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HIGHLIGHTS

• Gender discrimination continues to persist in STEM
disciplines.

• Federal, state, and local institutions can take
steps to promote STEM role models, extracurricular
enrichment and provide clear, progressive laws
on gender discrimination, pay transparency and
parental leave.

• Institutions can enact policies to improve workplace
diversity and job accessibility by systematically
addressing gender biases and providing better
metrics for assessing gender equity.

Women continue to be underrepresented in science,
technology, engineering, and math (STEM). Gender
discrimination and gender bias reinforce cultural stereotypes
about women and their ability to perform in male-dominated
STEM fields. Greater policy intervention can bolster national
response to gender-based harassment and discrimination.
There are four major efforts that individual institutions, local
governments, and the federal government can support to
combat gender discrimination in STEM: (1) invest in early
education initiatives for increasing female representation,
(2) institute stronger state and federal policies around
gender discrimination, (3) foster workplace practices that
promote diversity, and (4) develop better quantification and
metrics for assessing gender discrimination to enact more
meaningful policies.

Gender discrimination is unfavorable treatment on the
basis of gender. In the United States, the Civil

Rights Act of 1964 outlawed gender discrimination in hiring,
firing, pay, job assignments, promotions, as well as sexual
harassment [1]. But if history is any indication, ensuring
non-discriminatory workplace policies and practices is a slow
process. Discriminatory practices are rooted in larger cultural
and social norms, and the definition of gender discrimination
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is continually evolving. While the topics discussed herein
may also apply to other forms of discrimination, the authors
have chosen to focus on gender discrimination as it relates
to women in science, technology, engineering, and math
(STEM).

Gender equity is a problem in STEM
Gender disparity by the numbers
The percentage of women earning degrees in STEM
fields illustrates the gender disparity within the United
States. With the exception of the life sciences, women
are underrepresented across all STEM fields [2].
Between 2008-2015, women earned 35.1% and 34.5%
of undergraduate and PhD STEM degrees, respectively [3].
In 2016, women only made up 20.1% of computer science
doctoral degree conferrals [4]. Further, fewer women occupy
senior positions within STEM. In 2008, women only held a
quarter of full-time junior faculty positions in engineering [5].
Women leave academia at a much higher rate than men,
due in part to persistent gender biases [6, 7]. In hiring, for
example, science faculty are found to rate identical resumes
with male names higher than those with female names, and
were willing to offer higher salaries to the male applicant [8].

This bias extends to industry as well. Women make up
slightly less than a quarter of those employed, with particular
underrepresentation in engineering and computer jobs [9, 10].
Women are also 30% less likely to be called to interview for
a job than an equally qualified male counterpart [11]. Once
hired, men are promoted at a 30% higher rate than women.
This leads to female underrepresentation in higher-paying
and higher-ranked roles in business [12]. Other reasons for
increased attrition of women in academia include disparities
in funding support and salary [5].

Gender discrimination from inequitable system design
Current social, workforce, political, healthcare, and technical
systems favor men [13]. The emergence of such bias is
the result of two key, erroneous assumptions: (1) standards
designed for men apply equivalently to women and (2)
systems do not need to be re-designed for women.

Standards that apply equally for men and women produce
inequitable, and often, unsafe outcomes for women. The
crash test dummy is designed for the 50th percentile male.
This standard results in women being 47% more likely to be
seriously injured and 71% more likely to be moderately injured
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in a car crash when compared to male drivers [14]. In a 2016
survey on the lack of Personal Protective Equipment (PPE)
designed for women, 57% of the female participants reported
that PPE “sometimes or significantly” hampers their ability
to do their job [15]. The general presumptions of equitable
baselines have posed unfair and, in many cases, unsafe
conditions for women.

Although the systems designed for men have not changed,
the environment and people that those systems serve, have.
The current standard office temperature was designed in the
1960s to support the resting metabolic rate of an average
forty-year-old, 70 kg male, overestimating the metabolic rate
of women by as much as 35% [16]. This correlates to
a recommended temperature increase for women between
2 to 4 degrees Fahrenheit [17]. A 2019 study found that
women perform better at higher temperatures, suggesting that
workplaces with both men and women may increase their
productivity by raising the temperature [18]. The fact that the
changing workplace demands of the 21st-century have largely
gone unnoticed reflects a greater need to re-adjust systems
that now serve large populations of both men and women.

So what can we do about it?
Start Early
Ever since the 1970s, the U.S. has supported policies
to help protect and promote the education of women,
including Title IX of the Education Amendments Act of
1972 and the Women’s Educational Equity Act (WEEA) in
1974 [19]. However, women still remain underrepresented in
many disciplines in the U.S. Female under-representation in
STEM begins in early childhood. A poll of over 200 New
York kindergarten students found that a gender-brilliance
stereotype exists as early as the age of six years old, where
the characteristic of being “really, really smart” is associated
more with white men than white women [20]. It is much
harder to correct for this gender-brilliance bias once it has
already been taught [13]. Early education initiatives intended
to break down gendered stereotypes about who is “smart”
or “good” at science are likely to be more effective with
early elementary and even pre-K students. (1) Establishing
diverse role models to promote diversity in STEM fields and (2)
supporting extracurricular STEM programs are two techniques
for preventing women from opting out of joining the STEM
workforce at a higher rate than men.

Diverse role models promote diversity in STEM fields
The inclusion of diverse STEM role models in common media
outlets promotes diversity in STEM fields and fosters a positive
association of women and STEM from an early age and
onwards. In film, men are depicted in STEM professions
at five times the rate at which women are depicted. In
family films, men are 14 times more likely to be depicted
in STEM professions than women [21]. Classrooms, the
media, and popular culture are avenues through which this
bias can be checked. A 2016 report from the Obama White
House highlighted three ways in which the entertainment

industry can increase diverse STEM content: (1) increasing
the representation of STEM professionals, (2) emphasizing
the variety of STEM occupations, and (3) discrediting existing
STEM misconceptions [21]. There is positive evidence to
support that this approach is effective. For example, a recent
study found that female 9th and 10th grade students perform
better in science when the images in their textbooks include
counter-stereotypic images of female scientists [22]. Another
study found that exposure to non-stereotypical role models
increased the self-efficacy of female computer scientists [23].
Given that these disparities in diverse STEM representation
still persist, there has not been enough political response and
accountability measures to these findings.

Extracurricular STEM programs lead to higher numbers
of women majoring in STEM disciplines
Supporting a variety of STEM-related extracurricular activities
is an effective way of attracting and retaining women to STEM
disciplines [24].

There is a significant drop in computer science interest as
girls age. Girls Who Code, an extracurricular program with a
computer science focus for girls interested in programming,
reports that interest reduces from 66% to merely 4% in girls
between the ages of six to eighteen, respectively [25]. By
offering year-long clubs, after-school activities, and summer
immersion programs, participants of Girls Who Code study
computer science in college at “15 to 16 times the national
average” [26].

FIRST (For Inspiration and Recognition of Science and
Technology) is a research and robotics community open to
students from kindergarten through grade 12 [27]. FIRST
competitions and challenges focus on current problems facing
the STEM community. While estimates from a 2016 National
Science Board report indicate that 13.7% of men and 2.6% of
women entering college intend to major in engineering [28],
male and female alumni of FIRST programs intend to major
in engineering at a rate of 67% and 47%, respectively [29].
These after-school programs aid in the retention of students
who are interested in engineering by maintaining interest
through the time they enter college.

An important aspect of drawing more women to STEM
is letting them know that they belong. Empowering young
women to get involved in current “real-world” issues, like
climate action, poverty, or sustainability, is a big part. Pretty
Brainy, a program developed by the Women’s Foundation
of Colorado, uses a methodology called design thinking
to capture students’ interest to serve their communities
and develop authentic solutions [30]. The results of this
methodology are encouraging. According to a survey by
Pretty Brainy in 2018, the program led to an increased
interest in innovation and design in 100% of the surveyed
girls. A stronger interest in science and technology as a
direct consequence by the program was reported by 92% of
surveyed girls [31].

After school STEM curricula have been effective in generating
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STEM interest. A recent analysis of 160 afterschool STEM
programs across 11 states found that 80% of the participating
students reported an increase in their science career
knowledge and 73% reported an increase in their “science
identity” - a personal belief that the student can succeed
at science [32]. These results demonstrate the tangible
importance that STEM-focused extracurricular programs can
bring to advancing the STEM pathway. Gilbert et al. suggests
that “for every child enrolled in an afterschool program today,
there are two children who would be enrolled if an opportunity
were available and affordable” [33]. Greater accessibility to
these programs for marginalized groups is a critical part of
creating a diverse STEM workforce.

Reform state and federal laws on gender discrimination
pay transparency and parental leave
Although gender discrimination was declared illegal by the
federal government, acts of gender discrimination often fall
into a gray area in practice [34]. What constitutes unlawful
discrimination is often determined on a case-by-case basis in
state courts. Policymakers can aid by (1) providing nuanced
definitions for sex-based discrimination at the federal and state
level, (2) requiring pay equity transparency from employers
and (3) adopting a standard parental leave policy.

Detailed definitions for sex-based gender discrimination
promotes the elimination of biased workplace policies
The scope and depth of gender discrimination laws vary
widely by state. California has adopted clear guidance, with
separate definitions for sex and gender discrimination, and
explicit examples of discriminatory actions in the workplace.
Given that women are often more likely to volunteer for
non-promotable tasks [35], California legislature now requires
employers to factor both paid and unpaid (voluntary) work
into promotions [34]. Many states only prohibit “sex and
gender discrimination” — without defining what constitutes
sex and gender discrimination. Virginia only outlaws gender
discrimination for businesses above a certain size. Alabama
has no state laws on sex and gender discrimination.
In addition, most states permit some level of gender
discrimination in occupations where sex is “required by
business necessity” [36]; but well over half do not define what
qualifies as a “business necessity” — leaving it subject to
employer interpretation. This has been a controversial topic
for several sectors where sex or gender can be considered
a bona fide occupational qualification (BFOQ), e.g. the sex
industry, military, and law enforcement [36]–[39].

Allowing employer interpretation of these policies has
consequences. Companies have refused to provide workplace
accommodations to pregnant women working jobs that require
strenuous labor, despite providing such accommodations to
employees with other medical needs [40]. Additionally, these
discrimination cases disproportionately affect women of color,
and black women in particular — who make up 14% of the
female labor force, but represented 28.6% of the charges
of pregnancy discrimination filed with the EEOC between
2011-2015 [41]. These cases continue to occur despite the

Pregnancy Discrimination Act of 1978 [42], indicating that
employers rarely understand what responsibilities they have
in ensuring non-discriminatory workplace policies.

In STEM, gender discrimination is just as rampant. Grant
eligibility is often determined from years since receiving a
PhD degree, but that grant schedule rarely accounts for
time off on maternity leave [43]. Pregnant graduate students
and postdocs often face blatant discrimination from their
professors, who hold the power to cut funding and jobs
if having a child is viewed as “slacking off” [44]. While
universities have Title IX offices to protect the victim in such
cases, these university offices and programs can only go
so far if those in power do not interpret such actions as
discrimination.

Nuance in the law can help institutions and employers
understand and eliminate policies that lead to gender
discrimination. As an institutional example, the Office of Civil
Rights (OCR) can work with colleges and universities to
develop better procedures for enforcing Title IX policies [45].
When the law is less subject to interpretation, fair treatment
is enforceable. However, while clearer definitions can lend
guidance to how society identifies discriminatory actions, laws
that are too specific run the risk of failing to cover all cases of
gender discrimination and limiting the powers of the courts.
It is important that laws strike a delicate balance between
providing clear, actionable guidance and ensuring that the
courts have the freedom to continually refine such definitions,
based on case-specific circumstances.

Legislative action for pay equity transparency narrows
the gender wage gap
In STEM, the gender pay gap is nuanced. The gender
pay gap is smallest in life science disciplines and largest
in computer science and engineering. A recent Bloomberg
report on the best paid jobs in STEM calculate that female
computer systems analysts and electrical engineers earn 85
cents for every dollar men earn [46]. These gaps persist even
after controlling for demographic variables (e.g. race, family,
seniority) [47].

Countries around the world are taking action. However,
creating effective policies relies on accurate, representative
data. Acquiring such data is challenging — especially from
private companies. To address this, many countries require
private companies to make pay data public. Since 2017, all
large UK companies must publish mean and median hourly
wages, all bonuses, as well as the proportion of males and
females receiving bonuses and the proportion of males and
females in each pay quartile [48, 49]. German companies with
more than 500 employees must publish regular reports on
gender parity [50]. Companies in Iceland must prove that
they provide equal pay to their employees [51], and are
externally audited [52]. This is all in stark contrast to the U.S.
The Equal Employment Opportunity Commission (EEOC) will
soon cease collecting wage data after complying with the
two-year federal court order to obtain these figures [53]–[55].
Studies on the gender wage gap in STEM primarily rely on
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sample surveys and smaller pools of respondents. It can be
challenging to gain population-level statistics for implementing
nation-wide policies without census-level reporting of pay
data.

Salary transparency is the first step in understanding how to
best implement policy [56]. Without pay transparency, it is
impossible to conduct the meta-analyses required for effective
policy efforts.

Mandated parental leave shifts cultural stereotypes
about hiring and promoting women
It is no secret that having a family disproportionately affects
women. According to a 2010 survey of STEM careers, only
57% of new mothers worked full time, compared to 78% of
new fathers [57]. Still, the U.S. has very few federal laws to
protect the careers of women in STEM. The U.S. lags behind
when it comes to federally mandated paid maternity leave.
Out of the 36 member nations comprising the Organization for
Economic Co-operation and Development (OECD), the U.S. is
the only nation that does not provide government-mandated
maternity leave [58]. Mandated maternity leave can ensure
uniformity in workplace policies around pregnancy and paid
leave.

Maternity leave alone can reinforce gender stereotypes about
a woman’s responsibility to do the majority of child-rearing
[59]. Moreover, women who take longer maternity leaves are
less likely to be promoted or receive pay raises — leading to
stalled career growth. In order to ensure that not all of the
burden for child care falls on the mother, 24 countries in the
OECD provide paid paternity leave. In recent years, states
like California, New York, New Jersey, and Rhode Island have
provided publicly-funded paid parental leave [60].

Paid parental leave can aid in reducing the cultural stigma
associated with hiring women. Many women who work often
take on the additional role of rearing children. This can lead
to gender discrimination at work in project assignments and
promotions if supervisors feel the need to assign smaller
roles to women with families. In addition, studies indicate that
even if a working mother is the household’s sole breadwinner,
and child-rearing duties are shared equally between both
parents, social norms around her implied duties and additional
responsibilities as a being mother may prevent her from being
seen as equally capable to her male colleagues [61, 62]. As
some scholars have noted, “gender equality is slowed to the
extent that efforts are focused exclusively on women" [63]. If
both men and women are held responsible for taking time off
to care for children, it is likely that cultural stereotypes will
shift.

Build better workplace cultures
Although women have begun to move into traditionally male
domains, gendered expectations and stereotypes remain.
By taking a top-down, system-wide approach to combating
divisive stereotypes, academic and corporate leadership can
lay a strong foundation for workplace diversity and inclusion.

Gender neutral hiring processes ensure unbiased hiring

processes
Decades of research have shown that people have a bias
towards preserving the status quo. Researchers at the
University of Colorado’s Leeds School of Business tested
the strength of biases by examining the effect of gender,
which was implied via manipulation of candidate names, on
a candidate’s likelihood of being hired from a four-candidate
finalist pool. Where there were two men and two women
in the pool, the likelihood of hiring a woman was 50%.
However, when there was only one woman and three men,
the likelihood of hiring a woman dropped to 0%, suggesting
that if a candidate pool is even slightly more male, employers
are extremely unlikely to select a female [64].

Gender-blind hiring policies and technology that aids in
removing gender from the application can help remove bias
against female candidates. GapJumpers is a software platform
that conducts tailored technical screens of job applicants
prior to showing the employer any biographical information.
Only after the employer selects candidates to interview based
off of their test score will the employer see names and
resumes [65]. For companies that do not have the budget for
paid options like GapJumpers, there are custom alternatives
to achieve gender-blind hiring. The American Alliance of
Museums, a non-profit with 40 employees in Virginia, explicitly
told candidates not to include their name, address, college
name, or graduation date on their resume. Each resume is
assigned a number, and applicants are referred to by their
number until invited for in-person interviews. Candidates who
send in resumes with identifying information are simply not
considered [66].

Mentorship and targeted training programs facilitate
promotion of women to executive positions
The corporate funnel to top executive positions is not
conducive to promotion of diverse candidates, as women lag
behind men at various management levels. Based on five
years of data across more than 300 organizations, McKinsey
and LeanIn.Org’s Women in the Workplace 2019 report found
that significantly more men than women are promoted to the
position of first-level manager. Only 72 women to every 100
men are promoted (or externally hired) to become a manager
for the first time [12, 67]. To combat this systemic barrier,
mentorship programs that connect minorities with experienced
managers or role models as well as clearly articulated
promotion criteria can help prepare potential managers and
level the playing field.

The gender biases continue higher up the ladder, as the
corporate funnel does not enable minorities to pursue C-suite
positions. As of December 2019, despite the fact that 50% of
American jobs belong to women [68], only 6.6% of Fortune
500 CEOs are women [69]. A Wall Street Journal study of
executives at the largest publicly traded firms by market value
shows that “line roles,” which are roles with profit-and-loss
responsibilities, are what set executives on the CEO track.
Men dominate roles with these responsibilities, such as
heading a division, unit or brand. Conversely, women often
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lead divisions like human resources, administration or legal
— all of which have no profit-and-loss associated with them
[70]. Providing women and men alike with training, preparation
for, and exposure to roles with profit-and-loss responsibilities
can additionally increase the likelihood of promotion to CEO
later in one’s career.

Sanofi SA is one example of a STEM company that
collected and examined its internal data to identify gender
discrepancies, implemented a women-focused management
trainee program, and has seen quantifiable results from
that program. In 2012, Sanofi looked at the gender
breakdown of its internal “talent pipeline” and discovered
that the percentage of women in management roles
dropped at every level, with the steepest “drop-off [. . . ]
just below the senior-leadership level" [70]. To combat this
discrepancy in female representation in senior leadership,
Sanofi implemented a six-month leadership program in which
30+ women per year receive executive coaching and a
high-responsibility project outside of their primary business
area. Since the global launch of Sanofi’s program in 2018,
one-third of the 92 program participants were promoted.
Additionally, women now lead all five of Sanofi’s North
America businesses, which were previously run by five men
[70, 71].

A critical piece in ensuring actionable insights is the continued
collection and reporting of gender data at each management
level. With a more complete dataset, gender breakdown
at each management level could be further correlated
with financial performance and analyzed (1) within a given
corporation, (2) across similar/rival corporations, and (3)
across various fields and industries.

Accommodating flexible working arrangements
and modeling healthy work-life balance reduces
“motherhood bias”
Women make up the minority of employees in the
tech industry and the responsibilities of parenthood fall
disproportionately on them. Women often encounter a
“maternal wall bias,” in which “colleagues view mothers — or
pregnant women — as less competent and less committed to
their jobs" [61, 72]. Existing gender stereotypes make women
vulnerable to being seen as less effective if a company has a
"workaholic" culture that rewards face time over performance.

Employers can reduce stigma for working mothers by
normalizing regular or flexible work hours for all employees.
Managers themselves can embrace normal work hours and
encourage their team to follow suit. If a male manager says he
is leaving exactly at 5 pm to pick up his children from school,
his colleagues, male and female, may feel more comfortable
leaving the office the next time they have family priorities.
Schedule flexibility does not mean employees must work less;
an employer could implement a set 40-hour work week yet
allow for daily flextime. For example, an employee could start
work at 7 am to leave by 3 pm for familial or other duties [73].

Ultimately, responsibility falls on corporate leadership to

implement policies that combat gender discrimination.
However, every individual can help build a healthy workplace
environment by actively encouraging flexible work. Individuals
will have varied professional and personal priorities at different
stages of their careers, so work-life flexibility can provide
benefits across the board, while mitigating negative stigma
that disproportionately affects working women.

Drive policy decisions with data
Quantifying gender discrimination is necessary for effective
policy design. Data-driven analysis of policies to improve
gender discrimination can validate an approach and facilitate
wider implementation. Conversely, when a policy does not
have the desired outcome, adequate data collection can
help policymakers improve their strategy in an informed way.
Through (1) mandated collection and reporting of this data,
and (2) using this data to evaluate and hold institutions
accountable for their behavior, gender discrimination can be
more fully understood and reduced.

Mandated collection and reporting of gender specific
data increases awareness of gender diversity
Aiming to increase corporate accountability and awareness
about gender representation and diversity, the Bloomberg
Gender-Equality Index tracks public companies who are
"committed to supporting gender equality through policy
development, representation, and transparency" [74]. The
index presents a standardized reporting framework and tracks
companies and organizations in STEM and beyond measuring
how they promote gender equality across five dimensions:
(1) female leadership and talent pipeline, (2) equal pay and
gender pay parity, (3) inclusive culture, (4) sexual harassment
policies, and (5) pro-women brand [75]. The collection and
public presentation of this data provides power to current
and future members of the U.S. workforce to make informed
decisions and puts societal pressure on corporations to
reduce gender discrimination within their organizations.

Collecting sex-disaggregated data is also essential for
protecting women’s health. During the 2002-2004 SARS
outbreak in China, pregnancy was treated like any other
condition and was not systematically tracked, thus hampering
the later understanding of the World Health Organization
on the clinical manifestations of pregnancies complicated
by SARS [76]. An early analysis of sex-disaggregated
data for the COVID-19 pandemic suggests that there
are gendered differences in disease diagnosis, mortality
and vulnerability [77]. Many factors that contribute to the
“differential vulnerability” that women and men experience
reveal the importance of sex-disaggregated data collection
[78].

Developing metrics reinforces organizational
accountability to reduce gender discrimination
A number of international metrics to measure gender equity
currently exist. The Gender Empowerment Measure (GEM)
measures the equity of opportunities afforded to men
and women. The Gender Equity Index (GEI) is used by
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the European Union to measure gender equity related to
work, money, knowledge, time, power and health of their
member states. Such metrics provide a high-level overview
of gender equity. In comparison, the Athena SWAN award
of the United Kingdom is an example of a national metric
already finding use in helping promote women’s status in
science. The award, which serves as an institutional report
card recognizing good practices in recruiting, retaining, and
promoting women in scientific fields, can be used to inform
and aid other organizations in proving gender parity and
reducing gender discrimination [79]. Organizations that wish
to apply need to sign a charter stating their commitment to
advancing the careers of women, and specifically reducing
underrepresentation and the pay gap. Institutions which
participated in the program saw more equal workloads
between men and women, as well as an increase in women’s
confidence and leadership [80].

Taking inspiration from the Athena SWAN award, the New York
Stem Cell Foundation (NYSCF) convened a working group for
the Initiative on Women in Science and Engineering (IWISE)
that proposed “seven actionable strategies for advancing
women in STEM” [81]. One of the strategies was creating
an institutional gender equality report card that would enable
the quantification of gender disparity and the degree to
which policies and interventions are effective in reducing
such disparities [82]. The report card was piloted over four
years, during which NYSCF obtained data from more than
500 institutions across 38 countries. In an effort to evaluate
the effectiveness of gender equity policy interventions, the
report card combines qualitative assessments of institutional
initiatives intended to support women with statistics on gender
representation in academia. Subsequent analysis of the data
highlighted several trends; gender representation decreased
as seniority increased; women had low representation in
seminar-speaker and influential committee roles [82]. A
second phase of this initiative will commence to share
learnings from high-scoring institutions.

The collection and reporting of data and the establishment of
clearly defined and actionable metrics facilitate the formulation
of effective gender discrimination policies. However, it is
important to avoid several pitfalls: First, responsibility for
adhesion to the standards should be shared equally — as
gender equity work often falls disproportionately on women
[81]. Second, such standards should introduce flexibility,
as seen with the Athena SWAN award, which encourages
adoption by allowing all levels to make meaningful change.
Last, information collected by any source should be shared
widely and publicly, allowing those who make policy to have
the most complete understanding of the situations they are
aiming to rectify.

Conclusions
The disproportionately lower representation of women in
STEM fields is a reflection of underlying issues rooted
in gender bias and discrimination. While we’ve increased
representation in certain STEM fields, not all sectors have
seen similar successes. Even when gender parity is reached

within a field, there are still stark differences in the gender
makeup of senior leadership. Without intervention and active
discussion, STEM will continue to perpetuate the same biases
that reinforce gender stereotypes. Our current environment –
from early education to adulthood – is not set up to afford
women equitable opportunities to succeed in male-dominated
STEM careers. Accordingly, changing this dynamic will
require concerted effort and engagement from many parties
on multiple fronts: early education initiatives to promote
diversity in STEM, state and federal legislation to guide
institutional policies on wages and parental leave, inclusive
workplace cultures to foster mentorship and encourage
work-life balance, and collection of gender-specific data and
metrics of accountability to create data-driven policy decisions.
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