BgAWIS

Association for Women in the Sciences

Women in STEM Strategy Day Summary

To mark the International Day of Women and Girls in Science, 26 women from a
range of networks and organisations gathered to share stories and ideas, assisting
AWIS members to work out where best to direct our energy.

Four discussion topics were tabled for small groups to rotate through, and all
comments were captured on paper. The discussions were summarised and shared
with the whole group at the end. This summary captures what was shared at the
end, with a few extra details incorporated.

The topics were:

1.

Retention & The "Leaky Pipeline." \What key elements are vital and/or need
changing to ensure senior leadership roles are more accessible and
sustainable for women in STEM? How might we evolve our networking efforts
from informal advice sharing into actions that directly result in promotions and
funding for women?

Cross-Network Synergy. How could our individual networks collaborate more
effectively to create a single, unified "voice" when advocating for policy
changes at workplace and government levels?

How could our networks enhance the impact of our own grassroots work
through wider collaboration?

The Impact of Emerging Technology. What is needed to ensure that women
in STEM are architects, engineers and leaders of the development and
applications of Al and other advanced technology, rather than only being
consumers and participants?

How could our networks and women in STEM leverage the advances of
technology and the outcomes of this progress to have a positive impact on
how we live and work?



4. Cultural Evolution. What elements are needed, or need changing, so that
inclusive organisational culture is the default rather than a special initiative by
individual women or groups?

Emerging Themes

1. The Leaky Pipeline (Retention & Progression)

The "pipeline" was redefined by the group as a labyrinth of glass ceilings and
closed doors. The focus has shifted from merely "fixing women" to fixing the
systemic friction that causes talent to drain away.

e The Data Gap: We cannot manage what we don’t measure. There is a critical
need for transparent data to make the "invisible" barriers visible.
o UOA Gender Pay Gap Action Group example
e The Motherhood Penalty: Parenthood is a primary "leak" point. Solutions
require "parent-friendly" (not just mother-friendly) policies and a move toward
universal childcare support.
o FPH WISE examples
e Effective Mentoring: Women often feel the need to prove their worth "over
and over again." Key needs include finding allies and multiple mentoring
relationships to minimize "friction", with clear, skills-based pathways to the
top.
o MCLS, WEN, AUWS examples
e Survivor Bias: \WWe must acknowledge that those who "make it" often had to
adopt specific identities to fit in. We need to create space for women to lead
without losing their authentic selves.

2. Impact of Emerging Technology (Al & Beyond)



The group highlighted a dual challenge: ensuring women are not just consumers
of Al, but the architects and leaders of it.

3.

Bias in the Machine: There is deep concern regarding biased datasets and
algorithms that reinforce old stereotypes. Are the companies that build the
tools we use diverse enough - do they deserve our money? Support platforms
that include women in their senior leadership teams.

The Confidence Gap in Tech: We identified a need for "women-only"
workshops to experiment with Al in a "low-consequence” environment,
allowing for play and "upskilling ourselves to help ourselves." Person-to-
person skills could be developed further if we have tech tools doing other
work. What is the role for start-ups in our networks?

Visibility in the Digital Age: Proposals include "Wikipedia Days" to increase
the digital footprint of female role models and ensuring funding goes to tech
groups with women on their boards.

Early Intervention: Al literacy must start as young as daycare, ensuring
teachers are aware of how they might inadvertently steer girls away from
technical confidence.

Cross-Network Collaboration

One of the strongest themes was the desire for a "Network of Networks" to
prevent the doubling-up of effort and the "fizzling out" of smaller groups.

The "Umbrella" Concept: There is a call for a unified platform (potentially led
by AWIS) to act as a central directory and knowledge-sharing hub. Smaller,
simple events to build our villages, an annual convention to share our wins.

o FPH WISE, NAWIC, AWIS, AUWS event examples
Digital Synergy: We need a low-barrier digital platform (Discord, Slack, or a
dedicated "village" site) for quick mentorship, "AMA" sessions, and resource
sharing.

o WEN, TENZ examples



Shared Resources: Small networks struggle with administration. We
discussed sharing paid “admin” roles or providing shared toolkits (how to run
a network, how to put on an event, how to build a website) to ensure
sustainability. Realistically most committees are volunteers, so time and
availability are a limiting factor for everyone.

o FPH WISE, NAWIC, WISANZ, WEN, AUWS examples
Unified Voice: By collaborating on joint grant applications and industry
sponsorship, along with policy advocacy, our individual networks can create a
"unified voice" that is easier for industry to navigate and harder for
government to ignore.

4. Cultural Evolution

This pillar focused on making inclusive culture the default rather than a "special

initiative."

Leadership Accountability: Change must be actively led from the top. This
includes "pulling out the weeds" (addressing poor behaviour/sexism) and
demonstrating that D&l is a priority, not an "extra." Share data and resources
where this is being done well.

o FPH WISE, Diversity Agenda examples
The Role of Allyship: We must include men in the conversation and in events
such as this, upskilling them to share the responsibility for inclusion and
identifying "defensiveness" as a barrier to overcome.
Targeting Youth: Gender bias starts early. We need to work with schools to
challenge "what a girl can do" and ensure career advisors aren't funnelling
talent based on outdated norms.

o WISANZ, WEN, YMB, AUWS examples
Language & Labelling: Moving away from labels like "bossy" or "nag" for
assertive women and addressing "mansplaining" as a cultural norm that must
be actively disrupted. Provide encouragement for women to ask for more, to



take opportunities, learn negotiation techniques.

Next Steps

AWIS will collate all the notes and feedback from the discussions and put
together a shortlist of areas we can explore further. The goal is to have an action
plan, or to have taken some actions to report back on at the AWIS Conference
later this year.

Attendees are welcome to get in touch if any more ideas or suggestions arise, or

if you see opportunities to collaborate further.

Attendee Contact List

Firstname Last name Email Organisation

Amber Garrett agar921@aucklanduni.ac.nz University of Auckland Faculty of Arts and Education
Annika Lin uoa.auws@gmail.com Auckland University Women in Science
Cyprus Causer wen@auckland.ac.nz Women in Engineering Network

Boshra Rahnamaee coordinator@ignite.ywb.co.nz Youth Without Borders

Eilish O'Brien eilish.obrien@cuesko.co.nz Cuesko Limited (NAWIC)

Hannah Wellington wen@auckland.ac.nz Women in Engineering Network

Henissa Tong Henissa.Tong@airnz.co.nz Air NZ (WISE)

Janelle Keeble info@womeninspace.co.nz Women in Space Aotearoa New Zealand
Jessica Tucker jessica.tucker@beca.com Beca

Joselle Vicente stemwomen@outlook.com AUT STEM Women

Kelly Hooton stemwomen@outlook.com AUT STEM Women

Lucy Henshaw uoa.auws@gmail.com Auckland University Women in Science
Mahima Fisher mahimafisher@gmail.com University of Auckland/Seascape Intelligence
Minni Gorthy minnigorthy@gmail.com Nilo

Amelie Murphy amelie.murphy@fphcare.co.nz Fisher & Paykel Healthcare (WISE)

Kathryn Thompson thompson.rnd@gmail.com AWIS Waikato

Ashleigh Fox a.fox@auckland.ac.nz AWIS Auckland

Emma Timewell awisnz.convenor@gmail.com AWIS National Convenor

Nicolette Rattenbury nicolette.rattenbury@auckland.ac.nz AWIS Auckland

Emily Boyd emily.boyd@auckland.ac.nz University of Auckland

Kelly Moodie k.moodie@auckland.ac.nz University of Auckland - Engineering & Design
Sneh Patel sneh.patel895@gmail.com N/A

Ying Yang ying.yang@aucklandcouncil.govt.nz Auckland Council
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