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Establishment of the Thematic Federation for Gender, Diversity and Inclusivity 
 
 
Over the past decades much literature has been dedicated to the topic of women in medicine and 
gender equality; later the concept of diversity and inclusivity was created. Despite many efforts, 
documents, institutional and political decisions, women are underrepresented in academic science 
and medicine, particularly in leadership positions, as well as specialised areas of medicine. OECD 
data show that the overall proportion of female doctors has increased from 29% in 1990 to 46% in 
2015, suggesting a trend towards increased participation of women. However, the variation in 
participation rates across countries continues to be striking, suggesting a substantial impact of local 
social norms and cultural influence (Lancet 2019). 
 
Spanish General Medical Council (CGCOM) published the document Diagnóstico de género de la 
profesión médica (Gender Diagnosis in the Medical Profession)   
https://www.cgcom.es/sites/default/files/Gender_Analysis_of_the_Medical_Profession/ 
Among the most important conclusions of the presented study, it should be noted that currently 
female doctors in Spain already constitute more than 60% of all registered professionals, while their 
representation in managerial positions both in medical colleges and in the National Health System 
barely represents 30%. This situation is likely to be repeated in the European community, it is 
therefore important to carry out a European study to accurately determine the global situation while 
promoting and introducing changes that allow a more appropriate gender representation to the real 
demographic situation. 
 

In Observatorio de Género y Profesión (The Gender and Profession Observatory) 
https://www.cgcom.es/observatorio_genero_profesion the important documents could be found: 
Decálogo de género y profesión (Ten commandments for gender equality in the  
medical profession) -
https://www.cgcom.es/sites/default/files/decalogo_genero_y_profesion_medica_EN.pdf 
and related Manifesto #DóndeEstánEllas (#WhereAreThey) can be joined here: 
https://www.cgcom.es/sites/default/files//manifiesto_dondeest-nellas_es.pdf 
 
The Closing the Gap in Healthcare Leadership Diversity: A Witt/Kieffer Study, published in 2015 
concluded that healthcare organisations have been effective in closing the diversity leadership gap 
over the past five years. After the initial Healthcare Leadership Diversity Survey 1998, as compared 
to 2006 and 2011 surveys results, most recent study showed that nearly twice as many respondents 
feel that healthcare organisations have been effective in closing the leadership diversity gap over 
the previous five years. However, continued disparities between the opinions of majority and minority 
groups of participants suggest there is more work to be done to truly close the gap. 
 
The 2020 research shows that gender equality in NHS's leadership requires further progress 
although some progress has been made when compared to the diversity of the leadership in 2017. 
The challenge for race and ethnicity is even greater (National Health Executive 2020). 
 
In a very recent study, The Lancet claims there is extensive evidence on the slow progress and 
considerable barriers to advancing women in leadership in healthcare and academia. Presented is 
a summary of overall strategies across categories for advancing women in leadership, synthesised 
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the evidence on organisational interventions that measurably advance women in leadership (Lancet 
Aug 2021). 
 
COVID-19 
 
During COVID-19 pandemic women health workers are faced with increased workloads, with often 
a disproportionate burden on women, including in health care settings emphasising that women's 
leadership in health care is vital during the COVID-19 pandemic and beyond (WHO-Europe 2021).  
 
In addition, the COVID 19 pandemic has had a sizable impact on science and medicine: young 
investigators, women and under-represented scientists were disproportionately affected by the 
pandemic. A study in Elsevier journals showed that the percentage having a female first author was 
19% lower than for papers published in the same journals in 2019 (Nature Reviews/Immunology 
2021). 
 
There are studies showing women strengthen organisational climate, increase social responsibility 
and reputation (Routledge 201) and also data showing how women were better leader in crisis, 
particularly leading during the Covid-19 crisis than men. According to an analysis of 360-degree 
assessments in 2020 (over 60.000 leaders), women were rated more positively than men, also as 
more effective leaders (Harvard Business Review, HBR Dec 2020).  During the COVID-19 pandemic, 
countries with women in leadership have suffered six times fewer confirmed deaths than countries led 
by men (HBR 2020). 
 
A Lancet correspondence shows that the COVID-19 pandemic reshaping domestic and working lives 
could sow the seeds for change to advance gender equality and deliver long-term health benefits. 
Effective policies that target normative and structural drivers of gender inequality could parlay the 
upheaval caused by COVID-19 into enduring changes to gender systems that will ultimately benefit 
the health and wellbeing of all (Lancet June 2020).     
 
Diversity   
 
There are traditional definitions of diversity (race, gender, ethnicity, and sexual orientation), which 
are more often expanded to consider age, socioeconomic status, and lived experience. When 
institutions broaden the perspectives on diversity, different experiences can be considered as an 
important counterpart to “traditional” — or university vs. work-earned — knowledge (HBR Jul 2021). 
Recently, a new topic appeared: Gendered ageism: addressing discrimination based on age and 
gender and leads to negative experiences among older adults and is a largely neglected social 
determinant (Lancet June and Aug 2021). Given the intergenerational workforce needs, the new 
mentoring model is proposed: "reverse mentoring", where a junior team member enters into a 
"professional friendship" with someone more senior, and they exchange skills, knowledge and 
understanding (Mentoring & Tutoring: Partnership in Learning 2018, HBR Oct 2019). 
 
It’s well known that firms with greater gender diversity among senior leadership perform better, shift 
strategic approach to innovation. Based on an analysis of more than 150 companies, the authors 
find that after women join the top management team (TMT), firms become more open to change and 
less open to risk, shift strategy to more investment into internal R&D. Also, there is a clear moral 
argument for increasing diversity among TMT (HBR Apr 2021). Analysis of leading corporations from 
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20 countries over a period of 10 years reveals that multinational corporations with diverse TMT 
engage more in corporate entrepreneurship and subsequently see increased innovation 
performance when these TMTs are operating in environments characterised by equal distribution of 
power and low hierarchy (Strategic Management Journal 2018). 
 
In 2019 The Lancet emphasises they will continue to build on strong foundation of advocacy for 
equity, passionately campaigning for change in institutions and society for gender equity, diversity, 
and inclusion and are deliberately and distinctively advocating a structural approach, which is 
necessary for meaningful change (Lancet 2019). In 2021 extensive review, Lancet provides an 
evidence based on organisational interventions for advancing women in leadership across diverse 
settings, with lessons for healthcare (Lancet Aug 2021). 
 
 
Inclusivity 
 
When speaking about diversity, equity and inclusion (DEI), more important becomes the role of 
institutional leadership and how inclusive is the leadership. Inclusive leadership is an urgent and 
achievable goal to actively manage differences and get the most out of diverse teams. (Harvard 
Business School, The Leadership Consortium Nov 2020). There are research-backed strategies how 
to recognise difference instead of pretending it doesn’t exist, work to uncover common ground and 
commit to having difficult conversations instead of avoiding them (HBR Aug 2021). 
 
In an era where companies are paying more attention to DEI, inclusion remains the most difficult 
metric to track and an Inclusion index to measure what true inclusion looks like in an organisation 
has been developed and needs to show the organisation culture (HBR May 2021). 
 
Actions 
 
Increasing diversity does not, by itself, increase effectiveness; what matters is how an organisation 
harnesses diversity, and whether it is willing to reshape its power structure. The popular rhetoric 
about diversity should be revisited (HBR Magazine, Nov-Dec 2020).  Managers should focus on the 
creation of identity-safe environments where employees feel comfortable speaking up when they 
see something that does not seem inclusive. The inclusion efforts should focus on different social 
groups and increasing representation, more on the individual than the social group they represent 
(HBR Aug 2020). To fully benefit from increased racial and gender diversity, organisations must 
adopt a learning orientation and be willing to change the organisation culture and power structure. 
 
In 2018 Spanish General Medical Council (CGCOM) has approved the Ten commandments for 
gender equality in medical profession (Decálogo de género y profesión) with which it encourages a 
cultural change among medical professionals, expresses a public position on respect for the 
principles of equality between women and men in the profession and is committed to working 
towards their compliance in all aspects affecting medical profession. 
https://www.cgcom.es/sites/default/files/decalogo_genero_y_profesion_medica_EN.pdf  
 
The AMEE Guide elaborates designing, delivering and/or assessing diversity education, reviews the 
terminology, emphasises the diversity teaching needs to be an integral part of the curriculum relevant 
to clinical practice (AMEE Guide 2016). Diversity, inclusion, and equity are recognized as strategic 
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imperatives and drivers of academic excellence within medical schools (Medical Teacher 2019). 
Special attention should be paid to the specialty training programmes, teaching and learning 
environment, influence of role modelling. We must be aware of the new generation characteristics, 
new learning styles and their feeling of social injustice. Trainees are future leaders and decision 
makers (AMEE Conference Sept 2021). 
 
Proposal 
 
Proposed is the establishment of the new Thematic Federation for Gender, Diversity and Inclusivity 
that will be interested in the possible challenges existing in Europe. The UEMS could carry out action 
to find out the number of female and male doctors registered in the member countries, but also the 
number of women and men in the management bodies of the UEMS Sections and Boards as well 
as other UEMS bodies by 2021. A real and current picture of the situation could be the basis for 
further action to begin with, perhaps to analyse the reasons why it also occurs within the UEMS. 
Analysis could answer whether there is a significant pay gap in European medicine, the differences 
by country in terms of the pay gap in the field of medicine, to find out in which UEMS member 
countries there are equality laws, what measures exist for work-life balance in countries, whether 
there are significant differences in relation to these issues between countries, etc. Discussed and 
proposed could be the educational, organisational and other activities.  
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