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How about Si? Or Ge? We have to repeat it all over again!
If the property we are looking for is expensive to calculate, this is a
huge data mining
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* How about Si? Or Ge? We have to repeat it all over again!
* If the property we are looking for is expensive to calculate, this is a
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Who are we?

L AUy !
L

» Global community and database of women and gender-minority scientists.

» Focused on high-pressure research across physics, geoscience, chemistry,
and materials science.

» Aims to increase visibility, connection, and equity.



Why was it started ?

2015 AIRATP Madrid, Julia and
Miriam noticed the lack of
female representation in
commitees and plenary and
invited talks. STARTED collecting
data and running a survey online
and the WHP page

AIRAPT Executive Committee Members
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www.womeninhighpressure.com
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If you'd like to be part of the directory, email
womeninhighpressure@gmail.com with

1. Yourname

2. Your institute

3. Your research interests

4. A photo of yourself (optional)

Directory: almost 150 people!
Statistics

News: achievements, job openings
Meetings

Active in social media
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Very much used by conference organizers!
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We are a community

Committee members:

Communication officers:

Hannah Shuttleworth, Zena Younes
& Amrita Chakraborti

President: Secretary: Treasurer:
Julia Contreras-Garcia Miriam Pefia-Alvarez Shanti Deemyad

Research Engineer,

Research Director, UKRI Future Leaders Fellow, Associate Professor, UMET Unité materiaux
CNRS/Sorbonne Université  University of Edinburgh, School Physics & Astronomy, Post-docs ot transformations
Laboratoire de Chimie Théorique of Physics and Astronomy The University of Utah ’

University of Lille
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Strong support from the community and the committee: slots at conferences, funding
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Awards won by Women

EHPRG Award Winners
Female

16.7%

Male
83.3%

2025:Anna Pakhomova

Bridgeman Award Winners

Male

100.0%

Congratulations to Professor Renata Wentzcovitch!

ENGINEERING.COLUMBIA.EDU

Wentzcovitch Makes History as First Woman to Receive Bridgman Award |
Columbia Engineering

2025

First Bridgeman award given to a woman



We try to keep an eye on the community and how it
evolves:

* New rule for EHPRG conferences: statistics of
participation are to be made available to the
committee

 Why is this important?
Martin JL (2014) PLoS Comput Biol 10(11), e1003903.
https://doi.org/10.1371/journal.pcbi.100390



New rules ECA meetings

At ECM11

Unconcious bias have proven to be a heavy weight we all carry with us and which will slow achieving
gender balance, since above all, it affects everybody, independently of gender, education, etc.

Hence, we have put forward a suggestion of rules to avoid this bias by a basic observation of the ECA
community. It consists on analyzing the composition of the community in order to deliver unbiased
ratios that should be respected.

More specifically, at the ECM10 at Basel there were 296 women out of 911 delegates (32%). These
numbers can be further divided in student and senior registrations:

. 75 women out of 179 students (42%)
. 221 women out of 732 senior delegates (30%)

Hence, we propose to establish the 30% ratio as a bare minimum to be respected in the choice of
speakers.

This ratio should also be looked for in the plenaries (though with more flexibility, given the fact that the
sample is smaller) and chairs.

Of course these are guidelines to help fight gender bias, but a big effort is needed to break and
accelerate the societal changes that give rise to unconscious biases: this numbers should be the bare
minimum to respect.
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* Unconcious bias have proven to be a heavy weight we all carry with us and which will slow achieving
gender balance, since above all, it affects everybody, independently of gender, education, etc.

 Hence, we have put forward a suggestion of rules to avoid this bias by a basic observation of the ECA
community. It consists on analyzing the composition of the community in order to deliver unbiased
ratios that should be respected.

*  More specifically, at the ECM10 at Basel there were 296 women out of 911 delegates (32%). These
numbers can be further divided in student and senior registrations:

. 75 women out of 179 students (42%)
. 221 women out of 732 senior delegates (30%)

« Hence, we propose to establish the 30% ratio as a bare minimum to be respected in the choice of
speakers.

*  This ratio should also be looked for in the plenaries (though with more flexibility, given the fact that the
sample is smaller) and chairs.

« Of course these are guidelines to help fight gender bias, but a big effort is needed to break and

accelerate the societal changes that give rise to unconscious biases: this numbers should be the bare
minimum to respect.

‘ A new group was created at the ECA to take care of gender and diversity issues



* First session women in
crystallography

e T-shirts (even the
newspapers came)

e Childcare (many
collegues came in duo!)

Another essential aspect for me was the session “Women in crystallography”. A lot of
work remains to be done to improve the condition of women in crystallography and in
science in general. This kind of session, in international conference as ECM-31, is a first
step to inform the scientific community.



We try to keep an eye on the community and how it
evolves:

* New rule for EHPRG conferences: statistics of
participation are to be made available to the
committee

 But we also want to now how women in the
community feel...



The current numbers
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men

in high pressure
Home AboutUs Database Statistics Meetings News | Resources

This page features articles, webpages, and videos that are relevant to our cause
and the wider fight for equal representation of all scientists in every field.

An initiative towards better representation in  Nature Physics comment written by our very own

high-pressure research | Nature Physics committee members!
https://www.nature.com/articles/s41567-025-03077-3

Gender Bias in Teaching Evaluations | Journal htips//doiorg/101093/jeea/jvx057
of the European Economic Association

The Matilda Effect | Wikipedia https://en.wikipedia.org/wiki/Matilda_effect

Rapid emergence of a maths gender gap in first https://www.nature.com/articles/s41586-025-09126-4
grade | Nature

Go to talks by women | Nature Reviews Physics https:/www.nature.com/articles/s42254-025-00880-y

Women in Crystallography — A Video Series: https://www.youtube.com/watch?v=FLUfjYVOyUl
Video #02, Julia Contreras-Garcia




In 2026
Why is WHP
important?

nature physics

Explore content v About the journal ¥ Publish with us v

nature > nature physics > world view > article

World View | Published: 29 October 2025

High-pressure research

Aninitiative towards better representation in high-
pressureresearch

Miriam Pefa-Alvarez & & Julia Contreras-Garcia

Nature Physics 21, 1682 (2025) | Cite this article

639 Accesses ‘ 3 Altmetric | Metrics

Women in High Pressure, a community tackling gender imbalance in high-pressure
research, is driving inclusion, visibility and systemic change — so every scientist can

thrive, even under pressure.

High-pressure research has revolutionized our understanding of matter. It has enabled
breakthroughs like diamond synthesis'Z, high-temperature superconductivity?, and insights
into deep Earth and planetary materials*. Yet, despite the breadth of its scope, the field

remains narrow in representation.
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Online testimonies

| am from condensed matter physics background where there are not many
women.| have strong support from my graduate school and postdoc
advisors. However, after | started my own independent career, | started to
realize many stereotypes from my department chair, senior faculty in the
department, and even from my own postdocs. It is difficult to establish my
authority among students and postdocs. My experience tells me that it is
difficult to change stereotypes.

Early 90's: just graduated, and a permanent position was opened at my
institution, with my boss. | was among te most brilliant students at that time
and | asked to take part to the selection, but | was discouraged because it
was already decided that a male colleague (same age, same CV) would be
preferred. When | insisted to have a fair interview, the boss told me that ‘the
Dean wanted a man'. | had then my chance 5 years later, and since then |
have seen remarkable changes in the recruitment policy, at least in my field.
Gender is no longer an issue in the selection process. But | can still sense a
polarized culture, especially in people of my generation (over 50 yo)

male boss: - sabotages my own work due to personal differences - jokes'
about how important it is to have a woman at home that does the
housework - complains that women can get pregnant - indirectly says that
female researcher with children are less reliable and valuable as the male
equivalent




Online testimonies

. | am from condensed matter physics background where there are not many women. Male boss, male colleges.
How to do when you get pregnant? Your colleages don't understand or know how to deal with you. | heard, nobody
knows how to do when a woman is on maternity leave. Is this true?

. Absent for some months, does it give them the right to overtake your work?

. Can projects been submitted without consultating me? Can authorships be rearranged? | was told these things
happen, they try to do this as painless as possible.

Coming back from maternity leave, | realized some colleagues stopped asking me to participate to their projects
because they assume | have no more time for it anymore. | was also kicked off a weekly online meeting because
"it was probably during the hours | am taking care of my little one", nobody bothered asking me if that was case
or not.



Online testimonies

| feel like there is still a culture of behaving inappropriately towards (particularly young) women in the
field. | feel I'm being judged for things like my appearance, which makes me feel reduced. | constantly
hear inappropriate talk in the workplace. Even if it isn't directed at me, it still makes me feel
uncomfortable, and | shouldn't have to feel that way.

Having clothing commented on, being expected to maintain the good working atmosphere rather than
being recognised for my science, being added to panels for diversity optics, only to have their
contributions overlooked.

And of cases powerful actors take ownership of my intellectual contributions diminishing my
independent work. Telling me that my work only would be good when improved or endorsed by a them,
men. These dynamics are very demoralising.

| still don't hear ANY recognition from men that there is a systemic problem in the field regarding gender.
| feel like my male counterparts just want to ignore the fact that there is a problem or feel
uncomfortable. Gender inequality doesn't benefit anybody; female researchers are brilliant, and the
high-pressure field could advance so much further. Men need to start having conversations with each
other and start calling each other out for problematic behaviour! When it's only women supporting
women, it feels like an exclusive club. Nothing is going to change if people (men) don't put themselves in
uncomfortable situations and start paving the way.



Online testimonies

As a postdoctoral fellow on a synchrotron beamline, | proposed a setup development to my
supervisors (all males). It took me a year to convince them to let me try my idea. Finally,
during an inhouse beamtime they gave me a couple of days to try my setup and it was a
success, way beyond our expectations. While | was finishing up the test on the second day of
experiments, one of my supervisors turned to a couple of his male friends who happened to
be there because they offered them inhouse beamtime just after me; and propose to them
to take over the project and be in charge of the future of this set up. | precise these men had
no ties to synchrotron whatsoever. They literally took my ideas, my work and hand it to a
couple of men who were seating there. This is the day | realized that since | am not in the
men club, | will never have the same opportunities and worse | will see my work regularly
handed to others.

In the past | proposed to organize a conference on our dear theme, and | was told that a
recognized male colleague should be in charge of it, while this colleague was absent, no
longer working on HP, and that there was no hierarchy between us.

| was very destabilized by this reaction from the community.

| hope that aspect has changed now.

Thank you



o

* Unconcious bias session (GRC)
Everybody was welcome



Riddle

A father and son are in a horrible car crash that kills
the dad.

The son is rushed to the hospital; just as he’s about to
go under the knife, the surgeon says,

“I can’t operate—that boy is my son!”

Explain. But don’t tell others if you knew it already!



.l Riddle

If you did guess the surgeon could be the boy’s mother,
you’re part of a surprising minority

(ca. 14% !!1)

Raise awareness!|




» Riddle

Gender and life experiences had no association with
how one performed on the riddle

Unconcious discrimination is the most difficult to fight
against...

SO ONE REALLY HAS TO THINK TWICE WHEN
CHOOSING CANDIDATES

Raise awareness!!
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Fundraising

* Now officially a non-profit organisation!
* No organizing how use the funds (grants, talks)




Future plans

Online series of workshops for WHP members (online seminar etc.)
For example, events from womeninstem.com:

Overcoming Imposter Syndrome — Wednesday 25" January 2023
12:00 - 12:45 GMT

Qur first workshop of the series will be focused onimposter syndrome. Have you ever had the sense that you're not up to the
job, or that you don't fit in? That feeling of self-doubt can creep into your everyday life, and it can happen to anyone.
Imposter syndrome can be scary, especially for those just starting out in their careers!

Advocating for Yourself in the Workplace — Wednesday 15" March
2023
12:00 - 12:45 GMT

©Qur final workshop will focus on how to advocate for yourself during recruitment processes and as you transition into your
graduate role in the workplace. We'll share important tips and guidance on ways to feel confident in the workplace and how
you can contribute towards a working environment that's inclusive for all.



o

Discussion



Value & Visibility

o Why is it important to have more women in science?

o How does self-censure and self-under-evaluation contribute to lack of

recognition for women?

o What actions can be taken to improve recognition?



o

Bias & Prejudices

o What prejudices still exist in science today?

o How can individuals and institutions recognize and fight these?



o

Policy & Parity

o Is imposing male/female parity in science good or bad?

o What are the risks and benefits?



Career Path & Support

o How would you promote women’s participation in science at your current

career stage?

o How does maternity affect a scientific career, and how can it be better

supported?




Key Questions to ask yourself

What role do
institutions have?

What role do
individuals have?

Community actions



Lo

My conclution (maybe optimistic?)
Things can be done and results can be obtained pretty quickly!

Just need a small nucleation grain©

S
(

Passive behaviour




