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G Gendered Innovations in STEM is a process of creating new value by integrating SGBA into research

GISTeR

Center for Gendered Innovations in Science and Technology
About GISTeR Research was founded in 2021 with the approval of Ministry of
Science & ICT
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JUSTICE

One gets more than is

needed, while the other

gets less than is needed.
Thus, 2 huge disparity is

created.

EQUALITY EQUITY INCLUSION
“"“':W“"m E""Y“;:“":;' “'3“'""’"%"" . Everyone is INCLUDED in the
the same supports.This | which produces equity. _hm”‘ game. No one is left on the
is considered to be equal the cause(s) of the outside; we didn’t only
treatment. ‘ inequity was addressed. ' remove the barriers keeping

mmw hes people out, we made sure

they were valued & involved.




Dual Challenges: Imbalances and Epistemic Bias

Two Pillars of Inequality 1. Structural Imbalances: The Work-Life Collision
Challenge A: Vertical Segregation- Few women reach

Structural Imbalances Epiestic Bias Iead ers h I p
Challenge B: The Penalty of Parenthood- Inadequate
g:»'- q'? ?*?) institutional support for balancing family and career
e

& 2. Epistemic Bias: Bias in Knowledge Production
Definition: Bias embedded within the research process,

¢ Work-Life Imbalance / ¢ Male-as-Norm

Motherhood Penalty Research Design curricula, and institutional culture itself.
I i * Biased Curricula/Stereetypes Examples: Research Design, Curriculum/Textbooks,
o Gkl DIV of Lok « Evaluation & Funding Bias Evaluation Bias to promote SGIR (Sex and Gender

Integrated Research)

Key Argument: Fixing the numbers won't fix the science unless epistemic biases are
addressed. However, these two gender issues are interrelated closely.



The Cost of Bias: Solving Complex Global Problems

Gender Diversity in STEM is an imperative for global innovation,
competitiveness, and addressing complex social problems:

Ex.1. Climate change Ex.2. Aging

Caring for the Future:

U[N]
DIP Gender-Responsive /
Strategies for Y
Ageing Societies
CASE STUDIES ON CHALLENGES I /4
nnnnnnnnnnnnnnnnnnnnnnn VOMEN'S y
ECONOMIC EMPOWERMENT IN ASIA
=
\
429 \ >
. -
INVESTING FOR GENDER EQUALITY AND ‘
INCLUSIVE CLIMATE ACTION - L
UNDP-OECD CROSS REGIONAL DIALOGUE IN / Y
b 4
14

https://www.undp.org/eurasia/publicatio
ns/investing-gender-equality-and-
inclusive-climate-action

https://asiapacificcunwomen.org/en/digit
al-library/publications/2025/03/caring-
for-the-future

Ex.3. Agentic Al

Understanding Generative Artificial
Intelligence's Implications on Gender Using
a Value Chain Approach and a UNGP Lens

https://www.undp.org/india/publications/unde
rstanding-generative-ais-implications-gender-
using-value-chain-approach-and-ungp-lens



Gender Gap in STEM: A Persistent Challenge for Korea and Japan
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Gender Gap in STEM in OECD’s Top Countries (2023)

Saudi Arabia(2022)

Indonesia(2020)

Spain(2021)

UK(2019)

Russia(2022)

Switzerland(2021)

Turkiye(2021)

Italia(2021)

Mexico(2021)

The Netherlands(2021)

France(2021)

Germany(2021)

korea(2023) [N 23.0%

Japan(2021)

f; 5%

(Unit : %)

Percentage of Female R&D Personnel in
Korea in 1997 was 9.7%

Note 1) Baseyear. 2022 or thelatest f Counting target: researchers M Counting method: headoount

2} In the caseof the US, Ching, indiz, Brazil, Canada, and Australiz the datz were not registered in the OECD data
hase and were exhuded from anshysis,

3) In the caseof RED actwty surney (Minstry of Scdence and ICT, KISTER), the current status of work force in 2l
fiekds, including 5TEM and medicine & pharmacy, socizl sclences, humanities, and arts, s surveyed based an
participants (reseanchers) regamless of employment type, in acoondan ce with the OECD RED activity suney
implementation guidelines,

» In 2023, Tfemale researchers in Korea make up 23.0%, below the world average of 31.5%
and ranking low alongside Japan.

Mote, Researchers are based on HE and full-time equivdants (FTE).
Original Data: Femde reseanchers 25 & pementage of totzl reseanchers{in headoounts) (LIS Estimation, 2024,10.24))
Source Korea Faundation fior Women In Soence, Enginesnng and TedhndogyWISET) (20:24),

Analysis Report on the Statstics of Development and Ut lzation of Wiomen 2nd Men in STEM in 2023

Source: Korea Foundation for Women in Science, Engineering and
Technology (WISET) and the Analysis Report on the Statistics of
Development and Utilization of Women and Men in STEM in 2023.




Advancing Scientific Excellence: The Global Push for Epistemic Fairness

ChR sttt o e SGIR is for better science and health equity.

Gender and Health CIHR IRSC

SCIENCE IS
BETTER WITH
SEX AND GENDER

Strategic Plan
2018-2023

2011

Gender Summit
Global platform

2022

The UK MRC required
both male and

2003

European
Commission policy to

)

considfer sex and cs Asslza?(lilﬁhzc(l).ls . female animals to be
gender in research €ldin 28554 used in experiments
projects Seoul, and 2017 in
Tokyo

Canada

20106

US NIH Mandates
integration of Sex as a
Biological Variable
(SABV) in Research
proposal for NIH
Funding

1993

The US NIH
established
guidelines on
including women and
minorities in clinical
trials




Advancing Scientific Excellence: Academic Accountability and Tensions

 SAGER Guidelins

« Journals by Nature Springer,
Elsevier & more recommend(or
require) sex and gender
integration to authors.

EDITORIAL | 01 May 2024

Why it’s essential to study sex and
gender, even as tensions rise

Some scholars are reluctant to research sex and gender out of fear that their studies will
be misused. Ina series of specially commissioned articles, Nature encourages scientists
to engage.

vy f =

== == nature
i conferences »O®

Nature Forum on Enhancing
<

March 14, 2024

There are strong recommendations from J. editors that
integrating gender dimension can enhance scientific
excellence, but tensions also rise.

Some scholars are reluctant to incorporate SGIR into

their research out of fear that their studies will be

misused. _
Some scientists have been warned off studying sex

differences by colleagues.

Others, who are already working on sex or gender-related
topics, are hesitant to publish their views.

Such a climate of fear and reticence serves no one. To
find a way forward we need more knowledge, not less.



N

A Brief History of Promoting Gender Equality in STEM in Korea

| 2002

Enactment of the Act
on Fostering and
Supporting Women in
STEM

1st outreach program
WISE for girls into
STEM launched

6

Center for WIST
established to support
women in STEM

1st Master plan for women
in STEM established

1st Publication of
Statistics on Women in
R&D

WISET established by
uniting 4W programs
affiliated at EWU

Mentoring program

&~
;;9 2021
WISET become Korea

Foundation for Women In

WISET Establishment g2 0 oHe 0 oring and

of a pub_lic interest Technology (WISET)
foundation

Establishment of a policy
Support Career research center (2021.06)
interrupted women in _
STEM Launch of W Bridge, a

platform for women in STEM

(2021.03) é})

WISET Classified under
“Other Types of Public
Institution” under the
Ministry of Science and ICT

Secured stable financial
support from the government



Legal Framework and policy Foundation for Women in STEM in Korea

» The Foundational Legal Framework: The Act on Fostering and Supporting
Women Scientists and Technicians (Enacted in 2002)

* This is Korea's superordinate law, serving as the primary legal basis for all policies
promoting women in STEM.

|t was enacted to empower women in STEM and directly contribute to national science and
technology development.

» Impact: Provides a strong, overarching legal foundation for women's advancement and
gender equity in Korea's scientific and technological sectors.

» The National Mater Plan: Master Plan for Fostering and Supporting Women in
STEM (First established 2004):

» This national-level plan sets mid- and long-term policy goals and strategic directions for
supporting women in STEM.

 |tis updated every five years to adapt to evolving needs and challenges.

« Impact: Ensures a systematic, comprehensive approach to implementing various support
programs across the nation, translating the legal framework into actionable strategies.



WISET's Strategic Role in Fostering Women in STEM

W‘ SE Korea Foundation for Women In Science,
Engineering and Technology

WISET's Mission and Mandate:

* Purpose: WISET's establishment is
mandated by Korean law to contribute
to the national advancement of science
and technology by facilitating supporting
programs and improving the relevant
systems and environment for women in
STEM.

* Legal Grounds: Its operation is anchored
in two key statutes: the Civil Act and the
Act on Fostering and Supporting Women
Scientists and Technicians.

https://www.wiset.or.kr/eng/sub01_01_01.do

Mid-to-Long Term Development Strategy:

WISET's strategy moves beyond just increasing
numbers to foster global female leaders and create
an ecosystem for the sustainable growth of women
in STEM.

Strategic Goals focus on harnessing female talent
for the Fourth Industrial Revolution and building
mutual respect/ethical management within the
labor environment.

Implementation Goals are comprehensive, covering
the entire career lifecycle from attracting female
students to STEM and promoting career growth to
establishing work-family balance systems and
strengthening ethical standards.

This demonstrates that Korea's institutional
response is a holistic strategy that tackles systemic,
cultural, and individual career barriers.



5th Mater plan for fostering and supporting women in STEM (2024-2028)

Opening Korea's Sustainable Future with Women in ST EM

4 major
strategies

Core

assignments

VISION

Creating an environment where female students can nurture their
dreams in science and technology, and women in STEM can advance

their careers without concerns about childbirth and childcare

>
>

Influx

Early discovery of

female talents and
promotion of their
influx into STEM

fields

Expansion of the
foundation for
continuous

engagement of
women in STEM

Strengthening
Participation of
fomele talent and
intermational
cooperation

Fostering

Fostenng an

inclusive ture
and expansion of
societal
contributions

Expanding STEM
career exploration
opportunities for
elementary - middle
school girds

Supporting the
advancement of
female university
and graduate
students
into STEM fields

Expanding career
foundations to
ensure continuous
growth for female
students

Establishing a8 work
environment for
balancing research
and childcare

Diversifying
careers and
improving research
environments for
women in STEM

Strengthening
affirmative actions
to enhance female

representation

Fostenng women
talent in promising
technological
fields and
strengthening
regional job linkage

Enhancing global
competitiveness
and advancement
of international
cooperation

Promoting
technology-based
entrepreneurship
for women in
STEM

Establishing a
foundation to
promote an
inclusive culture in
science and
taechnology

Enhancing the
effectiveness of
gendered
innovation and
raising social
awareness

Enhancing the
Societal Roles and
Contributions of
Women in STEM

Enhance female stu dentr entry into

Influx

ly discovery JERERTERH itudents admission to
nale talents sciende And engiesring univessity|Ba)

Enhance ferale students’
competitiveness in employment

% Gender gap im employment rate
immadiately after graduating Iram

scipnce and engmeering universityBa)
and promotion

of their influx 48
into STEM I I I 3%p
fields \.
* Resolve gender gap 2023 2028
Growth
Increase women's return Maintain women’s career
to career in R&D field underrepresentation

1

5 Rate of women in STEM = Fernale employment 4 Female middie manager
participation in ecanomic relE e rateE In Cience ratiy [middle or higher)
activities in their &0 and technology R&D

75% organization

677w 25%
/' 227 15%
125
f| o |

33 1-u 35%

Expansion of
the foundation
for continuous
engagement of
women in STEM

m

Entr

Strengthening
Participation of
female talent in
promising
technology
areas and
international
cooperation

Fostering

Disseminate culture of diversity &
inclusion

Faster female tajent in Promote women's entry
new industries into R&D field glc-hal network
H Mo, of members of
platform for supporting
exchanges among
international women in
STEMIWWET)

[N
I 1,000
FFE members

= Female new reonatment
raste(Full-beme postion)

5 Beneficiaries of education
on new indusines

i

7 B 000 temale bansficiaries

ZEH}

| Disseminate work-life research culture

Fostering an
inclusive
culture and
expansion of

= Publsh DEBU report in the
wiende and lechnolagy feld

[for 5 yoars, svwery year)
il |

= Autonomous SysStem
operating rate 65%

(Infertility beave of abserice, 55 9w ,}
childcare fee suppon

altemative manpower

Fecruitifg for Patemity

leawve, flex temeflewhble)

FEMOTE Wolk Sslem,

tamily-friendly program) (/3023 2028

societal
contributions

@ The wears 2023 and 2028 are survey points, and the results reflect the status of the

e iR e A et e



4th and 3@ Mater plans for fostering and supporting women in STEM

4th Mater Plan(2019-2023)

Society in which creative competencies and the potential value of women in
STEM are realized

Achieve qualitative growth of women in STEM and gender equality in the fields of
science and technology

Innovation of system and
culture

e Introduction of the female position

e |nflux of female students into * Female jobs in the felds of STEM R&D

3rd Mater Plan(2014-2018)

Vision

A creative economy and science & technology led together by both gender

Capability Challenge

——

Goals

Balance

Diversity

* 60% employment rate of f
emale science and engine
ering students

» 15% of female science an
d technology researchers

engineenng (25% (2017) - 30%
(2023)
industries 3,000 {30%)

* Employment rate of female STEM
students (62.2% (2016) -) 70% (2023))

Implementation strategy Core implementation agendas

* Qutput of female talents gaing into new

(16% (2017) - 30% (2023))

target system (9.5% (2017)-)20%

(2023))
 Percentage of women in STEM in their
40s participating In ECONOMIC activities
(60.8% (2017) - 70% (2023))
® Strengthenad participation ©
members in all stages of R&D

| eet——

* Establishment of an sctivity ecosystem
index for women in STEM (index for
fostenng. utiization, and infrastructure)

® |nstitutionshization of gendered
innovation in R&D

are in charge of research

- 20% of female employers in
science and technology R&D

- The long-term economic act
ivity rate of female scientists a
nd engineers in their 40s is 6
0%

- Female Head of Science

and Technology: 10%

- Development and adapta
tion of guidelines for R&D

gender analysis

Five Strategies & Eleven Policy Tasks

1. Securing and Utilizing Excell
ent Female Human Resources

- Presentation of career visions in the field of science and technology
for female students

- Strengthening the advancement of female science and engineering
students into research and industry

1. Promote influx and growth of
STEM workforce in strategic
areas

Encourage becoming the women in STEM of the future
Reinforce fostering of women in STEM in promising new industries

2.Enhance Global Competitive
ness

- Strengthening the capacity of female science and technology perso
nnel and expanding R&D participation
- Strengthening the global network of female science and technology

2. Enhance innovation and
global competencies

WA =

Expand support for R&D activities by female researchers
Support technology-based startups by women in STEM
Enhance global competitiveness of women in STEM

3. Expansion of comfortable w
orkplaces

- Increase employment opportunities for female scientists and engine
ers
- Promotion of female scientists and engineers to start-up

3. Facilitate retention and
progression through the
entire career path

N

Promote development and diversification of careers for women in STEM
Establish an environment for work-life balance and increase the number
of quality jobs

Set up a career ladder for women in STEM to become leaders

4.Improve Quality of Life

- Enhance work-life balance policies
- Provide better support systems for career continuity

4, Establish a gendered
innovation system

Extend research and raise awareness in creative gendered innovation
Expand the foundation for vitalization of gendered innovation in national
R&D projects

5.Create Gender-Inclusive Scie
nce & Technology Culture

- Expanding Female Leaders
- Diffusion of understanding of gender characteristics
- Establish diversity standards and monitoring systems




2"d and 1st Mater plans for fostering and supporting women in STEM

2"d Mater Plan(2009-2013)

Vision

1st Mater Plan(2009-2013)

Realization of a Creative Science and Technology Society Led by
Women Scientists and Engineers

f

Goals

Expansion of Advanc
ed Women Scientists
and Engineers

- Increase female stud
ents in engineering by
25% annually

+ Yearly Development
Plan for 1,000 Female
Doctoral Graduates in
STEM

—r—

Promotion of Women
Scientists and Engine
ers’ Employment and
Utilization

+ Secure 10% employ
ment of female scientis
ts

+ Increase the numbe
r of female research dir
ectors in national R&D
projects to 10%

Building and strengthen
ing a foundation for the
development and utiliza
tion of female scientists
and engineers

- Expanding the numbe
r of excellent organizati
ons promoting WLB

- Sustainable expansion
of related budgets

f

f

Implementation Strategies

Nurturing Section

(1) Promoting Female
Students to Advance to S
cience and Engineering
(2) Strategic training of o
utstanding female scienti
sts and engineers

Utilization Section

(3)Creating jobs that are
easy for women to work
for

(4)Promote career develo
pment and diversify the
utilization of female scien
tists and engineers.

Infrastructure Section

(5) Improving the researc
h environment for female
scientists and engineers
(6) Expansion of sustaina
ble investment and devel
opment of promotion sys
tem

The overarching goal is to establish and efficiently implement
the "Act on Fostering and Supporting Women Scientists and
Technicians" to increase their presence and impact in the science
and technology fields.

Key Priorities:

1. Increase Female Participation: Promote female students' entry,
especially into traditionally male-dominated majors, and
expand job opportunities for female STEM professionals.

2. Strengthen Competency: Provide enhanced education, training,
career development support, and research participation
opportunities for female students and professionals.

3. Build a System: Establish a "virtuous cycle" of fostering and
utilizing talent by expanding programs, implementing
Affirmative Action, and building the necessary support
infrastructure (networks, regional cooperation).

4. Improve Perception: Raise social awareness and boost the
morale of women scientists and technicians.

Essentially, it's a comprehensive plan to get more women into

STEM, give them the tools to succeed, and make sure society

recognizes their value.




Gender Equality Officer System:

Strategic Leadership for GE- Management Officer System for GE in STEM

* This system designates science and technology leaders within public universities and research
institutes to champion gender equality.

* Role: These officers actively work to: ) Promote opportunities for women researchers within

their organizations. 2) Attract and retain female talent. 3) Create a supportive research
environment that ensures work-life balance for all.

* Impact: Decentralizes and embeds gender equity efforts directly within key STEM institutions.

Number of organizations operating the management officer system (2005 to 2022)

147 147 147

132
333435353535III||||

2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023



Designation of GE Officer System in STEM and their Roles

In Korea, the legal basis for the GE Officer System in STEM is established under Article 12 of
the Act on Fostering and Supporting Women in Science, Engineering and Technology, as
well as Articles 14 and 15 of the Enforcement Decree of the same Act. (Regarding how to
designating Officers and their duties in the Public Institutions)

Each institution must designate at least two Officers. One must be a female researcher at the
department head level or higher, and the other must be a personnel or administrative officer, jointly
appointed to the role. In addition, institutions may designate additional officers to handle practical
or operational tasks as needed.

While other countries may assign committee roles or officer-like duties to researchers, these are
typically handled by administrative staff. Thus, the Korean Women in STEM Officer Program is
unique as an unparalleled mechanism for advancing diversity in science and technology.

The Women in STEM Officers' work is voluntary and lacks a formal performance evaluation.
However, officers must submit annual activity reports, and their institutions participate in a yearly
survey assessing workplace women-friendliness. The government (MSICT) further encourages
performance by conferring a Minister's Commendation to outstanding officers annually.

Ref. Personal communication with Dr. J. Kwan, Director of Policy Center at WISET



Gender Equity Management Officer System in STEM

Policy Recommendation
Present 1. Gender Equity Committee
« Mandate & Authority: Operate a dedicated
Committee on Gender Equity by clearly
defining its duties, roles, and authority.

« Mandate: It is mandatory to appoint one to five
officers in public universities and public research
institutes.

2. Mitigate Bias & Conflict

Focus Areas: Address issues such as Work-

Life Conflict and Epistemic Bias (bias in

knowledge production).

« Action: Run relevant training programs to
mitigate these biases.

* Reporting Structure: Officers report their activities .
to the CEOQ, though their rank is not necessarily high. »

* Performance Evaluation:
- WISET monitors their activities, offers training
programs, and supports their networking.

3. Funding & Evaluation Incentives

« Accountability: Gender Equity achievements
should be reflected in government funding
decisions and institutional evaluations.

» Impact: The evaluation does not directly affect
budget allocation or research funding but may impact
the evaluation of the CEO.



Policies to support Women in STEM: The Publication of Annual Report

Publication of Annual Report on Policy/Statistics: 2012-2023 by WISET

The Publication of Annual Report," highlights the systematic
effort by WISET to gather and disseminate data on the STEM
2023

R e e workforce. This is a critical action because accurate statistics
OrKrorce in horea . ] .
Women and Men in Science, Technology, Engineering and Mathematics are the fOundatlon for eVIdence_based pOIICy.

* Science
W{ISET o W i

WisSET

« Engineering
+ Mathematics

2008 - 2d

Report on 'Woman and Man
in Science, Enginearing & Technolcgy

11111



Number of STEM College Entrants by Gender(2014-2023)

B Female students [ Male students © Ratio of female students (Unit : Person(s), %)

182,693

173,567 170,807

156,513

2014 2017

Ref. Women and Men in Science, Engineering and Technology
2014-2023, WISET

Gap between the Female Ratio by Degree Program
Enrolled in S&E Majors(2014-2023)

(Lnit: %)

0—L B sl hsW s W © Bachelor's  © Masters— @ Doctar's

56.2% 956.6%

53.0% 77 52.8%
51.4% 523% 52.7% 524% 52.0%

e 51.6% 51.7% 51.9% —51.6% 519% 1 4%—52_0%—42.4%__53-1%_
50.6% : y

40.7%
_392%

1038.2% 384% 37 00 3755

30— © Bachelor's © Master's © Doctor's

250% 23.3%  248% 245%

73.8% 24.4%

o 21.3% 21.6%
20.0% 20-4% ohy  197%

19.0% 19.0%

16.0%
143% 14.1% T

10— —

2004 2015 2016 2017 2018 2019 2020 2021 2022 2023



Policy for GE: Affirmative action (Gender Quota system)

' Increase the target: The "Recruitment/Employment Target System" currently aiming for 30%
female employees in STEM roles could be modified to target a higher rate.

. Pilot program for leadership: A "Management Position Target System" pilot program is being
developed to encourage women in STEM to pursue leadership positions.

Changes in the Recruitment Rate of Public Research it
Institutes in the Field of STEM T ’) Ratio of Women Among New Hires, Employed and Management

31 322 Position in the Institutes Subject to Active Measures(2022)

0.4
246 26.6
214 221 238 221
2 | 2i I I I I 2i9 | I I I
2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 20716 2017 2018 2019 2020

(9] %) 34 4%
® 27 ‘)U

Changes in the Recruitment Rate in STEM field s .,
., 183 173/
166 168
15 155
16 105 128 126 135 134 434
I I I I I I I Total Government-funded National/Public Public Corporate

Research Institute Research Institute Research Institutes
2003 2004 2005 zooe 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020

https://www.wiset.or.kr/module/pdfjs/web/viewer.html?file=/thumbnail/pblcte/TP_20240314155301454Na60.pdf

B Newly Hired Employed [ Management Position (Unit : %)

59.7%




Policy for GE: Implementation of Quota system

Target System Implementation

« Mandatory Application: The system is mandatorily applied to national and public research
Institutes, as well as public universities.

« Recruitment/Employment Target System: The target has progressively increased across the 1st
through 5th Master Plans (30%). The current goal of 30% female new hires has been achieved.

Specific Goals

« The long-term goal is to increase the proportion of women in science and technology at research
institutions from the current level of 23% to 30%.

« To achieve this, each institution is required to set a three-year target ratio, and annual progress is
evaluated against these institution-specific targets. The initiative applies to government-funded public
research institutes(not all the public institute), research institutes affiliated with public corporations and
the four major Institutes of Science and Technology(KAIST, GIST, DGIST, UNIST).

« Korea's 2024 amendment to the Act on Fostering and Supporting Women in Science and Technology
expanded affirmative action, requiring institutions to set rank-based target ratios for managerial

positions. The system is now being prepared for implementation by the government and WISET.

Ref: Personal communication with Dr. J. Kwan, Director of Policy Center at WISET



Women and Men in STEM Workforce (2023): The L/M-Curve phenomenon

Labor Force Participation Rate of STEM Majors by

Gender and Age(2023)

O Female © Male [l Gap (Male-Female) (Linit : %, %p)

,

94.0% 95.2% 95.1%

71.2% 71.9% 68.1% 69.6% 69.7% 65.1

47.0%

Age 20-24  25-29  30-34 3539 40-44 4549 50-54 55589 BO-64

Original Dets: Statistics Korea, 2023 Local Ares Labour Force SurveySemi-annust Oct)
Source Kores Foundation for Women in Soence, Enginesnng and Techndogy(WISET) (2024,
Anzhysis Report on the Statstics of Development and Ut lzation of Women and Men in STEM in 2023

» Over the past 10 years, the economic participation rate of women in
the field of engineering increased by 20.0%p among those aged 35
to 39.

» Compared to 10 years ago, the graph of the economic activity
participation rate of women in the engineering majors has changed
from an M shape to an L shape

Female Labor Force Participation Rate of STEM Majors
by Age(2014-2023)

O 2014 O 2023 (LIt ; %)

so%o nx
Age 20-24  25-29  30-34 3539  40-44 4549  50-54 5559  60-64

798% 82.5% 82.0%

-

8.7%

Age 20-24 2529 30-34 3539 40-44 4540 50-54 5558 GO-64

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



Employment ratio of STEM R&D Workforce(2014-2023)

Newly hired ratio of STEM R&D Workforce(2014-2023) W Female [ Male (Unit : Person(s), %, %p)

B Female W Male (Unit : Person(s), %, %p) »Results of the 2023 survey
s Female ® 0000000 09 Male
» Resuits of the 2023 survey i 67430 IYVAAAAALA 204,051 ¥
» Female | BN BN BN BN BN BN BN BN BN Male
el VY VAAAA AL R

»Changes over the last 10 years (2014~2023)

31.6% 68.4%
81.3% 79.9% 78.5% 76.9%
¥ Changes over the last 10 years (2014~2023) e —0- o 0O
i ' i
”SE 73.2% 71.9% 68 4% | i
: o 0 18/7% 20.1% 21.5% 233-;%
| ] L™ 4 L
22;?% EEB% 28.1% 3156% i Fernale ratio over 10 years 4.4%p increased
é_ -0 O— — 204 2017 2020 2023
iFamalaratinnwﬂyaamB.Q%p increased
2014 2017 2020 2023 ¥ The ratio of employed women is still around 20%, but the gender gap has been slighthy
decreasing over the past 10 years,
¥ Overthe past 10 years, the number and ratio of newly hired and employed women have shown an
Source: Ministry of Scence and ICT - WISET (2024), Report on the Status of Women in Sdence, Engineering & Technology in each year increasing trend.

# New recrutment 22.7% in 2014 — 31 .6%in 2023,
employment (hired) 18.7% in 2014 — 23.1% in 2023

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



Changes in the STEM Workforce (2014-2023): Progress and the Persistent Gap

Graduation-Recruitment Gap

»> Gap between the Ratio of STEM Majored Female
Graduates-Newly Hired(2015-2023)

Ratio of female graduates in STEM majors
O Ratio of newly hired female workers among STEM R&D workforce

31.6%
307% o
L5
/‘;’ % 26.2%
24.2%
2015 2017 2019 2021 2023

Trends in Post-graduation Employment Rate of STEM

Majors by Gender : Bachelor’s Program(2014-2022)

O Female students Male students [l Gap (Male students-Female students) (Unit: %, %p)

4.8%p

64.6% . . 64.6%

62.2%
' 61.6%
60.7% 60.9%

59.7%
58.2%

2004 2015 2016 2017 2018 2019 2020 2021 2022

Note] Based on bachelor's degree employment rate (general calleges, industrial colleges)

»» In 2022, the employment rate of female students in STEM majors after graduation was 64.6%,
which is 4.8%p lower than that of male students.

»» Over the past 10 years, the employment rate gap between men and women in the natural sciences
and engineering fields has steadily narrowed.

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



Manager of STEM R&D Workforce(2014-2023)

W Female [ Male (Unit : Person(s), %, %p)
¥ Results of the 2023 survey
Promotion ratio of STEM R&D Work force(2014-2023) BAEEEEENENX.
4,752 32,482
W Female 1 Male (Unit : Person(s), %, %p) """""
12.8% 87.2%

» Results of the 2023 survey
» Changes over the last 10 years (2014~2023)

BT EEREREEEEX. mei
‘ l ' ' ' ' ' ' ' ' o gzé% 90.5% 88.0% 87.2%

18.8% 81.2% | T T P
» Changes over the last 10 years (2014~2023) | ‘ Female iiatiocruar‘lﬂwa's 5!5%;; increased |
87.1% | i i La%
84.0% 83 4% ! :
O— - 81.2% 7. 9, 12.0% 12,
—- & ; I b S %
= i ! i
E ‘F aréaﬂo over 10 5119% = | 2014 2017 2020 2023
1 | f '
; : ' 18.8%
12i9% 160 o5 —0

¥ Overthe past 10 years, the number and ratio of women promoted to andin management position

have shown an increasing trend,

2014 2017 2020 2023 % Promotions 12.9% in 2014 - 18.8% in 2023,
- management position 7.3% in 2014 = 12.8% in 2023)
Source: Ministry of Soence and ICT - WISET [(2024), Repart on the Status of Women In Scence, Engineering & Technology in each year

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



National R&D Project Research Expenses per New PI(2016-2022)

» Number of new Pl » Research expenses per new Pl
B Female [ Male {Uinit : Personi(s), %) 0O Female © Male {Linit: KRW 100 Mil.)

Research Project Manager in STEM R&D Workforce(2014-2023) O Ratio of female

6,040

M Fermale [ Male {Unit - Person(s), %, %p) L 5,127 1.9 1.8 1.8
» Gender Ratio of the  Research Project Manager
Research Project Manager
92.2%  B9B% B8E%  B1.4% .. 1.2
12,808 88,905 —0——o—=» 1.4
| F Femle ratio over 10 years |
; | 4.8%p increased | 1.0 0.9 1.0

7.8% 102%  114%  126% 206 2018 2020 2022

2014 2017 2020 2023

87.4%
Mote] Mew Pl refers to principal imestigator under the age of 40,

¥» The average Pl expenditure per new female Pl (under 40 years of age)isonly 27.7% of that of men.

¥ Ratio by Gender in Charge of » Research Project Manager with
Large-scale Research Projects over 1 Billion Won of Budget

1 Bifion Won o % e12% 92-:3% %0.9% Origingl Data: Ministry of Scince and ICT - KISTER (202 3], [2022 Natona! R&D Project Stat stics]
577 5,763 i ' ' ; Source: Korea Foundation for Women In Sdence, Enginesring and TechnolpgyWISET)
; ' 4 Female ratio over 10 years | {2024, Anglysis Repaort on the Statistics of Develgpment and Utilization of Women and Men in STEMin 2023

6.0%p incréased

41%  B8%  77%  9.1%

: » As women advance in their careers,female ratio decreases and gender gap tends to widen.
9.1% 90.9% 2014 2017 2020 2023

» Proportion of Women in STEM by Career stage : University graduates (Bachelor's degree) 34.4%
- Newly hired 31.6% — Employed 23.1% — Research Project Manager 12.6%.

Source: Ministry of Sclence and ICT - WISET (2024), Report on the Status of Women in Scence, Engineering & Technology in each year

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



Labor Force Participation Rate of STEM Majors by Gender,

Changes in Employment Patterns of Full-Time STEM R&D Age, Degree(2023)

Workforce by Institution Type(2014-2023)

D) 0 Assodate’s © Bachelors @ Master'sand Doctor's (Unit : %)
SHRE Uit - %. %) @ 0 Assodate’s © Bachelors @ Master'sand Doctor’s
TR 84.4%
35'% 84.1% 83.7%
: 84.0%
,{;
© S&E Colleges ‘ 78.4%

O Public Research Institutes 76.8%

© Private Research Institutes
@ Total

| Female ] e
© S&E Colleges 20.7% 21.5
© Public Research Institutes 20.6%
© Private Research Institutes R [ Ao z%p
15.0% : - .
® Tl 14.0% 9%
13, : A4 4%p

Increase / decrease in
female ratio over 10 years

48.3%

2014 2017 2020 2023

Age 2024 25-29 30-34 35-39 40-44 4549 50-54 5559  60-64
¥ Even though the ratio of female permanent workers at STEM colleges and public research

institutes has increased significantly, the total female ratio is less than 20%. % Women with associate degrees have the highest economic activity participation rate in their late
_ 20s, and womenwith bachelor degrees have the highest economic activity participation rate in
Source: Ministry of Scence and ICT - WISET (2024), Repart on the Status of Wiomen in Scencs, Engineening & Techndiogy in each year their early 30s.

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



Legal Systems for Gender Equality and Work-Life Balance in STEM

Shared Parental Leave Child Care Support: A Bright Side for Work-Life Balance in STEM

« The number of men using parental leave is increasing, driven by changes in research environment culture.

« One of the most notable measures is the Parental Co-leave System, which provides increased wage ceilings
for both parents when they each take parental leave within the first 18 months of their child’s life. In addition,
the government legally guarantees paternity leave for spouses.

« Shared parental leave policies can help alleviate childcare burdens for female researchers.

« The WISET program supports female graduate students Bl oS n CuRs)

and Postdocs by introducing a voucher system for childcare. (Uit Personts) %)
Ref: Personal communication with Dr. J. Kwan, Director of Policy Center at WISET ’E:::,TE::;’;:PEET;‘:QF[EDLE ’::{:T:L:;i‘;‘;iﬁ;’;“"“’"““"

. . O Total System RetentionRate [l Wtilization Rate
Status of Parental Leave in STEM R&D Institutes(2023) Number of Men g Ratio of Male
5 . Over 10 years
» Number and Ratio of » Status of Parental Leave Period Increased compared 1 all parental leave takers

Employee on Parental Leave

3,264
12 morths Less
;-'Ed g:;:e & months ’ 67.3%
. o ﬂ.'“ 1,718 h
Lessthan i (32 5% |
- 3months I i

B-Enl'lrﬂ m M8 295 20 .0%
Up to 612 Up to 3-6 [7.4% Hhmd 13.1% :
n'nntl';: """"""" months l I I
26.6% 8.8% 2014 2017 2020 2021 2022 2023 S&E Public  Prvate  Total

Colleges Research  Research
Institutes Insttutes

2023 STEM Workforces in Korea https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do




Challenges for the GE in STEM Careers: Precarious Employment for Women

| Career interruption decreases gradually. However, for college-educated women in STEM, mid-career years (ages
' 35—-39) show the highest rate of career interruptions. This instability is driven by many holding non-permanent
\  positions, where a lack of certainty and benefits impedes career advancement.

I ezl tec | Age Distribution of Career Interrupted Females in STEM Majors(2022)

Number of married females (Unit : Person(s), %)

Natural Science ineerin Unit: 100 persons, % :
e o 0 . ‘ ‘ B Number of career interrupted females among married females

O Ratio of career interrupted females

54,413

2014 2017 2020 2023

Note ] 1) Among married imamied, widowed, dvorced) women aged 15 to 64 years, only junior college graduates and abowe are
consideredfor the fina gdegree current students, students on eave of absence, dropouts are counted asprevious degrees)
2) Career interrupted women ratiomeans theratio among tota marned women

e 25-29 30-34 35-39 40-44 45-49

https://www.wiset.or.kr/module/pdfjs/web/viewer.html?file=/thu

2023 STEM Workforces in Korea, mbnail/pblcte/TP_20240314155301454Na60.pdf
https://www.wiset.or.kr/prog/pblcte/eng/sub04_02_02/03/view.do



Challenges for the GE: The Severe Role Model Deficit in Academia

' While women comprise a significant portion of engineering graduates (34.9%), their
' representation steadily shrinks at each career stage, with only 7.6% becoming full professors,
. highlighting a widening gender gap in engineering. |

)) Gender Ratio of Full-time Professors and Enrolled I ender Ratio of STEM Workforce
Students in STEM Majors(2022) .
O Female Male (Unit: %)

B Female Male (Unit : Person(s), %)

Students per 3 - Students per
professor by gender professor by gender

Female 22.1 = / Female 100.5 e ?

Male 12.8 Male 27.3 L

v

— 7

S !

X

12.8% 12.6%
J 3 /5% B
Enrolled  Full-time Enrolled  Full-time Bachelors Master's  Doctor's Newly  Employed Management Research
student professor student professor graduates graduates  graduate hired Position Project
Manager
https://www.wiset.or.kr/module/pdf.js/web/viewer.html?file=/thumbnail/pblc Women and Men in Science, Engineering and Technology 2014-2023

te/TP_20240314155301454Na60.pdf



Gendered Innovations (Gl) Initiatives in Korea: Brief History

2015

GS- AP held in Seoul, Korea with
theme on Gl to SDGs
Co-hosted by WISET & NRF

2021

Establishing GISTeR with permission by
Ministry of Science & ICT

Amendment of the Framework Act on S&T
and Research performance evaluation
Act integrating SGBA into research

2023

Integrating Gl in the 5th Master Plan for
S&T (2023-2027))

Research on Gl Index & indicators
GISTeR Fellowship Program for young
researchers

=+

©

e O © e ©pu©an©pn©

Q

ol

(=

AP

2013 - 2014

The concept of Gl introduced systematically &
1st research report

2016-2020

Case Studies and research on policy on Gl

Gl Policy Forums held at the parliament

4th Master Plan for Women in STEM (2019-
2023)

GS Global for SDGs held in Seoul (2020)
2022

Increase Learning platform for Gl
OECD-GISTeR: Seminar for Gl to Technology
Assessment

GISTeR’s Collaboration: National Academy of
Medicine of Korea

2024

1st International Symposium hosted by Ministry

of Science & ICT (2024.12.18)
5th Master Plan for Women in STEM (2024-
2028)

Research Assessment including Gl/global network



Legal basis to promote Gendered Innovations

Law amendment to disseminate Gendered Innovations

Articles

Article 7 (Master Plans for

Science and Technology)

Article 14 (Technology
Assessment and

Evaluation)

Article 26-2 (Surveys and
Analysis of Scientific and
Technological Statistics and

Indexes)

Content

15-4 Implementation of science and technology to enhance
social values in consideration of characteristics such as sex
and gender

(3) When conducting a technology impact assessment, the
government should ensure that the analysis of characteristics
such as sex/gender is reflected by taking into account the
characteristics of the target technology.

(3) When investigating and analyzing science and technology
statistics and indicators, the government should reflect the
characteristics of the analysis such as sex/gender by
considering the characteristics of individual science and
technology statistics and indicators.



Legal basis to promote Gendered Innovations: 5t Master Plan

The 5t Master Plan for S&T
(2023~2027)

1. Advancing the S&T System
for Qualitative Growth

2. Enhancing the Capacities of
Innovation Actors and Cultivating
an Open Ecosystem

3. Addressing National Challenges
and Anticipating the Future through
Science and Technology

A strategic blueprint outlining development goals and policy
directions for Science and Technology over the next five years

Integrate sex and gender analysis into all research practices
and applications.

- Enhance backing for research domains conducive to fresh
insights via sex and gender analysis

¢ (Example) Study how treatments affect disease development
and management for both sexes, using SGA to improve
therapies.

- Support further research that uses sex, gender, and
intersectionality to develop marketable products from research
findings.

% (Example) Create a database of research results that
considers sex, gender, and intersectionality in biomedicine. This
will help develop new medical devices and treatments.



Legal basis to promote Gendered Innovations: Full Legal Integration needed

» Organize Series of National Assembly Forums hosted by
congress men for the Amendment of Acts to integrate
SGBA into research (2018-2023) why sex and gender
matters in STEMM research

=> Amendment of Framework Act on science and - 1”“

Technology introducing SGBA (2021) after the Gender

Summit Global for SDGs in Seoul in 2020

=> Amendment of the Act on the Performance Evaluation &

Management of National R&D Programs introducing SGBA

(2021)

- uw:'f"' W |.ui
L

QE 5t JISHCIERNER &)

» Need to integrate SGIR to the following acts:
« Bioethics and Safety Act
» Biotechnology Promotion Act
« Brain Research Promotion Act ! ,
« Act on Safety and Support for Advanced Regenerative GISTeR Photo News

Medicine and Advanced Biopharmaceuticals https://www.gister.re.kr/front/user/main.do
* Healthcare Basic Law




Legal basis to promote Gl: The Gl Mandate and the Implementation Gap

Integration of SGBA to the Act on the Performance Evaluation & Management of National R&D Programs

Article 3(Basic Principles | (7) When conducting a performance evaluation, the Government

of Performance shall consider whether characteristics, such as gender, are reflected
Evaluations & In research and development programs, taking into account the
Management) nature of such programs. <Enforced on June. 29, 2022>

Remaining Challenges to Promote Gendered Innovations

 Limited Implementation of SGBA: Researchers have autonomy over integrating SGBA into
their research, leading to inconsistent and incomplete implementation.=> Increase awareness
- Limited Awareness of Gl: There is a need to increase awareness of the importance of Gl

» Lack of Gender Dimension in Policy: The Korean Brain Research Promotion Act overlooks
the gender dimension in brain research. While the 3rd Brain Research Promotion Plan (2018-
2022) considers SGBA, the 4th Brain Research Promotion Plan (2023-2027) does not.

* Insufficient Funding for Gendered Research: There is no mandatory funding specifically
designated for research that integrates SGBA.



Legal basis to promote Gls: Associate member of Horizon Europe

« As Korea joins as an associate member of Horizon Europe, establishing a Gender

Equality Plan (GEP) and integrating the gender dimension into research is going
to be “partially” mandatory.

« To ensure this, a more concrete action plan in the 5" Master Plan for women in
STEM is needed that respects researchers' autonomy while effectively
incorporating gender considerations, compared to the 4th Master Plan.

= -

2 <
N

-1

(E1)

/

Work-life

Integrating
gender into
research and
teaching

balance and
organisational
culture

« Law and policy for Gendered Innovations are necessary but not sufficient to promote SGIR.



The Funding Imperative for Epistemic Fairness

CurrentstatusofSex/gender-integratedpapers

Status of SGA Integrated papers by country Recent 2017 - 2021
s Ly Status of SGA Integrated papers
-O- Canada 4 10.16%
Canada-CIRH USA-NIH . o
© USA SGBA (Sex-and Il EU-Horizon 2020 SABV (Sex As a y
@ UK Gender-based Gender Flagship Biological Variable) . . 8.29%
analysis) policy research supg,@t policy a —‘-b_ s o
®- Korea interventions in = L o @ 2 7.92%
101 o Japan research 32 b =
Se . funding policies - 1 _E— —
2 -®- China K] ® © Tl 5.65% 5.66%
° ot T "o
2 ¢ _D_% =, 449%
1 350
5 o
0 1 1 I | 1 I
0 Canada USA UK Korea Japan China
O NI OO OO O NI D >0 0,4 390N
Q' N’ OO RTNNNNNNNNNN DD
R R R RO PR A

« Funding agencies can start with dedicated funding, such as Gender Flagship Project to
increase the effectiveness of the amendment to the Framework Act on S&T, introducing Sex
and Gender Analysis (SGA), while maintaining the autonomy of researchers.

REF: The impact of sex/gender-specific funding and editorial policies on biomedical research outcomes: a cross-national analysis
(2000-2021). Sci Rep 14, 26599 (2024). https://doi.org/10.1038/s41598-024-77018-0



Policy Evolution for Gender Equity in Korea

Korea’s Response:
Policy Evolution

Stage 1: First-Generation
Scientists
(Early 2000s)

Act on Fostering
Women Scientists & Engineers (2002)

Focus:
Direct support, scholarships,
numerical increase.

Outcome:
Increased numbers, but slow systemic change

Second Generation
(2015s - Present)

Framework Act on Science and Technology
With SGIR (2021)

Focus:

Sex and Gender Integrated Research
(Mandates integrating gender perspective in
design & funding)

Outcome:

Embedding equity into research quality;
challenging bias



From Legal Mandate to Effective Implementation

Necessity for Effectiveness: While Korea has progressed from First-Generation policies (direct support,
scholarships) to Second-Generation policies (mandating SGIR integration in the Framework Act), the
legal mandate alone is insufficient to challenge deeply embedded bias.

1.
2.

Seven Key Measures

Mandatory SGIR Implementation: Requires moving beyond voluntary integration to enforce compliance.
Dedicated Funding: Essential for incentivizing researchers, as shown by international examples, and ensuring
high-quality SGIR projects.

Evaluation and Monitoring: Requires developing specific indicators and establishing systems to measure the
application of gender analysis throughout the research process.

Capacity Building: Investing in Leadership Enhancement Programs is necessary to ensure science and
technology leaders are equipped to champion and implement GI.

Collaboration and Networking: Required to share knowledge and best practices.

Best Practices and Awareness: Crucial for overcoming researcher reluctance and limited knowledge of GlI.

Policy Implementation Review: Ensures the policies remain relevant and responsive to emerging challenges.




Point 1

Point 3

Point 2! Mandates Over

Legal mandates and targeted ."

Guidelines

funding are the crucial
drivers of systemic change.

Dual Strategy

Address both Structural and
Epistemic barriers to gender
equality.

Institutional
Accountability

Shift focus from 'fixing women' to
'fixing institutions' and their cultures

<P



Key Takeaway

The Final Imperative

Gender diversity in STEM is an imperative for global innovation,
competitiveness, and addressing complex social problems. We cannot solve
crises like Climate Change, Health Equity, Aging, or the ethical challenges of
Agentic Al without engaging and leveraging all talent through equitable and

epistemically sound systems. Empowering women
for the good of society

Key Takeaway:

For East Asia to secure its future in the high-tech, innovation-driven global
economy, it must implement comprehensive, legally-backed strategies that
ensure its knowledge base is epistemically robust and its talent pipeline is
structurally equitable.
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Actions to increase awareness on Gls: Junior Fellowship

« Support Gl Junior Fellowship

- Training program for young researchers (1
week)

- support Fellowship to develop proposal
integrating sex and gender analysis (3
months) with mentoring by gender experts

- Only 3 men participated out of 43.

=> 43 proposals created by Ph.D. students
and postdoctoral fellows('23-'24)

4

= Small research grants ('24: 8 persons)

= Presentation at the Gl forum

= Book chapter writing: The book selected
an excellent book by NAS, ROK ('24)
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Actions to increase awareness on Gl: Highlight Partnership

 In Korea outreach program open to both genders but ratio of male participant is less than 10%.
« To promote Gl need support on Gl from leaders in STEMM => Partnership with professional
societies

1. Collaboration with National Academy of Medicine of Korea: Sféeeﬁfri ul
Publication and Forum co-organize academic book
- Gender Medicine Textbook: Won best book of the year(2023) by the NAS,
by The National Academy of Science, ROK ROK (23)

- Gender Medicine adopted into a few medical school curriculum

VR RSN T

2. Collaboration with Professional Societies: Co-host KSBNS-

Workshop on Gl with KSBNS at the Biennial Meeting of
APSN (2024.10.17, 2025.8.26)

20249 H|6438]

Snsains
3. Special Session on Gl at annual symposium co-hosted  }'®Z5=%%4

by KSMBE and GISTeR (2024.11.8)

4. Launch: The Korea Society of Sex and Gender Specific
Biomedical Science



Actions to increase awareness on Gendered Innovations:

. Reflect Gl to research Assessment: « Responsible reform of research assessment could
deliver more value for South Korea

Collaboration with Nature Index to
: . . . https://www.springernature.com/gp/advancing-discovery/springboard/blog/blogposts-open-
develop IndICeS or IndICatOrS research/kraf-2024-research-assessment/27701464

- Soon Kim and Ayako Miyazaki

g Author: Soon Kim and Ayako Miyazaki
Springer Nature held its inaugural Korea Research Advisory
Iﬁ{tﬁ%ﬁ%ii‘%ﬁiﬁﬂ;&?‘ i- Forum (KRAF) on August 20, 2024, bringing together a diverse
|t it = group of influential figures from South Korean research

By Heajin Kim and Heisook Lee ‘ * 2 -~
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The importance of diversity and inclusion in research practices
was also emphasised by Heisook Lee, President, GISTeR,
addressing key areas for improvement, including the integration
of gender and gender-based analysis as a vital step
fostering more inclusivessss \ S0
that support diversity were gl y
to be embedded into rese™

need for a diverse approagy 4
effectiveness and relevancii
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Actions to increase awareness on Gendered Innovations:

¥ Bridging the Gap:

& Advancing Research Excellence
! through Equity, Diversity,

+  and Inclusion (EDI)

Why Sexand der Matter in Women's Health Research
2024 (Monday)

Wi Septem!

e 00 PM,
whee o.i;-mhd\o:uy the registrants will be notified
@ Gt the Zoo

Brivsivg The Gavl Aovaseivg Rewasos - Excacente Tusouon Kev Bleosicar axp Secka
raxsrcuing Heat el Sysress: Laveraolng Dadran, Hamay axo Coutasosaiive Cape
vomming Heaurn Systeses Levenooing Ditirar Hean i axe Coslasoxirive Cave

I —————— Vivian OTA WANG, Ph.D., CGC, FACMG

Innovations Center/Caucus for Women in Deputy Directo

Statistics & Data Science Bridging the Gap: Advancing Office of Research on Women’s Health!

ISTeR

Vietnam:
- Share the kn

- From Vietnam we learned on the health equity in the
area of SGBA in dieseas related toi global warming

- ldentify the research collaboration topics

- GISTeR-UN Women Center in Korea- Gender Medicine
Research Center in SNU Bundang Hospital

R ch Excell Through Equity Diversity and
nclusion Webinar 09 September 2024 National Institutes of Health, DHHS, U S.A.

GISTeRr

e

Korea—Vietnam
: , , _ _ _ _ oy ~._-Seminar
Pavital Webinar to disseminate gendered innovations with

10 anouqh fendered Innovations
in Sﬂem:e and Technology
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Promote Gendered Innovations for Sustainable Development through Gender Summits:
Co-Host Gender Summit AP in 2015

Co-Host Gender Summit Global for SDGs

Through partnership of GS, we share Korean Initiatives on Gendered Innovations

The Role of Gender-based
Innovations for the UN
Sustainable Development Goals
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Gender in science
and innovation as
component of inclusive
socioeconomic growth

Heisook Lee & Elizabeth Pollitzer

Applying gender lenses to
the interlinkages and
synergies between SDGs
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Gaia  FOAM

Plenary 1 prees
Strategies and actions o advance equality,
diversity, and inchision in the science
knowledge ecosystems
Jonsthan Dames
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Francesca Primas.
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ko scienfic excelence
Deborah and social progress
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‘Esther Puyol-Anton - Enzo Ferrante «
Aasa Feragen - Andrew King «

Veronika Cheplygina -

Melani Ganz-Benjaminsen - Ben Glocker -
Eike Petersen - Heisook Lee (Eds.)

Heisook Lee
Nayoung Kim
Sabine Oertelt-Prigione Editors 2 ~
k 2 > Fairness of Al
Sex, Gender, = in Medical Imaging
and Emerging G T

Technology in
Healthcare:
Mitigating Bias and
Fostering Equity

From Biology to Care: Sex and Gender
Impacts on Health and Medicine

@ Springer

@_ Springer

This book is an outcome of BrainLink Fairness of Al in Medical Imaging: Third International

2023 held in Korea hosted by GISTeR Workshop, FAIMI 2025, Held in Conjunction with

and KOFST in 2023. MICCAI 2025, Daejeon, South Korea, September 23,
2025
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» Seoul National University has established a university-

wide DEI Committee. Furthermore, the Medical College
has independently established its own DEI Committee,

reflecting its specific agenda and appointing a chair.

Clergel 714 olsfota
EZols 58I S8
siiLICt

Creret 2Fdat ZeS Soll O L2 si2ME 3o, 28Xl Zo1E FEAIA
S| Ar2lo]] Mt S WASH= O] 2had U= ZE]0| HO{E J|CiEtL|C

=177 S| 2iAt
27

W({'SET saoigaenigeisans

ESod | Els Yt

71g

qgeneral motors &nm &mm

() I= @ <KL

GM Bh=Arere 2Ho| F2jof ZATOIRMM  HP IR I20F  FHRIBM Fetada| 7ot
theta
coswin KAIST Ghasmmcesnnn  Ehmugua dugaagyynes
MECHErD Clokdoiels|  FIOIAE ZEMRRIE| o 2R filE| S cld alg| Do claielE|
He e
fin KWSE rofig) EEREREE  {3ISTeR HIs

dsct=ciduEga  ciftoldntEiaels

HEo YR ISt TS ST ucE LUE



o AberL Ct.
NheSS&VELL
Thank you

EQUALITY

The assumption is that Everyone gets the
everyone benefits from  support they need,
the same supports.This  which produces equity.
is considered to be equal

treatment.

JUSTICE
All 3 an see the game Everyone is INCLUDED in the
without supports or i
accommodations because | 8@Me. No one is left on the
the cause(s) of the outside; we didn’t only
inequity was addressed. | remove the barriers keeping
The systemic barrier has I
L ; people out, we made sure

| they were valued & involved.
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