
Thanks for attending to this presentation and to the ECRS committee for inviting me. 
It is an absolute pleasure for me to be here sharing with you the journey I started last 
February when I joined Homeward Bound, a ground breaking leadership, science and 
outreach initiative to increase gender equality in the face of climate change. In the 
next slides I will present data on gender equality in Science, Technology, Engineer, 
Medicine and Mathematics (what is called STEMM) for countries of the European 
Union, which follow similar trends to other regions of the world. Then I will talk about 
the objectives of Homeward Bound and what I have learnt so far during my 
participation in the program 
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In this graph we can see what is called the leaky pipeline effect. The graph represents 
the percentage of women (in green) and men (in grey) in different levels of academia. 
As you can see during early positions (undergraduate or graduate students) the 
proportion of women is higher than the proportion of men. However, as the 
academic level increases, the proportion of women drops to around 20% at the 
highest levels while the proportion of men increases to 80%.
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In this map the proportion of women and men in Grade A Academia positions are 
represented in various countries during 2010. Women representation ranges from 
just under 11% in Cyprus to just over 35% in Romania.
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In this graph we see the proportion of women as members (in the light green) or 
leaders (dark green) on scientific boards in the 27 countries of the European Union. 
We can see that values are low for many countries and that the average for the union 
is 28 and 22 correspondingly.  
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Could this drop in women representation in boards and evaluation panels be the 
result of a lack of publications, the index we use in STEMM to evaluate the success of 
a person? Apparently not for the European Union. In this graph we can see that the 
women to men ratio that published as corresponding author in an indexed journal 
was close to 1 in most of the countries. 
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Could it then be related to the fact that the impact factor of those publications is 
lower among women in comparison to men? No. In this graph we can see that for the 
majority of the countries women and men publish in journals with similar impact 
factor. 

6



Now what about the representation of women in climate change negotiations?

7



Women are also underrepresented in the world’s leading body of climate-
change researchers and representatives. On average, party delegations at this 
year's Conference of the Parties (COP23) was conformed in 62% by males and 38% by 
females. Only 6% of the delegations had an even male-female split.
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Women’s representation in bodies and boards in the United Nations Framework 
Convention on Climate Change is also low, ranging between 15 to 30%.
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And in the Intergovernmental Panel on Climate Change (IPCC) women’s 
representation is also considerably low both at the senior levels and among the 
researchers responsible of writing the assessments reports. For example, it was only 
in 2007 when the Task Force Bureau started to have females among their members, 
number that has increased till the present to 23%. 

10



Why are women not reaching leadership positions? Most of the times the failure for 
women is attributed to what is called the double burden factor which refers to the 
time investment of women in work and household activities. Women spend on 
average 4 and a half hours per day in housekeeping, being this the double of time of 
what men invest, decreasing their availability for work. However, there are many 
other factors that decrease the chances of women arriving to high levels in academia. 
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Money might be an important reason for women to quit their career. The gender pay 
gap between women and men for the European Union is around 18%.

12



Also it has been well documented that people tend to rate women as less competent 
than men, the existence of cultural transmission of bias, the omission to ask women 
to participate in leadership activities since they consider that they might be already 
too busy with work and household activities, and the impostor syndrome
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After looking at this data, the first question that came to my mind was how is the 
performance of women in leadership positions, to see if there was a correlation with 
their performance and their poor representation in high levels 
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It is clear for all of us that women and men are different in their behaviors and 
abilities. Women tend to be good in some areas while men are better in other ones. 
A study analyzing the frequency of leadership behaviors gathered data from 10.000 
people in their working teams and showed that while men and women apply all 9 
leadership behaviors that define a good leader, they do so with different frequencies. 
Women practice 5 of these criteria more frequently than men and this differences are 
statistically significant. The behaviors that women tend to practice more frequently 
include the encouragement of people development in their team, they show 
expectation and offer reward when someone accomplishes a task, and they present 
themselves to the team as role model. On the other side, men tend to promote 
individual decision making and use control and corrective action to guide a team, 
which are two behaviors that are extremely important to secure the success of a 
team. 
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Therefore, teams with gender equality that have a good balance between the 
representation of women and men have been shown to be up to 50% more effective 
and productive than gender biased teams. A study by Wooley and Malone 2011 
showed that the collective intelligence of 192 teams increased in groups that had a 
higher proportion of women. Groups with higher collective intelligence are known to 
prepare themselves better for presentations, their debates are wider and diverse, are 
more likely to generate the correct answer to a problem and decrease the likelihood 
of project failure.
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Additionally, it is well known that teams with equal gender representation take more 
collaborative approaches, especially in negotiations, and may pay more attention to 
disadvantaged groups and to the natural environment.

Considering all this factors, equal gender teams might be a strategy to increase the 
success of efforts in different areas aiming to decrease the impacts of human 
activities on climate change. 
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You might be thinking now what are the possible solutions to the under 
representation of women in STEMM? Among the most relevant actions I can tell you 
that we need to remove social barriers, make working environment compatible with 
family life, invite women to participate in leadership activities, allow time for postdoc 
babies (for example budgeting salary in grants or funds for a substitution while the 
female researcher is on maternity leave). Equalize retirement age, have institute 
training to reduce bias, and, develop programs to train women in leadership. 
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An example of program training women in leadership is Homeward Bound. It is 
program developed to train women working in STEMM and climate change to build 
their emotional intelligence, leadership, strategy, visibility and science 
communication skills to help them reach higher positions in academia, climate 
change negotiations, management and policy making actions. The aim of the project 
is to train 10,000 women from all over the world in 10 years. Every year 100 women 
are selected and training on the different areas is provided, including individual 
coaching, the application of diagnostic tools to identify leadership skills and learning 
capabilities of each participant, and online lectures are provided. The training ends 
with a 3 week field trip to Antarctica where leadership tools and research are 
combined.
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Homeward Bound is run by a faculty that includes experts in leadership, science 
communication, strategic change, conservation and climate change.
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It started in 2016 and last November the 3rd cohort of alumnae was selected. Here 
you can see the first cohort that represented a wide spectrum of careers.
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This are the participants of the second cohort where I was selected to take part.
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So far the selected alumnae are based in 22 countries 
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And are associated to 128 institutes, universities, NGO or companies
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All the work from the organizers, coachers and the mentors is voluntary. The program 
covers 40% of the cost of the travel to Antarctica for each participant, and we are 
asked to cover the rest (16,000$, yes I know it’s a big amount of money). When I 
accepted and signed the contract to take part of HB2018 I had just finished my PhD in 
Australia and had returned home, Venezuela. As you might know, my country is going 
through the worst economical period of its history and a terrible humanitarian crisis. 
It was extremely difficult for me at that moment to take the commitment to raise the 
funds being based at home and been unemployed, however I took the challenge. 
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I never thought that in Venezuela, where we have so many problems I could get the 
attention of the media, increase my visibility and improve my communication skills. 
For my surprise, people showed a lot of interest in knowing more about the program 
and about coral reefs and the impacts of climate change, and as a result I got 30 
interviews in different communication media in a time frame of 1 and a half month. 
Additionally I was accepted in a 5 year position, and I can tell you that my success 
was highly related to the increase in my self-confidence when I got interviewed for 
the job. 
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Two weeks after starting my visibility outreach in the media I received a call from 
Scotland from Jessica Gianotti, the funder of Crubag. She heard about my 
participation in Homeward Bound in the media and was interested in supporting my 
crowdfunding campaign. She offered to launch a collection of accessories (scarf, 
handkerchiefs) stamped in natural fabrics with designs inspired on Homeward Bound 
which is going to be available next January. Part of the earnings of this collection will 
be donated to my fundraising campaign. We are also designing a collection inspired 
on the effects of climate change on coral reefs to be launched next year.   
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Another activity of the program is the establishment of triad learning groups that 
consist of 3-4 alumnae to work on our visibility, raise funds and share our feelings 
through the journey. Among the many different things that my triad learning group is 
doing, we are interviewing women to raise awareness of the problem of gender 
discrimination in STEMM to share it in social media. 
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We also have a Latin American alumnae team and we are developing a project called 
Defensoras to raise the voice of local female leaders in the region. At the moment we 
are securing funds to develop a webpage, webinars and a short movie. 
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If you want to contact me, you can find me in my webpage or my social media where
I post information about the effects of climate change on coral reefs and the 
importance of gender equality.
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And if you want to know more about the program ask me or go to the webpage of 
the program. Thanks for coming! 
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2 weeks after the last interview I had in Venezuela, an oil spill took place in Trinidad 
due to a leak in a tank containing heavy oil. The Venezuelan government did not take 
any contingency actions to retain the oil from traveling and 3 weeks later the spill 
arrived to the coast of Los Roques Archipielago, which is 600 km away from Trinidad, 
and where I worked from 2007 till 2011. People started to post pictures on social 
media since there were no official announcements of the government and due to my 
recent exposure in the media I got contacted by the local people to organiaze a team  
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Additionally, studies evaluating differences in gender performance of 10.000 people 
showed that when women are asked to compare themselves to their co-workers 70% 
of them consider their performance to be equal to the others, while in the case of 
men 70% considered their performance higher than the one of their peers. When 
applying for a job, women will apply only when they have meet 100% of the selection 
criteria while men will do when accomplishing only 60% of the criteria. Additionally, 
only 15% of the women interviewed showed interest to lead teams while 27% of the 
men where keen to do it. Furthermore, women showed a higher probability than 
men to quit their professional career.   
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What about women success rate to get funding? In this graph we can see that men 
were consistently more successful securing funds than women in the majority of the 
countries between 2010-2013.
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When we look at the representation of women in evaluation panels the percentages 
follows the same trend. For the scientific journal Nature, women represented only 
14% of the reviewers in 2013 and 19% of the invited comment and world view 
authors.
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Could this disparity in securing funds be related to the % of women in the evaluation 
panel? This is a hard question to answer, due to the lack of data. However, a study 
analyzing the correlation between the percentage of women on the evaluation panel 
of the European Research Council and the success rate of women did not find any 
correlation.
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And one reason might be that women simply apply less than men to grants. For 
example for the ERC only 25% of the applications received have been from women. 
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The Matilda Effect which refers to the bias against acknowledging the achievements 
of women scientist whose work is often attributed to their male colleagues might be 
another reason affecting women's career in STEM.
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It also counts with the support of renown figures like Silvia Earle, Christina Figueres, 
Jane Goodall and Susan David.
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When we look how is the participation of women in STEMM their representation is 
lower at all levels and the at highest one the percentage drops to 13%.
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And the impostor syndrome is another factor that is highly frequent among women 
and that might stop them to reach leadership positions.
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