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[bookmark: _Toc209175025]The Women and Sciences Award 2025
The Women and Science Award offers not only national recognition but also significant professional opportunities. Winners receive up to R$50,000 (around £7,875) in funding, alongside tailored experiences such as attending major scientific congresses, joining policy missions to the UK, or undertaking institutional capacity-building programmes. In return, they commit to using the award to advance gender equality, promote diversity, and continue delivering high-impact research or institutional change. All winners are celebrated at a national ceremony in Brasília and serve as ambassadors for a more inclusive and innovative scientific community.
The Women and Science Award – 2024 Edition, created by Brazil’s National Council for Scientific and Technological Development (CNPq), linked to the Ministry of Science, Technology and Innovation (MCTI), in partnership with the Ministry of Women, the British Council in Brazil, and the Andean Development Corporation (CAF), celebrates and advances the role of women in science, technology, and innovation.
Its purpose is to recognise outstanding female researchers and institutions that have significantly contributed to high-quality scientific knowledge, technological advancement, and the creation of a more inclusive and diverse research ecosystem in Brazil. The award champions diversity, gender equality, and ethnic-racial equity, highlighting the visibility and value of women’s work across three major fields of knowledge: Life Sciences; Exact, Earth and Engineering Sciences; and Human and Social Sciences, Letters and Arts.
The Award is presented in three categories: Stimulus (for researchers up to 45 years old), Trajectory (for researchers aged 46 and over), and Institutional Merit (for higher education institutions or research institutes with strong, measurable gender equality action plans). Winners are selected based on the quality and impact of their work, their contribution to developing Brazil’s female research talent, and their commitment to engaging wider society in science.
Prizes include financial awards, opportunities for international exchange or professional development, and public recognition through a national ceremony in Brasília. Above all, the Women and Science Award seeks to inspire cultural change, promote equal opportunities, and strengthen Brazil’s scientific community by celebrating the achievements and leadership of women in research.
The award values are:
· Stimulus Category – R$ 20,000 (~£3,150) for each winner, plus airfare and up to six days to attend a scientific congress in Brazil or abroad.
· Trajectory Category – R$ 40,000 (~£6,300) for each winner, plus a mission to the United Kingdom to discuss higher education and science policies.
· Institutional Merit Category – R$ 50,000 (~£7,875) for each winning institution, to be invested in implementing their gender equality action plan, plus an immersion programme for capacity development.
If they win, recipients are expected to:
· Participate in the award ceremony in Brasília (with airfare and accommodation covered if in person).
· For Stimulus and Trajectory winners – carry out the travel or exchange opportunity linked to their award (scientific congress or UK mission).
· For Institutional Merit winners – use the prize funds exclusively to deliver the measurable actions in the gender equality plan they submitted.
· Publicly represent the award’s values of diversity, gender equality, and excellence in science through their ongoing work.

[bookmark: _Toc209175026]Panel Prompt Sheet for Awardees

Prompts for panellists to guide their short presentations. 

Brief background of your institution
	



Your gender equality journey
	



Key achievements
	



Challenges faced and solutions implemented
	



Lessons learned and advice for others
	




[bookmark: _Toc209175027]Case Study Template

The People 1st International team will use this template to capture key details from each awardee's presentation.

Institution name
	



Key achievements
	



Challenges faced
	



Lessons learned
	



Potential for replication
	



[bookmark: _Toc209175028]Summary Sheet of UK Examples

Brief summaries of UK best practices and examples in advancing gender equality. 
Leave space for notes on adaptation to the Brazilian context.

Institution name
	



Key initiative
	



Outcomes
	



Lessons learned
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Identify opportunities for future UK–Brazil collaboration, based on the following criteria:

Potential partner(s)
	



Area of collaboration
	



Planned activities
	



Resources required
	



Timeline
	



Expected outcomes
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Review the gender equality action plan using the prompts below:

1. Priority actions for the next 12 months
	



2. Current progress and milestones achieved
	



3. Key barriers and risks
	



4. Support/resources needed
	



5. Opportunities for collaboration
	



[bookmark: _Toc209175031]Discussion Notes Template

Use this template to record key discussion points during breakout groups.

Topic
	



Group members
	



Key strategies shared
	



Challenges raised
	



Ideas for action
	



Next steps
	



[bookmark: _Toc209175032]Feedback Summary Sheet

Capture highlights from plenary feedback.

Group name
	



Rapporteur
	



Main insights
	



Common themes across groups
	



Suggested actions
	




[bookmark: _Toc209175033]Peer Coaching Worksheet
Use this worksheet for peer coaching discussions. 

Your challenge
	



Context
· What have you tried so far
· What worked, what didn't
	



Ideas from peers
	



Commitment to action
	





[bookmark: _Toc209175034]Mentorship Planning Template

Plan how your institution can act as a mentor to others.
Use the following tools in the toolkit: 
· First conversation checklist
· Giving feedback tips for mentors
· Relationship great start mentor

1. Mentorship objectives: Describe the objectives
	



2. Potential mentees or institutions: Who would benefit from being mentored and why
	



3. Methods of mentoring: (online, face-to-face, group, 1:1), how will you be able to provide the mentorship
	



4. Frequency and duration: How often is it practical to meet and for how long
	



5. Expected outcomes: What are the outcomes and how will you be able to measure the success of this mentorship
	





[bookmark: _Hlk209020436][bookmark: _Toc209175035]Tips for Getting the Relationship off to a Great Start 
First Conversation Preparation
In preparation for the initial meeting it is worth considering the following so that you can both be clear about expectations:
· What is the mentee hoping to get from the process? Sharing your knowledge, experience and expertise; skills development, personal development, direction or something else?
· What does the mentee hope or expect to get from you in relation to their objectives?
· What particular issues is your mentee facing?
· What are your mentee’s achievements so far and how do they want to build on them?
· What areas would they find it most useful to get input?
· What are their priorities/goals?
· How will you know/measure whether objectives have been achieved?
· Is there anything you don’t want to discuss as part of the mentoring?
Logistics
At the start of the mentoring process you should have an initial discussion around:
· How often and how long to meet for
An hour is generally considered to be the normal arrangement, but this can adjusted to suit individual needs. Time restrictions of both parties do need to be considered.
· How many meetings/how long should the process last
The usual cycle is a monthly meeting over 6 -12 months, but this can vary depending on the complexity of the mentoring goals and individual’s needs.
· Scheduling
At the outset of your relationship, it is worthwhile scheduling your meetings and getting them in the diary, ideally 3-6 months in advance. As part of this scheduling process include review meetings so that you can assess how the process is going on a regular basis.
· Where to meet
Somewhere neutral is usually preferable and should be a place where you will feel confident and secure enough to discuss concerns openly. You might want to consider “meeting” by phone or virtually using something like Skype, Zoom, WhatsApp, Teams etc. which can be just as effective as meeting face to face.
· Procedure for cancelling meetings
Meetings should be adhered to wherever possible, but if they really do need to be cancelled, ensure you have a procedure in place to do so.
Clarifying Roles
Clarifying your roles at the outset will lead into a discussion around the scope of the mentoring relationship and where boundaries are to be set. Is your role as a mentor to be confidant, role model, coach or a mixture of things? Some people like to have clearly defined roles, others may not, but you do need a general sense of direction to get started.
Early discussions around this prevent disagreements and disappointment further down the line.
Establishing a Successful Relationship with your Mentee
Establish a set of ground rules to which you will both abide.
· Communication between meetings
Agree how much communication is acceptable between meetings and how this communication can be done, email, telephone, messaging etc.
· Record keeping
Agree who will be responsible for note taking and actions agreed at each meeting.
· Confidentiality
Confidentiality underpins mentoring. Everything discussed in the mentoring session is confidential. This should be made clear at the start. Discuss your individual understanding of what confidentiality means and check that your ideas align. 
The exception: When legal obligations compel the mentor (or mentee) to report any criminal activity, any misconduct or any potential danger.
· Prematurely ending the relationship
Discuss how you will manage things if either of you wishes to end the mentoring relationship before the agreed time. This will include if at any point you feel that you can no longer help the mentee to achieve their goals.
· Boundaries
Clarify how much (if any) “work” each of you are happy to do between meetings and any other boundaries you may want to set. Identify any limitations on help you are able to give in relation to goals and objectives that are set.
Agreeing Objectives and Setting Goals
It is important that right at the start of your mentoring relationship you agree the purpose of the mentoring process and the objectives and goals you are looking to achieve so that there are no misunderstandings about the extent of your involvement and when, in terms of achieving these objectives, the relationship will come to an end.
For the purposes of this mentoring scheme we are looking for you to mark your relationship as being complete once you feel that the goals you originally set have been achieved. It may be that  at some point you wish to set new or additional goals and continue your relationship, which is fine you may do so. However, in order for us to understand and track whether this service is providing successful mentoring outcomes we would appreciate if you could mark the relationship as complete at the point you feel your initial goals/objectives have been met. You will then be asked to complete a survey which will provide valuable feedback as to the success and effectiveness of the mentoring journey. As mentioned above there may be circumstances where you feel that you wish to end the mentoring relationship early. At that point you can follow your pre-agreed exit plan and mark the relationship as withdrawn.
[bookmark: _Hlk209020495]For more guidance on how to set and agree objectives and goals please refer to the section on “Defining the Challenge and Setting Goals”.
[bookmark: _Toc209175036]Giving Feedback

Feedback is information that can influence future actions, it is empowering as we can choose to modify what we do to get better outcomes if we get feedback at the right time and in the right way.
Feedback provides a systematic approach to developing better relationships, learning and improving performance, staying on track and achieving goals. 
There are three types of feedback
1. Affirming
The amount of positive, affirming feedback people need to flourish is roughly three times more than negative, corrective feedback.
2. Corrective
Feedback enables people to change course to achieve the outcomes they desire. However, if it sounds like criticism it can lead to defensiveness and a fight/flight reaction.
3. Reviewing
This approach involves a collaborative approach which reflects on an experience or activity to create a better outcome.
Giving feedback
· Do as soon as possible after an outcome
· Be sincere
· Be specific
· State the benefit
· Shape the feedback to the person
· Stick to the point
Reviews
It is valuable to ensure that reviews are incorporated into the mentoring process, at the very least at the midpoint in the relationship. This should include a review of goals and milestones to check progress is being made. Also review if practical arrangements are working out well.
· Is the mentee able to identify progress as a result of the mentoring?
· Is your style and approach working well for the mentee?
· Does the mentee’s approach in preparing for meetings and completing tasks suit you?
· Has the partnership come to a natural end or is the end in sight?


[bookmark: _Toc209175037]First Conversation Checklist

	Check box
	

	
	Have you agreed on how and when to meet?

	
	Have you set boundaries around contact between meetings?

	
	Have you clarified your roles and set boundaries?

	
	Have you discussed and agreed on confidentiality?

	
	Have expectations been discussed?

	
	Have you agreed on an exit procedure to draw your relationship to a conclusion if you wish to end it prematurely?

	
	Have the challenges facing the mentee been identified?

	
	Have priorities been set?

	
	Have SMART goals been set?

	
	Have you agreed on how progress can be measured and set milestones?

	
	Have you agreed on the responsibility for note-taking and action point recording?

	
	Have you agreed on how long you expect it will take to complete your goal(s)?





[bookmark: _Toc209175038]Defining the Challenge and Setting Goals
Purpose: To ensure all participants share a common understanding of the challenge and agree on realistic, measurable goals that will guide subsequent activities.

1. Frame the challenge
Guiding Questions
· What is the core challenge we are trying to solve?
· Why is this challenge important (to the organisation, sector, or wider community)?
· Who is most affected by this challenge?
· What happens if we do nothing?
Facilitator Tip: Encourage participants to phrase the challenge as a problem statement (e.g., “Employers are struggling to recruit skilled women in STEM sectors”).

2. Clarify the desired outcomes
Guiding Questions
· What will success look like in 12 months / 3 years?
· What changes do we expect to see for women, men, and under-represented groups?
· How will this contribute to our broader strategy on gender equality and inclusion?

3. Set SMART goals
Goals should be:
· Specific – clear and unambiguous.
· Measurable – with indicators to track progress.
· Achievable – realistic given resources and constraints.
· Relevant – aligned to the challenge.
· Time-bound – with a timeframe for delivery.

4. Agreed indicators of success
Examples
· # of women and men trained, disaggregated by gender
· % increase in participation of women and girls in research / students
· # of female role models/mentors engaged in delivery
· Policy changes adopted that promote gender equality in the workplace

5. Capture and confirm
Use the worksheet below to document the group’s agreed outputs.

	Challenge statement
	Goal(s)
	Success indicators
	Timeframe
	Responsible party

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	




