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Punkt 1: Meeting Information


Attendees:Dean Anne-Mette Hvas (chairperson); Head of Department Siri Beier Jensen
 (Department of Clinical Medicin); Associate Professor Ask Vest Christiansen


(Department of Public Health), Clinical Professor Ida Vogel (Department of Clinical
 Medicin); Post.doc.Kristine Raaby Gammelgaard (Department of Biomedicin); Associate
 Professor Felicity Mae Davis (Department of Biomedicin); Head of Secretary Anni
 Mandrup Høeg (Department of Forensic Medicine); Student Maria Charlotte Konge
 Theilgaard (Medicin); Communications Officer Simon Fischel (HE COMM); secretary to
 the Committee Hanne Johansen (Deans Office)


Absent:Head of PhD Division Damian Hertoft Goldberg; Professor Ebbe Bødtkjer
 (Department of Biomedicin); Clinical professor Henning Andersen(Department of Clinical
 Medicin);


Guests:



Punkt 2: For discussion: Potential members of The Advisory Panel - 15.15-15.30


It is recommended


-that Health Gender Equality Committee at table round suggest possible members of the
 Advisory Panel for gender Equality and discusses the composition of the panel as a
 whole


Background


According to the terms of reference the main role of the Advisory Panel for Gender
 Equality will be advising and qualifying selected initiatives with direct reference to Health
 Gender Equality Committee. Members of the panel are expectedto supplementHealth
 Gender Equality Committee with other perspectives, areas and personalities.


The members of the Advisory Panel for Gender Equality are identified and invited by
 Health Gender Equality Committee. The panel will consist of up to 10 members with
 different expertise and interests in gender equality.


The appointment period is 3 years and members can be reappointed.


Appendix 1: Kommissorium_Rådgivningspanel for ligestilling_HE 2022


Appendix 2:Terms of reference_Addvisory Panel for Gender Equality_HE 2022


Item owner


Anne-Mette Hvas / Hanne Johansen
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Proposals for Advisory Board members:


From Ida Vogel:


Helle Thorning-Smith Helle Thorning-Schmidt er uddannet cand.scient.pol. fra Københavns Universitet og MA i 
 europæiske studier. Hun har siden 2005 været medlem af Folketinget og i perioden 2005 til 
 2015 været partiformand for Socialdemokraterne.


Hendes politiske karriere begyndte i 1999, da hun blev medlem af Europaparlamentet, hvor 
 hun sad indtil til 2004. Hun blev opstillet til Folketinget i Østerbrokredsen i 2003, og er siden 
 blevet valgt ved de efterfølgende valg 2005 (4.591 personlige stemmer), 2007 (49.926
 personlige stemmer), 2011 (33.564 personlige stemmer) og 2015 (42.412 personlige 
 stemmer).


I perioden 3. oktober 2011 til 28. juni 2015 var Danmarks statsminister og efterfølgende fra
 3. juli 2015 til 3. februar 2016 var 1. næstformand i Folketingets Præsidium.


Fra 2016 og indtil udgangen af maj 2019 var Thorning-Schmidt direktør for Save the Children 
 International med hovedsæde i London.


Udgav i 2021 ’Blondinens betragtninger’, hvor hun skriver om sine erfaringer med spørgsmål 


om køn og ligestilling. https://www.linkedin.com/showcase/helle-thorning- 


schmidt/?originalSubdomain=dk
 Professor Jens Hjorth, 


Niels Bohr Instituttet 
 Københavns 


Universitet


Astronom og professor. Forsker i bl.a. gammaglimt, mørkt stof og mørk energi samt 
 universets dannelse, indhold og udvikling.


Leder af Dark Cosmology Centre.


Uddannet cand.scient. fra Aarhus Universitet i 1990, og læste herefter en Ph.D. samme sted, 
 som han færdiggjorde i 1993. Postdoc ved Institute of Astronomy ved University of 


Cambridge.


Medlem af Videnskabernes Selskab. 


2002: Descartes-prisen


2004: Lundbecks Yngre Forskerpris


2008: EliteForsk-prisen, Uddannelses- og Forskningsministeriet 
 2017: Villum Kann Rasmussens Årslegat, Villum Fonden


https://nbi.ku.dk/ansatte/?pure=da/persons/183352



Punkt 2, Bilag 1: Proposals for Advisory Board members.docx



(5)Professor Anja C. 


Andersen, Niels Bohr 
 Instituttet, KU


Astronom og astrofysiker ved Niels Bohr Institutet i København. Hun har tidligere været 
 tilknyttet Nordisk Institut for Teoretisk Fysik, men er nu tilknyttet Københavns Universitet, 
 Dark Cosmolgy Centre. Hendes primære forskningsfelt er det kosmiske støvs termiske, 
 dynamiske og kemiske rolle i stjerneprocesser. Hun er i denne forbindelse ansvarlig for 
 projektet "Cosmic Dust".


Anja C. Andersen er en meget aktiv formidler af Astronomisk forskning, og har udgivet flere 
 videnskabelige bøger. Desuden har hun deltaget i flere radio og tv-udsendelser. I foråret 
 2007 kvitterede hun med en foredragsrække "Stjernestøv og Galakser".


Siden sommeren 2019 har hun været formand for Det Videnskabelige Råd i Foreningen 
 lex.dk.


2006: Rosenkjærprisen, P1


2008: Forskningsprisen, Dansk Magisterforening


2009: Mathildeprisen, Dansk Kvindesamfund (for at have sat sit præg på et ellers udpræget 
 mandsdomineret felt og for sit store formidlingsarbejde af astrofysikken til især unge 
 kvinder.


2016: H.C. Ørsted Medaljen i sølv (overrakt af SNU's præsident, professor Dorte Olesen, idet 


dronning Margrethe, der skulle have foretaget overrækkelsen, var blevet syg) https://nbi.ku.dk/ansatte/?pure=da/persons/143217 
 https://www.linkedin.com/in/anjacandersen/


Erhvervskvinde og 
 tidl. rådgiver Katja 
 Iversen


Erhvervskvinde, rådgiver, forfatter, tidligere direktør for organisationen Women Deliver. 


Hun ligger på top 20 af Apolitical's liste over verdens mest indflydelsesrige personer mht. 


ligestilling, og udgav i 2018 bogen Kvinde Kend Dit Netværk, hvor hun også blev udnævnt til 
 Årets Dansker.


Det første internationale job var i Rom, hvor hun boede i fire år. Siden fik hun arbejde som 
 kommunikationschef i Sex & Samfund, haft sit eget kommunikationsbureau, arbejdet som 
 kampagne og medie koordinator i FNs Befolkningsfond, UNFPA, og som chef for Strategisk 
 Kommunikation og Advocacy i UNICEF. Derigennem fik hun kontakt til grundlæggeren af 
 Women Deliver, Jill Sheffield, hvor hun blev CEO i 2014.


Hun var i perioden 2014-2019 rådgiver til Clinton Global Initiative på sundhed og ligestilling. 


I 2018 blev hun medlem af Premierminister Trudeau's G7 Ligestillings Råd, og i 2019 af 
 Præsident Macron's samme.


Siden 2017 har hun siddet i bestyrelsen for Women@theTable, og været rådgiver til The 
 Graca Machel Foundation.


I 2017 blev hun udnævnte til UNILEVER's Global Sustainable Living Advisory Council, hvor 
 hun stadig sidder. Hun sidder også på Global Health 50/50, og King's College's Women's 
 Leadership Institute's Advisory Councils.


I 2019 blev hun udnævnte til Copenhagen Goodwill Ambassador.


https://www.linkedin.com/in/katjaiversen/
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(6)From Felicity Mae
 Davis


Assoc Prof Salah Elias My reasons for suggesting Salah are 3-fold:


1. He has an longstanding commitment to ED&I issues


2. He recently led his Department to achieve their Silver Award in the SAGE Athena 
 Swan program


3. His view of ED&I is an intersectional one, meaning that gender disparities do not 
 exist in isolation and that race, culture, sexuality, neurodivergencies etc are topics 
 that also need to be discussed.


https://www.southampton.ac.uk/biosci/about/staff/ske 
 1r17.page


Postdoc Ea Høg Utoft, 
 Institut for 


Statskundskab – AU


Forskningsområder


Arbejdsliv og arbejdsmarked > Kvinder på arbejdsmarkedet 
 Sociale relationer > Køn


Hverdagslivet (regulering og styring) > Ligestilling 
 Filosofiske menneskeopfattelser > Feministisk filosofi 
 Organisation og ledelse > Kultur og organisation 
 Kommunikation > Kommunikation i organisationer 
 Organisation og ledelse > Organisationsudvikling 
 Erhvervsliv > Human Resource Management 
 Erhvervsliv > Virksomhedens sociale ansvar 
 Forskning i forskning > Forskningsledelse
 Forskning i forskning > Forskningsorganisering 
 Forskning i forskning > Forskningspolitik 
 Forskningsmetoder > Etnografi 


Forskningsmetoder > Kvalitative metoder


Why is achieving a more equal gender balance at AU so hard?


https://www.linkedin.com/in/eauto/?originalSubdomai 
 n=dk


Also suggested as member of our Committee
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(7)From Henning 
 Andersen


Klinisk professor 


Hatice Tankisi, AUH Neuropsykologi AUH


Tiltrædelsesforelæsning 3. marts 2022 (oprindeligt 1. dec. 2020) 


https://health.au.dk/fileadmin/ingen_mappe_valgt/Hatice_Tankisi_invitation_Dansk.pdf


Erfaringer med forløb for studerende på forskningsåret: 


https://studenterforskning.dk/forskningsaar-om-neuropatisk-smerte/


https://pure.au.dk/portal/da/persons/hatice- 


tankisi(2b3f7bfd-71e0-4e1e-9a63-62cf6d26d1ea).html


Composition of the Advisory Panel


The consultancy panel provides different perspectives on the implementation of gender equality at Health, based on practical and theoretical
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(8)experience from academia and society in general.


The panel is composed of persons with knowledge of gender equality, including persons with relevant national and international contacts and networks. 


Members may be internal as well as external experts from different disciplines and are not limited to the healthcare sciences. They may also include 
 representatives of student- and employee groups (both academic and technical/administrative staff) who are not represented on the Committee for 
 Gender Equality at Health.


Members are identified and invited by the Committee for Gender Equality at Health following approval of the composition of the panel by the faculty 
 management team. It is expected that the panel will have up to ten members with different fields of expertise and interests within gender equality. 


The appointment period is three years, and the members may be reappointed.


Terms of references
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Kommissorium: Rådgivningspanel for ligestilling


Formål


Rådgivningspanelet skal rådgive Health Ligestillingsudvalg i forhold til konkrete mulige indsatser og 
 initiativer samt overordnede strategier og metoder til realisering af udvalgets formål som beskrevet i 


”Kommissorium for Health Ligestillingsudvalg”.


Panelet nedsættes af Health Ligestillingsudvalg. Rådgivning og udredninger fra panelet rettes almindeligvis 
 til Health Ligestillingsudvalg med henblik på at indgå i udvalgets ordinære arbejde, herunder udvalgets 
 opgave ift. at bistå fakultetsledelsen på ligestillingsområdet.


Forventningen er, at panelet med dets samlede ekspertise og viden på ligestillingsområdet kvalificerer og 
 udvikler opgaveløsningen i Health Ligestillingsudvalg.


Opgaver


Rådgivningspanelet rådgiver Health Ligestillingsudvalg og fakultetsledelsen om strategi og initiativer inden 
 for ligestillingsområdet. Konkret rådgiver panelet om:


- Strategi for identifikation og afgrænsning af området og implementering af indsatser
 - Strømninger og aktuelle drøftelser og hændelser – lokalt, nationalt og internationalt
 - Metoder til indsamling af information og viden samt evaluering og fremstilling
 - Synspunkter ift. mulige indsatser, aktiviteter og kommunikation


Panelet bidrager efter aftale til informationsmøder, symposier, konferencer, workshops mv.


Sammensætning


Rådgivningspanelet bidrager med forskelligartede synsvinkler på implementering af ligestilling på Health 
 baseret på praktisk og teoretisk erfaring fra universitetsverdenen og det omgivende samfund. 


Panelet sammensættes af personer med viden om ligestilling, herunder personer med relevante nationale 
 og internationale kontakter og netværk. Medlemmer kan være interne såvel som eksterne fagpersoner fra 
 forskellige discipliner ikke begrænset til sundhedsvidenskab og kan desuden inkludere repræsentanter for 
 studenter- og medarbejdergrupper (både videnskabeligt og teknisk-administrativt personale), der ikke er 
 repræsenteret i Health Ligestillingsudvalg. 


Medlemmer identificeres og inviteres af Health Ligestillingsudvalg efter godkendelse af panelets 
 sammensætning i fakultetsledelsen. Panelet forventes at have op mod 10 medlemmer med forskellige 
 ekspertiser og interesser inden for ligestilling. Udpegningsperioden er 3 år, og medlemmerne kan 
 genudpeges.


Møder og sekretariatsbetjening


Der afholdes årligt 1-2 møder med Health Ligestillingsudvalg. Rådgivningspanelet kan efter ønske også 
 holde forberedende møder. Panelet sekretariatsbetjenes af fakultetssekretariatet på Health, der står for 
 mødeforberedelse og bearbejdelse af endelige produkter, hvortil panelet bidrager med viden, input mv.


Godkendt af fakultetsledelsen d. XXX
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Terms of reference: Consultancy panel for gender equality 


Purpose 


The consultancy panel will provide the Committee for Gender Equality at Health with advice in 
 relation to concrete possible initiatives as well as more general strategies and methods to realise the 
 purpose of the committee as described in the "Terms of reference for the Committee for Gender 
 Equality at Health". 


The panel is appointed by the Committee for Gender Equality at Health. Advice and reviews from the 
 panel are ordinarily directed to the Committee for Gender Equality at Health with a view to being 


incorporated in the committee's ordinary work, including the committee's remit in relation to assisting the 
 faculty management team in the area of gender equality. 


It is expected that the panel’s overall expertise and knowledge in the field of gender equality will qualify 
 and help evolve the tasks carried out by the Committee for Gender Equality at Health. 


Tasks 


The consultancy panel advises the Committee for Gender Equality at Health and the faculty management 
 team on strategy and initiatives within the area of gender equality. Specifically, the panel provides advice 
 on: 


1.  Strategy for identification and delimitation of the area and implementation of initiatives. 


2.  Trends and current discussions and actions – locally, nationally and internationally. 


3.  Methods for collecting information and knowledge as well as evaluation and presentation. 


4.  Points of view in relation to possible initiatives, activities and communication. 


The panel will, by agreement, contribute to information meetings, symposia, conferences, workshops, etc. 


Composition 


The consultancy panel provides different perspectives on the implementation of gender equality at 
 Health, based on practical and theoretical experience from academia and society in general. 


The panel is composed of persons with knowledge of gender equality, including persons with relevant 
 national and international contacts and networks. Members may be internal as well as external experts 
 from different disciplines and are not limited to the healthcare sciences. They may also include 


representatives of student- and employee groups (both academic and technical/administrative staff) who 
 are not represented on the Committee for Gender Equality at Health. 


Members are identified and invited by the Committee for Gender Equality at Health following 
 approval of the composition of the panel by the faculty management team. It is expected that the 
 panel will have up to ten members with different fields of expertise and interests within gender 
 equality. The appointment period is three years, and the members may be reappointed. 


Meetings and administrative support 


One t two meetings are held with the Committee for Gender Equality at Health annually. The 
 consultancy panel may also hold preparatory meetings if desired. The panel receives administrative 
 support from the Dean’s Secretariat at Health, which is responsible for meeting preparation and 
 processing of final products to which the panel contributes knowledge, input, etc. 


Approved by the faculty management team on XXX 
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Punkt 3: For discussion: Presentation of ideas for activities - 15.30-15.50


It is recommended


- that Health Gender Equality Committee discusses and decides specific ctivities at
 faculty level 2023-25a


Background


Each faculty at AU will choose one activity at faculty level for the AU Action Plan
 2023-25. This activity will be based onour own assessment of needs and relevance.


Health Gender Equality Committee is asked to discuss and decide which activity to
 suggest to the faculty management team.


As contribution and inspiration to the discussion, Ida Vogel will present her ideas for
 activities at Health - see Appendix 1


Item owner


Anne-Mette Hvas/Ida Vogel/Felicity Mae Davis/Hanne Johansen


2 / 5
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SUGGESTIONS FOR ACTIVITIES 


PERSON  SUGGESTION  COMMENTS 


1  Anne-Mette Hvas  Gender neutral language 


2  Felicty Mae Davis  “Inclusive language”  Article attached : Elife – inclusive language 
 3  Damian A. Hertoft 


Goldberg  “The underrepresented gender”  A general comment in relation to the rhetoric and the 
 boards focus: I believe that the purpose of this board is 
 to ensure that the right framework and processes are 
 established/maintained so that women and men have 
 equal opportunities. 


When we talk about gender equality at the faculty 
 level, we need to be careful about emphasizing one 
 gender over another. 


When we look at the research areas, there is a 
 predominance of men in higher positions, but when 
 we look at the faculty in general (the field of 


education, PhD, TAP, Administrations, etc.) the picture 
 is not as black and white. 


Instead of talking about specific genders, I think we 
 should talk about the underrepresented gender (in 
 some cases women, in other cases men). Eg. relating to 
 the proposal to focus on female role models. In this 
 case I think we should be careful not go from one one- 
 sided presentation to another. Role models are 
 important for all genders. 


The rhetoric matters regarding the understanding of 
 gender equality and which solutions we can/should 
 recommend. 


When talking about underrepresentation instead of 
 men vs. women, we speak from a common ground. 


4.  Henning Andersen  Broader look on equality:  


“Diversity”  It is important to keep a broader look on the gender 
 equality including diversity (ethnic/sexual etc) as this is 
 part of the same problem.  


Also, diversity needs to be a highly prioritized focus at 
 the University (at all levels).   
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(13)5.  Felicity Mae Davis  From focus on “equality” to focus 


on “equity”  I really hope we can switch from the term (and 
 mindset) of “equality” to “equity”. This is a 


complicated distinction, but is highlighted well by the 
 cartoon below. 


In this example, providing 2 people with the same 
 sized ladder and “access” to the same tree here 
 doesn’t help when there are bigger structural biases. 


We need to be striving for equity. 


Comments from Ebbe Bødtkjer: 


The discussion about equality vs equity is difficult. It 
 would obviously be preferable if we could help 
 eliminate the structural imbalances instead of seeking 
 to compensate for them with opposing 


imbalances/biases.  


It is hard to imagine that deliberate biases will not 
 inadvertently affect other groups. 


6.  Ebbe Bødtkjer  Equal opportunities  In addition to figures on whether there is equal 
 representation, it will also be valuable to reflect on 
 whether there are equal opportunities (which of 
 course is much more difficult to measure).  


If there are equal opportunities but unequal 


representation, this indicates that the most important 
 focus is to make AU / Health a more attractive 


workplace for both women and men. 
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(14)7.  Felicity Mae Davis  Inclusion  It is important to focus on equity and diversity, but also 
 inclusion. Once we hire people from underrepresented 
 groups, the university has an obligation to ensure that 
 they do not continue to be marginalized by the system. 


Department heads need to review and justify decisions 
 with respect to: 


1) space  
 2) resources 


3) leadership opportunities 
 4) service obligations  
 5) mentorship 


6) sponsorship for major nomination-based awards 
 and also promotion 


8.  Ida Vogel  First person to be adressed  First person to be addressed at all meetings could be a 
 woman - to pinpoint that women perceptions are a 
 strategic priority 


Comments from Ebbe Bødtkjer: 


I do not like the suggestion that at all meetings it should 
 be a woman who speaks first. I think it is a great 


strength in the Danish research community that it is the 
 quality of the arguments that weighs heaviest,  


and not titles or other formal matters. It is a quality we 
 must stick to, and in that context it will be an 


unfortunate signal that gender decides who can speak 
 (first). 


9.  Ida Vogel  Retaining women and men 
 through the years with small 
 children 


1. Have all meetings within 8-16:30 


2. Address in writing and presentations that equality 
 and diversity is STRATEGIC priority 


Comment from Henning Andersen: 


It may be better to have all meetings within 8.00 to 
 15.30 and then possibilities for short virtual meetings in 
 the evening after 8.00 pm 


10.  Felicity Mae Davis  Leading by example  One example of this done well is the University of 
 Queensland and the Merle Pledge. It is an honesty 
 based system, but on public record. Those who have 
 taken the pledge commit to requesting gender equity 
 as a condition of participation on any panel or 


conference. https://about.uq.edu.au/initiatives/sage- 
 athena-swan#qt-sage_athena_swan_tabs-foundation-
 tabs-6 


11.  Ida Vogel  Diversity on the agenda  1. Take the discussion 


2. Provide documents on what is needed for clinical 
 associate professor, professorship mm. 


3. Count % women every year:  Deans/Academic 
 council/Institute leaders/Professors/Assoc 
 prof/TAP/All committees/Salary/gender 
 12.  Henning Andersen  Equal representation in all councils 


and boards with decision 


responsibility at AU and external  


Promote more equal representation in all councils and 
 boards at AU with decision responsibility for 


promotions, funding etc. This could also be a 
 requirement in collaborations with external 
 boards/councils etc. 
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(15)13.  Felicity Mae Davis  Recruitement  There are obvious ways to improve the recruitment 
 process that the university has already adopted. 


However, many institutes around the world are now 
 also assessing candidates on their service contributions 
 to ED&I initiatives. Simple questions such as: “what do 
 you see as the fundamental characteristics of 


organizations that create an inclusive environment?” 


or  “what  is  your  vision  for  equity,  diversity  and 
 inclusion within academic institutes and how have you 
 sought to achieve this?”.  This is a small and immediate 
 change that can have big long-term consequences. 


I think we also need to have a “relative to opportunity” 


field in our recruitment form where people can explain 
 things like parental leave but also (if they choose to) 
 describe other factors that help to place their career in 
 context (neurodivergency, socioeconomic, disability 
 etc). 


14.  Henning Andersen  Rethink the classical “career path”  Have a broader look on work environment in research 
 groups. It is important to rethink the classical “career 
 path” / tenure track for a researcher in such a way that 
 less research during a few years does not lead to a 


"point of no return" without any possibility to reengage 
 in a scientific career.  


This could be supported in many ways – e.g., by 
 organizing research groups so that they are not 


dependent on one single strong person but rather with 
 focus on having shared leadership securing more 
 continued and robust leadership with funding 
 supporting all researchers. 


 15.   Ida Vogel   Providing female rolemodels  1. Website with female professors / assoc prof 


2. Share stories on how to combine work and family life 
 (women and men) at home 


3. Internationally address that womens health is 
 understudied and women should be study objects as 
 men 


4. All studies from Health should be stratified by 
 gender. All studies should in acknowledgement 
 address the gender balance 


16.  Ida Vogel  Advancing women  Draw a map of all women on the way from phd- 
 professors. Ask what support they need to potentialy 
 stay in the research environment. Do they have a 
 sponsor? 


Comments from Ebbe Bødtkjer: 


It is important to formulate as clear criteria as possible 
 for what it takes to become an associate professor, 
 professor, etc.  However, there must be some elasticity 
 in the criteria, so that it is still possible to make strategic 
 decisions at the departments. 
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(16)17  Felicity Mae Davis  Investment  AU needs to invest in bringing in external experts to 
 help to train faculty members (particularly leadership) 
 on ED&I concepts but to also guide us as a committee. 


EDI advocacy often falls to the people who are 
 underrepresented/marginalized (and least able to 
 affect change). The university needs to form 


relationships with private diversity consultants (e.g., 
 the Living Institute) for education and upskilling. It 
 cannot rely on women and other underrepresented 
 employees to educate intelligent colleagues on very 
 fundamental concepts of inclusion and diversity. 
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EQUITY, DIVERSITY AND INCLUSION



A call to eradicate non-inclusive terms from the life sciences


Abstract Since the Black Lives Matter movement rose to mainstream prominence, the academic
 enterprise has started recognizing the systematic racism present in science. However, there have
 been relatively few efforts to make sure that the language used to communicate science is inclusive.


Here, I quantify the number of research articles published between 2000 and 2020 that contained
 non-inclusive terms with racial connotations, such as “blacklist” and “whitelist”, or “master” and


“slave”. This reveals that non-inclusive language is being increasingly used in the life sciences
 literature, and I urge the global academic community to expunge these archaic terms to make science
 inclusive for everyone.


AZIZ KHAN*


Historically, many terms are associated with
 racial connotations. In the tech world, the words


“master” and “slave” are often used to refer to
 types of storages, circuits, databases or code, in
 which the slave type is subservient to the master.


Other commonly used terms are “blacklist” and


“whitelist” — where the blacklists are the prob-
 lematic entities and whitelists are the good ones
 (Alter et al., 2016).


These, and several other archaic and non-
 inclusive terms, are also widely used in scientific
 manuscripts (Baeckens et al., 2020; Herb-
 ers, 2007;Houghton and Houghton, 2018). In
 publishing, the term “blacklist” is used to filter
 out predatory journals and publishers from non-
 predatory and more trustworthy
 journals that are added to the “whitelist”


(Houghton and Houghton, 2018;Silver, 2017).


In the life sciences, the term “blacklist” is com-
 monly used to represent problematic genomic
 regions, variations, genes, or proteins which
 need to be filtered out as an artifact or noise
 (Wimberley and Heber, 2019;Maffucci et al.,
 2019;Collins et al., 2019;Wilfert et al., 2016).


For example, the ENCODE blacklist regions are
 a curated list of non-coding regions in the
 genome, which is used by the gene regulation
 community – including myself – as an essential
 quality filter when analyzing genomic and epige-
 nomic data (Amemiya et al., 2019).


The terms “master” and “slave” are also fre-
 quently used in molecular biology to group tran-
 scription factors (TFs) or genes based on their
 function. For example, proteins that are at the
 top of the regulatory hierarchy and control key
 biological programs, such as determining a cell’s
 fate, are commonly named “master regulators”


or “master TFs”. While some may argue that it is
 acceptable to use the term “master”, the prob-
 lem gets worse when some researchers intro-
 duce "slave TFs" (Ocone and Sanguinetti,
 2011).


Use of non-inclusive terms in life
 sciences literature is growing


To estimate the use of the terms blacklist/white-
 list and master/slave, I performed searches on
 the open-access repository Europe PMC which
 contains millions of biomedical research articles.


A search for articles containing blacklist/whitelist
 returned more than 2,000 articles published in
 more than 600 journals between 2000 and 2020
 (Figure 1), with blacklist appearing more often
 (1,994 articles) than whitelist (439 articles).


The first use of the term “blacklist” dates
 back to the seventeenth century and has a long
 history of being used in the labor market
 (Weir, 2013). However, these terms started
 appearing in the biomedical literature around
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(18)the mid-nineteenth century. In 1899, an article in
 the journal The Hospital suggested maintaining
 a “whitelist” of firms that treat their employees
 fairly instead of a “blacklist" of firms with a bad
 reputation (The Hospital, 1899). Since then, the
 use of these non-inclusive terms has continued
 to grow (Figure 1).


The terms “master” and “slave” are also
 widely used in the scientific literature. A search
 for articles with both these terms found over
 3,500 research articles published in more than
 900 journals between 2000 and 2020 (Figure 1).


Similar to blacklist and whitelist, the use of mas-
 ter and slave is growing with time. Furthermore,
 a search for “master TFs” or “master regulators”


found more than 50,000 articles from 2000 to
 2020, with their use increasing each year (Fig-
 ure 1—figure supplement 1). This suggests that
 non-inclusive terms are becoming increasingly
 pervasive, and possibly the norm in the life sci-
 ences literature.


Most of the papers with non-inclusive terms
 were published in well-known journals, including
 multidisciplinary journals (such as Nature, Nature
 Communications, PLOS One, PNAS and Scien-
 tific Reports) and journals with broad scopes
 within the life sciences and medicine (such as


BMJ, Cell, Cell Reports and eLife). In addition to
 these multidisciplinary and broad-scope journals,
 the journals that used the terms "blacklist" or


"whitelist" most often were BMC Bioinformatics,
 Nature Genetics and Genome Research, and the
 journals that used the terms "master" and


"slave" most often were Sensors, Optics
 Express, Scientific World Journal and BMC Bioin-
 formatics. Inevitably, larger journals (such as
 Nature Communications, PLOS One, PNAS, Sci-
 entific Reports and Sensors) tended to use these
 terms more often than small journals with fewer
 publications.


Let’s expunge non-inclusive terms
 to make science inclusive for all


Following the Black Lives Matter protests the sci-
 entific community has spoken against the sys-
 tematic racism in science and called for action to
 make science more diverse and inclusive
 (Barber et al., 2020;Cell Editorial Team, 2020;


Eisen, 2020; Nature, 2020;


Sanford, 2020;Stevens et al., 2021;Taffe and
 Gilpin, 2021). Yet, the growing use of such non-
 inclusive terms in scientific literature potentially
 reflects a racist research space that endorses
 and sustains the use of these terms. The more
 we use this language, the more it becomes a
 habit, and we need to act now to avoid passing
 this behavior on to future generations of
 scientists.


Some tech and governmental organizations,
 such as Google, GitHub, the UK National Cyber
 Security Center, among othersSeele, 2020, are
 already replacing such terms that reflect a racist
 culture (Google, 2020; GitHub, 2020; Emm-
 a, 2020;Seele, 2020;Im, 2020). I urge the sci-
 entific community (including institutions,
 researchers, funders, learned societies, journals
 and others) to follow suit, and replace the terms
 blacklist/whitelist with excluded/included or
 deny/allow lists, and to use the terms primary
 and secondary instead of master and slave.


There are several other examples of non-
 inclusive terminologies that are used in the life
 sciences and beyond. For example, there are
 growing concerns over terms with racial etymol-
 ogy, such as “slave-making ants” — a slavery
 metaphor to describe ant behavior (Herb-
 ers, 2020; Herbers, 2007), or the word “noos-
 ing” to describe catching lizards, which reminds
 people of the racial lynchings of Black people in
 the United States (Cahan, 2020). A number of
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 Articles with terms blacklist or whitelist (left axis)


Figure 1.The growth of non-inclusive terms in the life sciences literature.The number of
 articles on Europe PMC containing the terms blacklist or whitelist (blue; left axis), containing
 the terms master and slave (orange; left axis), and the total number of articles on Europe
 PMC (green; right axis) between 2020 and 2000.


The online version of this article includes the following figure supplement(s) for figure 1:


Figure supplement 1.The number articles in the life sciences literature that just contain the
 term "master" or "slave".
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(19)plant and animal species also have non-inclusive
 names or are named after people who were
 known for their racist rhetoric (Shiffman, 2019).


Recently, the racially loaded term “quantum
 supremacy” was introduced to represent the
 power of quantum computers, which is now get-
 ting replaced by “quantum advantage” (Pala-
 cios-Berraquero et al., 2019; Wiesner, 2017).


Additionally, in response to recent social unrest,
 the academic enterprise has started renaming
 academic buildings, programs and prizes, and
 removing monuments named after people who
 were known for their racist comments and ideol-
 ogy (Cahan, 2020). Now, it is time for us to also
 rethink the language we use to communicate
 science.


Language matters — it shapes the way we
 think, see and behave. The list of non-inclusive
 terms in science is long and widespread across
 multiple disciplines. As scientists, we have a
 responsibility to fix the problem and to use lan-
 guage that is inclusive to everyone.


Methods


The research articles with specific terms were
 queried through Europe PMC using the
 europepmc R package v0.4 (Ferguson et al.,
 2021). The search query was restricted to publi-
 cation year between January 01, 2000, to
 December 31, 2020. Preprints were excluded
 from the search.


The query used to search articles with terms
 blacklist and whitelist is as follows: ((blacklist OR
 blacklisted OR “black-listed” OR “black-list” OR
 blacklisting) OR (whitelist OR whitelisted OR


“white-listed” OR “white-list” OR whitelisting))
 AND (FIRST_PDATE:[2000-01-01 TO 2020-12-
 31]) NOT (SRC:PPR).


The query used to search articles with terms
 master and slave is as follows: (“master” AND


“slave”) AND (FIRST_PDATE:[2000-01-01 TO
 2020-12-31]) NOT (SRC:PPR).


The query used to search articles with master
 TF(s) or master regulator(s) is as follows: ("mas-
 ter TFs" OR "Master transcription factor" OR


"master regulator" OR "master TF") AND
 (FIRST_PDATE:[2000-01-01 TO 2020-12-31])
 NOT (SRC:PPR).


All the figures were created using ggplot2
 v3.3.2Wickham, 2016with R v3.6.1. The figures
 can be reproduced using the available code in
 the code and data availability
 section (Wickham, 2016).


Code and data availability


The source code and data used to generate fig-
 ures are available on GitHub (https://github.


com/asntech/inclusive-science) and also on Zen-
 odo (Khan, 2021).
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Punkt 4: For discussion: Fonds and prizes - 15.50-16.00


It is recommended


-that Health Gender Equality Committee discuss the
 Lundbeck Fonden - Diversity Call - Deadline Sept. 22


2022https://lundbeckfonden.com/uddelinger-priser/ansoegere/apply-grants/lf-diversity-
 call


Lundbeck Fonden - Prizes - Deadline next year:


-The LF Scientific Enrichment Prizecelebrates individuals who have taken leadership
 to embrace and harness diversity to develop creative solutions to complex scientific
 problems and enrich scientific environments and culture in the biomedical, health and
 clinical fields. It is a personal prize of DKK 100,000.The Lundbeck Foundation Scientific
 Enrichment Prize | Lundbeckfonden


-The LF Diversity Callis for initiatives promoting diversity among researchers in the
 biomedical, health and clinical fields.LF Diversity Call | Lundbeckfonden



Punkt 5: For discussion: Qualification of the AU actions - 16.00-16.15


It is recommended


- That Health Gender Equality Committee qualifies the proposals for activities at AU level
 and chooses one activity within the four focus areas


Background


"AU action plan for gender equality, diversity and inclusion 2023-2025" is structured
 around the four existing focus areas; Recruitment, Career


development, Management, Workplace culture. The specific actions will include four
 activities at AU-level and one activity per faculty/unity.


The departments will plan their activities at the beginning of the action plan period; early
 January 2023.


Health Gender Equality Committee is asked to qualify the proposals for activities at AU
 level and to choose one activity within the four focus areas.


The further process
 See Appendix 3: Proces


Appendix 1: From AU Senior Management Team


Appendix 2:Proposals for activities_AU action plan 2023-25
 Appendix 3:Proces


Item owner


Anne-Mette Hvas/Hanne Johansen
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(23)Analyse og Politik 
 Aarhus Universitet 
 Nordre Ringgade 1 
 8000 Aarhus C 


Tlf.: +45 8715 0000 
 E-mail: unistab@au.dk 
 Web: www.au.dk 


Analyse og Politik 


Dato: 27. april 2022 


Direkte tlf.: +45 93521510 
 E-mail: inli@au.dk 
 Web: au.dk/inli@au.dk  
 Afs. CVR-nr.: 31119103 


Side 1/2 


AARHUS UNIVERSITET 


Fakultetsledelserne 
 LEA 


Erhverv og Innovation 


Input til AU ”Handleplan for ligestilling, diversitet og inklusion 
 2023-2025” 


Indledning 


AUs handleplan for ligestilling gælder for perioden 2020-22. Derfor skal der udarbej-
 des en ny, som skal gælde i perioden 2023-25.  Den nye handleplan skal bygge videre 
 på det nuværende arbejde. Derfor vil den være struktureret omkring de fire eksiste-
 rende indsatsområder: 


-  Rekruttering  
 -  Karriereudvikling 
 -  Ledelse  


-  Arbejdspladskultur  


Universitetsledelsen har besluttet, at handleplanen skal indeholde aktiviteter på føl-
 gende niveauer:  


Organisatorisk niveau  Aktivitet 


AU fælles  4 aktiviteter  


(1 aktivitet inden for hvert af de fire indsatsområder) 
 Fakultet/ 


Enhedsadministration/ 


Erhverv og Innovation 


1 aktivitet 


(aktiviteten skal være inden for ét af de fire indsatsområder) 


Institut/ 


Enhed   (Mindst) 1 aktivitet  


(aktiviteten skal være inden for ét af de fire indsatsområder) 


Aktiviteterne på AU fælles-niveau og på ”lokalt” niveau (fakulteterne, enhedsadmini-
 stration samt Erhverv og Innovation) skal fremgå af den færdige handleplan.  


Institutter og enheder skal først udforme deres aktiviteter i begyndelsen af handle-
 plans-perioden (dvs. 2023).  


Kvalificering og input 


AUs Diversitets- og ligestillingsudvalg har udarbejdet forslag til to AU fælles aktivite-
 ter inden for hvert indsatsområde (vedhæftet).  


➢  I inviteres hermed til at kvalificere forslagene, herunder angive hvilken af de 
 to aktiviteter I finder mest relevant inden for hvert af de fire indsatsområder. 



Punkt 5, Bilag 1: From AU Senior Management Team.pdf



(24)Side 2/2 


AARHUS UNIVERSITET 


  


➢  Derudover bedes I fremsende jeres beskrivelse af den aktivitet, som I på fakul-
 tetet/i enhedsadministration/i Erhverv og Innovation ønsker at arbejde med i 
 den nye handleplansperiode. Denne aktivitet skal ikke tage afsæt i udvalgets 
 forslag, men skal alene være baseret på jeres vurdering af behov og relevans. I 
 dette arbejde bedes I inddrage relevante lokale interessenter; herunder de 
 akademiske råd, FAMU-FSU/AAMU-ASU/LAMU-LSU samt fakultetets diver-
 sitets- og ligestillingsudvalg.  


Akademisk råd og HAMU-HSU vil få en direkte invitation til at kvalificere de fælles AU 
 aktiviteter.  


Der sendes ét samlet svar pr. fakultet/enhedsadministration/Erhverv og Innovation.  


I bedes sende jeres bidrag til inli@au.dk. 


Deadline: fredag d. 24. juni 2022 


Den videre proces   


Dato  Aktør  Aktivitet 


21. sept.  AU Diversitets- og  
 ligestillingsudvalg 


Drøfte udkast til ”Handleplan for ligestilling,  
 diversitet og inklusion 2023-25”  


5. okt.  Universitetsledelsen  Drøfte udkast til ”Handleplan for ligestilling,  
 diversitet og inklusion 2023-25” 


17. okt.- 14. dec.  Fakultetsled. 


LEA 
 E&I 


De akademiske råd 
 HAMU-HSU 


Kvalificering af færdigt udkast til ”Handleplan 
 for ligestilling, diversitet og inklusion 2023-25” 


21. dec.   Universitetsledelsen  Godkendelse af ”Handleplan for ligestilling, 
 diversitet og inklusion 2023-25” 


Eventuelle spørgsmål rettes til chefkonsulent i Universitetsledelsen Stab, Inge Lien-
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Bilag 1 Forslag til fælles aktiviteter inden for de fire indsatsområder i ”Handleplan for ligestilling, diversitet og inklusion 2023-25”    


INDSATSOMRÅDE 1  Rekruttering 


MÅL  Udvikling i kønsbalancen i den samlede bestand af senior VIP-stillinger  
 (indikator i ”Strategisk rammekontrakt 2022-2025”) 


DATA  Kønsfordeling i medarbejderbestand, opgjort på stillingskategorier 
 Kønsfordeling af nyansatte medarbejdere, opgjort på stillingskategorier 
 Kønsfordeling blandt ansøgere, kvalificerede ansøgere 


Kønsfordeling bedømmelsesudvalg og ansættelsesudvalg 


FÆLLES AKTIVITET 1 
 PROAKTIVE 


SØGEKOMITEER 


Der arbejdes tidligere og mere opsøgende med scouting og søgekomiteer mhp. at sikre en diversitet blandt kvalificerede 
 ansøgere. Arbejdet starter, inden opslaget formuleres. Det kan fx indebære systematisk gennemgang af instituthjemmesider på 
 relevante universiteter mhp. at identificere potentielle ansøgere inden for et ønsket segment samt personlig kontakt til 


potentielle ansøgere.   


Baggrund 


Det kan være vanskeligt at opnå et tilfredsstillende antal kvalificerede ansøgere som samtidig er diverst; særligt i situationer hvor 
 der er rift om de dygtige medarbejdere på det internationale arbejdsmarked.  


FÆLLES AKTIVITET 2 
 HELHEDSORIENTERET 
 REKRUTTERING 


Kandidater bibringes tidligt i processen forståelse for AU som en attraktiv arbejdsplads med fleksibilitet og selvbestemmelse i 
 jobbet mv.  (det kan fx medtænkes i formulering af stillingsopslag). Desuden afdækkes arbejdsmarked for en eventuel partner, og 
 kandidaten introduceres til by og opland, samt gode pasnings- og skoleforhold og en generelt god familiepolitik. 


Baggrund 


Danmark er på mange måder et særdeles attraktivt sted at bosætte sig; særligt med familie. Samtidig er det en stor beslutning at 
 vælge at etablere sig i et nyt land. Derfor er det nyttigt at give en bred introduktion til AU som arbejdsplads og byen/landet til 
 potentielle nye medarbejdere.  
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(26)INDSATSOMRÅDE 2  Karriereudvikling 


MÅL  At strukturer og processer (formelle og uformelle) understøtter, at alle medarbejdere – uanset køn, nationalitet, alder mv. – bliver 
 mødt med relevante og lige muligheder for karriereudvikling.   


DATA  Kønsfordeling i medarbejderbestand, opgjort på stillingskategorier 
 APV 


  


FÆLLES AKTIVITET 1 
 SYSTEMATISK OG 


LANGSIGTET ARBEJDE TIL  
 KARRIEREUDVIKLNG 


Ved start på ny arbejdsplads skal medarbejder og relevant leder med reelt mandat og indflydelse udarbejde en strategisk og 
 langsigtet karriereudviklingsplan, der rækker 5-6 år frem (og herefter gentages hvert 5-6 år). Dette skal ske med afsæt i 


instituttets/enhedens strategiske sigtepunkter og konkrete opgavebehov. Planen kan kombineres med fundingplan, udvikling af 
 dansksproglige kompetencer ell. lign.  Efterfølgende MUS- samtaler tager afsæt i den langsigtede karriereplan.  


Her kan også adresseres tiltag til ”genstart” af karriere hos medarbejdere, der af den ene eller anden grund har haft en periode 
 med lav forsknings- eller undervisningsmæssig produktivitet.   


Baggrund 


Der er behov for at skabe rammer for en tydeligere og mere systematisk tilgang til karriereplanlægning og -afklaring. Dialogen om 
 karriereudvikling bygger videre på den tydeliggørelse af kvalifikationskrav, som er indeholdt i den nuværende handleplan. 


FÆLLES AKTIVITET 2 
 FORDELING AF 
 ARBEJDSOPGAVER 


Der skal sikres en fair fordeling af pålagte opgaver vedr. forskning, undervisning og administration på instituttet/enheden. Som 
 forudsætning herfor skal skabes et overblik over fordelingen af disse opgaver samt en fælles måde at optælle og honorere dem på. 


Baggrund 


Der er behov for bedre/repræsentativ kønsbalance i alle opgaver og udvalg. Der ønskes en opmærksomhed på, at opgaver vedr. 


forskning, undervisning og administrationsopgaver skal fordeles mere ligeligt mellem medarbejdergrupper. Det skyldes, at 
 arbejdsopgaverne kan påvirke mulighederne for karriereudvikling og avancement, hvis/når ikke de meriterer på samme vis.  
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(27)INDSATSOMRÅDE 3  Ledelse  


MÅL  At alle ledere på AU udøver ledelse på en måde, som værdsætter og anerkender medarbejderes forskellighed, støtter en 
 diversitet af medarbejdere og skaber inkluderende forsknings- og arbejdsmiljøer.  


DATA  Data om kønsfordeling på lederfunktioner 


FÆLLES AKTIVITET 1 
 LEDELSESSTANDARD FOR  
 LIGESTILLING OG 


DIVERSITET 


Hvert institut/enhed udvikler en ledelsesstandard for diversitet og ligestilling. Ledelsesstandarden skal fungere som en konkret 


”opskrift” på, hvordan man ønsker, at ledelse i forhold til ligestilling og diversitet skal udfoldes på den pågældende arbejdsplads. 


En ledelsesstandard kan adressere fx arbejdspladskultur og digital teknologi (fordi digitale teknologier kan indeholde utilsigtede 
 bias). Man kan fx lade sig inspirere af Dansk Standard 2021, der pt er i gang med at udformet en ledelsesstandard for ligestilling og 
 diversitet mhp certificering)https://www.ds.dk/da/udvalg/kategorier/ledelsessystemer/ligestilling-og-diversitet. 


Baggrund 


Ledelserne vil gerne fremme ligestilling og diversitet, men kan mangle inspiration til og viden om, hvordan man omsætter det i sin 
 ledelsespraksis. Ligestilling og diversitet indgår desuden i LUS-samtaler, og en ledelsesstandard for ligestilling og diversitet kan 
 bidrage til at kvalificere dialogen herom. 


Ledelsesstandarden skal ”respondere” på behov fra medarbejderne. Den skal udvikles gennem et kortere forløb (fx to ½ dage) for 
 ledere og diversitets- og ligestillingsudvalg på tværs af institutter/enheder. 


FÆLLES AKTIVITET 2 
 LOKALE DIVERSITETS- OG 
 LIGESTILLINGSUDVALG 


Der skal etableres diversitets- og ligestillingsudvalg fakultetsniveau og/eller på institut-/enhedsniveau. 


Baggrund 


Lokale udvalg kan være et organisatorisk anker for arbejdet med ligestilling og diversitet.  


Det gælder både ift. lokale aktiviteter, som sparringspartner for ledelsen og i forhold til opfølgning på handleplanen.  
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(28)INDSATSOMRÅDE 4  ARBEJDSPLADSKULTUR 


MÅL  At udvikle/fastholde inkluderende arbejdspladser, hvor alle medarbejdergrupper har lige muligheder for at trives og udvikle sig. 


DATA  APV  


FÆLLES AKTIVITET 1 
 SYSTEMATISK 
 INTRODUKTION TIL 
 ARBEJDSPLADSKULTUR 
 SOM LED I ONBOARDING 


Der afholdes intromøder for alle nye medarbejdere på AU (inkl. medarbejdere i nye roller/ny stilling). På møderne indgår en 
 introduktion til arbejdspladskulturen, herunder ligestilling, diversitet og inklusion, i den pågældende del af organisationen.  


Intromøderne afholdes på fakultetsniveau/enhedsadministrationen og evt. suppleret med velkomst på 
 institutniveau/enhedsniveau tilpasset lokalt behov. 


Baggrund 


Der er varierende tilgang til, hvordan man introduceres til arbejdspladskultur, når man starter i ny jobfunktion på AU. 


Arbejdspladskultur har stor betydning for medarbejderes trivsel, men den er ofte uudtalt. Ved at sætte ord på og introducere til 
 arbejdspladskulturen i starten af ansættelsen styrker man nye medarbejderes mulighed for hurtigt at forstå de kulturelle 
 normer/værdier på arbejdspladsen samt understøtter fælles opmærksomhed på og åbenhed om, hvordan man skaber en 
 arbejdspladskultur, der fremmer trivsel for kolleger med forskellige køn, baggrund mv.   


   
 FÆLLES AKTIVITET 2 


REGELMÆSSIGT 


”EFTERSYN” AF 


ARBEJDSPLADSKULTUEN 


Alle institutter/enheder drøfter regelmæssigt arbejdspladskultur med fokus på ligestilling, diversitet og inklusion. ”Eftersynet” 


sætter fokus på, om den gældende arbejdspladskultur fremmer trivsel for alle medarbejdergrupper (fx alle køn, internationale 
 medarbejdere), eller om der er forhold, som skal arbejdes med. Eftersynet kan ske med inddragelse af APV-resultater eller anden 
 data, som giver pejlemærker for forskellige medarbejdergruppers trivsel og muligheder.  Der meldes tilbage til fakultetets 
 diversitets- og ligestillingsudvalg samt fakultetsledelsen om, hvordan processen er afviklet, hvilke temaer der dukkede op, og 
 hvilke tiltag man har valgt at aktivere. På det grundlag kan tegnes et samlet billede af de forskellige institutters forslag til 
 forbedring af arbejdspladskultur. 


Baggrund 


På enhedsniveau kan der være forskellige opfattelser af arbejdspladskulturen, og om den fremmer eller hæmmer trivsel og 
 udvikling for alle. Ved regelmæssigt at forholde sig til ligestilling, diversitet og inklusion i forbindelse med dialog om 


arbejdspladskulturen gøres det tydeligt, at ligestilling/diversitet er knyttet til vores adfærd og hverdagspraksis på arbejdspladsen 
 og dermed et ansvar, der skal løftes af alle og ledes af den lokale ledelse.  
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