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Announcement
It is with great sadness to inform you of the loss of our dear friend and colleague Dr Abiola Aiyenigba who
passed away suddenly in July. Abiola joined the DELTAS LRP team within the Centre for Capacity Research in
2019 to explore the research training theme. She was a proactive member of the team and she delighted in the
opportunity to travel, visit consortia members, and attend the DELTAS AGM. She will be sorely missed at the
Liverpool School of Tropical Medicine and within the DELTAS LRP team.

Towards gender transformative approaches: Participants’ desired actions for change
For the ‘equitable career pathways’ theme, this month we provide some of the emergent key challenges alongside
participants’ desired actions for change, which we classify as gender transformative approaches. We draw on the usefulness
of the continuum of approaches to gender integration1, a commonly utilised systematic tool for classifying actions by how
they address gender inequities in programming as either gender-blind, accommodating, or transformative. Juxtaposed
within the collective efforts made by DELTAS Africa at narrowing the gender inequity gap in scientific career progression,
the tool recognises the need to go beyond good practice measures that are gender accommodating, which may only
partially address the problem of gender inequity, towards investing in transformative approaches. The latter approaches
may act to address the underlying causes of the disparities - the systems, norms and attitudes making gender differences
acceptable parts of everyday life - which may lead to better equitable and more lasting outcomes.

Key challenge

Participants’ desired actions for transformative change

Conflicts between the normative
demands of family and scientific
research career that calls for long
working hours and frequent mobility,
resulting in poor work-life balance,
relationships and family suffering, and
prejudice against women who
prioritize establishing a career over
marriage

- Build and nurture a supportive research community by launching spaces and
forums where female and male researchers can discuss and provide mutual support
around career progression challenges, career decisions, and work-life balance
issues.
- Provide leadership training at all career stages to help build confidence, resilience,
and support decision making around career progression.
- Create community and public awareness on what research scientists do,
particularly about the nature of science that requires long working hours and
frequent scientific mobility, for which women researchers tend to be more
disadvantaged based on their reproductive gender roles compared to the men.

Inequitable structures of gendered
support systems within institutions
characterized by insufficient
mentoring and a dearth of female role
models, inflexible working policies and
culture, and lack of accommodating
women’s needs

- Develop a structured approach to career and psycho-social mentoring for fellows
(viewed as crucial for career progression), especially at early career research stage.
- Improve representation of women in science leadership and management
positions to help enhance gender equitable decision-making on career progression
matters affecting research fellows.

Experiences of negative practices and
culture at workplace characterized by
gender stereotypes, unconscious
biases, sexual harassment, bullying
and intimidation

- Establish and implement formal standard operating procedures at consortia level
on how to report and handle sensitive malpractices experienced by fellows at the
workplace.
- Provide training and coaching to scientists and faculty staff on how to identify and
deal with unconscious biases and gender stereotypes at the workplace.
- Funders and consortia leaders to establish sanctions for grantees and researchers
who portray negative behaviours at the workplace.

Uncertainties with funding structure
and career progression opportunities

- Actively support early career researchers in gaining relevant leadership experience,
including allocating them primary supervisory roles for masters fellows.
- Negotiate memorandum of understanding with research and academic institutions
in Africa for career placement opportunities for fellows.
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