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Abstract

The vision of the World Institute of Nuclear Security is that: “all nuclear and other radiological materials and facilities are effectively secured by demonstrably competent professionals applying best practice to achieve operational excellence”. Protecting and securing nuclear and other radioactive material and protecting material and facilities from sabotage requires nuclear security professionals that can clearly demonstrate their competency in delivering nuclear security.  Professional certification is one of the most effective ways to demonstrate individual competence and to build, strengthen and sustain national capacity in nuclear security for the benefit of all. A national nuclear security regime requires adequate financial, technical and human resources for each competent authority involved in its implementation as well as for the operating organisation that has primary responsibility for security.  A sustainable national nuclear security regime requires human capacity for its continued effectiveness, especially at a time when nuclear energy and nuclear applications that support important societal objectives, health, industry, agriculture and culture may be subject to new and emerging threats based on advances in technology and increased capability of adversaries, including those motivated by violent extremist ideology. A national nuclear security regime requires a diverse group of competent professionals that have a deep understanding of the principles and practices of nuclear security.  The paper makes the case for gender parity to support sustainable nuclear security through its approach to the development of demonstrably competent nuclear security professionals.
1. INTRODUCTION
For many years the focus of nuclear security was principally the physical protection of nuclear material and nuclear facilities. The earliest guidance of the International Atomic Energy Agency (IAEA) for nuclear security was in relation to nuclear material and nuclear facilities [1] and the only binding international legal instrument that is solely concerned with nuclear security is limited in its scope to consideration of nuclear material and nuclear facilities [2]. However, Member States of the IAEA, recognising the widespread use of radioactive sources in medicine, agriculture and industry, have taken steps to ensure that radioactive source security receives equal attention.  For instance, the International Convention on Suppression of International Terrorism [3] criminalises malicious acts involving radioactive sources including radioactive devices, addressing directly the threat of Radioactive Dispersal Devices (RDD) and Radioactive Exposure Devices (RED). The Code of Conduct on the Safety and Security of Radioactive Sources published by the IAEA in January 2004 [4], while non-binding as an international instrument, is highly effective as a tool for guiding member states in the establishment of effective regulatory infrastructure for the safety and security of radioactive sources. 
International focus on nuclear security was also secured through the four nuclear security summits that were held between 2010 and 2016. The four summits (2010, 2012, 2014 and 2016) brought together heads from approximately 60 countries to find ways to strengthen global nuclear security and reduce the continuing threat of nuclear terrorism. Recognising the importance of competence in nuclear security for both regulators and operators, internationally, WINS obtained political and industry commitments to expand its learning service for nuclear security management, the WINS Academy initiative, and these efforts were recognised at the 2016 Nuclear Security Summit in a Joint Statement on Certified Training for Nuclear Security Management led by Canada and the United Kingdom. This Joint Statement, signed by 35 States, was subsequently published as IAEA Information Circular 901 (INFCIRC/901) [5], and commits subscribing States to support the development of certification programmes for nuclear security, globally, through advocacy, peer review support, contributions or other means necessary. Other IAEA Members States, supported by industry and civil society, are being encouraged to subscribe to the INFCIRC and provide a tangible commitment in support of the WINS Academy and certified professional development for nuclear security.
Organisations around the world are having to respond to the challenges of adversaries with dynamic, evolving, capabilities and tactics. This is one reason why the nuclear security arrangements in many organisations have changed from a previous emphasis on physical security concerns to an approach that overtly recognises the importance of integrated risk management, and positions nuclear security as an overall organisational accountability and governance issue. It also has required an increased focus on cyber security given the advanced capabilities of cyber threat actors, the different types of targets including information technology (IT) and operational technology (OT) systems and the consequences of different types of cyberattacks. 
It is clear that security threats are diverse, evolving and enduring and they are not just focused on the traditional concerns of physical protection. This context, and the demands of the regulatory environment, requires a demonstrably competent workforce that can contribute to effective and sustainable nuclear security. It is also important that the competence of a professional is not assumed or presumed because of their professional background, for example traditional roles of security as defined in the military of law enforcement context. Competence in security and related disciplines should be demonstrated not presumed. This is best achieved by a competency framework that defines demonstrable competence for the wide variety of roles that are required to support an effective and sustainable nuclear security regime.
2. WINS Programme for nuclear security
The vision of the World Institute of Nuclear Security is that: “all nuclear and other radiological materials and facilities are effectively secured by demonstrably competent professionals applying best practice to achieve operational excellence”. Protecting and securing nuclear and other radioactive material, preventing its theft and misuse, and protecting material and facilities from sabotage requires appropriate technical, financial and human resources. In relation to the latter, professional development, including certification, is a very effective way to achieve and demonstrate individual competence and to build, strengthen and sustain national capacity in nuclear security. 

In 2015, WINS published its International Best Practice Guide 3.1 Developing a Competency Framework for Personnel and Management with Accountabilities for Nuclear Security [6].  The introduction to this guide explains that:

In today’s world we simply take for granted that people with professional roles or those who provide public services are properly trained and experienced. This applies to a wide range of professions—from medicine, nursing, engineering and project management to aesthetics and hairdressing. It usually means that the individuals are certified or licensed by a professional institute as being competent to perform their role to a sufficiently high standard. This helps generate public confidence and reduces an employer’s liabilities in relation to their duty of care towards employees, customers and the public.
In the nuclear industry, many civil, mechanical and electrical engineers, financial accountants and safety professionals belong to chartered institutes that certify their members’ competence on an on-going basis. The same cannot be said, however, for most personnel with senior managerial or regulatory responsibilities relating to nuclear security. This creates a significant and potentially serious gap if nuclear security programmes are designed, implemented or overseen by managers and regulators who lack sufficient professional training in nuclear security.

This proficiency gap, first identified by WINS in 2012, has now been recognised by the international community and nuclear industry. In 2014 at the Nuclear Security Summit, 35 States signed a Joint Statement committing to ensuring that ‘all management and personnel with accountability for nuclear security are demonstrably competent’. At the related Nuclear Industry Summit, industry leaders committed to ‘ensuring that all personnel with accountabilities for security are demonstrably competent by establishing appropriate standards for selection, training and certification of staff’. 

To achieve the desired improvements in professional standards, we need to understand what is meant by terms such as demonstrably competent and how to develop a professional competency framework for security management and regulation. This Best Practice Guide explains the methods by which you can develop a nuclear security competency framework for your organisation and the benefits of doing so. It can help you test whether your organisation has a comprehensive nuclear security strategy that is supported by the entire organisation - not just the Security Department. It can help to clarify your managers’ personal responsibilities for security and the interfaces between departments and with other stakeholders. It also provides a framework on which to base your own professional training and development requirements. 

The overall objective of the guide is to help you produce a cadre of trained and, where appropriate, certified professionals—from the board and executive directors to facility operators and other staff and contractors across the organisation. Achieving this goal will promote confidence amongst the public and politicians that your organisation’s security management is under effective, professional control. Better control means better performance, higher reliability and a more focused use of resources, so there are advantages for both individuals and the entire organisation.

WINS ACademy programme
It was WINS’ commitment to develop demonstrable competency among professionals with responsibility for nuclear security that led to the creation of the World Institute for Nuclear Security (WINS) Academy and its professional certification programme in 2014.  Several States, private foundations, and the nuclear industry supported its development and recognised it as a key initiative to provide practitioners involved in nuclear security with opportunities to earn certification in nuclear security management through a programme of self-study and successful completion of proctored examinations.  Underpinning the program is certification in accordance with external quality management standards (ISO 9001:2015 and ISO 29993:2017). These standards provide an internationally recognized benchmark of quality; demonstrate credibility, competence and professionalism; and give potential employers and others in the industry an objective measurement of the participants’ knowledge and skills.

The WINS Academy programme is designed to help participants increase their knowledge and understanding of nuclear security best practices and to demonstrate that certification is a measure of competence that makes a vital contribution to sustainable nuclear security. The modules in the WINS Academy Programme cover diverse responsibilities in nuclear security. For example, the Nuclear Security Governance: Board and Executive Interactions elective module [7] provides essential information that helps board directors and senior leaders make informed decisions regarding nuclear security matters. Other modules enhance the knowledge and skills of existing nuclear security practitioners in specific areas, as well as of students and professionals from other disciplines who are just entering the nuclear security workforce. The WINS Academy offers a targeted solution to the need for the development of competence in all key areas of nuclear security. This is reflected in WINS’ broad conception of the competences necessary to manage nuclear security effectively today. 
4. Sustainable nuclear security and gender parity IN THE CONTEXT OF DEMONSTRABLE COMPETENCE
A sustainable national nuclear security regime requires human capacity for its continued effectiveness, especially at a time when nuclear energy and nuclear applications that support important societal objectives, health, industry, agriculture and culture may be subject to new and emerging threats based on advances in technology and increased capability of adversaries, including those motivated by violent extremist ideology [8].  Meeting the challenge of creating a sustainable national nuclear security regime not only requires a demonstrably competent workforce, but also one with diverse experience, expertise and perspectives. International research has consistently demonstrated that a diverse and inclusive workforce is better for everyone: shareholders, stakeholders and society in general. Just one example is a study conducted by McKinsey that found a strong link between diversity within the workforce and company financial performance [9]. 
Sector-specific research shows that women are underrepresented in industries associated with the use of nuclear and other radioactive material. It is generally estimated that women comprise only 20% of the nuclear workforce. This figure is even smaller within the nuclear security workforce and smaller still in specific areas such as cybersecurity. In addition, women are significantly less well represented in nuclear security areas associated with weapons programmes when compared to the civil nuclear sector [10].  Such statistics reflect that positions in the field of nuclear security have traditionally been filled by professionals drawn from the military, intelligence, state security apparatus and law enforcement. These fields have historically been dominated by men due to the perception that they are better able to fill the traditionally described physical protection, guarding and response roles. However, there are an increasing number of women who are involved in this sector, particularly since the relaxation of conditions around the world limiting women to non-combat roles [11]. 

In today’s world, however, nuclear security as a discipline requires a much broader set of knowledge and skills. To perform their jobs competently, nuclear security professionals need expertise in human resource development, organisational psychology and culture, radiation protection, environmental management, law, regulation, communications and stakeholder engagement. Consequently, nuclear security practitioners, including those engaged in guarding and response, should be drawn from diverse professions with a correspondingly diverse and inclusive composition that includes the contributions of both men and women. It is important in this context to recognise some of the valuable resources that exist that can assist organisations on their path to demonstrable competency for all their employees:

The McKinsey Company and Lean In publish annual reports that address women in the workplace and highlight the current status of women in the corporate world. The research includes a roadmap to gender equality that gives employers more information about how to advance women and increase gender diversity in their organisations. 

The International Gender Champions is a leadership network that brings together female and male decision makers who are determined to break down gender barriers and make gender equality a working reality in their sphere of influence. The core of the work begins with the Panel Parity Pledge that all champions make to no longer sit on single-sex panels. Each gender champion also makes two personal commitments to galvanise behavioural change at an individual and organisational level.
The Brussels Binder acts as a resource for conference organisers and media outlets who seek to include expert female voices in their policy debates. Its underlying philosophy is that good policy comes from innovative ideas, new perspectives and fresh analyses that reflect the diverse societies impacted by the policies. When women are underrepresented at conferences and in the media, they are unable to express their views and impact policy choices. In contrast, increasing the number of female experts at conferences improves the quality of the debate and ensures deep and wide-ranging insights that impact political decisions. It also increases the exposure of female experts, leads to the identification of female role models, and facilitates networking opportunities.

The Australian Male Champions of Change programme is based on practical steps that can be taken by men to use their individual and collective leadership to advance gender equality in their organisations and to highlight it as an issue that has ramifications that are social, cultural and economic in character. The key message is that it is not about fixing women, it is about fixing systems that exclude them form full participation in the workforce.

In 2018, the Government of the United Kingdom published a policy paper titled Nuclear Sector Deal that promotes a workforce of 40% women in nuclear by 2030 (up from the current 22%). This proposal is supported by the Nuclear Skills Strategic Plan, published in December 2016, which commits the sector to meeting its skills requirements by drawing from a more diverse talent pool. It is accompanied by a Future Boards scheme that gives talented female executives direct access to board level experience to prepare them for executive and non-executive board opportunities. The Nuclear Skills Strategy group, which is a key player in this endeavour, is aligned with Skills Advisory Panels that rely on Nuclear Workforce Assessments published annually. The intention is that such efforts will lead to the achievement of the stated goal.
The UK Government Equality Office (GEO) [12] has published several important papers on the gender pay gap that provide guidance for employers who want to take ‘evidence-based’ actions to close the gap. Following are some of the specific recommendations that have been tested in real world settings and found to have positive results: 
· Include multiple women in shortlists for recruitment and promotion. 
· Use skills-based assessment tasks in recruitment. 
· Use structured interviews for recruitment and promotion. 
· Encourage salary negotiations by showing salary ranges. 
· Introduce transparency to promotion, pay and reward processes. 
· Appoint diversity managers and/or diversity task forces. 

The report also includes actions that appear to be promising but for which there is less documented evidence: 
· Improve workplace flexibility for men and women. 
· Encourage the uptake of shared parental leave. 
· Recruit returners (i.e. people who have taken an extended career break and are either not currently working or working in roles for which they are overqualified). 
· Offer mentoring and sponsorship opportunities. 
· Offer networking programmes. 
· Set internal targets to track the gender pay gap. 

In addition, the report tracked actions that have had mixed results. In other words, they have had both positive and negative impacts, which suggests that their effectiveness is tied to how well they are implemented. Examples include:
· Unconscious bias training, 
· Diversity training, 
· Leadership development training, 
· Performance self-assessments, and 
· Diverse selection panels.
[bookmark: _GoBack]Some of these conclusions may seem surprising, as a number of these initiatives are often cited as best practices for transforming workplaces and increasing gender parity. However, the GEO report demonstrates that implementing these initiatives without fundamental changes in organisational cultural and accountability will likely lead to ineffective results. Organisations that wish to advance their programmes for more diverse and inclusive workforces would be well advised to adopt a similar evidence approach to their policy making.
5. WINS Gender Programme  
WINS looked at the evidence of the underrepresentation of women in nuclear security and in July 2018 WINS launched its Gender Champions Programme, supported by the Governments of Canada and Norway, to increase the representation of women in nuclear security and to highlight the positive impact of a more diverse and inclusive nuclear security sector. Through this programme, WINS capitalises on its role in professional development and certification in nuclear security management to ensure that women have equal access to the training and development opportunities they need to demonstrate competency in nuclear security. Furthermore, W|INS promotes knowledge exchange and training and professional certification in all relevant career pathways to ensure that:
· Employers in the sector are supportive and inclusive of women;
· Women pursue nuclear security as a career;
· Women gain certification in nuclear security to support their careers;
· Women are active as experts and opinion leaders in the sector;
· Women are promoted and recognised based on their expert contribution.
WINS has designed a range of initiatives to bring attention to the need for gender parity in nuclear security, both within its own programmes and as an advocate for action among other stakeholders, including governments, competent authorities, operating organisations, professional associations, universities and schools. This commitment includes championing female role models in nuclear security to illustrate and underscore the positive impact of a more diverse and inclusive sector of nuclear security practitioners. At the same time the Executive Director of WINS, Dr Roger Howsley committed to be an International Gender Champion.

The WINS Gender Programme programme specifically commits WINS to increasing the number of women who enrol in the WINS Academy Programme and become WINS Certified Nuclear Security Professionals and to increasing female participation and female subject matter experts at all WINS events. WINS has established concrete targets for each of these programmes and reports on these targets. WINS has set a target for 2020 of 30% women to be represented in its WINS Academy programme, the cohort of certified nuclear security professionals and represented in its workshops and events programmes as both participants and subject matter experts. However, measurement of success requires the establishment of a base line for comparison, to ensure the efficacy of the programme that has been designed.

5.1 WINS Survey on Gender and Nuclear Security 
In April 2019, WINS conducted a survey on gender and nuclear security to capture the opinions and experiences of WINS members and to provide a baseline for the WINS Gender Champions Programme. The results of the survey enabled WINS to consider key issues associated with competency and professional development to ensure that men and women have equal access to capacity building measures that will serve to strengthen national nuclear security regimes.  Of the 319 respondents to the survey, 182 (57%) were men and 130 (41%) were women. Seven respondents (2%) preferred not to indicate their sex. The survey classified respondents by professional levels ranging from non-managerial to CEO/board member, as well as by background (industry, policy, regulatory body, academia). 

	The survey questions included:
· What is your best estimate of the current level of representation of women in nuclear security?
· Do you think women are underrepresented in nuclear security?
· Do you think nuclear security, as a sector, is predominantly male?
· Do you think under-representation of women in nuclear security is an issue that should be addressed?
· What do you think is the best method for learning more about the WINS Gender Champions Programme: workshops, webinars, social media or networking?
· What do you think is the best method for advancing gender parity in nuclear security: mentoring programmes, senior management commitment to gender parity, more women in leadership positions, or advocacy by Male Gender Champions of Change?
· What do you think are the main obstacles for women entering the nuclear security profession: lack of role models for women in the nuclear security profession, lack of information about nuclear security careers, lack of access to career opportunities, or negative attitudes toward women entering the profession?




The survey responses were analysed to obtain the perspectives of various audiences, such as men and women, senior managers and high-level decision makers (board or CEO equivalent). Following are some key findings. 
· The majority of both men and women surveyed think that the current level of participation of women in nuclear security is 20%.
· More women (82%) than men (71%) who responded to the survey think that women are under-represented in nuclear security.
· More women (89%) than men (69%) who responded to the survey think that nuclear security as a sector is predominantly male.
· More women (88%) than men (70%) who responded to the survey think that under-representation of women should be addressed.
· Men who responded to the survey thought that mentoring programmes were the best method for increasing gender parity in nuclear security. 
· Women who responded to the survey thought that more women in leadership positions was the best method for increasing gender parity in nuclear security. 
· Men who responded to the survey thought that lack of information about nuclear security careers is the main obstacle to women entering the profession. 
· Women who responded to the survey thought that lack of role models for women in the nuclear security profession is the main obstacle. 
Overall, there was a high level of recognition exists about the issue and need for gender parity in nuclear security. In addition, a consistent, high level of support exists for addressing the under-representation of women. It is important to note that senior managers and C-suite professionals can do something about this issue, so their attitudes are especially important when it comes to actualising change.  The WINS Gender programme focuses on the role and responsibility of leaders, both men and women to be champions of change and provide support from the top of an organisation so that it can achieve its gender parity goals.

5.2 WINS Roundtable on Gender and Nuclear Security 
At the related roundtable on Gender and Nuclear Security, WINS invited experts who represent several different organisations with initiatives designed to address the under-representation of women in nuclear and related sectors. The roundtable participants agreed that collective action is needed to specifically address this issue. The organisations and initiatives that attended are all concerned with capacity building to support sustainable results. 

Below is a description of each of the organisations that was involved in the Gender Roundtable. These organisations are described to demonstrate the depth and breadth of attention that is being paid to the subject internationally and regionally to advance the goals of gender parity in the nuclear sector, the security sector and the policy sector:

The Africa Centre for Science and International Security (AFRICSIS) envisions a safer, more secure and more stable Africa that is obtaining optimum benefits from dual-use science and technology in CBRN fields. It takes a systemic approach to empower citizens to work together in devising solutions for national and international issues at the crossroads of science and technology. AFRICSIS is engaged in programmes to encourage more women to enter the field of nuclear security and to ensure that more women rise through the ranks to enhance gender balance. Initiatives in this area include training opportunities, collaboration with other initiatives like Women in Nuclear (WiN) and the African Leadership Network, policy engagement, community support and increased visibility.
The CRDF Global is an independent non-profit organisation focused on capacity building in nuclear, chemical, biological, innovation and global health fields. CRDF works to advance women worldwide through initiatives including fellowship programmes, networks for leadership in chemical security, and international visitor leadership programmes. Its Women in Science and Security Initiative seeks to integrate a gender perspective into international science and security collaboration with a view to releasing a best practice guide in February 2020. This guide will address the barriers that exist and the need to examine institutional structure and culture expectations in relation to the participation of women in these key areas. The guide will also document existing career paths, consider the pipeline of female students in the areas of science, technology, engineering and mathematics (STEM), and examine how to design workplaces, reward systems and training so that they cater better to women.
The Gender Champions in Nuclear Policy network is a leadership network that brings together heads of organisations working in nuclear policy who are committed to breaking down gender barriers and making gender equality a working reality in their spheres of influence. Gender Champions in Nuclear Policy is designed to augment and complement decades of accomplishment in building networks, skills, mentorship, visibility, voice and community among women working in the nuclear policy field by adding commitment at the leadership level of the nuclear policy sector. The engagement of male and female leaders is critical to the kinds of policy, behavioural, environmental and cultural changes that are needed to achieve effective gender balance in the nuclear field.

The Group of Friends for Women in Nuclear is a group of Ambassadors based in Vienna, Austria, that represent Member States of the IAEA. The group was formed to increase, through practical measures, the representation of women in the IAEA Secretariat, including key roles in nuclear security and nuclear safety.

The Institute of Nuclear Materials Management (INMM) is a non-profit technical organisation with a worldwide membership of engineers, scientists, managers, policy makers, vendors, educators and students. It promotes research and development to optimise nuclear materials management internationally and provides a safe, welcoming and productive experience regardless of age, colour, creed, disability, ethnicity, gender identity and expression, marital status, military service status, national origin, parental status, physical appearance, race, religion, sex or sexual orientation. INMM will not tolerate harassment of or by participants (including INMM volunteers and staff) in any form, including discriminatory harassment or unwelcome physical contact. To support this commitment, the INMM developed a respectful behavior policy that communicates its values.
The International Atomic Energy Agency (IAEA) provides high level support to increasing the representation of women at the IAEA. The IAEA has committed to integrating a gender perspective into everything that it does, including promoting the appointment of female candidates to high-level positions. Its gender action plan has four main objectives: strengthen efforts for gender balance, strengthen gender mainstreaming, enhance internal and external communication about its work on gender equality, and promote an enabling environment supportive of gender equality.

The Nuclear Energy Agency (NEA) is a part of the Organisation for Economic Cooperation and Development. It has a programme encouraging girls to take up studies in STEM areas and recognises that women are under-represented among new entrants in these fields in higher education. Cultural and corporate practices are perceived as the main barriers to women's rise to leadership. These considerations informed NEA's International Mentoring Workshop in Science and Engineering, which was developed to encourage young girls to pursue STEM subjects and to build leadership capacity in their future careers. Workshops are conducted in cooperation with, and co-sponsored by, government organisations and related institutes and academies.

The non-governmental organisation, Women of Color Advancing International Peace, Security and Conflict Transformation (WCAPS), is committed to advancing the leadership and professional development of women of colour in the fields of international peace, security and conflict resolution. WCAPS are also committed to encouraging younger women to develop leadership skills through such programmes as Young Ambassadors, mentoring and media training. The programmes provide girls with role models and also recognise mid-career women. WCAPS has three working groups: cybersecurity and emerging technologies, CBRN policy, and climate change.

The network, Women in International Security (WIIS), is the premier organisation in the world dedicated to advancing the leadership and professional development of women in the field of international peace and security. With chapters in 47 countries, WIIS sponsors leadership training, mentoring and networking programmes. WIIS gives a voice to female experts, helps to raise awareness of key issues, and identifies women who can act as role models. The organisation recognises that a good network (including informal networks and discussions) is crucial for professional life because it gives women access to leadership positions; therefore, it organises many events whose goal is to inspire women and strengthen their networks. 

The global network of Women in Nuclear (WiN) Global is a forum for exchanging information and raising awareness of the benefits of nuclear and radiation applications and of the safety measures that ensure protection of the public and the environment and enhance quality of life. WiN creates bridges among members in the spirit of equality and mentors and supports women working in nuclear sciences. It currently has 35,000 members from 108 countries divided into 33 Chapters and sponsors committees for Communication, Mentoring and Strategic Planning.  

It is important to note that the work of all these organisations is essential to ensure that there is concrete progress made on gender in the nuclear sector. At the WINS Gender roundtable representatives from each of these participating organisations endorsed future collaborative efforts to identify opportunities to promote their work by leveraging each other’s programmes. WINS is committed to facilitating these collaborative efforts through its Gender Champions Programme and will be publishing a Best Practice Guide on Nuclear Security and Gender Parity in the coming year in continued collaboration with these organisations.
6. ConclusionS on the role of gender parity and demonstrable competence in nuclear security
There are many challenges and opportunities that are associated with gender parity and nuclear security. There are several organisational barriers to women being promoted and participating fully in the workplace in the same manner as men. However as has been illustrated through the paper one of the main issues driving the success of gender parity initiatives is the way in which an organisation defines competence in the context of all of its security roles. ‘Competence’ is often thought of as a neutral concept in terms of gender impact; however, evidence demonstrates that competence-based assessment may still contain biases that have a negative, discriminatory effect- the effect of presumed or assumed competence at the expense of demonstrable competence. 

The overall conclusion of the WINS gender study in relation to competence and professional development in the area of nuclear security was that men and women should have equal access to networking opportunities, mentors and sponsors and be employed by an organisation that offers neutral competency-based recruitment, promotion and performance measurement with equal access to training and professional development. This will result in a diverse and inclusive workforce that is contributing to the sustainability of each country’s national nuclear security regime [13]. However, policy changes without cultural change is not enough. In many cases policy changes alone inhibit real progress. Organisations cannot assume that they are creating a positive environment in which women will thrive unless they put structures in place to support it. This requires a change in attitudes and beliefs about competence and which professionals exhibit competence and how competence is defined and measured; it also requires the implementation of organisational policies and action plans to support these outcomes. 

Robust, sustainable regimes require competent and capable professionals who can meet the challenge of a dynamic and evolving threat environment. The best results are obtained from a diverse profession and one where competence is demonstrated and not assumed - simply because of the career pathway that the professionals has travelled along.
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