustainability of research groups and the broader 
scientific and economic ecosystem. PIs also have 
a responsibility to remain informed about 
pipeline data. �onitoring these data is essential 
for setting realistic equity benchmarks and 
aligning recruitment strategies with the available 
talent pool. 
Within QuGrids specifically, hiring benchmarks 
for postdoctoral researchers should ideally 
reflect the current pipeline in physics, 
informatic, and electrotechnics, based on 
womens̓ representation among doctoral 
graduates in Germany and Europe (see Table 2). 
�onitoring institute-specific graduation and 
progression patterns can help identify 
challenges that may undermine recruitment 
gains. �rucially, PIs must also ensure fair hiring 
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across all QuGrids disciplines over the last ƭ0 
to ƭ5 years, although the extent of this 
increase varies by field. �evertheless, 
calculated four-year graduation rates within 
Bachelor s̓ programs in physics, 
electrotechnics, and informatics remain 
concerning, particularly for women (see 
�igures 3, Ƴ, and ƭƭ) Ȁ3ȁ. According to the 
�ompetenzzentrum Technik Diversity 
�hancengleichheit, women accounted for 
2Ƶʻ of students entering a Bachelor s̓ degree 
in physics in 20ƭƳ (30ʻ in 20ƭƴ). By 2020, 
however, only 24ʻ of physics graduates were 
women, increasing slightly to 25ʻ in 202ƭ Ȁ4ȁ. 
A similar pattern emerges in electrotechnics, 
where women represented ƭ5ʻ and ƭ6ʻ of 
entering cohorts in 20ƭƳ and 20ƭƴ, 
respectively, but only ƭƭʻ of graduates. 
Graduation rates are somewhat higher in 
informatics: women constituted 25ʻ and 22ʻ 
of Bachelor s̓ program entrants in 20ƭƳ and 
20ƭƴ, respectively, and 2ƭʻ of graduates in 
both 2020 and 202ƭ. 

ooking at the data from a different 
perspective, during the most recent 
Bachelor s̓ cycle (2020Ƿ2023), approximately 
three out of ten women graduated from 
physics programs within four years, 
compared with four out of ten men. In 
electrotechnics, four-year graduation rates 
were 46ʻ for women and 5Ƴʻ for men. In 
informatics, however, womens̓ four-year 
graduation rates surpassed those of men for 
the first time (62ʻ versus 5ƴʻ). �evertheless, 
gender differences in progression through 
these disciplines remain a concern, 
particularly in disciplines expected to 
experience growing demand due to their 
strategic and economic importance. 

Beyond the Pipeline: �nderstanding 
Persistent Representation Gaps 

Womens̓ underrepresentation in STE� is 
oƤen attributed to pipeline issues, frequently 
framed as a lack of interest in disciplines such 
as electrical engineering, physics, and 
informatics. 
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Ȁ4ȁ Graduation rates within the expected 
four-year period remain low in Germany across 
Physics, Electrical Engineering, and several 
other STE� disciplines. �or example, in 20ƭƴ, 
ƭƵ,32ƴ students entered Bachelor s̓ programs in 
Physics, but only 2,ƴ64 graduated four years later 
(approximately one in 6.Ƴ studentsǢ for women, 
approximately one in Ƶ.6). In Electrical 
Engineering, 26,53ƴ students enrolled in 
Bachelor s̓ programs in 20ƭƴ, while 6,602 
graduated four years later (approximately one in 
four studentsǢ for women, one in 5.ƭ). Across all 
STE� disciplines, the average four-year 
graduation rate is approximately one in 3.4 
students (one in 3.2 for women). 
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processes to support equitable career 
progression and foster a group culture that 
sustains diversity and inclusion over the long 
term. 

�otes 

Ȁƭȁ Diversity, equity, and inclusion (DEI) 
practitioners oƤen emphasize the role of 
individuals in fostering equitable and 
inclusive workplaces and societies. While 
individual behavior and commitment are 
important, it would be misleading to assume 
that persistent structural inequalities can be 
addressed through good intentions alone. 
Such approaches risk shiƤing responsibility 
from institutions and communities to 
individuals, thereby obscuring the critical role 
of leadership in driving organizational 
change. �easures such as awareness or 
diversity training may contribute to individual 
reflection, but on their own they have shown 
limited effectiveness in producing sustained 
organizational change. �eaningful progress 
requires institutional commitment, including 
investments in data collection, policy 
development, accountability mechanisms, 
and structural reforms. �any of these 
discussions must take place within 
professional societies, universities, research 
institutions, funding agencies, %ournals, and 
policy-making bodies. Senior scientists are 
particularly well positioned to initiate and 
lead these conversations. 
Ȁ2ȁ The classification of graduates varies 
across databases, particularly with respect to 
electrotechnics. �onsequently, the figures 
presented in this report may be influenced by 
differences in classification systems. 
Ȁ3ȁ �our-year graduation rates were calculated 
using data from the �ompetenzzentrum 
Technik Diversity �hancengleichheit by 
comparing the number of students entering 
Bachelor s̓ programs in a given year with the 
number graduating four years later. 
�alculations were performed separately for 
women and men to estimate the proportion of 
entrants completing a Bachelor s̓ degree 
within the expected period. 

Databases 

The �ompetenzzentrum Technik Diversity 
�hancengleichheit (
I��) provides data 
on womens̓ representation among 
students and graduates in Germany. 
Although the database is available only in 
German, it can be explored by year, 
discipline, region, and degree level. �or 
comparable data across Europe, Eurostat 
(
I��).provides statistics on students and 
graduates by gender, country, discipline, 
and educational level. 
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fully rational beings. Today, however, there is 
broad consensus that most decision-making 
occurs at a subconscious level. Each day, we 
make thousands of decisions, and deliberate 
evaluation of all available information is oƤen 
not feasible. Actions such as braking to avoid an 
obstacle while driving, interpreting anger on 
someone s̓ face, or deciding whether to trust a 
stranger at the door are processed automatically 
and require minimal cognitive effort. Drawing on 
knowledge accumulated both consciously and 
unconsciously, the mind employs various mental 
shortcutsǸknown as heuristicsǸto reduce 
complexity and accelerate decision-making, 
enabling rapid responses to potentially critical 
situations. This approach, referred to by 
psychologists as System ƭ thinking (Tversky and 
�ahneman, ƭƵƳ3Ǣ �ahneman, 20ƭƭǢ Gigerenzer 
and Gaissmaier, 20ƭƭǢ Gigerenzer and Selten, 
2002Ǣ Gigerenzer and Goldstein, ƭƵƵ6), is 
instrumental to survival. �evertheless, it can 
lead to systematic assessment errors, also known 
as biases. 
System 2 Ȁ2ȁ thinking, by contrast, is more 
deliberate. It requires greater cognitive effort and 
longer processing times and usually takes over 
when we need to solve complex problems or 
encounter unfamiliar situations that do not 
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Today, workplace discrimination oƤen 
manifests in subtle forms that are ambiguous, 
less overt, and frequently unintentional. 
�evertheless, its effects are equally damaging 
for both individuals and organizations (see 
�ones et al., 20ƭƳ). Acknowledging the role of 
cognitive biases in shaping our understanding 
of the world is a crucial first step towards 
creating more equitable hiring processes and 
research environments. 
�ognitive biases can be defined as systemic 
Ǯfallaciesǯ in our assessment of people, events 
and situations that take place at an 
unconscious level and influence our 
%udgments and behaviour Ȁƭȁ. These 
information processing errors occur 
universally. They have been observed in a 
variety of contexts, and people have been 
shown to display similar patterns in the way 
they deal with and process information 
(Shafir and 
eBoeuf, 2002Ǣ �ahneman, 20ƭƭ). 
Psychologists (see for instance �ahneman, 
20ƭƭ) have identified a variety of possible 
information processing mistakes. These 
errors occur in all spheres of life and raise 
significant questions regarding the 
equitability of our society and institutions. 
�or centuries, humans were assumed to be 

�nderstanding and �itigating 
	idden �ias in �cade(ic 	iring 
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mental process (Allport, ƭƵ54Ǣ Devine, ƭƵƴƵǢ 
Pratto ƪ Bargh, ƭƵƵƭǢ Brewer, ƭƵƴƴ). 
�onsequently, research has largely focused on 
strategies to mitigate reliance on information 
derived from these automatic processes 
(�oskowitz, 20ƭ0). 
�ore recently, however, studies have 
demonstrated that contextual factorsǸsuch as 
motivation, time constraints, and cognitive load 
Ǹaffect category application (e.g. Bodenhausen 
et al., ƭƵƵƵǢ van �nippenberg et al., ƭƵƵƵǢ 
�oskowitz, 20ƭ0), suggesting that category 
activation can be inhibited under specific 
conditions. �or example, category-based 
thinking is less likely to be activated when 
individuals engage in counter-stereotypic mental 
imagery (Blair et al., 200ƭ). Sinclair et al. (ƭƵƵƵ) 
found that category activation or inhibition is 
influenced by self-protective motives, while 
�oskowitz et al. (2000) demonstrated that 
individuals with an intrinsic egalitarian goal are 
more likely to inhibit category activation. 
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demand immediate action. However, it does 
not necessarily yield more accurate 
%udgments (Gigerenzer and Gaissmaier, 20ƭƭ). 
�oreover, System ƭ and System 2 thinking are 
interconnected: because System ƭ 
continuously generates inputs and 
suggestions for System 2, biases may also 
influence more deliberate decision-making 
processes. 
Hidden biases are a specific type of 
information-processing error, in which 
previously assimilated information about 
certain groups is unconsciously used to shape 
%udgments and behaviour toward individuals 
within those groups. 
ike other cognitive 
biases, hidden biases operate at an 
unconscious level and originate from 
automatic brain processes. �onsequently, an 
individual s̓ explicit beliefs about a group may 
differ substantially from their implicit 
attitudes. 
�or example, while a person might 
consciously believe that both women and men 
are equally capable of caring for young 
children, they might nonetheless feel an 
unconscious hesitation to hire a male 
babysitter over a female babysitter, and 
potentially overlook qualified male 
candidates. Individuals can thus unknowingly 
perpetuate discriminatory behaviour. Hidden 
biases may therefore shape thinking and 
behaviour, adversely affecting outcomes for 
marginalized groups across domains such as 
employment, healthcare, policing, and the 
%ustice system (Hall et al., 20ƭ5Ǣ Spencer et al., 
20ƭ6Ǣ �aigman et al., 20ƭ2). 
Throughout our lives, we continually 
construct and utilize categoriesǸcollections 
of information about individuals perceived to 
belong to a common groupǸto make sense of 
the surrounding reality. Evolutionary 
psychologists have proposed that 
categorization and category activation may 
have evolved in response to the human need 
to distinguish allies from enemies (�osmides 
et al. 2003). �or many years, category 
activation as been considered an unavoidable 

Harvard Implicit Association Test 

The Harvard Implicit Association Test 
(IAT) was developed to assess an 
individual s̓ implicit attitudeǸthat is, their 
unconscious feelings, opinions, or beliefs 
about people or conceptsǸ and to measure 
the strength of associations between 
specific groups and corresponding 
stereotypes or %udgments. 
Although the correlation between IAT 
scores and biased behaviour remains 
under investigation, there is broad 
agreement that while a single IAT may not 
reliably predict an individual s̓ behaviour 
at a specific moment, aggregate results 
across participants can provide 
meaningful insights into behavioural 
tendencies. 
�or more information or to take an IAT, 
visit the Pro%ect Implicit website (
I��) 
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aspects of goal activation and cognitive 
processing occur outside of conscious executive 
control (Bargh, ƭƵƵ0), limiting the effectiveness 
of purely introspective strategies for bias 
reduction. By contrast, environmental cues such 
as personal details and situations that highlight a 
persons̓ individual characteristics (rather than 
their social group) can reduce automatic 
stereotyping (�acrae et al., ƭƵƵ4). 
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Additionally, egalitarian goals, when 
temporarily activated, may reduce stereotypic 
responding (Shah, 2003). However, attempts 
to counteract bias through conscious thought 
monitoring are oƤen ineffective, as thought 
suppression can produce ironic rebound 
effects (Wegner ƪ Erber, ƭƵƵ2Ǣ �acrae et al., 
ƭƵƵ4). �ore   broadly,   research  suggests that 

�ognitive Biases 

Scientists have identified a variety of cognitive biases that shape how we process and interpret 
information. Below are examples of cognitive biases that can affect decision-making during the 
hiring process. 

• �Ʀnit4 �iasǡ This occurs when candidates are evaluated positively or negatively not because 
of their abilities but because of perceived similarity with the evaluator. In academia, such 
aƦnities may arise from shared life experiences, research interests, academic lineage, or 
similar career tra%ectories. 

• �onơrmation �iasǡ This type of bias occurs when information about a candidate is selectively 
interpreted to confirm an evaluator s̓ initial assessment. 

• In-gro0+ �iasǡ �andidates may be unconsciously favoured by members of the hiring 
committee based on a social identity perceived as shared with the evaluator. �or example, 
candidates may be preferred if they attended the same doctoral programme, share a cultural 
background, or appear to hold similar values. 

• Ha'o eƥectǡ Here, the overall assessment of an applicant may be disproportionately 
influenced by a single positive attribute, such as their alma mater or the reputation of their 
co-authors. 

• Sa'ienc4 �iasǡ This bias occurs when evaluators focus on one striking piece of information 
about a candidateǸsuch as the number of publications or a grade on a diplomaǸand use it 
exclusively to form their %udgment. 

• �ttri�0tion �iasǡ This happens when evaluators attribute a candidate s̓ behaviour or 
achievements to their character rather than to contextual factors. �or instance, a candidate 
may be deemed Ǯlazyǯ for taking an extra year to graduate without considering personal 
circumstances, such as childcare responsibilities or cultural adaptation. Similarly, a 
postdoctoral applicant may be labelled as Ǯlacking motivationǯ based on a publication record 
without accounting for the high-risk nature of their doctoral pro%ect. 

• �onformit4 �iasǡ This bias occurs when evaluators change their opinion about a candidate to 
align with the views of other committee members 
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eight weeks. Yet, implementing this approach at 
an institutional level poses challenges: its 
long-term effectiveness is uncertain, and success 
depends on participantsʼ sustained motivation to 
actually apply the strategies proposed. However, 
the extent to which individuals consistently 
maintain such practices over time may vary, even 
when they are beneficial at personal, 
organizational, or societal levels, suggesting the 
need for complementary structural measures. 
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Individual strategies for reducing 
hidden bias 

The persistently low representation of women 
in STE�Ǹparticularly in leadership positions 
Ǹhas led the European �nion mandating 
institutions participating in Horizon Europe 
programmes to implement training modules 
to minimize the effects of gender bias. 
However, there is little consensus regarding 
the effectiveness of such interventions 
(Paluck et al., 200ƵǢ Paluck et al., 2020Ǣ �alev et 
al., 2006Ǣ �orscher et al., 20ƭƵ). 
Research suggests that training programmes 
aimed merely at familiarizing participants 
with the concept of hidden bias may, in some 
cases, backfire by reinforcing the perception 
that such biases are inevitable and cannot be 
meaningfully mitigated. �oreover, Ǯquick-fixǯ 
strategies intended to reduce stereotype 
activationǸsuch as prompting participants to 
imagine counter-stereotypical examplesǸ 
have been shown to produce only short-lived 
effects, typically lasting less than 24 hours 
(Devine et al., 20ƭ2). �onsequently, their 
practical impact on minimizing bias in 
real-world hiring contexts appears negligible. 
At the individual level, Devine et al. (20ƭ2) 
developed an intervention programme that 
yielded promising results in achieving 
longer-term reductions of hidden biases. The 
programme combined several techniques 
designed to be practised and reinforced over 
time. At the outset, participants were 
introduced to the concept of hidden bias and 
made aware of their own biases through the 
Implicit Association Test. They were then 
provided with five strategies for bias 
reduction to apply independently in the 
following weeks: stereotype replacement, 
counter-stereotype imagining, individuation, 
perspective taking, and increasing 
opportunities for intergroup contact (see box 
below for details). Participants who 
completed the programme showed 
measurable reductions in hidden bias aƤer 
four weeks, with effects persisting for at least 

Gender biases in academia 

Even though the number of women in science 
has substantially increased over the last fiƤy 
years, and media representations of female 
scientists have become more common, children 
Ǹparticularly older childrenǸstill tend to 
associate science with maleness. The 
quintessential scientist in the public imagination 
remains a middle-aged man (�iller et al., 20ƭƴǢ 
�erguson et al., 2020). 
Women remain underrepresented among 
master s̓ and doctoral students in physics, 
informatics, and electrotechnics. Given the 
current talent pipeline, expecting womens̓ 
representation among postdoctoral researchers 
and early-career scientists in leadership 
positions to reach 40Ƿ50ʻ within the next decade 
is unrealistic. Doctoral graduation rates over the 
past decade illustrate this imbalance: women 
earned approximately 20Ƿ26ʻ of doctoral 
degrees in physics, ƴ.5Ƿƭƴʻ in electrotechnics, 
and ƭ3Ƿ26ʻ in informatics Ȁ3ȁ. 
�ne might therefore assume that, given the 
scarcity of female talent in the pipeline and the 
highly competitive academic %ob market, hidden 
biases play only a limited role in hiring decisions. 
In contexts where demand for talent exceeds 
supply, sex and gender might appear largely 
irrelevant. Empirical evidence, however, does 
not support this assumption. Women continue to 
face significant disadvantages when applying for 
academic positions, including in highly 
competitive STE� fields. 
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Devine et al. (20ƭ2) developed an approach to inhibit the activation of hidden biases 
that shows promising results in the medium term. The approach combines a variety of 
bias-replacement and bias-inhibition techniques to be practised over time. These 
include: 

• Stereot4+e re+'acementǡ This strategy requires individuals to recognize when they 
are reacting based on a hidden bias. They are then encouraged to reflect on what 
triggered the bias and modify their response, while developing strategies to prevent 
similar biases in the future. �or example, while evaluating a ��, you might notice that 
you quickly dismissed a candidate who took one year of parental leave during their 
doctoral degree. Although everyone is entitled to parental leave, gender norms and 
dominant discourses about scientists might lead you to unconsciously view the 
candidate as disengaged or low achieving. Recognizing this bias allows you to pay 
closer attention when making %udgments about candidates with career gaps due to 
childcare. 

• �o0nter-stereot4+e imaginingǡ This strategy encourages individuals to think about 
real or imagined people who do not fit societal stereotypes. �or example, you might 
display pictures of famous women in physics in your department or create 
screensavers for your institute featuring women performing laboratory work. 

• Individ0ationǡ The goal of this strategy is to prevent the automatic association of a 
candidate with a social category. �or instance, before inviting a researcher for an 
on-site interview, it can be beneficial for the hiring panel to receive detailed 
information about the candidate, shiƤing the focus from their gender, nationality, or 
other group characteristics to the individual. 

• Pers+ective ta&ingǡ This strategy involves imagining the experiences of someone 
from a marginalized or minority group. While it does not need to occur during the 
hiring process, it can be applied broadly within your discipline to enhance awareness 
of diverse perspectives. 

• Increasing o++ort0nities for contactǡ Exposure to individuals from diverse 
backgrounds and life experiences can reduce biases by reshaping perceptions of 
others. �ontinuous opportunities for interaction with non-ingroup membersǸ 
through cultural festivals, campus celebrations, employee network events, 
international conferences, or cross-border collaborationsǸcan positively influence 
bias reduction in hiring. 

Bias replacement and bias inhibition strategies 
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Evidence suggests that hidden biases continue 
to influence hiring decisions, particularly for 
positions traditionally held by men. Research 
by Isaac et al. (200Ƶ) and �ohnson et al. (20ƭ6) 
indicates that women stand virtually no 
chance of being hired when no other female 
applicants are shortlisted. 
etters of 
recommendation can also disadvantage 
women: �adera et al. (200Ƶ) found that letters 
written for female candidates contained 
significantly more Ǯdoubt raisersǯ than those 
written for men, and women were overall less 
likely to receive a %ob offer. Similarly, 
�oss-Racusin et al. (20ƭ2) showed that faculty 
members favored candidates with male 
names over identically qualified female 
candidates for laboratory manager positionsǢ 
male applicants were not only more likely to 
receive an offer but were also offered higher 
starting salaries. 
The influence of hidden biases extends 
beyond hiring decisions and continues 
throughout academic careers. Teich et al. 
(2020) found that women were significantly 
under-cited in physics %ournals, while �i et al. 
(202ƭ) reported that women were more likely 
to experience authorship and naming 
disputes. Women are also severely 
underrepresented among recipients of 
scientific awards in the physical sciences, 
biomedical sciences, and mathematics 
(
incoln et al., 20ƭ2), and a meta-analysis by 
Bornmann et al. (200Ƴ) suggests that gender 
biases also affect grant funding decisions. 
The empirical evidence is not uniform, 
however, and demonstrates that gender bias is 
highly context-dependent. Williams et al. 
(20ƭ5) conducted five experiments in which 
faculty members from biology, engineering, 
economics, and psychology evaluated 
identically qualified applicants for assistant 
professorships.   Across   these    experiments, 

female candidates were preferred over equally 
qualified male candidates by a ratio of 
approximately 2:ƭ. This advantage disappeared, 
however, when female candidates were 
presented as only slightly less qualified than their 
male counterparts (�eci et al., 20ƭ5). Importantly, 
these studies examined exceptionally qualified 
candidates with nearly identical academic 
records. In reality, career tra%ectories are rarely 
comparable. They are shaped by multiple factors, 
including the unequal distribution of household 
and caregiving responsibilities, biological factors 
such as pregnancy and maternity, access to 
professional networks and mentoring, 
institutional service expectations, and other 
structural conditions that influence academic 
careers. 
�ational data from Germany also suggest that 
progress has been made. In recent years, women 
have been slightly more likely than men to be 
appointed to formal professorships (GW�, 2020). 
However, these data exclude direct appointments 
Ǹcases in which candidates are hired without a 
formal selection processǸas well as internal 
promotions. While such informal recruitment 
practices are relatively uncommon for 
Berufungen (formal professorial appointments), 
they are more frequent for %unior and mid-career 
leadership positions that are not linked to 
university appointments, where recruitment 
oƤen follows less structured procedures. 
�omparable data are not available for other 
academic positions, such as postdoctoral 
appointments, making it diƦcult to assess the 
extent of gender disparities in these recruitment 
processes. 

�otes 

Ȁƭȁ While science is oƤen considered a value-free 
discipline guided by ob%ectivity, contemporary 
philosophers of science  increasingly   challenge 
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this narrative, highlighting the influence of 
various biases on scientific practice (e.g., 
Douglas 200ƵǢ Harding ƭƵƵƴǢ 
ongino ƭƵƵ0Ǣ 
�ourany 2003). �or further discussion on this 
topic and practical recommendations for 
minimizing bias in research, see �ernandez 
Pinto (2023). 
Ȁ2ȁ System ƭ and System 2 thinking are 
convenience label employed by �ahneman to 
explain how the mind worksǢ these, however, 
do not exist as such nor have a distinct 
location in the brain. 
Ȁ3ȁ Importantly, the proportion of women 
applying for postdoctoral positions does not 
necessarily mirror these graduation patternsǢ 
in practice, PIs oƤen receive an even smaller 
share of applications from female candidates. 
�onsequently, combining bias-prevention 
measures with targeted recruitment strategies 
aimed at both attracting and developing talent 
is essential. 
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significantly less likely to be hired when they are 
the only female finalist in a candidate pool, 
consistent with tokenism effects in evaluation 
processes. These findings highlight that 
maintaining a suƦciently diverse applicant pool 
is a key strategy for reducing gender bias and 
promoting more equitable hiring outcomes. 
�ne of the earliest opportunities to influence the 
diversity of an applicant pool lies in the design of 
the %ob description itself. �nce staƦng needs 
have been identified, the wording, structure, and 
framing of a vacancy can significantly shape who 
feels addressed and encouraged to apply. 
Ensuring that %ob descriptions resonate with a 
diverse talent pool is therefore an important step 
in reducing bias that may arise when a position is 
implicitly framed for a narrow or assumed 
audience during the attraction stage. 
�rganizations can reduce hidden biases by 
carefully designing the recruitment process 
itself, starting with effective %ob descriptions (see 
box below). This involves considering both the 
requirements for the position and how the %ob 
description will be perceived by potential 
applicants. 
ater, in the design of the selection 
phase, the %ob description provides an important 
foundation for structuring selection procedures 
and related assessment materials. 

16 

In contrast to approaches that primarily target 
individual awareness, behavioural 
approaches to bias reduction focus on 
redesigning the decision-making 
environment (Bohnet, 20ƭ6). In the context of 
hiring, this shiƤs the focus from training 
people to think differently, to designing 
processes that guide them toward less biased 
decision making. 
This section is organized around the hiring 
process, from draƤing a %ob posting to 
extending a %ob offer. While it is 
recommended that each section be read in 
full, the manual can also serve as a practical 
resource supporting PIs in implementing 
specific steps of the process. �ot all suggested 
measures need to be appliedǢ instead, PIs can 
determine which strategies are most 
appropriate for their teams and context. 

�ehavioral approaches to bias 
red0ction 

Developing effective %ob descriptions 

Research shows that the composition of the 
applicant pool strongly affects the likelihood of 
hiring women. Isaac et al. (200Ƶ) found that bias 
against female candidates decreases when 
women make up at least 25ʻ of the pool. 
�ohnson,  et   al.   (20ƭ6)  show  that   women   are 
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�ontrary to common belief, there is little 
robust evidence that women are less likely to 
apply for a %ob simply because they do not 
meet all listed qualifications. Recent research 
by Salwender and Stahlberg (2024) suggests 
that the widely cited Ǯƭ00ʻ qualifiedǯ claim is 
overstated, as no robust gender differences in 
application intentions were found across 
different qualification-fit scenarios. Similarly, 
there is limited evidence that merely reducing 
the number of listed essential requirements 
increases the share of qualified female 
applicants. However, HR best practicesǸsuch 
as clearly distinguishing between essential 
and desirable criteria, separating trainable 
from non-trainable skills, and eliminating 
ambiguous languageǸcan improve the clarity 
of %ob advertisements and help attract suitable 
applicants across the broader talent pool. 

Studies show that language in %ob advertisements 
can significantly influence whether women apply 
for a position. A well-known study by Gaucher et 
al. (20ƭƭ) demonstrated that gendered wordingǸ 
terms stereotypically associated with 
masculinity or femininityǸcan reinforce gender 
inequality in traditionally male-dominated 
occupations. The authors found that %ob 
advertisements for male-dominated roles 
contain significantly more masculine-coded 
language, and experimental evidence indicates 
that women perceive such positions as less 
attractive. 
Building on this, He and �ang (2025) examined 
how more subtle variations in wording shape 
applicant behaviour. Across four multimethod 
studies, they showed that replacing 
masculine-coded terms with gender-neutral 
alternatives increased the likelihood that both 

�o� �e,0irements 

A %ob requirements analysis is the first step before draƤing a %ob advertisement. It 
clarifies what the role involves and what is needed to perform it effectively. The analysis 
begins with defining the main tasks of the position. This includes outlining what the 
new team member will be expected to do on a day-to-day basis. 

�ext, the necessary skills and competencies are identified: 

• Hard skills: training or university degrees, professional experience, specialist 
knowledge 

• SoƤ skills: social, methodological, and personal competences. 
• �andatory requirements are essential for performing the core tasks of the role 
• Desirable requirements are additional skills or knowledge that may strengthen a 

candidate s̓ profile but are not strictly necessary 

When defining these criteria, consider the expected applicant pool. Requirements 
should not be set too narrowly, particularly in fields with a shortage of skilled workers. 
Reflect on which skills candidates must already have, and which can be developed on 
the %ob. 

Internal %ob requirements, value proposition, and %ob description 
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Some guiding questions: 

• What tasks will the new team member performǧ 
• What skills or knowledge are essential to perform these tasksǧ 
• Which additional skills or knowledge would strengthen the candidate s̓ effectivenessǧ 

�a'0e +ro+osition 

Alongside %ob requirements, it is important to consider the value proposition of the 
institution and the team. The value proposition describes what the position offers 
candidatesǸfor example, development opportunities, team culture, working 
conditions, or meaningful aspects of the work. 

When defining the value proposition: 

• �eep in mind what may be attractive to a diverse talent pool. 
• Illustrate it with concrete examples or clearly defined outcomes, rather than general 

statements. 
• Highlight what makes your team or institution unique, including career development 

opportunities, benefits, or workplace culture. 

Questions to consider: 

• Why should someone apply for this positionǧ 
• What can the team or institution offer that would appeal to a diverse group of 

candidates, especially those from minority backgrounds and womenǧ 
• Are there benchmarks, achievements, or specific examples that make the role more 

tangible and appealingǧ 

�o� descri+tion 

The %ob description is developed based on the %ob requirements and value proposition. 
It communicates clearly what the role entails and what the organization offers. A 
comprehensive %ob description typically includes: 

• A summary of main tasks and responsibilities 
• The mandatory and desirable skills and competencies 
• The value proposition of the team and institution, with concrete examples 
• Expected salary range and any flexibility 
• Details of the application and selection process, including required materials and 

evaluation steps 
• The timeline for filling the position 

A structured approach ensures that the %ob description is clear, realistic, and inclusive, 
helping to attract qualified candidates while providing room for growth within the role. 
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women and men who do not strongly identify 
with masculine traits submit applications. 
Taken together, these findings highlight that 
linguistic choices in %ob advertisements can 
actively shape the composition of applicant 
pools. 
Beyond wording, %ob advertisements also 
communicate information through broader 
symbolic signals about the organizational 
environment. �ne important form of such 
signalling is the use of diversity cuesǸtextual 
or visual elements intended to convey an 
inclusive organizational culture. These cues 
are widely used in vacancies, recruitment 
platforms, and organizational websites within 
the German research and academic context, 
oƤen with the expectation that they will 
encourage applications from women and 
underrepresented groups. 

Supporting this assumption, Purdie-�aughns et 
al. (200ƴ) showed that minority individuals are 
highly attentive to representations of diversity 
and cues signalling inclusion. �c�ab and 
�ohnston (200ƭ) similarly found that women 
applicants respond more positively to 
advertisements that explicitly emphasize equal 
employment opportunity. Avery et al. (2004) 
similarly reported that minority %ob seekers were 
more attracted to organizations portraying other 
minority employees, even when those depicted 
belonged to different identity groups than the 
observer. Avery (2003) further observed that 
minority applicantsʼ attraction to an organization 
increased when racial diversity was depicted, 
particularly in higher-status or supervisory roles, 
suggesting that not only the presence but also the 
positioning of diversity matters. Research by 
Plaut   et   al.   (20ƭƭ)   indicates that the type of 
diversity message also matters: multicultural 
messaging tends to enhance feelings of inclusion 
among minority applicants more effectively than 
colourblind approaches. These studies 
collectively suggest that diversity cues can be 
effective in attracting applicantsǸprovided they 
are meaningful and clearly communicated. 
A more recent study by Wilton et al. (2020) 
showed that diversity cues may backfire when 
there is a perceived mismatch between an 
organizations̓ diversity messaging and its actual 
demographic composition. In their studies, 
ethnic minority participants reacted less 
positively to organizations that strongly 
emphasized diversity while exhibiting low levels 
of visible minority representation. Such 
mismatches, in fact, reduced expected 
belonging, and raised greater concerns about 
fitting in at that organization. �urthermore, 
recent evidence suggests that the presence of 
diversity cues alone may not be suƦcient. 
�ichols et al. (2023) found little indication that 
showcasing organizational diversityǸsuch as 
displaying images of a diverse group of 
employees on a company websiteǸsignificantly 
increased the representation of any subgroup in 
the applicant pool. These findings suggest that 
merely symbolic displays of diversity may not be 
enough to shape applicantsʼ behaviour, raising 
the question of how organizations can convey 

Your HR department might already 
review %ob postings for biased 
language. If not, you can use various 
tools to quickly analyze the text of your 
vacancies. SoƤware, such as Totaljobs, 
GenderDecorder and GenderDecoderDE, 
is designed to identify gender biases in 
%ob advertisements and is freely 
available online. Alternatively, if you 
have an �S �Ʀce license, you can use 
�S Words̓ Editor to check your text for 
inclusiveness. 

To enable this feature on your P�: 

• �pen �S Word and click �ile in the 
top-leƤ corner. 

• Select �ptions and then Proofing. 
• Enable �ark grammar errors as you 

type and open the settings next to 
Grammar ƪ Refinements. 

• Scroll down to Inclusiveness and 
check all boxes for biases (e.g. age, 
gender, cultural). 

�hecking %ob descriptions 
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tangible, well-communicated commitments 
to inclusion that genuinely resonate with 
potential candidates. Selecting applicants for a position can be 

particularly challenging. �hoosing one candidate 
over another inevitably involves uncertainty 
about future performance, especially when 
evaluators have not previously worked with the 
applicants. �hlmann and �ohen (2005) 
demonstrated that establishing hiring criteria 
before learning a candidate s̓ gender reduces the 
influence of social stereotypes in the assessment 
of qualifications. �arefully deliberating in 
advance on what to evaluate, and on how these 
criteria align with staƦng needs, can therefore 
provide valuable guidance and help mitigate bias 
during the selection process. 
Eva'0ation Matrices 
Evaluation matrices are structured tools 
designed to assess applicants for a specific 
position. They provide evaluators with clear 
guidance on what is being evaluated and how 
performance is measured. Diversity, equity, and 
inclusion practitioners frequently advocate for 
the use of such matricesǸor rubricsǸto mitigate 
bias in hiring and promotion processes. Their 
primary purpose is to enhance the quality of 
hiring decisions by slowing down evaluatorsʼ 
%udgments and ensuring attention remains 
focused on the essential skills and knowledge 
required for the position, rather than on 
instinctive or impression-based assessments. 
Increasingly, therefore, universities have begun 
to require the use of evaluation matrices, 
particularly for appointments above the 
postdoctoral level. 
Empirical evidence on the effectiveness of 
evaluation matrices, however, remains limited 
and somewhat mixed. Blair-
oy et al. (2022), for 
instance, found that the adoption of matrices was 
associated with an increase in the hiring of 
women. �evertheless, women continued to 
receive lower evaluations than men on key 
criteria such as research productivity and 
impact. 
Similarly, �ulpepper et al. (2023) observed that 
while rubrics initially encouraged hiring 
committee members to focus on pre-established 

PIs might consider including an image 
along their %ob descriptions. This 
provides them with an opportunity to 
present the team and its work 
environment in a visible and tangible 
way. �urthermore, it can support the 
overall attractiveness of the position 
and help potential applicants gain an 
impression of who the vacancy is 
aimed at, while also offering cues 
about the teams̓ culture and the 
broader institutional environment. 

Ideally, the selected image reflects the 
actual diversity of team with the 
vacancy and is appropriate for the role. 
�rganizational units may consider 
investing in the development of an 
institute-specific image database that 
can be used for future vacancies and 
for website content. This can support 
consistency and reduce effort over 
time. 

Diversity cues can be incorporated into 
images to further signal attention to 
equity and inclusion. At the same time, 
it is important that the photo 
authentically reflects the real work 
environment and existing inclusion 
practices. �isual representation should 
align with actual practices within the 
organizational units and be supported 
by clear and consistent messaging on 
the groups̓ webpage. 

Photos 

Designing evaluation processes 
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criteria, their influence oƤen weakened over 
the course of the selection process. In some 
cases, evaluators gradually reverted to more 
holistic %udgments, allowing informal 
impressions and sub%ective factors to regain 
influence in decision-making. This suggests 
that, while evaluation matrices can structure 
attention and improve consistency, their 
effectiveness may depend on sustained use 
and institutional commitment throughout the 
entire hiring process. �or rubrics to be 
effective, PIs need to implement internal 
processes that ensure their consistent 
application across all stages of the hiring 
cycle. �or example, when multiple 
individuals are involved in the selection 
process, the PI may monitor adherence to the 
rubric. Additionally, all reviewers should 
receive appropriate training on how to apply 
the matrix effectively. 
While rubrics hold significant promise for 
improving equity and consistency in hiring, it 
is crucial to remember that they are tools used 
by people to make decisions. Their 
effectiveness depends on both design and 
implementation. Evaluation matrices can 
themselves reflect and reproduce bias if their 
criteria are not carefully constructed, 
producing unintended negative outcomes for 
underrepresented applicants (�lhman ƪ 
�ohen, 2005Ǣ Blair-
oy et al., 2022). �or 
instance, a matrix that includes Ǯexperience 
with grantsǯ and scores candidates based on 
the number of grants received may 
inadvertently disadvantage women, who have 
been shown to receive less third-party 
funding on average. Hence, when developing 
evaluation matrices, it is essential to ensure 
that they accurately reflect the genuine needs 
of the hiring team while avoiding criteria that 
disproportionately disadvantage marginalized 
groups. This is a complex task, as those 
designing evaluation criteria may be unaware 
of embedded biases and oƤen have limited 
exposure to the topic. Similarly, women and 
individuals from minority backgrounds 

frequently engage in invisible labourǸfor 
instance mentoring, roles on hiring committees, 
participation in outreach initiatives, or 
involvement in DEI activitiesǸthat is rarely taken 
into account during selection stages. 
PIs, who are ultimately responsible for ensuring 
that evaluation matrices are as bias-free as 
possible, should consider familiarizing 
themselves with the topic. They can, for example, 
participate in awareness-raising campaigns such 
as those offered by the their university or 
research centre or by professional networks. 
Another crucial aspect to address before the 
selection process is not only what the evaluation 
matrix should include, which selection elements 
will be used, and how the matrix should be 
operationalized for each tool, but also when and 
how candidate evaluations will be conducted. PIs 
play a central role in defining and 
communicating these procedures in advance. 
Bohnet et al. (20ƭ6) observed that comparative 
evaluationsǸwhere candidates are assessed side 
by side on each criterion rather than sequentially 
Ǹare particularly effective in reducing bias 
activation. Therefore, it is important that PIs 
clearly instruct evaluators on the use of selection 
materials and require comparative evaluations 
whenever possible. �or example, during �� 
screening, evaluators might first assess all 
candidates on criterion A, then all candidates on 
criterion B, and so on. Similarly, while reviewers 
should avoid discussing candidates prior to 
formal selection meetings, they should be 
encouraged during these meetings to compare 
candidates directly within specific assessment 
areas. 

Assessment components in early- 
and mid-stage selection processes 

Traditionally, hiring outside of W positions 
follows a two-step process: ƭ. pre-assessment 
by reviewing ��s and research samplesǸ 
sometimes     accompanied     by      university 
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AƤer a %ob description has been developed, you should be able to identify basic 
requirements, essential skills, and preferred skills for the position. Different rubrics (or 
matrices) are usually developed for different stages of the hiring process, as scoring is 
based on different types of data. At a minimum, operationalization should be revisited 
at every hiring stage. 

Basic re,0irements 

Basic requirements are usually yesȒno criteria that, at the beginning of the selection 
process, help you filter out unsuitable candidates. �or instance, if you are hiring a 
postdoc, you might list having a doctoral degreeǸor being about to complete a doctoral 
degree in a relevant areaǸas an essential requirement. Alternatively, if the position 
needs to be filled immediately, you might indicate that having a valid work permit is a 
requirement for the position. 

Essentia' s&i''s 

Essential skills are crucial abilities that an employee must have to effectively carry out 
their %ob responsibilities aƤer being hired. While these skills are typically trainable, 
training existing or new employees might not always be feasible due to time constraints 
or resource limitations. �nlike basic requirements, assessing essential skills is not as 
straightforward as checking a boxǢ rather, they exist along a spectrum. As a result, 
candidates may demonstrate varying levels of proficiency in specific competencies. 
To enhance candidate assessment, it is advisable to define the significance of different 
skill levels and establish a minimum proficiency level necessary for the position prior 
to the evaluation process. �andidates should then be evaluated individually according 
to the defined methodology, and an evaluation matrix should be completed for each 
candidate immediately aƤer assessment. 
�or example, if the assessment involves reviewing ��s, work samples, and conducting 
interviews as primary decision-making aids, it is essential to: 

• Specify the skills being assessed at each stage of the evaluation. 
• Identify and clearly define competency levels. 
• Assign an evaluation value to each competency level (e.g. -2 points ˋ insuƦcient, ˆ2 

points ˋ excellent). 
• Set minimum proficiency requirements for each skill. 

�onsequently, a new candidate evaluation form should be generated for each 
assessment stage. Applicants who do not meet the minimum competency levels 
necessary for success can be excluded from the applicant pool. Instead of limiting 
interview invitations to only the top candidates (e.g. top three applicants), it may be 
beneficial to expand the finalist pool to include other suitable applicants to maximize 
diversity, especially if candidates scored similarly during a first evaluation (e.g. top six 
applicants). 

Evaluation matrices 
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performance reports and letters of 
recommendationǸand 2. final assessment by 
conducting interviews, oƤen paired with a 
research presentation or other simulative 
elements. 
However, these elements are not the only 
options, nor should they automatically 
determine decision-making when they do not 
yield relevant information. As in research, the 
choice of method and tools should be aligned 
with the question at hand. Reviewing the %ob 
description is therefore a crucial first step in 
clarifying what is to be assessed in the 
selection process and how this will be 
measured. 
A range of elements can be used to assess 
applicants throughout the selection process, 
including ��s, interviews, work samples, 
reference letters, general mental ability tests, 
and interviews. The following sections 
examine these elements in greater detail 
discussing the effectiveness of each tool, their 
potential for bias as well as practical 
challenges in the implementation of current 
DEI best practices. 
�andidatesʼ rĈsumĈs or curriculum vitae (��s) 
are among the most widely used selection 
elements for assessing a candidate s̓ ability to 
perform a specific %ob. They provide 
important information about education, 
professional  experience, and relevant skills. 

�evertheless, ��s oƤen include personal 
information that can inadvertently trigger biases, 
even without any conscious intent on the 
reviewer s̓ part. 
Budden et al. (200ƴ) found that the introduction 
of double-blind review was associated with 
increased representation of female authors in 
ecology %ournals. Similarly, Tomkins et al. (20ƭƳ) 
provide evidence that single-blind peer review 
can introduce biases related to author prestige 
and institutional aƦliation, which are reduced 
under double-blind review conditions
ikewise, a 
classic study by Goldin and Rouse (2000) 
demonstrated that screening musiciansʼ 
identities during auditions increased the 
proportion of women hired in symphony 
orchestras. Taken together, these findings 
suggest that reducing access to personal 
identifiers can meaningfully alter evaluation 
outcomes. 
Building on this evidence, Bohnet (20ƭ6) strongly 
advocates for double-anonymized selection 
processes to reduce biases in academia, 
including in hiring, funding decisions, peer 
reviews, and, in some cases, access to key 
equipment and technologies. Accordingly, 
removing personal identifiers from applications 
and evaluation materials can be a powerful 
strategy for reducing bias activation, particularly 
in the early stages of the selection process. 

As you develop your ideal assessment, it is important to consider the weight of each evaluation 
criterion and the minimum required score for each criterion evaluated through different 
assessment tools designed to select finalists for the position (Bohnet, 20ƭ6). �or this purpose, you 
might first identify assessment tools for each selection criterion and then develop evaluation 
matrices to be used at each step of the evaluation, indicating the weight of each criterion. 
Acknowledging the varying importance of skills is essential for a balanced evaluation process. 
�or example, when assessing candidates for doctoral vacancies, assigning weights to different 
skills ensures that their relative significance is reflected accurately. In this context, you may 
decide to allocate 20ʻ weight to communication skills, 35ʻ to Python proficiency, and 35ʻ to 
�ˆˆ capabilities, aligning with the specific requirements of the position. 
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However, translating this principle into hiring 
practice requires careful consideration of 
both (a) which details can be effectively 
anonymized and (b) how anonymization can 
be implemented in practice. If the talent pool 
is suƦciently large to allow for a meaningful 
double-anonymized process, basic �� details 
Ǹsuch as the candidate s̓ name, date of birth, 
parental status, nationality, and disability 
status Ȁ3ȁǸcan be removed to minimize bias 
activation. Similarly, photographsǸwhich are 
oƤen included in application materials in 
GermanyǸcan be omitted, as they provide no 
relevant information on abilities or 
accomplishments. 
Despite these conceptual advantages, 
anonymizing ��s and application materials 
may not always be a viable optionǸat least not 
for a large research centre in Germany. 
�ne ma%or challenge in creating 
identifier-free applications concerns oƦcial 
documents and publication lists. �niversity 
transcripts and research output are central 
components of candidate evaluations, and 
removing identifiers is oƤen not practicable. 
At the same time, many elements of a �� can 
act as indirect proxies for social identities. 
Scholarships, for instance, may implicitly 
reveal gender, family income, or nationality, 
as can certain academic activities. A 
candidate who has founded a chapter of 
Women in High Performance �omputing, or 
who lists a presentation at the Queer in 
�omputational and Applied �athematics 
(Q�A�) workshop, may inadvertently reveal 
aspects of their identity. While not every case 
can be anticipated, it is worth discussing in 
advance what information should be removed 
or anonymized. Simply blanking out 
scholarships or activities is not a viable 
solution, as these provide valuable insight 
into a candidate s̓ accomplishments. In many 
cases, the information can instead be partially 
anonymized or replaced with an equivalent 
description. 

A similar challenge arises with educational 
background. Alma mater can indicate social 
status or nationality, particularly at the bachelor 
level. �any scientists are reluctant to remove this 
information from ��s, as it is oƤen perceived as a 
key indicator of academic excellence. 
�evertheless, PIs should critically assess what 
they truly learn from this information and 
determine how it should be evaluated in 
accordance with established selection criteria if 
it is not anonymized. 
Therefore, the implementation of 
double-anonymized reviews should be 
accompanied by careful consideration of 
potential unintended consequences. Hiring 
criteria in both anonymized and 
non-anonymized reviews should be clearly 
defined with equity considerations in mind, and 
evaluation metrics should be established and 
shared with reviewers. The screening process 
itself should also be structured with care. �or 
instance, reviewers might first examine ��s to 
separate candidates into suitable and unsuitable 
pools, while a second review stage could 
incorporate cover letters and other application 
materials that provide important context about 
circumstances affecting academic or 
professional tra%ectories. 
A possible strategy to minimize bias activation is 
to evaluate publication lists and sample 
publications independently of one another and 
separately from the ��. To some degree, this 
approach may reduce opportunities for bias even 
when anonymization of the application package 
is not feasible. However, identifiers cannot 
realistically be removed from all components of 
application materials. Institutional applicant 
management platforms do not support this level 
of anonymization, and printing application 
packages for manual redaction is not only 
time-consuming but may also pose privacy 
concerns. 
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It is also important to recognize that 
interventions such as anonymization do not 
account for inequitable conditions and may 
inadvertently disadvantage candidates whose 
career tra%ectories deviate from conventional 
paths because of background, health, or life 
circumstances. �or example, a doctoral 
student with a disability may take longer to 
complete their degree, a queer candidate may 
have temporarily interrupted their studies due 
to economic or personal challenges, and a 
young parent may have fewer publications 
following parental leave. In these cases, 
removing context does not necessarily level 
the playing field and may unintentionally 
penalize individuals. 
�over 'etters 
�over letters typically accompany a �� and 
allow candidates to introduce themselves, 
articulate their interest in a position, and 
highlight relevant experiences. They are also 
commonly used to contextualize gaps in a ��, 
for example periods of reduced productivity 
due to personal or family circumstances. This 
makes it important for PIs to consider in 
advance how information from cover letters 
should inform candidate assessments, 
particularly when such materials include 
sensitive personal context. 
In practice, cover letters are oƤen used during 
the initial screening stage to filter out 
applicants under the assumption that they 
reliably signal genuine interest and 
professionalism. This assumption, however, 
deserves scrutiny, particularly in an era in 
which cover letters can be draƤed or refined 
with artificial intelligence. �nless applicants 
are explicitly required to provide substantive 
materials within the cover letter itselfǸsuch 
as research statements, teaching concepts, or 
leadership visionsǸthe extent to which these 
documents yield meaningful additional 
information remains unclear. �oreover, 
much of the information they are intended to 
convey could potentially be collected through 
more structured, consistent, and equitable 
assessment methods. 

�ne ma%or concern regarding the use of cover 
letters in candidate evaluations is their potential 
to trigger bias. While cover letters can offer 
useful context for gaps or irregularities in a ��, 
they may also contain explicit references to 
personal circumstancesǸfor example, a period 
of reduced productivity due to health issues or a 
diƦcult pregnancy. Writing style and language 
use can likewise reveal, or be interpreted as 
revealing, gender, cultural background, or other 
aspects of applicant identity, which may 
inadvertently activate biases. He and �ang 
(202ƭ), for instance, showed that women 
anticipating discrimination in male-dominated 
industries oƤen adopted more masculine 
language in their cover letters as a protective 
strategyǸyet were penalized for this mismatch 
between presumed identity and writing style, 
receiving fewer %ob offers on average. In other 
words, candidates may be unconsciously 
disadvantaged simply for failing to conform to 
gendered expectations about communication. 
Relying on cover letters as indicators of 
Ǯmotivationǯ or Ǯinterestǯ introduces additional 
problems. The ability to craƤ a polished narrative 
is unevenly distributed: candidates with limited 
writing support or differing linguistic and 
cultural backgrounds may be at a systematic 
disadvantage. These disparities bear little 
relationship to scientific competence or potential 
future performance. As a result, committees may 
inadvertently reward writing fluency and 
cultural homogeneity rather than actual 
qualifications. 
Academic ��s generally provide suƦciently 
detailed information for assessing whether 
candidates meet the essential criteria for a 
position. If cover letters are to be used, PIs 
should first articulate what they expect to learn 
from them and why this information is necessary 
for the selection process. In many cases, targeted 
and standardized forms can replace open-ended 
letters and reduce opportunities for bias 
activation. �or example, PIs may ask candidates 
whether there are any circumstances they would 
like to highlight that affect the interpretation of 
their ��Ǹframed in broad, privacy-respecting 
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terms. 
ikewise, if research, teaching, or lab 
concepts are required, these can be requested 
through structured prompts that elicit directly 
relevant information without inviting 
unnecessary disclosure or sub%ective 
interpretation. 

�or leadership positions in particular, candidates 
may also be asked to include diversity statements 
as part of their cover letters. These statements 
can help assess a candidate s̓ ability to contribute 
to diversity, equity, and inclusion (DEI) in 
supervision, research, and service, while also 
signalling the culture of the organizational unit 
or institute and associated expectations for the 
future. However, when such statements are 
requested, corresponding evaluation criteria 
should be explicitly incorporated into 
assessment matrices. 
�ecommendation 'etters 

etters of support are frequently used to evaluate 
candidates applying for leadership positions in 
science and academia, but they may also be 
considered when hiring scientists at other career 
stages. In Germany, it is common for applicants 
to include employment reference letters ( 
“Arbeitszeugnisseǯ) from previous employment 
when applying for a new position. 
PIs might view letters of recommendation and 
Arbeitszeugnisse as valuable materials for 
assessing a candidate s̓ ability and reliability 
(this, for instance, is common practice in specific 
physicistsʼ communities). However, basing 
assessments on the analysis of letters of 
recommendation is problematic due to their low 
predictive validity (Hunter ƪ Hunter, ƭƵƴ4). 
While letters of recommendation and 
Arbeitszeugnisse can verify a candidate s̓ 
previous roles and responsibilities, using them to 
evaluate past performance or future potential is 
challenging. Ideally, these letters should be 
ob%ective, fact-based assessments of ability. In 
practice, however, multiple factors influence the 
writing process, including the author s̓ 
familiarity with the applicant, their relationship, 
frame of reference, and writing skills (Wright ƪ 
�iegelstein, 2004). Additionally, because 
candidates typically select their own references, 
letters oƤen suffer from leniency bias (Aamodt, 
ƭƵƵƵ), providing overtly positive evaluations even 
for mediocre candidates. 
In Germany, Arbeitszeugnisse must be approved 
by the employee before finalization, and 
managers    are     prohibited     from     including 

While ensuring gender balance in 
evaluation committees is a popular 
intervention to mitigate bias in 
academia, there is limited evidence 
that increasing the representation of 
women on hiring panels alone reliably 
reduces bias against female applicants. 
As gender stereotypes are socially 
acquired, they can shape the 
evaluations of both women and men, 
sometimes to a similar degree. 
Therefore, while it is important for 
candidates to encounter a diverse 
selection panelǸand while panel 
composition may reflect how power is 
distributed within an organizationǸit 
would be misleading to assume that 
diverse panels are inherently better 
equipped to make less biased hiring 
decisions (Bagues ƪ Esteve-�olart, 
20ƭ0Ǣ �oss-Racusin et al., 20ƭ2Ǣ Isaac et 
al., 200Ƶ). 
In many cases, women and other 
minority employees are asked to %oin a 
selection panel simply to fill a 
Ǯdiversity quotaǯ. While 
well-intentioned, this strategy can 
backfire. �inority employees and 
women are oƤen overburdened with 
service Ȁ4ȁ and administrative 
assignments at the expense of their 
scientific productivity and well-being. 
�urthermore, if the selected 
employees hold lower-ranking 
positions compared to others on the 
committee, they may struggle to share 
feedback and perspectives that differ 
significantly from those of 
higher-ranking members. 

Evaluation committees 
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information that might impede future 
employment. Similarly, in countries such as 
the �.S., applicants oƤen have the right to see 
recommendation letters, which discourages 
authors from providing negative details about 
performance. 
Empirical evidence also reveals gender 
patterns in recommendation letters. In 
academia, letters written for women are more 
likely to contain doubt raisers and emphasize 
hard work or persistence rather than 
exceptional achievements, whereas letters for 
men more oƤen highlight standout 
accomplishments (�adera et al., 20ƭƵǢ 
Schmader et al., 200Ƴ). �or example, Dutt et al. 
(20ƭ6) found that female postdocs were about 
half as likely as their male counterparts to 
receive letters describing them as Ǯexcellentǯ. 
Although the use of recommendation letters 
in hiring processes is problematic, they can 
sometimes provide valuable information that 
helps hiring committees understand the 
specific contributions an individual might 
bring to their group. If a committee decides to 
use recommendation letters as a data source, 
attention should be paid to ensure that the 
letters contain information useful to the 
committee while minimizing potential biases. 
�c�arthy and GoƦn (200Ƶ) tested different 
approaches to improve the validity of 
recommendation letters and found that 
relative percentile methods may provide a 
better alternative to traditional letters. In 
recent years, several universities have begun 
asking candidates to submit standardized 
recommendation forms instead of traditional 
letters. These forms typically include 
questions about the candidate s̓ abilities. 
Recommenders are required to provide 
percentile evaluations, comparing the 
candidate to others with similar titles and 
experience. Recommenders are then asked to 
substantiate their assessments with practical 
examples, provided in a free-form box with a 
defined character range. To further limit the 
impact of biases in the selection process, 
some institutions ask candidates to request 
recommendation letters only aƤer being 

shortlisted for a position. Alternatively, 
recommendation letters may be considered only 
in the final stages of the hiring process, once all 
other materials have been scored and evaluated. 

In science, it is not uncommon for hiring 
committees to receive applications from 
candidates within their professional 
networks. �andidates may be known to 
PIs or committee members for various 
reasons, including conference 
attendance, collaborations, paper 
reviews, previous work in the same 
group, or having shared the same thesis 
advisor. This familiarity oƤen provides 
committee members with access to 
additional informationǸeither first- or 
second-handǸbeyond the oƦcial 
application. �ommittee members should 
refrain from sharing or considering such 
information during the hiring process. 
Informal references are oƤen 
unverifiable by other members and can 
introduce significant biases, either in 
favour of or against specific individuals. 
�nder no circumstances should external 
individuals be contacted to obtain 
informal feedback about a candidate 
without the candidate s̓ prior knowledge 
and explicit consent. This includes 
requests for background impressions, 
informal references, or any other form of 
unoƦcial assessment. 
All information used in the selection 
process must be collected through formal 
and transparent procedures in 
accordance with applicable data 
protection and employment law 
provisions. The disclosure of a 
candidate s̓ application status to third 
parties without authorization is not 
permitted. Accordingly, a candidate s̓ 
participation in a selection process must 
remain confidential. 

Informal references 
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�enera' menta' a�i'it4 tests 
General mental ability (G�A) tests are 
standardized assessments designed to 
measure cognitive capabilities such as 
reasoning, problem-solving, learning ability, 
and comprehension. Although not commonly 
used in academic hiring, Bohnet (20ƭ6) 
suggests that G�A tests could serve as a tool to 
reduce bias in academic hiring, in particular. 
G�A tests have consistently demonstrated 
predictive value for %ob performance. A 
seminal meta-analysis by Schmidt and Hunter 
(ƭƵƵƴ), conducted for the �.S. Department of 

abor, evaluated ƭƵ selection procedures and 
found that G�A testsǸparticularly when 
combined with work samples, structured 
interviews, or integrity testsǸexhibit the 
highest validity for predicting %ob and training 
performance, especially in mid-and 
high-complexity roles. �ore recently, Sackett 
et al. (2023) reviewed research from the past 
two decades and confirmed that G�A remains 
related to %ob performance, although the 
strength of this relationship is somewhat 
weaker than previously reported. 
Despite their predictive validity, G�A tests, 
however, can have unintended adverse 
effects. Tests developed in one cultural or 
educational context may not predict 
performance equally well in another. This is 
due to differences in language, schooling, or 
cultural norms (Schmidt ƪ Hunter, ƭƵƵƴǢ 
Sackett et al., 2023). Therefore, such tests 
might not be ideal for evaluating an 
international talent pool, such as applicants 
for research or IT positions. �urthermore, 
research has shown that G�A tests may 
disproportionately disadvantage ethnic 
minority candidates (Sackett et al., 200ƭǢ 
Schmidt, 2002Ǣ Ployhart et al., 200ƭǢ Guion, 
20ƭƭ). �eurodivergent individualsǸsuch as 
those with ADHD, dyslexia, anxiety, or autism 
spectrum conditionsǸmay also be 
disadvantaged in highly structured, 
time-limited cognitive assessments 

(Armstrong, 20ƭƳǢ Hilliard, 2025). While direct 
evidence is limited, it is a plausible concern that 
these candidates might underperform on certain 
subtests despite high ability, and their 
performance may not fully reflect their potential 
in academic roles requiring domain expertise. 
To mitigate these limitations, as no selection 
element is free from biases, management 
science scholars suggest combining G�A tests 
with complementary assessment elements, such 
as work samples or structured interviews (Guion, 
20ƭƭǢ Ployhart et al., 200ƭǢ Schmidt ƪ Hunter, 
ƭƵƵƴǢ Sackett et al., 2023). PIs should carefully 
consider whether the benefits of including G�A 
tests outweigh their potential shortcomings, 
given the specifics of the positions to be filled. 
�or& sam+'es 
Work sample testsǸwhere applicants are asked 
to perform tasks that closely mirror those 
required in the roleǸare widely regarded as one 
of the most valid predictors of future %ob 
performance (Hunter ƪ Hunter, ƭƵƴ4Ǣ Reilly ƪ 
Warech, ƭƵƵ3). While their use is relatively 
common in academic hiring, they are applied 
less systematically in administrative and 
technical units, where their adoption could be 
further strengthened. 
In academic contexts, and depending on the level 
of seniority, applicants may be asked to submit 
writing samples such as publications, research 
statements, or sample pro%ect reports. �ollowing 
an initial screening, additional assessment 
methods are oƤen incorporated into the 
interview stage, including teaching simulations, 
presentations of previous work, research 
strategy talks, or topic-specific presentations, to 
more comprehensively evaluate candidatesʼ 
competencies. 
�or administrative and technical roles, analogous 
approaches can be implemented by asking 
candidates to complete practical assignments 
tailored to the position, such as data analysis 
tasks, pro%ect planning exercises, or 
problem-solving scenarios. 
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Results from a more recent meta-analysis by 
Roth et al. (2005) suggest that the relationship 
between work sample tests and future %ob 
performance may be more moderate than 
previously assumed. �evertheless, work 
sample tests remain an effective tool for 
decision-making during the selection process. 
�urthermore, unlike general mental ability 
tests, they tend to show smaller subgroup 
differences and may therefore be less likely to 
disadvantage applicants from minority groups 
(Schmitt ƪ �ills, 200ƭ). Their value may be 
further enhanced when work samples are 
reviewed independently of ��s, 
recommendation letters, and cover letters, as 
this reduces exposure to contextual cues that 
may activate bias. However, it is important to 
recognize that anonymization of work 
samples is oƤen not feasible in academic 
settings, where authorship is typically directly 
identifiable through publications. Therefore, 
while decoupling the review of materials may 
help to minimize bias activation, authorship 
may still remain visible and continue to 
influence evaluations. 

Initial impressions frequently go unchallenged 
because interviewers avoid asking questions that 
might contradict their intuitions, instead 
favouring those that confirm them. This 
sensemaking process, combined with 
confirmation bias, increases interviewersʼ 
confidence in their own %udgments. However, 
confidence does not equate to accuracy: 
interviewers oƤen feel certain about evaluations 
that largely reflect biased interpretations rather 
than valid assessments of candidate quality 
(Dana et al., 20ƭ3). 
�anagement research overwhelmingly 
demonstrates the superiority of structured 
interviews over unstructured ones. By 
minimizing opportunities for bias activation, 
structured interviews provide more reliable and 
valid assessments of candidates, particularly 
when used alongside other selection elements. 
They are also less likely to disadvantage 
candidates from minority backgrounds or 
candidates with disabilities. �onsequently, 
moving away from unstructured interviews is not 
only a matter of improving predictive accuracy 
but also a matter of fairness and social %ustice 
(Dana et al., 20ƭ3Ǣ 
evashina et al., 20ƭ4Ǣ Bohnet, 
20ƭ6Ǣ Brecher et al., 2006). 
�or practical reasons, interviews are oƤen 
conducted in a semi-structured format, 
particularly in scientific settings where it may be 
necessary to tailor specific questions to a 
candidate s̓ research background in order to 
meaningfully assess their expertise. While 
standardizing overarching questions related to 
the competencies being assessed is both possible 
and advisable, the precise wording of follow-up 
questions may need to vary depending on 
candidatesʼ expertise and scientific backgrounds. 
Therefore, a limited degree of flexibility may be 
appropriate in practice. However, PIs are advised 
to maintain interviews as close as possible to a 
structured format and to minimize unnecessary 
variation in interview content and procedures. 
In academic and research environments, 
interviews oƤen follow recurring patterns that 
introduce      some     degree     of   structure  and 

Interviews: the final stage of the 
selection process 

Interviews are a central component of most 
academic hiring processes, oƤen serving as 
the primary opportunity for committees or 
PIs to assess a candidate beyond their written 
materials. However, the effectiveness of 
interviews depends heavily on their structure: 
while some formats can support fairer and 
more accurate evaluations, others introduce 
substantial bias and inconsistencies. 
The effectiveness of unstructured interviews 
has been discredited by several studies (for an 
overview, see Dana et al., 20ƭ3Ǣ 
evashina et 
al., 20ƭ4). In unstructured interview settings, 
interviewers tend to relyǸoƤen 
unconsciouslyǸon random, irrelevant cues 
(noise) when evaluating candidates. 
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comparability. �andidates are typically asked 
to deliver a technical presentation (serving as 
a work sample), followed by topic-relevant 
questions to assess their expertise. Additional 
questions may address the proposed research 
pro%ect, its implementation and feasibility, 
and its broader impact, as well as more 
general topics such as candidatesʼ experience 
working in interdisciplinary teams, their 
ability to collaborate effectively, and their 
resilience, among other relevant aspects. 
Hiring committees, depending on the 
seniority of the candidates, use this process to 
evaluate a range of competencies, including 
technical expertise, communication skills, 
critical thinking, and self- and pro%ect 
management abilities, as well as the ability to 
work in a team and the capacity to engage in 
potentially challenging discussions about 
one s̓ own work. �or more senior candidates 
in particular, interviews also serve to assess a 
candidate s̓ ability to articulate a coherent 
research vision, demonstrate the societal 
relevance and broader impact of their work, 
show that they can lead a team, and position 
their research within wider academic or 
applied contexts. 
The validity of interviews depends on the 
extent to which discretion is systematically 
constrained and anchored in predefined, 
%ob-relevant selection criteria. This requires 
the development of clearly specified 
competency dimensions, corresponding 
interview questions, a predetermined 
sequence of questions, clearly allocated 
responsibilities among interviewers, 
standardized evaluation rubrics, and 
appropriate training for committee members 
in the use of the interview procedure and 
assessment elements. During the interview, 
all candidates should be assessed against the 
same competency dimensions, asked the 
same core questions in the same order, and 
evaluated according to the same criteria. 

Where multiple interviewers are involved, each 
competency block should ideally be assigned to 
the same interviewer across all candidates. 
�ollow-up questions may be used where 
necessary to clarify, verify, or elicit more detailed 
information, but interviewer discretion and 
spontaneous deviation from the interview 
protocol should be kept to an absolute minimum. 
Bohnet (20ƭ6) further recommends scoring 
responses immediately aƤer each question, 
directly during the interview, rather than 
retrospectively aƤer the interview has 
concluded. 
Where a committee is involved, members should 
refrain from discussing candidates until the full 
interview cycle has concluded, thereby limiting 
the influence of groupthink. Interviewers should 
submit their scores before any panel discussion 
begins. 
As noted earlier, comparisons between 
candidates should be conducted horizontallyǸ 
question by questionǸrather than vertically, 
candidate by candidate. This approach allows 
performance to be evaluated across the full range 
of relevant criteria and domains. Since 
candidates oƤen excel in some areas while 
performing more moderately in others, this 
method supports a more balanced overall 
assessment and helps avoid the impression that 
a candidate performs strongly across all 
dimensions when they may in fact excel only in 
specific areas. 

Extending an offer 

There is extensive evidence documenting gender 
pay disparities. While the gap varies by country 
and industry, in most cases, women earn a 
fraction of what their male counterparts earn 
(Bohnet, 20ƭ6). According to the �ederal 
Statistical �Ʀce of Germany, women in Germany 
consistently earn less than men across all sectors 
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and responsibility levels. In 2024, women 
earned, on average, ƭ6ʻ less than men. This 
gap increases at higher management levels, 
where women earned almost 2ƭʻ less than 
men. Several factors shape the gender pay 
gap, including managerial responsibilities, 
industry, education, experience, role, 
location, and employer. �evertheless, even 
aƤer ad%usting for these variables, the equity 

gap in Germany last year remained at 6ʻ. In 
other words, women earned on average Ƶ4 cents 
for every euro a man earned. While a 6 cent gap 
might appear small, it compounds over time into 
hundreds or thousands of euros. Data from other 
countries show that the gap is oƤen higher for 
individuals belonging to two or more 
marginalized groups (e.g. Tucker, 2022Ǣ 
Anderson, 2020). 

The German General Act on Equal Treatment (AGG) prohibits questions relating to the 
following protected characteristics: 

• Ethnic origin 
• Religion or belief 
• Gender identity or sexual orientation 
• �amily planning, pregnancy, or intention to have children 
• Age or pension status 
• Ideology or worldview 
• Health status or disability 
• Trade union membership or political aƦliation 
• �inancial circumstances 

Questions in these areas are not permitted, whether asked directly or indirectly. 
Examples include, but are not limited to: 

• Where do you originally come fromǧǯ 
• ǮDo you practice a religionǧǯ or ǮWhich religion do you belong toǧǯ 
• ǮAre you planning to have childrenǧǯ or ǮDo you have childrenǧǯ 
• ǮHow old are youǧǯ (unless strictly required for eligibility purposes) 
• ǮDo you have any health issues we should know aboutǧǯ 
• ǮAre you a member of a political party or trade unionǧǯ 
• ǮHow is your financial situationǧǯ 

Such questions must not be asked in formal interviews. This also applies to informal or 
semi-formal settings, such as lunches or other interactions outside the structured 
interview process. 
Inadmissible questions must not be used in evaluation. �andidates are not obliged to 
provide truthful responses, and such questions may compromise the fairness and legal 
validity of the selection process. 

Inadmissible questions 
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In Germany, salaries for most academic 
positions and positions in universities and 
research centres are regulated through 
collective bargaining agreements (e.g. T�ŌD 
or T�-
). It may therefore be tempting to 
assume that the gender pay gap is not relevant 
under such circumstances. Inequality, 
however, might also arise beyond mere 
compensation. �ew hires, for example, may 
still be able to negotiate benefits, working 
time, employment conditions, entry 
packages, or early-career expectations and 
tra%ectories. These are highly relevant in 
shaping earning and future career 
opportunities. In these contexts, hidden bias, 
as well as gender- or culture-coded behaviour, 
may influence final outcomes. Several studies, 
for instance, show that women are less likely 
to negotiate proactively and, when they do, 
are oƤen penalized for doing so (see Bowles et 
al., 200ƳǢ Reif et al., 2020Ǣ �azei et al., 20ƭ5). 
Similar dynamics can arise where collectively 
agreed salary structures are not applied. This 
is particularly relevant for scientists in 
managerial positionsǸespecially institute 
directors and W professors. They oƤen 
negotiate contracts, performance goals, 
bonuses, start-up funds, space, and additional 
benefits outside collective bargaining 
agreements. In these cases, the potential 
effects of bias, as well as culturally and 
gender-coded negotiation behaviour, should 
be acknowledged by hiring committees and 
discussed. 
�azei et al. (20ƭ5Ǣ 20ƭƵ), Amanatullah (20ƭ0), 
and Reif et al. (20ƭƵ) indicate that contextual 
factorsǸsuch as built-in negotiation 
opportunities aƤer a %ob offer, transparent pay 
ranges, negotiation experience, and whether 
a person is negotiating for themselves or for 
othersǸsignificantly shape womens̓ 
willingness to negotiate and the outcomes 
achieved. �ollowing these insights, candidates 
receiving an offer should be informed 
transparently about pay ranges, benefits, and 
Ǹwhere applicableǸstart-up packages. They 
should be explicitly invited to discuss their 
offer, and it should be made clear which 
elements are negotiable and to what extent. 

These range from %ob classification and pay 
group assignment known as ǮEingruppierungǯ 
(which are hardly negotiable) to more flexible 
work-life balance arrangements, working hours, 
training needs, and relocation support Ȁ2ȁ. �azei 
et al. (20ƭ5Ǣ 20ƭƵ), Amanatullah (20ƭ0), and 
Transparent communication about negotiable 
elements and institutional limits helps ensure 
that offers are perceived as fair and equitable. 
In this context, one of the most important 
measures that institutes can employ is systematic 
self-monitoring. Data collection is essential to 
identify structural disparities and to ensure 
equitable working conditions. Pay gap analyses 
should include bonuses, target agreements, and 
access to benefits. Ideally, start-up packages and 
lab space allocations should also be monitored, 
while accounting for discipline-specific 
differences in infrastructure and staƦng needs, 
and research costs. 

�otes 

Ȁƭȁ People with a recognized severe disability 
(Schwerbehinderten) in Germany are protected 
by labor laws. While it can be beneficial to 
remove information about a candidate s̓ 
disability from their �� to minimize bias, it is 
important to remember that candidates with a 
recognized disability of 40ʻ or higher are legally 
entitled to be interviewed for the position. 
Ȁ2ȁ When extending an offer, it is essential that 
PIs do not communicate salary expectations or 
employment conditions that cannot be formally 
implemented. As QuGrids positions are sub%ect 
to the T�ŌD or T�-
 framework and are assigned 
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to predefined pay groups, there is limited 
flexibility in the basic classification of a role. 
However, certain aspects may allow for 
case-by-case consideration, including the 
recognition of relevant professional 
experience when determining the experience 
level, and, where applicable, the use of 
additional measures such as recruitment 
allowances. 
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Tables 
PERCENTAGE OF WOMEN AMONG STEM GRADUATES BACHELOR’S AND 

MASTER’S PROGRAMMES 
(SELECTED EU COUNTRIES) 

NATURAL SCIENCES, 
MATHEMATICS AND 

STATISTICS 

INFORMATION AND 
COMMUNICATION 

TECHNOLOGIES 

ENGINEERING, 
MANUFACTURING 

AND CONSTRUCTION 
Bachelor’s 
graduates 

Master’s 
graduates 

Bachelor’s 
graduates 

Master’s 
graduates 

Bachelor’s 
graduates 

Master’s 
graduates 

EU - 27 56% 54% 21% 25% 26% 33% 
BELGIUM 41% 48% 13% 17% 23% 29% 
BULGARIA 69% 72% 35% 40% 25% 33% 
CZECHIA 62% 64% 17% 21% 33% 35% 
DENMARK 56% 56% 18% 38% 25% 37% 
GERMANY 50% 53% 21% 23% 19% 27% 
ESTONIA 68% 64% 26% 39% 28% 33% 
GREECE 55% 50% 31% 41% 33% 43% 
SPAIN 53% 48% 14% 23% 29% 37% 
FRANCE 55% 51% 17% 21% 28% 29% 

Table 1: Percentage of women among STEM graduates from bachelor’s and master’s programmes in 
different European countries (2018). Source: She Figures 2021. 

DOCTORAL GRADUATES (2021) 
PHYSICS & 
ASTRONMY 

ELECTRICITY & ENERGY 
AND ELECTRONICS & 

AUTOMATION 

INFORMATICS 

Women Men Women Men Women Men 
EU - 27 1265 26% 3540 843 21% 3179 755 23% 2581 
BELGIUM 7 18% 32 6 15% 33 1 8% 12 
BULGARIA 6 50% 6 21 31% 47 14 39% 22 
CZECHIA 19 29% 47 9 10% 77 14 18% 64 
DENMARK 0 0 0 0 0 0 
GERMANY 353 21% 1329 122 14% 735 199 20% 809 
ESTONIA 3 75% 1 0 0% 3 10 38% 16 
IRELAND 12 43% 16 2 25% 6 28 35% 52 
GREECE 18 29% 45 20 22% 73 18 22% 64 
SPAIN 102 27% 273 89 20% 367 56 23% 191 
FRANCE 340 28% 883 227 27% 620 190 26% 543 
CROATIA 4 27% 11 5 16% 27 2 67% 1 
ITALY 181 31% 409 141 22% 499 55 28% 139 
CYPRUS 2 100% 0 1 20% 4 0 0% 5 
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Table 2: (octoral degrees in ph]sics� electricit] 
 energ]� and electronics 
 automation� and informatics across 
different countries in 2021. ;hile +erman] is below the E9 aZerage in terms of the representation of women in 
these areas� it still produces a substantial proportion of women doctoral graduates. -n 2021� +erman]� France� -tal]� 
and Spain together accounted for ��	 of all women who obtained a doctoral degree in Europe and �8.8	 of those 
who earned a doctoral degree in electricit] 
 energ] and electronics 
 automation. Source: She Figures 2021. 

PHYSICS AND ASTRONOMY 

Bachelor’s degree Master’s degree Doctoral degree 

Entrants Women Graduates Women Graduates Women Graduates Women 

2010 5519 21% 1396 21% 184 23% 1408 18% 

2011 7318 19% 2168 19% 487 22% 1520 20% 

2012 6569 24% 2450 22% 930 20% 1582 20% 

2013 6954 24% 2523 19% 1,688 21% 1767 20% 

LATÁIA 5 50% 5 1 11% 8 4 57% 3 
LITHUANIA 3 21% 11 1 5% 20 5 63% 3 
LUÇEMBOURG 2 22% 7 0 0 9 23% 30 
HUNGARY 12 26% 34 1 6% 15 13 17% 62 
MALTA 0 3 0 0 0 0% 2 
NETHERLANDS ȷ ȷ 0 0 17 14% 103 
AUSTRIA 27 21% 99 16 18% 73 13 13% 87 
POLAND 38 36% 68 22 23% 73 7 12% 51 
PORTUGAL 11 18% 49 20 22% 69 7 11% 54 
ROMANIA 18 49% 19 38 24% 120 18 35% 34 
SLOÁENIA ȷ ȷ 0 0 3 15% 17 
SLOÁAKIA 19 45% 23 6 15% 33 3 11% 24 
FINLAND 17 27% 46 23 22% 82 29 21% 111 
SÂEDEN 54 33% 112 72 27% 192 40 33% 82 
ICELAND 2 40% 3 0 0% 2 ȷ ȷ 
LIECHTENSTEI 
N 

0 0 0 0 ȷ ȷ 

NORÂAY 4 20% 16 6 19% 26 ȷ ȷ 
SÂITZERLAND 56 25% 169 56 24% 175 ȷ ȷ 
UNITED 
KINGDOM 

ȷ ȷ 0 0 ȷ ȷ 

BOSNIA AND 
HERZEGOÁINA 

ȷ ȷ 0 Ⱥ 0 ȷ ȷ 

MONTENEGRO 0 0 0 0% 2 ȷ ȷ 
NORTH 
MACEDONIA 

0 0 2 67% 1 5 31% 11 

ALBANIA 1 50% 1 8 57% 6 10 71% 4 
SERBIA 10 53% 9 14 29% 34 6 27% 16 
T­RKIYE 50 36% 87 99 19% 428 ȷ ȷ 
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2014 6642 25% 3138 17% 2,174 21% 1727 19% 

2015 7155 26% 3157 18% 2,362 21% 1926 19% 

2016 7558 29% 3049 20% 2,559 19% 1790 19% 

2017 7836 29% 2835 20% 2,937 19% 1794 22,5% 

2018 7800 30% 2741 21% 2,805 20% 1850 20% 

2019 7786 31% 2886 23% 2,784 22% 1743 21% 

2020 6989 30% 2429 24% 2,602 21% 1607 23% 

2021 6925 30% 2864 25% 2,700 23% 1682 21% 

2022 6990 31% 2676 26% 2,694 26% 1693 22% 

2023 7184 33% 2601 26% 2,638 26% 1567 23% 

Table �: The table aboZe presents the number of bachelor’s� master’s� and doctoral degrees awarded b] gender in 
each ]ear� as well as the number of students enrolled in bachelor’s programmes in ph]sics and astronom]. The 
percentage of women enrolling in ph]sics programmes rose signiǗcantl] oZer the ]ears. ,oweZer� there has been 
little corresponding improZement in the proportion of women earning master’s and doctoral degrees in ph]sics. 
Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 

ELECTROTECHNICS AND INFORMATION 
Bachelor’s degree Master’s degree Doctoral degree 

Entrants Women Graduates Women Graduates Women Graduates Women 

2010 13733 10% 3333 8% 1339 14% 656 8ȵ5% 

2011 16963 10% 5269 8% 2030 11% 712 10% 

2012 16029 12% 6184 9% 2683 11% 708 12% 

2013 16243 12% 6999 9% 3509 11% 731 10% 

2014 14970 14% 7373 9% 4409 11% 731 14% 

2015 14,649 14% 8055 9% 5220 12% 892 13% 



Add your body te3t

37 

2016 14227 15% 7829 10% 5577 13% 846 13% 

2017 13855 15% 7641 10% 6173 13% 795 13% 

2018 13570 16% 7390 11% 6359 13% 819 13% 

2019 12865 16% 7043 12% 6385 15% 833 15% 

2020 11302 15% 6214 13% 5766 16% 784 17% 

2021 10598 16% 6602 13% 5912 16% 833 14% 

2022 11113 17% 6483 13% 5814 17% 769 14% 

2023 10727 18% 6268 13% 5773 18% 770 14% 

Table �: The table aboZe presents the number of bachelor’s� master’s� and doctoral degrees awarded b] gender in 
each ]ear� along with the number of students enrolled in bachelor’s programmes in electrotechnics and information. 
3Zer the obserZed period� the number of women students enrolling in bachelor’s programmes graduall] increased. % 
modest rise in the proportion of women earning bachelor’s� master’s� and doctoral degrees can also be obserZed. 
2eZertheless� female representation remains striOingl] low across all academic leZels� highlighting a persistent 
gender imbalance in these Ǘelds. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 

INFORMATICS 

Bachelor’s degree Master’s degree Doctoral degree 

Entrants Women Graduates Women Graduates Women Graduates Women 

2010 

22666 19% 8463 19% 2198 24% 832 14% 
2011 

28033 20% 10497 19% 3087 15% 902 13% 
2012 

28012 22% 12077 21% 4143 15% 885 13% 
2013 

28877 23% 12621 21% 5115 15% 941 18% 
2014 

30589 24% 14063 21% 5991 16% 994 15% 
2015 

31934 25% 15484 22% 6926 17% 1103 14% 
2016 

33443 25% 15529 22% 7787 18% 1021 15% 
2017 

34013 25% 15933 22% 8803 19% 973 16% 
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2018 

35017 22% 16325 22% 9444 20% 873 16% 
2019 

35083 22% 17437 21% 9937 22% 1032 16% 
2020 

34391 22% 17862 21% 9814 23% 858 17% 
2021 

34560 22% 19746 21% 11092 23% 910 18% 
2022 

36162 24% 20814 24% 12151 24% 1008 20% 
2023 

38211 25% 20946 25% 12346 26% 1004 21% 

Table �: The table aboZe presents the number of bachelor’s� master’s� and doctoral degrees awarded b] gender each 
]ear� along with the number of students enrolled in bachelor’s programmes in informatics. 3Zer the obserZed period� 
the number of women students enrolling in bachelor’s programmes and graduating from masterus programmes 
graduall] increased. % modest rise in the proportion of women earning bachelor’s and doctoral degrees can also be 
obserZed. 2eZertheless� female representation remains striOingl] low across all academic leZels� highlighting a 
persistent gender imbalance in these Ǘelds. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 



Add your body te3t

39 

Figures 
Physics and astronomy 

Figure 1: Ph]sics and astronom] bachelor entrants b] gender (2010Ƃ202�). Efforts to recruit more women in 
ph]sics and astronom] programmes seem to haZe led to a slight increase in the number of women oZer the ]ears. 
Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 

Figure 2: Ph]sics and astronom] bachelor’s graduates b] gender (2010Ƃ202�). 3Zer the ]ears� there was a 
mild increase in the number of women graduating from bachelor’s programmes in ph]sics and astronom]. 
Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 

0% 
10% 
20% 
30% 
40% 
50% 
60% 
70% 
80% 
90% 

0 
1000 
2000 
3000 
4000 
5000 
6000 
7000 
8000 
9000 

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 

BáþĥĉŀőŴ˰ź ĉňƃŴáňƃź ĩň űĥƪźĩþź áňĄ áźƃŴőňőŇƪ ýƪ ƪĉáŴ áňĄ ğĉňĄĉŴ 

ɉGĉŴŇáňƪ 2010ɏ2023Ɋ 

Tőƃáŀ ÂőŇĉň Mĉň PĉŴþĉňƃáğĉ ƤőŇĉň PĉŴþĉňƃáğĉ Ňĉň 

0% 
10% 

20% 

30% 

40% 

50% 

60% 

70% 

80% 

90% 

ɒ 

500 

1,000 

1,500 

2,000 

2,500 

3,000 

3,500 

2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 

BáþĥĉŀőŴ˰ź ğŴáĄƉáƃĉź ĩň űĥƪźĩþź áňĄ áźƃŴőňőŇƪ ýƪ ƪĉáŴ áňĄ 
ğĉňĄĉŴ 

ɉGĉŴŇáňƪ 2010ɏ2023Ɋ 

Tőƃáŀ ÂőŇĉň Mĉň PĉŴþĉňƃáğĉ ƤőŇĉň PĉŴþĉňƃáğĉ Ňĉň 



Add your body te3t

40 

Figure �: Percentage of bachelorus students graduating b] cohort in ph]sics and astronom] 
(+erman]�2010�202�). For most cohorts� the percentage of students graduating within four ]ears is lower among 
women. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 

Figure �: Master’s graduates in ph]sics and astronom] b] gender (+erman]: 2010Ƃ202�). The proportion of 
women among graduates from master’s programmes mildl] increased oZer the ]ears. 2eZertheless� the 
representation of women remained low. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 
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Electrotechnics and information 

Figure �: Electrotechnics and information science bachelor’s entrants b] gender (2010Ƃ202�). The number of 
women increased slowl] oZer the ]ears. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 

Figure �: &achelorus graduates in electrotechnics and information b] ]ear and gender (+erman] 2010�202�). 
+raduation rates remained lower for women (in some c]cles� fewer than one in ǗZe women graduated� for men� 
fewer than one in four in the worst c]cle). Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 
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Figure �: Percentage of &achelorDs students graduating b] cohort in electrotechnics and information (2010Ƃ202�). 
The proportion of bachelor�s students graduating from electrotechnics and information programmes within four 
]ears remained lower for women than for men across all cohorts. Source: 'ompetence 'enter 
Technolog]�(iZersit]�EUual 3pportunities. 

Figure 8: Masterus graduates in electrotechnics and information b] ]ear and gender (+erman]: 2010Ƃ202�). 3Zerall� 
while +erman uniZersities recruited more women� the proportion of women grew Zer] slowl] due to an oZerall 
increase in the number of graduates. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 
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Figure �: &achelor’s entrants in informatics b] gender (2010Ƃ202�). The proportion of women graduall] increased 
oZer the ]ears� howeZer� the oZerall percentage of women enrolling in bachelor�s programmes in informatics 
remained low due to rising total enrolment numbers. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 
3pportunities. 
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Figure 11: Percentage of &achelorus students graduating b] cohort in informatics (2010Ƃ202�). The percentage 
of bachelor�s students graduating from informatics programmes within four ]ears remained slightl] lower for 
women than for men across most cohorts. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 
3pportunities. 

Figure 12: Masterus graduates in informatics b] ]ear and gender (+erman]: 2010Ƃ202�). 3Zerall� while +erman 
uniZersities recruited more women� the proportion of women grew Zer] slowl] due to the oZerall increase in the 
number of students. Source: 'ompetence 'enter Technolog]�(iZersit]�EUual 3pportunities. 
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�''gemeines �'eic#�e#and'0ngsgesetz Ǿ���ǿǡ The Allgemeines Gleichbehandlungsgesetz (AGG), or General Equal 
Treatment Act, is a German federal law that has been in force since ƭƴ August 2006. It aims to prevent and eliminate 
discrimination on the grounds of race, ethnic origin, gender, religion or belief, disability, age, or sexual identity. The 
AGG protects individuals both in the workplace and in everyday civil law transactions. 
�iscriminationǡ The Allgemeines Gleichbehandlungsgesetz (AGG) defines discrimination as the un%ustified, less 
favourable treatment of a person based on raceȒethnic origin, gender, religionȒbelief, disability, age, or sexual identity. 
It prohibits both direct discrimination (explicit disadvantages) and indirect discrimination (neutral rules with 
discriminatory effects). 
�iversit4ǡ According to the European Institute for Gender Equality Ǯdiversityǯ refers to Ǯdifferences in the values, 
attitudes, cultural perspective, beliefs, ethnic background, sexual orientation, gender identity, skills, knowledge and 
life experiences of each individual in any group of peopleǯ. 
�iversit4 dimensionsǡ Diversity dimensions refer to the visible and invisible characteristics that differentiate 
individuals or groups within society. Some of these characteristics, such as age or ethnic origin, are fixed and cannot be 
changed. �thers, including education or socio-economic status, are more dynamic and may evolve over time. The 
�harta der �ielfalt, a German employer initiative that promotes diversity and inclusion in the workplace, identifies 
seven core diversity dimensions: age, ethnic origin and nationality, gender identity, physical and mental abilities, 
religion or belief, sexual orientation, and social origin. 
E,0a'it4ǡ Equality is the principle of equal rights and equal treatment. In Germany, equality is anchored in the 
Grundgesetz. Article 3(ƭ) establishes that all persons are equal before the law. Article 3(2) guarantees the equality of 
men and women and obliges the state to promote the actual implementation of equal rights and to eliminate existing 
disadvantages. Article 3(3) further prohibits discrimination or preferential treatment on the grounds of sex, parentage, 
race, language, homeland and origin, faith, religious or political opinions, and disability. 
This constitutional principle is further specified by the Allgemeines Gleichbehandlungsgesetz (AGG), which provides 
protection against discrimination in employment and civil law on the grounds of sex, ethnic origin, religion or belief, 
disability, age, and sexual orientation. 
E,0it4ǡ While equality focuses on equal treatment and sameness, equity recognizes individual and systemic 
disadvantages and allocates resources to promote fairness. 
�airnessǡ �airness denotes the achievement of equitable outcomes by ensuring that individuals have access to 
resources and opportunities in accordance with their specific needs. It is not a matter of treating everyone identically, 
but rather of removing structural and individual barriers that hinder full participation and success within society. 
�enderǡ According to the European Institute for Gender Studies, the word Ǯgender refers to the social attributes and 
opportunities associated with being female and male and to the relationships between women and men and girls and 
boys, as well as to the relations between women and those between men. These attributes, opportunities and 
relationships are socially constructed and are learned through socialisation processes. They are context- and 
time-specific, and changeable. 
Gender determines what is expected, allowed and valued in a woman or a man in a given context. In most societies, 
there are differences and inequalities between women and men in responsibilities assigned, activities undertaken, 
access to and control over resources, as well as decision-making opportunities. Gender is part of the broader 
sociocultural context. �ther important criteria for sociocultural analysis include class, race, poverty level, ethnic group 
and age.ǯ 
�ender mainstreamingǡ The European Institute for Gender Equality (EIGE) defines gender mainstreaming as a 
strategy to achieve gender equality. It entails systematically incorporating a gender perspective into the planning, 
design, implementation, monitoring, and evaluation of policies, regulatory measures, and spending programmes with 
the aim of promoting equality and preventing discrimination. A practical example is the E� s̓ Horizon Europe 
programme, which requires research pro%ects to address gender-related aspects, illustrating how gender 
mainstreaming can be applied in research. 
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Inc'0sionǡ Inclusion is a deliberate effort to ensure that people with different backgrounds, needs and life experiences, 
have the resources and opportunities they need to participate fully in society, work effectively, and reach their full 
potential. 
Intersectiona'it4ǡ The concept of intersectionality provides a framework for understanding how social identities relate to 
power. As multiple social identities overlap and intersect, they produce distinct experiences of inequality or privilege. �or 
example, in our society, experiences related to gender are shaped by factors such as age, parental status, ethnic 
background, and social class. 
Margina'ized gro0+ǡ A marginalized group is a group of people who are fully or partially excludedǸeither directly or 
indirectlyǸfrom mainstream political, economic, and social life due to shared characteristics such as disability, religion, 
socioeconomic status, ethnic background, gender, or sexual orientation. Their access to resources, opportunities, and 
power is limited. �or example, they may have little or no access to basic services such as housing, education, 
employment, or healthcare. 
�arginalization, however, can also occur in more subtle ways. In the workplace, members of these groups might be seen 
as unsuitable for certain positions, stigmatized for not following expected social roles, or evaluated according to 
definitions of success that do not fit their needs. Development opportunities and support may also be designed without 
considering their circumstances, limiting their personal and professional growth. 
Minorit4 gro0+ǡ The term Ǯminority groupǯ is oƤen used as a proxy for a marginalized group. However, Ǯminorityǯ does 
not necessarily refer to the numerical size of a group. Instead, it should be understood in terms of both the groups̓ relative 
size within a given context and its access to power and resources. 
Tokenism: Tokenism is the practice of making a symbolic effort to include minority individuals in an initiative, pro%ect, 
event, or programme without taking meaningful steps to create a genuinely inclusive environment. A typical example is 
inviting a woman to %oin a pro%ect not for her expertise or contributions, but solely to fulfil a gender representation 
implicit requirement. 
Se3ǡ According to the European Institute for Gender Studies, the word Ǯsex refers to the biological and physiological 
characteristics that define humans as female or male. These sets of biological characteristics are not mutually exclusive, 
as there are individuals who possess both, but these characteristics tend to differentiate humans as females or malesǯ. 
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